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INTRODUCTION

I was able to examine both my strengths and weaknesses using Personal Swot Analysis, and I discovered that while I am very good at time management and working under pressure, I am easily distracted and lose my focus. Communication skills are also one of my strengths, but I have a hard time speaking in public. In terms of opportunities, I learned that once I obtain my BA, I can look for an internship, a job in my industry, or even start my own business, but there are always risks, such as competing with people with superior abilities or experience. SWOT Analysis has been validated by research as a planning technique. 
At the age of 26, I intend to receive my BA in Leadership and Management so that I may get a better career, learn new skills, and broaden my knowledge until I am able to operate my own business with the experience I have gained. By the age of 35, I want to have a thriving business. In the ten years it will take me to attain my objectives, I will seek out any opportunity to learn and improve, hoping that in the interim, I will be able to overcome any barriers that may arise.
My goal with the portfolio is to improve on some of the skills that are now missing in my professional profile. To strengthen my influence methods and boost my scores, I will work on improving my personality and ambitions.
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The world around us is rapidly changing. Traditional work methods are being replaced by new work practices that demand new sorts of abilities because of new technologies. In today's fast-paced environment, training on all levels, including physical, social, mental, and intellectual, is critical for improving not just employee but also organizational skills. Training and development programs for employees are an important aspect of excellent management practices and risk management techniques. As a result, both employers and employees share responsibility for skill development. Training should be done on a regular basis in every organization. For example, if a new machine is built to enhance a factory and a worker is required to use it, training may be required. To learn everything there is to know about that equipment, he will require training. Learning is a never-ending process that must be continued. Individuals might also benefit from training and development programs to improve their self-efficiency. Employees can also receive self-management training, which will allow them to methodically improve their self-efficiency. Training, education, and development are the three main activities that make up training and development.
Training: Training is the process of improving an employee's skills, talents, and knowledge to meet the needs of the job, both now and in the future. Training is critical to the growth and success of any firm. Staff can be trained in a variety of ways, including classrooms, workshops, meetings, conferences, and demonstrations.
Education refers to the training that employees receive to do a specific job. It is frequently presented to employees who have been identified as being promotable, who are being considered for a new job, either lateral or upwardly, or who want to further their career.
Employees are given training to enable them to think outside the box, which is referred to as development. It encourages them to be more inventive.
As a new manager, I need to know where my team stands in terms of learning and development, but I also need to assess new employees' skill levels. To do so, I'll have to set clear goals for each of them, track their progress, use focus groups to determine where and if training and development is required, and then implement a coaching and mentoring system. To meet the demands of my staff, I would determine what training program and learning modalities are required. To accomplish so, I will need to gather data such as person and organizational analysis, work and performance analysis, training sustainability analysis, and cost-benefit analysis. After I've gathered all the information, I'll be able to identify who needs to be trained and in what area. The next step is to design the training program and the methodology. Seminars, classrooms, workshops, meetings, conferences, and demonstrations can all be used to provide training. I will conduct research about what learning contents and resources are needed in the program. After I determine how the training program is going to look like I would put together a list of what materials should be written about my team evolution which will be training objectives, training materials and evaluation material. I will make sure that the employees are paying attention to what they are being taught will implement a quiz at the end of the session.
I will ask them questions at the end of the training about how well the knowledge was conveyed, whether they found the training valuable, if there is any area that needs improvement, and if they have any other abilities that they need to acquire. Training routines can be updated on a regular basis.
I chose these strategies because I feel they are the simplest way to create a new training program that meets the needs of all employees and collect feedback on whether the program is producing results or not.
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The reflective cycle developed by Gibbs divides reflection into six stages. Description, feelings, evaluation, analysis, conclusion, and action planning are all examples of these. While the concept is referred to as a 'cycle,' it appears to be more linear than other cycles. The benefit of this method, on the other hand, is that it provides a clear structure for analytical writing. The cycle's action plan stage can also serve as a foundation for repeating the cycle.
DESCRIPTION
From this module I learned how to asses my professional career development by using Personal development planning, to have a clear perception about myself by improving self-awareness using analytical tools like SWOT Analysis or Personality test, I learned how to explore employment opportunities, how the recruitment and selection process works, how to write a professional CV and Cover letter and search for a job, I experimented how a job interview is working by having a Mock interview which helped me understand where I need improvements after the feedback received, I learned about career development and employment legislation also about what are my alternatives after graduation.
FEELINGS
I felt at the start of the module that I would learn a lot about myself and my skills, if they needed improvement or not, and I was right. I learned a great deal about myself and my skills and abilities. I used to think I knew how to assess my abilities, but after learning how to do a SWOT Analysis on my strengths and weaknesses, I found I wasn't as self-aware as I had assumed, especially after taking a personality test and learning a lot about myself.

EVALUATION
The best part about this module is the fact that if you can follow all the steps in your career development, I believe that I could obtain the knowledge of improving myself and get a better job or one that it fits me even if I do not have the experience in the chosen field. I find personality test as one of the best tools if you want to understand where you will be a good fit.
I believe that having knowledge about employment legislation is a good development either if you are an employee or an employer.
Another aspect that I found very enjoyable was the work of drafting a CV and cover letter, which I had never done before, as well as the opportunity to participate in a mock interview, which I believe would be quite beneficial to me in the future.
The open book evaluation was something I did not like so far, and while I believe it is beneficial to gain such experience while still in school, I believe the task might have been better explained in advance, as I had never done so before.

ANALYSIS
This module was beneficial to me since I paid close attention to what was taught because it is exactly what I need for my future to be able to assess my abilities and acquire new ones to obtain and keep a career that I enjoy. It taught me how to explore opportunities and how to obtain and if I can obtain the job I am after.

CONCLUSION
I realized that to advance in my career, I must put in the effort and take the steps necessary to reach my objectives. On my job path, I will keep an eye on my abilities and adjust with new ones as needed. Keep up to date with the employment legislation to be able to defend my rights or my company. Always be prepared for changes and to do the research to adapt to them 

ACTION PLAN
In retrospect I believe I could have done better research on the subjects that I been taught to be better prepared and have better knowledge for my Mock interview and Open box assessment as I never experienced any of them before. If I had to do it all over again, I would better prepare myself by conducting a SWOT Analysis of my strengths and weaknesses. When questioned about my capabilities, I would be more concise, and I would conduct more study on the chosen organization so that I could answer and ask my employer questions.
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