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Introduction
In this essay, I discussed my personal development needs. I started the essay with introduction about myself, explanation of self-evaluation and its importance, and how I evaluate myself. Furthermore, I critically analysed self-motivation, sources of motivation and what motivates me. Learning styles were also discussed critically, using VARK learning model, and I also identified my personal learning style preferences. Furthermore, I critically showed my knowledge and awareness of world of employment and different employability skills, and how they contribute to effective outcomes in an organization. I identified an area of my skill deficiency that I need to develop, why and how it will be developed. SWOT analysis was used to discuss the possible strengths, weaknesses, opportunities and threats or challenges that I might encounter in my development plan, and the actions to take to overcome the challenges to achieve success. Names or places mentioned in this essay are fake; they are used to maintain confidentiality. 
About Myself
My name is Edith Duruiheme, I am 52 years old, from Imo state, Nigeria.  I am a single mother of two girls. I am a very jovial person; I like meeting people and making new friends. I also like helping people in need, especially the less privileged and vulnerable people. I am currently working as a health care assistant (HCA) in a hospital.  I have developed various skills such as effective communication and good listener skills, interpersonal and problem solving skills, time management skill, decision making skills, leadership skills, conflict management skills and team work skills. My hubbies include cooking and singing in the church. I also like business. I am currently studying this course to acquire new knowledge and skills that will help me in my current career and future endeavours.
Self-Evaluation
Self-evaluation is defined as a process of assessing and analysing one’s development or progress to determine what has been achieved and what needs to be achieved/improved (Business Dictionary Online, 2019). In other words, self–evaluation is a mechanism for identifying and pursuing growth opportunities, including short and long term planning. An early study by Walker (1999) noted that self–evaluation helps an individual and/or organization to discovery poor performance and areas of improvement, it helps to understand professional roles, tasks, boundaries, vision and authority, it facilitates goal setting, relationship building, open communication, and identifies educational needs. These outcomes support the necessity for evaluating oneself. 
As a health care assistant, I often evaluate myself through reflection and feedback. Lew and Schmidt (2011) defined reflection as a systematically process of assessing one’s experiences, making sense of what happened and using knowledge learnt from the experience to develop plans to do things differently in the future. Given that reflection is a core element in the process of self-evaluation (Cambra-Fierro and Cambra-Berdun, 2007), therefore, through reflection, I examine what I have done, how I did it and the outcomes, hence, I will identify my strengths and weaknesses or areas that I need to develop to enhance my personal and professional value and then make plans to pursue those growths. To ascertain this, McDermid et al., (2016) adds that one’s ability to reflect on their experiences and implement change leads to a continuing improvement in their identity and progress in their professional career. 

Another way I evaluate myself and/or my performances and possible area of improvement is through feedback. Oxford English Dictionary Online (2019) defined feedback as information about others’ feeling or reactions to a product or one’s performance of a task, which is intended to be used as a foundation for improvement. While positive feedback increases my level of confidence, negative one gives me an opportunity to reflect and make positive changes. Through reflection on negative feedback, I become more aware of my practice, weaknesses or areas of improvement and develop plans that will lead me towards transformative growth. In a qualitative descriptive study, Allen and Molloy (2017) examined the influence of a Daily Feedback Tool in addressing the barriers to feedback in nursing clinical practice. The authors identified that both professionals and students valued feedback as a mechanism for identifying shortfalls and strategy for changing practice and improving performance. In parallel to this finding, Karanika-Murray and Michaelides (2015) adds that clear and useable feedback/information on effectiveness of one’s job leads to positive outcomes by enhancing self-determination and knowledge of results.

Self-Motivation
Motivation is defined as the internal and/or external forces that stimulate intensity, initiation, direction and persistence of behaviour (Vallerand and Thill, 1993 cited in Vallerand, 2012). Motivation has been studied from different perspectives such as intrinsic and extrinsic motivation, and amotivation (Vallerand, 2012). Intrinsic motivation is defined as autonomous form of motivation where an individual inherently perform a task for the interest, joy, pleasure or enjoyment s/he derives from the task (Ryan and Deci, 2000 cited in Vallerand, 2012), while extrinsic motivation is non-autonomous (controlled) form of motivation where an individual performs a tasks for the sake of external rewards such as to gain money, respect or to avoid punishment, criticism or sanctions (Ryan and Deci, 2000 cited in Vallerand, 2012; Toode et al., 2015). Conversely, a person is described as amotivated when s/he is neither intrinsically nor intrinsically motivated (Vallerand, 2012).
Evidence from psychological point of view shows that people who are intrinsically motivated experience increased  happiness, energy and well-being (Deci and Ryan, 2008), and also decreased level of burnout and distress (Deci and Ryan, 2008). While those who are extrinsically motivated experience instability, lost of focus, reduced performance and engagement, and increased fatigue (Ryan and Deci, 1985 cited in Vallerand, 2012).
As a health care assistant, intrinsic motivation reflects my source of self-encouragement. Given that I am intrinsically motivated, I am persistence and I can easily cope with challenges or difficult situation at work. When I am faced with difficult or unpleasant tasks, I look for a way to approach the tasks in a more suitable manner, instead of being discouraged. Evidence suggest that employee/people who are autonomously (intrinsically) motivated have the ability to show greater concentration, persistence and engagement in their tasks requirements, and they can effectively cope with change and challenging situations, while being innovative and proactive (Deci and Ryan, 2008; Haivas, Hofmans and Pepermans, 2013). However, Adams and Nelson (2009) argues that it is hard to believe that nurses/ care givers perform unpleasant tasks that are saturated with smell or involves physical touch and proximity (such as assisting patients with feeding, toileting and bathing) based on interest, pleasure or enjoyment. Instead, nurses/ care givers who perform such tasks are stimulated by some distinguishable internalized motivation (Toode, 2015), which is developed through childhood as a function of internalizing encouragement received from others when encountering unpleasant or difficult tasks (Kuhl, 2000 cited in Kazen, Kuhl and Leicht, 2015). This assertion is true in my experience, given that I had developed passion, tolerance, endurance and firsthand experience in looking after sick and vulnerable people from childhood. The internalized motivation and competence which I developed from childhood formed a source of encouragement when I am faced with unpleasant care-giving tasks.
Furthermore, I also feel motivated when my efforts are recognized with a sincere verbal appreciation such as “thanks you” for a job well done. Singh (2016) states that this form of verbal recognition entails a psychological feeling of being valued and praised for efforts, accomplishment and/or contributions, rather than monitory appreciation. 
I also feel motivated when I am working with a team of professionals who are willing to encourage others and also share skills and expertise. Karanika-Murray and Michaelides (2015) noted that people develop and function very effectively as a result of social and environmental supports for motivation. 
Learning style
Learning is an essential component of educational process, which can change human way of reasoning and behaviour (Thepsatitporn and Pichitpornchai, 2016). Fleming (2001) cited in Markovic and Jovanovic (2012) defined learning style as one’s preferred modes or ways of gathering, organizing, and thinking about information. Given that human beings learn from different sensory inputs, such as smelling, seeing, tasting, hearing and somatic sensations (James and Gardner, 1995 cited in Thepsatitporn and Pichitpornchai, 2016), therefore, the main purpose of investigating people or students’ learning styles is to modify learning materials and/or resource to accommodate various learning style with preferences for various sensory modes for perceiving, processing and retaining information (Shoemaker and Kelly, 2015; Thepsatitporn and Pichitpornchai, 2016). Shoemaker and Kelly (2015) noted that when students are aware of their learning styles, they will be able to use it along with their personalized study patterns to enhance learning within and outside the classroom environment. Therefore, it is important to understand individuals’ preferred learning styles in order to tailor learning resources or program to the learners preferred learning methods, hence enhancing their strength and chances of learning (Thepsatitporn and Pichitpornchai, 2016). 
VARK questionnaire/inventory is one of the learning style models that has been used and researched extensively by scholars in different learning situation/environment (Markovic and Jovanovic, 2012; Thepsatitporn and Pichitpornchai, 2016). VARK questionnaire/inventory is preferred among other learning models because it focused on different modes which information can be perceived and given out, and it also provides quantitative standard for measuring learning outcomes (Markovic and Jovanovic, 2012). Using VARK inventory, learners are categorized into four learning group such as visual (V), auditory (A), read/write (R) and kinaesthetic (K) (Alexandra and Moldovan, 2011; Markovic and Jovanovic, 2012; Shoemaker and Kelly, 2015; Thepsatitporn and Pichitpornchai, 2016).
Visual learners are people that learn better from things they see, such as pictures, diagram, charts or graphs, visual aids and watching others etc (Kastner & Stangl, 2011; Shoemaker and Kelly, 2015). Auditory learners are people that learn or acquire new information by listening to verbal explanation/discussion, talking with others and to oneself (Shoemaker and Kelly, 2015). Read/Write learner are people that prefer learning new information by reading through words such as books, journals, internet sources etc (Shoemaker and Kelly, 2015). Finally, kinaesthetic learners are people that learn better from physical/practical experience such as touch, movement or by doing the task (Alexandra and Moldovan, 2011; Shoemaker and Kelly, 2015).
In my experience, I understand and retain new information when I see and practice doing the task (visual and kinaesthetic). For instance, in my workplace, I was taught how to perform patients’ oral care. I observed a nurse perform the activity, and I was given an opportunity to repeat the activity by myself. Therefore, by seeing and trying my hand on the activity I was able to learn quickly.
A review of understanding and expectation of world of employment
In the world of employment, a job applicant passes through recruitment processes before s/he is employed for a job. Business dictionary (online) (2019) defined recruitment as the process of searching or finding suitable and qualified candidates for a job position, and inspiring or encouraging them to apply for the job in a timely and cost-effective way. This process starts when an applicant applies or declares interest to be employed in a specified position (Martin, 2016). However, the employer will describe the job position and selection criteria which includes job competences or skills required to deliver the job, the nature of the job and the organisation, incentives/salary and/or reward packages and other requirements necessary to justify the applicant’s employability (Martin, 2016). The importance of this information is that it helps the employers to attract the right candidates for employment, and also helps the candidates to identify job opportunities that are suitable to their employability skills (Martin, 2016). Furthermore, these information forms the foundation for interviewing and screening job applicants/candidates.  
The world of work or employment is characterized by dynamic changes which have resulted to increased demand of unique skills that are compatible of meeting the dynamic nature of workforce demands. These skills are better referred to as employability skills. 
Employability has been defined in different terms from various scholars. For instance, Paterson (2017) defined employability as desirable set of skills and attributes which employers consider when hiring job applicants or graduates. In the same stance, employability is also defined as a range of skills, competencies, knowledge, capabilities, and personal attributes which increases one’s chance of being employed, staying successful in their employment and also grow/improve in their career hierarchy (Lim et al., 2016; Mason, Nirmala and Kumar, 2018). Another view of employability from human capital theory stated that employability is not limited to just shaping experience, talent and techniques to get a job, but rather having the ability to deliver the job to meet employer’s expectations (Sulphey, 2015). In other words, employability skill helps an individual to get a job, delivery the job effectively, retain the job, and also switched between jobs within the same organization/industry (Clarke, 2008). To further ascertain this, Paterson (2017) adds that it is not just about having the skills, but also knowing how to demonstrate and use them as valuable tool in both getting a job and working productively.
In 2011, UK Commission for Employment and Skills (UKCES) conducted a survey on employer skills; they found that employability skills were ranked as core considerable factor when screening job applicants (Davies et al., 2012). In parallel to this finding, Archer and Davison (2008) and Wibrow (2011) adds that soft skills are most desirable by employers over hard skills. A study by Nirmala and Kumar (2018) also confirmed this, stating that many employers have given more attention to soft skills to the extent that they consider only soft skills as employable skills. They believe that employee can be trained to acquire hard skill, but not soft skill (Nirmala and Kumar, 2018), given that soft skills are generic and they are linked to personality type (Moolman and Wilkinson, 2014; Taylor, 2016).  In the same stance, Rao (2015) pointed out that many people are hired because of hard skills, but very few are retained because they have soft skills. This assertion continues to stress the importance of soft skills in the world of employment. However, Gibb (2014) argues that soft skills and hard skills may differ, but both have a common purpose, which is to improve participation, personal development and success in the world of work/ employment. 
Kechagias (2011) defined soft skills as intra-personal and inter-personal qualities which stimulates social participation, personal improvement and job/career success. While hard skills are technical expertise needed for a job (Robles, 2012).  Wilhelm et al. (2002) cited in Taylor (2016) observed that individuals with soft skills work effectively in a team, communicate, understand and inspire confidence, and also adapt to cultural standards of their workplace. Examples of soft skills include effective communication skills (including verbal, nonverbal, written and active listening), team working skill, critical thinking skill, and leadership skill, emotional intelligence, conflict management skills, problem solving skill, decision making skill, self-awareness, flexibility, willingness to learn and among others (Archer and Davison, 2008; Kechagias, 2011; Taylor, 2016). However, Taylor (2016) argued that the importance of these skills varies according to different organisations demand. For instance, in health and social care settings, professionals are expected to possess all the above mentioned soft skills, given the nature of health and social care practices (Nursing Midwifery Council, 2015); these skills will enables them to carry out their responsibilities effectively. Among these skills, my strength is found more in communication, teamwork, leadership, conflict management and decision making skills. 
Communication skills have been extensively mentioned in many studies as one of the core skills needed for successful operation in every organization (Archer and Davison, 2008; Maund, Schriek and Tinkler, 2017; Nirmala and Kumar, 2018; Paterson, 2017). Maund et al. (2017) defined communication as exchange of verbal and nonverbal words/action through which two people or more express their feelings, thoughts, opinions and/or understanding for peaceful coexistence. In Nirmala and Kumar (2018) study, the authors rated communication as a basic skill that highly determines one’s chance of being employed, and communication is also regarded as a key skill to demonstrating and/or developing other skills (Nirmala and Kumar, 2018; Paterson, 2017; Sharma, 2018). In an exploratory study by Paterson (2017), communication and team working skills were also rated high by the participants (both students and lecturers) as core soft skills. These findings correlate with other studies where the authors also ranked communication and team working skills as number one crucial skills which are more important than most hard skills (Gray, 2010; Nirmala and Kumar, 2018).  According to Maund et al. (2017) effective communication include active listening, understanding of verbal and nonverbal expression and the ability to understand written words, and express idea, feeling or opinion through writing. 
In health and social care settings, the benefits of communication are numerous. For instance, patients and clinicians develop understanding and quality care relationship through communication (National Institute for Health and Clinical Excellence, 2012). Effective communication facilitates person centred care, service users’ involvement and safe care delivery (NICE, 2012). Within a team, communication promotes understanding, effective use of expertise, shared decision making, negotiation and conflict resolution among the team members (Ateah et al., 2011; Newson, 2010). Evidence also shows that professionals that do not communicate well cannot function well, no matter the resource available to them (Newson, 2010).
My area of weakness/improvement
However, despite my efficiency in communication, I have noticed a weakness/challenge in my ability to communicate through written words (written skills), particularly when writing report for handover, and this is an area of professional skill I wish to develop. As a health care assistant, my job responsibilities demand that I will not only provide care to patients/service users, but also give proper account of every action/event/active that took place under my watch. This requires that I will write a report or document my experience/activities in written word, which must be communicated to the incoming professionals during handover. But I have noticed that I always write using abbreviation and I do not remember the full meaning of the words I have abbreviated when I want to present my handover. For example, a patient requested that his pain relief should be increased because the dose he was having was not effective. I wrote down the request as “Peter Req. 4 PR”, which suppose to be “Peter Requested for Pain Relief to be increased”. During handover, I forgot the full meaning of the abbreviated words (“Peter Req. 4 PR”); consequently, I omitted the information which might hinder the continuity of care and patient’s safety. On reflection, I realized that such mistake can jeopardize my professional career and also the patient’s safety; hence, I have to develop my written skills in order to communicate appropriately in my future endeavours. 
Furthermore, I want to pursue a career in nursing profession after I have completed this course. My desire for being a nurse began from my childhood when I was caring for my younger brother who was ill for a very long time. Then, I developed interest for caring and helping people at the time of needs. And this led me to becoming a health care assistant. However, having worked as health care assistant for many years, I have decided to upgrade my career to nursing, this will help me to further develop my knowledge and skills in holistic nursing care, and also give me an opportunity to contribute more into people’s health and general well-being.  Therefore, to achieve these goals, I have presented my plan of action below, as follows:

Development plan and how to achieve my career ambitions
	
What are my goals?
	
How will I achieve this?

	
What are the resources or support available to me?
	
How will I measure my success?
	
When will I start, review or complete this progress? 

	1) I want to develop my written skills so that I can communicate effectively or present information appropriately without omission or wrongly use of abbreviation or jargon. 













	· I will enrol in a program or training that will facilitate my improvement in written communication skills.
· I will practice how to pre-planning communication by summarizing my completed tasks before conveying the information to colleagues. 
· I will learn to structure what I want to communicate with a communication tool such as Situation-Background-Assessment-Recommendation (SBAR). With SBAR, I can break down patients’ information clearly with little or no chance of omitting important information.
· I will practice or engage in a lot of written activities.

	· I will seek advice or support from my mentor or other experienced colleagues. 
· I will begin to read journals, researches and other useful publications that will help me develop communication skills, particularly written skills (during clinical handover).

	At the completion of the training/course, I should be able to demonstrate, at least, 80% improvement in my ability to;
· Write accurately without using jargon/wrong abbreviated words.
· Document/report patients’ information accurately during handover.
· Improver more in my verbal and nonverbal communication skills.
· 



	Starts from June 3rd, 2019 and ends on November 29th, 2019.

	2) I want to study nursing.
	·  I will apply for nursing admission in a university
· I will complete all the courses and trainings for nursing profession.
· I will complete mandatory clinical placements, and learn by observing, mentoring and working with experienced nurses and mentors.
	· Advice and coaching from mentors, lecturers and colleagues.
· Coaching from other experienced nurses and team.
· I will improve my knowledge and learning more by attending training and reflecting through my learning journey.
· I will read books, journals and other educational materials that will guide me tpowards making my career successful.
	·  I will measure my success through assessment reports and appraisal from my lectures and mentors.
· I will measure my achievement through self-appraisal and feedback from patients/service
Users and team members.

	·  The course will be completed in three years (starting from 2020 to 2023).



Below is a SWOT analysis that shows the strengths, weaknesses, opportunities and threats to this development. 
	SWOT Analysis

	Strengths
· I have knowledge of my professional obligations and the ability to discharge my duties properly.
· I confidently communicate verbally and nonverbally.
· I have gained knowledge and experience in caring for patient as a health care assistant.
· I have gained experience in working with nurses and other professional from different professional background.
	Weaknesses
· I can forget abbreviated words easily, especially when I am under time pressure.
· I need to develop my written skills, particularly when reporting patients’ information during handover.
· If will be difficult to manage/balance time between study and work.


	Opportunities
· I will use a tool to structure what I want to communicate.
· I will attend training/course on effective communication
· I can get supports from my colleagues.

	Threats
· Time constraint.
· Finance





Solutions to the threats
· I will reduce my working days in order to have enough time for studies. 
· I will apply for student loan to meet up with financial demands.

	Johari window

	Known to me
· Confidence
· Clever
· Friendly
· Independent
· Adaptable
	Not known to me, but known to others
· Calm
· Idealistic
· Complex
· Self-assertive
· Searching

	Not known to others
· Shy
· Nervous
· Proud
· Self-conscious
· Silly


	Not known to me and others
· Tense
· Relaxed
· Introvert
· Sentimental
· Religious 






Conclusion
The forgone essay has discussed my personal development need, starting from my understanding of world of employment and employability skills. The discussion briefly analysed the author’s biography, her source of motivation and learning style preferences, and different ways through which she evaluates herself.
It is observed from this essay that one’s employability skills determine his/her chances of being employed, getting the job done and remaining in the job. However, soft skills have been given much attention over hard skills because they are generic and related to personality traits. Therefore, individuals with soft skills are seen as assets to their employers. This essay has widened my knowledge and understanding within the discussed topic, and I wish to use the knowledge I have developed from completing this essay in my future professional practices.
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