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[bookmark: _Toc531627075]Introduction 
Brief introduction about myself firstly I am 32 years old original from moved to the United kingdom in 2010 coming from this background I have always wanted to improve on myself by being more educated , I know  I have great potentials inside me which I have to discover.
In my journey in searching for job and building up a career for myself I have learnt that education is the key to success .my first job in the united kingdom was when I was working as a train litter picker with London underground trains which was not what I really want to do, I worked in the transport sector for one year after which I transferred to security sector of which I obtain some training and qualification in access control and door supervisor within the security industry in cause of my new role I have been able to work and communicate in public and create realistic goals for myself and build myself confidence  the step I made to security sector has really helped me in my self Confidence I decide to improve myself more by coming to university to satisfy my Self goals , I really like mostly to have a professional career, I can say I have not regret coming to university  .   
Against the above backdrop, an attempt has been made to understand intricacies that govern factors related to professional career development planning. Firstly, skills required to increase an employee’s employability and work efficiency have been exhaustively illustrated. Career development theories have been discussed comprehensively for analysing the career development discussion through the lens of scholarly works. Furthermore, a personal reflection model has been discussed in order to understand introspection as a method of Self Teaching and learning for an employee. Along with the illustration of reflection model, a SWOT analysis has been conducted for identifying areas of strength, weakness, opportunities and challenges for an employee. SWOT analysis is of crucial significance to understand the worth and position of an employee in the path of professional career development.  In order to attain career progression, employment goals have been discussed as factors of motivation for employees. Moreover, a personal development plan has been provided to realise improvement targets within a specified time frame and in a pragmatic manner. This study aims to provide comprehensive aspects associated with professional career development planning. It further evaluates the significance of employability to earn credentials in one’s professional field. 
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[bookmark: _Toc531627076]Skills and knowledge for working effectively 
Cultivation of effective communication skill
Effective communication skill is an essential quality in an employee. as per observations made by Akkermans and Tims (2017), employees who can communicate in smart and proper fashion are able to work in liaison with his peers, subordinate and superiors. Interaction with each of them requires separate understanding and skill. An employee’s interaction with his colleague is different than that of his interaction with seniors. Furthermore, non verbal communication channels such as gestures and postures have to meet a professional standard. Both verbal and nonverbal communication can influence an employee’s employability potential to a substantial extent. Statistics of the year 2012 has evidenced that there has been a five percent increase in employee retention due to implementation of effective communication skills. 
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Figure 1: Statistics for employee retention
(Source: Akkermans and Tims 2017)
Ability to function in a team
Employee’s ability to adjust and cooperate determines his employability factor. It has been observed by Aziz and Pangil (2017), an employee’s emotional quotient is a significant contributor in deciding his employability. An employee that has poor social assimilation skill is less desired in a workplace. Employers look for employees who can cooperate and collaborate with his team members. It ensures that organisational objectives are achieved without any cooperation hurdles within teams. Moreover, teamwork facilitates division of workload and feedback process among team members. No wonder the capacity of adjustment is an indispensable factor to gauge an employee’s work efficiency. 
Continuous process of learning
Constant improvisation is the key to deliver effective performance by an employee. Employees have to imbibe organisational and communication skills. In order to develop expertise knowledge related to a specific profession, an employee must accumulate knowledge by extensive reading and attending seminars and workshops. There can be no end in learning; therefore, a learned man is always valued in a workplace. However, one must have the capacity to implement these learning in his performance and decision making process. On the other hand, a learned employee should also be open to new ideas and techniques that evolve with the dynamism of time. It has been evidenced by the study of Sampson and Osborn (2015) that employee participation varies with the size of the enterprises.
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Figure 2: Employee participation in on the job learning process by enterprise size
(Source: Sampson and Osborn, 2015)
Technological literacy
Digitalisation and technological developments are driving pulse of global economy and commerce in the twenty-first century. No profession can survive without an effective utilisation of technological devices. Therefore, an employee must augment his technological knowledge to excel in his chosen profession. Furthermore, the impact of digitalisation on profession is to be evaluated in order to make sure that an employee’s technological skill is in sync with the current professional demand. Employers hire those candidates that are acquainted with informational technology and have the tenacity to adapt with emergent technologies. Therefore, technological literacy determines an employee’s ability to work effectively in the workplace and enlarges the employability potential (Sampson and Osborn, 2015). It can be considered that there are specific impacts of external and internal factors of technological changes on employee retention. 
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Figure 3: Impact of technological changes on the employees
(Sources: Sampson and Osborn, 2015)
Critical Thinking
Employees cannot simply perceive, he has to have the ability to develop critical thinking. One has to put in intellectual labour in order to understand, analyse and evaluate occurrences of events and implementation of decisions. It takes a protracted practice of observation, comprehension and assimilation to develop this particular quality. It enables an employee to understand professional nuances in the workplace. As per the observations made by Raish and Rimland (2016), employers hire candidates who have mastered the critical thinking practice since it is quality to be nurtured and developed other than being taught or trained. Employees who exhibit this quality can work effectively by analysing situations and draw solutions to them in a constructive fashion. 
[bookmark: _Toc531627077]Career development theories and critique 
Scholarly theories on career development provide analytical insight into career behaviour and choices exhibited by employees or prospective employees. It enables one to understand psychological factor functioning behind opting for a specific work. Furthermore, an understanding of social nuances can be derived from studying career choices made by employees. In this context, Holland Theory of Vocational Type and Bandura’s Social Cognitive Theory have been discussed and evaluated.

Holland Theory of Vocational Type 
The crux of Holland Theory of Vocational Type is that a prospective employee will opt for a job that allows him to showcase his personal interests and qualities (Sampson et al. 2014). Therefore, opting for an occupation is a conscious choice made based on one’s personality. An employee will attain job satisfaction once his personal interests are aligned with the specified occupation. Holland has provided six varieties of vocational types
· Realistic
· Investigative
· Artistic
· Social
· Enterprising
· Conventional

Holland has pinned every personality trait with a definite profession. For an instance, only realistic employees are methodological and practical in their work approach and persons with conventional trait can take instruction, rather than being a proactive employee in decision making. On the other hand, enterprising employees are categorised as policy makers and planners. Hence, personal attributes of employees are reflected in their career choices as per Holland’s theoretical perspective. Vocational choice based on one’s choice and preference can be beneficial for career guidance and career counseling (Sampson, 2014). 
Holland’s theory is not without critique and scrutiny.  It has been studied by different academicians that Holland’s Vocational Types Theory is neither flawless nor infallible (Furnham, 2001). Linking of personal traits with vocational choices is stereotypical and rigid. Employees who are realistic can opt for occupations that also require social and enterprising as essential quality. Hence, boundaries between personal attributes and career choices must be porous and flexible. Furthermore, Holland’s Theory largely ignores external environmental factors such as, financial condition and availability of resources that can guide an employee’s career choice, apart from his personal preference. 
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Figure 4: Holland Theory of Vocational Type
(Source: Garcia, 2015)
Bandura Theory 
Self efficacy is the cornerstone of Bandura’s Social Cognitive Theory. An employee’s comprehension of own capacity in fulfillment of a job role is the essence of self efficacy. It enables the employee to trust respective ability to execute functions to fulfill work goal. The realisation of self efficacy drives career choice of employees and motivates them to excel in a particular profession (Garcia, 2015). 
Low self efficacy can invigorate an employee to develop his skills in order to improve his performance. On the other hand, higher self efficacy facilitates the employee to accomplish ambitious work targets and reach his desired career destination. Therefore, both low and high self efficacy can be taken in positive stride attain career development for employees. Employees also harbor efficacy expectation. It is the employee’s self conviction to carry out legitimate function to attain a work goal. 
Furthermore, Bandura has considered the importance of personal goals in his theory. Definite objectives influence on the choice of occupation made by the employee. Thus, self efficacy and efficacy expectation together can guide an individual to develop personal goal and thereby allowing him to opt for a career of his choice. 

Bandura Social Cognitive Theory has further taken into consideration the role played by environmental factors such as, economic climate, job opportunities and pecuniary measures in developing self efficacy beliefs (Hirschi and Dauwalder, 2015) Therefore, the social cognitive theory is comprehensive in its approach and serves as an imperative ideology in strategising career guidance and development plans. It is all the more significant in the context of rising competition in different professional domain of the twenty first century. Therefore, Social Cognitive Theory enables an employee to draw out a productive career development plan for achieving career targets. 

[bookmark: _Toc531627078]Kolb’s Personal reflection theory  
Reflection is a respective identity that an employee secures within a workplace. Unless there is an adequate pace for experience, a practical orientation lacks within an employee. In this respect of meeting employment goal and to develop a personal development plan, the employees can be reflected to The Process of Experiential of Learning. It has been identified by Kolb that a traditional learning theory or an epistemological aspect of learning makes the learning process more acquired. There are authors researching on acquired learning and experiential procedures of learning. It could be reflected from the Kolb’s learning procedure that an effective learning procedure is developed through experience, reflection, conceptualisation and planning. Initiating from stage 1, concrete experiences can be developed based on the observation made within a workplace. The third stage or the abstract conceptualization allows figuring out issues within the workplace that makes employees to be precise in development. On defining conceptualisation, plans are more concrete and relevant within workplaces. These plans can further help in laying an appropriate decision to further development (Kolb, 2014). 
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Figure 5: Kolb’s Personal reflection theory
(Source: Kolb, 2014)
 
Experience
An employee must undertake new activities to learn from its implementation process. Unless an employee performs new functions, he will not be able to learn from them. Fear of being wrong must not deter an employee from undertaking new performances. In view of Kolb, (2014), new experiences impart a vital lesson for an employee’s career development plan. 
Reflect
The process of reflection is crucial for an employee since it enables him to recall his activities and decide his feelings about them accordingly. Both pleasant and unpleasant experiences can contribute considerably to the career choices that an employee makes. It can further guide an employee’s future action steps. 
Conceptualise
The employee has to derive a general understanding from lessons learnt during the reflection process in the Kolb’s cycle. Conceptualisation of general idea guides an employee’s ability to perceive his surroundings and strategise action plan in his workplace accordingly (Kolb, 2014). Therefore, in the process of conceptualisation, lessons engraved in one’s conscious mind guide respective action plan and consequent career activities. 
Plan
An employee plans his action based on his conceptualisation of an event or experience. Lessons imbibed in one’s conscious mind determine his choice and course of action. Therefore, a productive action plan enables employees to undertake activities shaped by own experience and perception.
[bookmark: _Toc531627079]Comprehending personal strength and weakness for assessing readiness of employability (personal reflection and career development planning) 
· SWOT analysis 
Employment goals and personal development plan must be preceded by a SWOT analysis conducted by an employee. SWOT analysis enables an employee to identify one’s deficiency and areas of strength. An employee can further take advantage of career opportunities in order to mitigate intimidating factors in the path career progression.


	                       Strengths

· Effective Communication Skill
· Expertise subject knowledge
· Objective Self Awareness analysis
	                          Weaknesses

· Poor Negotiating skill
· Poor Analytical skill
· Lack of decision making ability

	                       
                       Opportunities
· Garnering work experience
· Switching jobs 
· Aiming for promotion
	 
                     Threats
· Professional competition
· Non-cooperative work environment
· Inadequate training programme   


Table 1: Personal SWOT analysis
(Source: created by author)
SWOT Analysis of an employee
An employee has concocted qualities of both strength and weaknesses. Moreover, one has to encounter threats and opportunities in the path of professional career development. Upon performing a SWOT analysis, communication skill, subject knowledge and self awareness have been identified as domains of strength of an employee. However, weaknesses encompass the inability to negotiate, analyse and take decisions. Furthermore, an employee confronts threats such as competition from rivals, non cordial work environment and poor training programme conducted by an organisation. Nonetheless, the employee can excel in the particular profession by seizing career opportunities arriving in the course of career development. One can gain work experience, opt for a better job and try for promotions. The SWOT analysis assists an employee to estimate own worth and position in the field of one’s profession and thereby undertaking required measures to improve and improvise.
[bookmark: _Toc531627080]Employment goals 
Being an ambitious employee, one has to strive for self-improvisation and attain professional acumen in his career.  SMART measures have to be undertaken to perceive employment goals in professional arena. In this context, employment goals achievable with the assistance of SMART measures are as follow
· Expertise knowledge
In order to develop oneself as a professional, an employee has to expand his horizon of knowledge. He has to delve in organisational and transferable knowledge, such as, decision making and managerial skills for meeting the intellectual standard that his profession entails. It is the acquired knowledge that makes an employee reach desired career destination by eliminating his rivals.
· Communication Skill
Employees are social beings, and in order to thrive in workplace they have to communicate, collaborate and cooperate with one another (Hanaysha, 2016). It has been observed by Solaja, (2016), that in order to facilitate both vertical and horizontal communication in the workplace, an employee has to nurture and sharpen his communication skill.  Furthermore, an employee with effective communication skill can voice his opinions and take an effective part in organisational decision making.
· Attain leadership role
Employees strive for imbibing leadership attributes in the course of improvising themselves in their professional field. It motivates an employee to savor position of power and responsibility. Leadership role also enables an employee to exhibit his skills and talents inculcated over the years. 
· Work satisfaction
Work satisfaction is the driving force for motivating an employee to reach helm of his career. An employee must seek for job gratification, as it will enable him to resonate with his organisational requirement, at the same time ensuring his psychological contact with the company’s functions and goals. 
· Time management
Employer has to undertake greater responsibilities as he steadily excels in his profession. One has to execute organizational strategically functions with greater precision and acumen. Therefore, in order to carry out varied responsibilities an employee has to manage his time efficiently. An ambitious employee must carry out his multifaceted functions and improvise his working skills simultaneously. Time management is an employment goal that has to be meticulously met with steady planning and practice. 

Figure 6: SMART objectives
(Source: Created by author)
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1. I aim to develop transferable skills needed to engage in team work such as collaboration and communicative listening by 29th March 2019 with the help of group activity sessions for a business workshop. 
2. I will enrol in online courses and participate in online assessments in order to develop my communication attributes such as negotiation skills and articulation skills by 31st May 2019. 
3. I attempt to enhance leadership skills such as effective decision-making and setting short-term and long-term goals through a shadow assistantship of the senior manager in an organisation by 5th July 2019.  
4. I will perform strategic analysis on specific case studies in regard to my area of specialisation by 16th August 2019 to enhance analytical skills.
5. I will develop a self-awareness of strengths and weaknesses by engaging in Gibbs reflective model by 31st October 2019.

	SMART Target
	Actions needed
	Resource implications
	Success criteria
	Deadline

	Developing transferable skills such as collaboration and communicative listening. 
	I will need to enroll in group session activities organised by various seminars and workshops. 
	I will need monetary resources for enrolling in workshops and seminars amounting to 100 Pounds.
	By enrolling in seminars and workshops I will be able develop collaborative attributes, which will help in inter-departmental cooperation and teamwork towards a common goal.  
	I will achieve the set target by 29th March 2019.

	Developing communication skills such as negotiation and articulation
	I will undertake online courses and participate in online assessment platforms.
	I will need to procure fees for participating in courses and seminars amounting to 75 Pounds.
	I will be able to enhance my performance in the workplace by developing negotiating and articulating skills. It will moreover improve my employability criteria.
	I will achieve the set target by 31st May 2019.

	Enhancing leadership skills such as decision-making and setting long-term and short-term goals.
	I will procure a shadow assistantship of an organisational leader relevant to my area of expertise. 
	To attain the assistantship, I will need to apply and get selected in interviews, for which I would be needing help from secondary sources such as articles and journals regarding my area of expertise.
	Leadership skills will contribute in my growth and success in the organisational hierarchy of my work place. It will also provide confidence and motivation necessary for accomplishing job responsibilities.
	I will achieve the set target by 5 th July  2019.

	Enhancing analytical skills 
	I will organise and perform strategic analysis on specific case studies in regard to my area of specialisation.
	In order to perform case study analysis I will need to engage in primary and secondary data analysis, which will require human and monetary resources.
	Enhancing analytical skills will help contribute in my knowledge of crisis management and strategy planning.
	I will achieve the set target by 31st October 2019.

	Developing a self-awareness of strengths and weaknesses
	I will engage in the practices of Gibbs Reflection Model and learn to analyse the self with objective and rational thinking.
	The understanding of the model will require theoretical knowledge gathered from secondary sources
	Engaging in a personal reflective practice will benefit me by developing a sense of own skills and lack thereof along with an understanding of planning and executing.
	I will achieve the set target by 29th March 2019.


 
Table 2: Personal Development Plan
(Source: Created by the author)
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· Clarity of short-term and long-term goals
Personal Development Plan is an essential component for determining self-goals regarding enhancing employability. As influenced by Berson et al. (2015), the plan would provide clarity on developing a set of short-term and long-term goals in order to advance personal skills. Moreover, the clarity on goals would also contribute in aligning the goals with the organisational objectives and vision. Hence, setting SMART goals through a PDP influences both personal and collective growth for an employee as well as the entire organisation. 
· Skill development
Skill development is the primary purpose of procuring a Personal Development Plan. In order to develop relevant skills effectively, the PDP provides specific opportunities to the employees, such as,
· Learning opportunities
The PDP has a provision of undertaking several skill development courses regarding specific areas of employability. For instance, joining online courses and attending seminars are effective ways of developing communication skills. Even if the opportunities will not provide any certificate or degrees in some cases, it would provide necessary knowledge for achieving employment success.
· Reflective practices
Along with skill enhancement, a Personal Development Plan requires an employee to assess their strengths and weaknesses in regard to the skills needed to accomplish their job responsibilities. As suggested by Schön (2017), reflective practices contribute in developing an employee’s perception of the self as well as provide with an idea of others perception of the same. In addition, appropriate reflective models such as Gibbs Reflective Model enables the employees to analyse own strengths and weaknesses objectively, which otherwise are often colluded with subjective preferences.
·  Secondary learning sources
Apart from, online courses and seminars, there is a plethora of secondary resources such as journals and articles regarding the theories and concepts of personal development and personal reflection, which an employee can take assistance from during a Personal Development phase. Shadowing practices of successful entrepreneurs and professionals in relevant fields also contributes in developing required skills for personal and professional development.
· Motivation and confidence
With the help of the newly developed skills and talents, employees gain confidence in performing their job responsibilities. With goals clearly defined and weaknesses assessed, they have a significantly better understanding of their functions and contributions to the organisation they are employed by. As commented by Bradler et al. (2016), enhanced skills and confidence motivate employees to accept accountability for their job responsibilities without the need of supervision or coercion. 
· Trust between employees and leaders
As a Personal Development Plan enhances skills and confidence, the employees become motivated to deploy those skills in their workplaces, contributing to the growth of the entire organisation. Moreover, as the employees start taking accountability for their jobs, the leaders get a clear understanding of their job division criteria and functional attributes. In addition, the employees contribute efficiently in the decision-making process of the organisation, which makes the organisational decisions more inclusive. It also provides the employees with clarity regarding their functions in the decisions taken. Thus, Personal Development Plan helps in creating a mutual understanding of shared responsibilities between the leaders and the employees. 


[bookmark: _Toc531627083]Conclusion 
Professional career development plan and guidance are in vogue to cater to counselling demand of job seekers and existing employees. Its utility will barely shrink since; career development plan and guidance provide crucial assistance to prospective employees in fetching their desired job and profession. In this study, important features of career development plan have been discussed. In order to execute a career development plan, an employee must develop and sharpen professional skills. Effective communication skill, ability to function in teams and critical thinking are some of the skills required by employees to work effectively. It is the application of these skills that facilitate and decide the course of career development for employees. Scholarly works have been examined to understand the evolution of career development theories over the years. These works reflect the role of psychological and social congruence in determining occupational choices made by employees. In this context, Holland’s Theory of Vocational Types and Bandura’s Social Cognitive Theory have been discussed in a comprehensive manner. A short critique to Holland’s Career Development theory has been discussed to understand shortcomings of the theory. This study has also studied a personal reflective model propounded by Kolb through which employees can self assess. Furthermore, a personal development plan has been chalked out to identify an employee’s target to improve skills and eradicate lacunae. It enables employees to achieve improvement targets within a particular time framework. A specified time framework motivates an employee to overcome shortcomings with greater vigour and discipline. The process of self learning enables employees to conceive the essence of an event and derive lessons from own understanding of incidents. Upon conducting a SWOT analysis, strength, weakness, threats and opportunities for an employee are identified. It helps an employee to identify areas of strength and scope of improvement. One can also take identify opportunities and take them in positive stride to terminate potential threats. Employment goals are set to enhance one’s working skill to attain career credentials. An employee can have employment goals such as efficient communication skill, expanded professional knowledge, acquiring promotions, leadership roles and derive gratification from work. Therefore, professional development plan entails skills that can enable employees to enhance their employability and thereby curving a path of career progression to fulfill the ambition of acquiring dream job.
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