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[bookmark: _Toc39950768]Introduction:
My name is Vida Andreeva. The assignment will have a detailed discussion about my career development plans. Career development plans can be explained by conducting the lifeline exercise. The lifeline exercise basically refers to the detailed study of the past decisions that were made by me. The lifeline exercise is used to make the future decisions more spontaneous by recognizing the successes and failures of past decisions. This exercise helps every student by giving them a second chance and to rethink about the previous decisions that they made in the past (Rowbotham et al., 2017). The students who are not sure about future decisions, can take help from the lifeline exercise and reflect the outcomes in the decisions that can help build their future. There will be a detailed analysis of different learning styles and which one is effective for me, a brief explanation regarding personal development tools and self-motivation tools, etc.


3. [bookmark: _Toc39950769]Kolb’s Model of Reflection:
Kolb’s reflective model is known as experiential learning. The model reflects a person’s own experience by reviewing the experience and then analyzing and evaluating the behaviour in that experience (Bermudez Lopez, 2018). The reflective model of Kolb is completed in three stages and then another experience is shared and evaluated in the same process from the starting point of the cycle. The stages of Kolb’s reflective model is shown below –
[image: ]
[bookmark: _Toc39950787]Figure 1: Kolb’s Reflective Model
Source: (Bermudez Lopez, 2018)
Concrete Experience refers to the experience of a particular situation which makes an individual realize the importance of reflection regarding the experience. The main idea behind reflecting upon a situation or an experience is to learn new ideas or strategic approaches regarding the situation. Concrete experience helps the individual to relive the past experience and hopefully, improve the skills or behaviour. In this stage, the individual is just supposed to describe the whole experience or situation and explain how the individual felt and thought during the whole experience (Freestone-Bernd et al., 2012). This eventually helps the individual to reflect on the experience and try to make the situation better if it occurs again. Reflective Observation refers to observing that particular experience or situation more deeply and in a detailed way. The individual needs to find out what exactly happened in the situation and how the individual reacted to it. Then he/she needs to figure out if the reaction was perfect according to the situation, if the situation worked in that situation, or why the reaction failed during the situation etc. But at first, the individual needs to reflect upon the origin of the situation and how the other people reacted to the situation at that time (Howard, 2016). Abstract Conceptualisation indicates that what could be done better to make the situation or experience better for the individual. This stage reflects on how the individual can improve and make the situation better for own self and others in future encounters. To do that, first, the individual needs to figure out different ways by which the situation can be dealt with. The individual needs to come up with different strategies and ideas to handle a similar situation in the future. In this stage, the individual can also take help from peers and other people to understand the situation and the alternative strategies in a better way. Lastly, Active Experimentation refers to implementing the newly adapted skill from the previous stage (Beebe and Lachmann, 2012). This helps the individual to evaluate the outcome of the situation in both scenarios and decide which outcome is better. After implementing the new sets of strategies, the individual again needs to go through the cycle and figure out new strategies or approaches to handle the situation. this will help the individual to figure which approach is the best and works for everyone included in that particular situation or experience.
[bookmark: _Toc39950770]2. Career Planning Process:
A large portion of people struggles in their careers leading them to leave their jobs at the later stage only because of their wrong choices and poor decision making. This is the fact that makes career planning process very significant. Career planning provides in the right direction and clarifies the self-vision (Bowlby, 2018). The procedure which encompasses the stages that comprise of career planning is generally known as the career planning process. This is an ongoing process which anybody can follow despite their different unique potentials, limitations and goals. 
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[bookmark: _Toc39950788]Figure 2: Career Planning Process
Source: (Bromberg, 2016)
[bookmark: _Toc39950771]2.1 Requirements of Career:
Education: Education is the primary requirement which teaches values, points out interests and finally enables one to do the self-assessment. The educational process can be classified into two categories (Bromberg, 2016). First one is the employer-driven where one particularly educates thyself those topics that the employers require for a certain job. Another one is personal driven one learns according to personal choices to get a job based on their choices. 
Training: Training is highly important to acquire skills and a variety of attributes. Training increases the potency and develops the skillsets. It is a mock test of tasks which will aid them in their real-time job experience (Daniel, 2013). 
[bookmark: _Toc39950772]2.2 Career Exploration:
Career exploration refers to the decision-making process where a person considers various scopes, evaluates those and determine the best option for them based on their situations, needs and goals.
Self-employment:Self-employment refers to that state where one works for oneself in a form of freelancing, business or service which enables one to make their own choices and pursue their goals (Pain et al., 2016).
Organizational career:The sequence of renegotiations of the psychological contract is generally defined as an organizational career which an employee and organization conduct throughout the employment period (Schore, 2012).
[bookmark: _Toc39950773]2.3 Recommendations
The personal development process is aimed to increase a person’s competency by increasing strengths and reducing weaknesses (Siegel, 2012). In the context of a career, personal development plan includes the contemporary skillset, values and an action plan to set the goal, build the roadmap and strategies to achieve those benchmarks. 
[bookmark: _Toc39950774]3. What Employers Want:
After the individual decides upon a proper career path as mentioned before, the individual needs to move on to impress the employers who are supposed to be the intermediary to the desired career path. Different careers need different skill sets or experience, but there are always some basic requirements that an employer searches in the employees or suitable candidates (Stern, 2018). These requirements are universal for every job or career. So the employers’ basic requirements are explained below –
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[bookmark: _Toc39950789]Figure 3: What Employers Want
Source: (van der Kolk, 2014)
The employer always searches for honesty in the employee. The employee needs to be honest in his or her work and ensure integrity in the workplace. The employee needs to show integrity and loyalty to the employer that will be helpful for the organization. The organization needs to be handled by honest and loyal people who eventually want the organization’s best performance (Dickinson, 2012). The employer also wants the employees to be trustworthy. This quality comes with the previous one. If an employee is honest, he or she will be able to gain the trust of the employers and colleagues. The employee needs to be determined to work and very loyal to the organization. Determined employees have the ability to get the work done properly and in a detailed way. If the employees are no determined enough, it hampers the work quality (O’Dello, 2012). And so, the employers vouch for employees who are determined and loyal to the organization. Determined people are self-motivated and proactive. They do their job because they like the job. So the employer wants that proactiveness in the employees who want and love the job. It creates positivity in the workplace. Employees who spread positivity, are very appreciated in the workplace because of their positive attitude. An employee also needs to be a good presenter. If the employee works hard but can not present the whole work properly, the whole work goes in vain. The employee needs to know how to convey the message to the audience or the subordinates (Sensei, 2011). This will lead them to be a good leader in the future. Employees need to be experienced in teamwork because in that way they would know how to work in a team and how to convey the message to the team members. This then helps to present in front of a bigger audience. Lastly, the employees need to be punctual. All the employers want the employees to finish the given task or job within the deadline. This keeps the whole organization on schedule and this attribute is very crucial for the organization’s performance. If the employees finish their work within the deadline, the organization’s performance quality goes up (Armstrong, 2015). These are the few things that the employers search in an employee which helps them to improve the organization’s performance.
[bookmark: _Toc39950775]4. Self-Motivation:
Self-motivation is an attribute that refers to an individual’s initiative level. An individual who takes more initiatives and takes part in tasks voluntarily is a self-motivated person. A self-motivated person likes to challenge own self and check the skills and abilities to ensure the goals are achieved (Armstrong, 2017). To achieve their goals and succeed, individuals need to develop self-motivation skills. There are some factors of self-motivation which will be explained below –
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[bookmark: _Toc39950790]Figure 4: Factors behind Self-Motivation
Source: (Burns, 2017)
Self-confidence is assuring own self that the individual is capable enough to do the job. An individual should be confident about the skills. If an individual is highly self-assured, it means that the individual is ready to challenge his or her own skills and abilities. But the individuals need to understand that it will be okay to receive setbacks, not necessarily every step is going to be successful (Burns, 2017). The individuals need to be self-assured and confident so that they can channel their self-motivation into successful tasks and jobs. The people with high self-efficacy see the difficult goals as a part of the challenge but people who are not so sufficient in self-efficacy, do not even think about achieving those goals. The individuals need to emphasize on Positive thinking. Positive thinking really comes in handy when the plans and goals are not going according to plan. This helps the individuals to stay calm and composed and then, figure out the solution behind the problem (Corby, 2018). Positive thinking helps the individuals to picturize the desired future which helps them to stay positive about the whole situation. To enable positive thinking, the individuals need to be aware of the thoughts and redirect their negative thoughts. This will help them to get a clear picture of the desired future. The individuals need to concentrate on keeping their Focus fixed by setting strong and challenging goals for themselves. This helps them to stay focused and determined about the goals. Many people use Locke’s Goal Setting Theory to set their goals and stay focused.
[image: ]
[bookmark: _Toc39950791]Figure 5: Locke’s Goal Setting Theory
Source: (Dinishak, 2016)
The goals should be clear and specific, not vague. Specific and measurable goals help the individuals to stay focused. The goals should be simple but also difficult so that individuals find it challenging and interesting. The goals should not be impossible to reach but should be difficult to achieve so that it keeps the focus within the individuals. As mentioned before, the goals must be attainable and relevant to the individuals’ choice of a path or career (Florian and Black-Hawkins, 2011). This maintains the commitment of the individuals to their desired goals. There should be monitoring and evaluating the progress of the individuals so that they can track progress. Lastly, individuals should not over-commit themselves or be invested in their goals. There should be a sufficient amount of commitment given to the goals to stay focused and prevent diversions. Lastly, people should emphasize on having a Motivating Environment around themselves to stay focused and self-motivated (Frederickson and Cline, 2019). The surrounding environment should be able to help the individuals stay focused on their goals and channel their inner motivation. So the individuals need to build a team and enable teamwork to evaluate their surrounding environment and take help from them to stay motivated.
[bookmark: _Toc38307666][bookmark: _Toc39950776]5. VAK Learning Styles
VAK learning style comprises three sensory tools of a human body denoting Visual, Auditory and Kinesthetics. These three sensory receivers are used to learn anything by a person as a modality (Graham, 2016). VAK learning style evaluates the three modalities to determine the best one for learning purpose. 
[bookmark: _Toc39950777]5.1 Visual learning style
Visual learning style simply refers to that state where a person needs to see the information so that he or she can process it. Now this information can be represented in the form of a graph, chart, diagram, infographics or any other visual stimulation. This enables a visual learner to utilize the stimulations and acquire information effectively. This style comprises a linguistic and spatial channel (Lollini, 2018). Information that is in written appearance such as in books, essays, compositions etc. denotes the linguistic channels. Visual learners may prefer the linguistic or spatial style based on their comfort. Learners who follow spatial channels basically are comfortable with videos, graphs, picture and any other visual accessories. 
[bookmark: _Toc39950778]5.2 Auditory Learning Style:
Auditory Learning Styleis the technique where learners learn through listening. A learner is dependent on listening and speaking in this style. Learners can gain knowledge by reading out loud and listening to their own words (Mcgee, 2012). Some prefer listening to various materials such as speeches, audio recordings, verbal information etc. Auditory learners are dependent on a few elements such as tone, pitch and loudness.
[bookmark: _Toc39950779]5.3 Kinesthetic Learning Style:
Kinesthetic learning styleis a learning style where a person learns the particular thing by carrying it out the task or topic physically. These type of learners find this process more effective than listening to materials or demonstration of information. Kinesthetic learning style is also known as tactile learning. It is also known to learners as doing or learning practically. Kinesthetic learning style is considered to be more effective than the other two styles because it includes the other two style to a compact extent (Norwich, 2013). This style requires manipulation or touch of materials to learn. This engages the other two receivers at the same time. Kinesthetic learning style is multi-sensory learning which is considered to be the most effective and efficient style worldwide.
I will prefer the visual learning style as I am mostly able to receive information through that modality.  The linguistic style is more preferable compared to the spatial style. Written information is the easiest way for me to learn and gain knowledge. 
[bookmark: _Toc39950780]6. Personal Development Tools:
[bookmark: _Toc39950781]6.1 Johari Window:
People’s perception towards each other change as the perception tends to change. The model refers to that change and enhancement of the perception. Johari window model basically explains how others perceive that individual as a person and how the individual thinks he or she portrays himself or herself to others (Polat, 2011). This model actually helps people and individuals to understand the perception of their behaviour from others. There are four window panes that clearly describe the Johari Window –
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[bookmark: _Toc39950792]Figure 6: Johari Window
Source: (Evans et al., 2018)
The model is all about how the individuals convey their side of information and facts and how they receive those in return. In this model, people discover the attributes of themselves that are known to them and the attributes which are not familiar to them. There are also attributes that others perceive about a certain individual which is unknown to that person. And there are attributes that are unknown to both the individual and others which are yet to be discovered or acknowledged (Evans et al., 2018).Open Area represents the area of attributes that are known to both the individual and the others. This can be increased horizontally by taking people’s opinion more and decreasing the Blindspot. The Open Area can be increased vertically as well by communicating more with people. Blindspot refers to the window panel that describes the motion or attributes of the individuals that are known to other people but not the individual. Blindspot can be decreased by taking feedbacks from others about their personality and getting to know how others perceive themselves. Hidden Area explains the attributes that are familiar to the individual but not others. These are the attributes that are personal or secret to the individual that he or she wants to keep to own self. Hidden Area can also be decreased if the individuals start communicating properly with others about their experiences and feelings more openly (Gabriel et al., 2018). Lastly, Unknown Area is the area that focuses on the attributes that are not known to anyone. The individuals have not yet discovered those attributes of themselves and so they did not portray themselves like that in a subconscious way. So these information or attributes stay hidden until discovered. The area can also be decreased when the individuals start to discover those information or attributes.
[bookmark: _Toc39950782]6.2 Force Field Analysis:
Force Field Analysis was first discovered by Kurt Lewin to explain the drivers of change. In this model, there are two types of analysis which are – the driving forces and the restraining forces. The driving forces act as catalysts of changes whereas the restraining forces act as the blockers of changes (Rothstein, 2012). Lewin described culture as a living process of social interactions of different people. The balance between these forces needs to be broken to initiate any kinds of change. The forces of this model are explained below –
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[bookmark: _Toc39950793]Figure 7: Force Field Analysis
Source: (Rothstein, 2012)
As mentioned before, the balance between the two forces needs to be broken in order to initiate change. This balance is known as equilibrium. When the driving forces appear stronger than the restraining forces, it initiates change. But the restraining forces always try to block or restrain the initiation of change. The stages of the force field analysis are known as “Lewin’s Three Stage Theory of Change.” When the equilibrium unfreezes, the first stage appears and the second stage starts when the desired change is implemented (Runswick-Cole, 2014). Lastly, the equilibrium freezes again which is known as the third stage.
[bookmark: _Toc39950783]6.3 Personal Swot Analysis:
The SWOT analysis is a matrix that is used to determine the strengths and weaknesses of any individual. People try to figure out how to turn the weaknesses into opportunities. Personal SWOT analysis is conducted because it is useful to be aware of the strengths and weaknesses, the opportunities that are in the future, and the threats that can be faced by the individual (Walker, 2017). My personal SWOT analysis is conducted below –
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[bookmark: _Toc39950794]Figure 8: Personal SWOT Analysis
Source: Author
As shown in the figure, I am a very punctual person and so I hardly miss any deadlines. I am a very focused and determined person when it comes to completing my given task. My communication skill refers to being able to talk to people, supervisors and subordinates are really good. I can easily communicate with my fellow colleagues about any problems regarding the work. Lastly, as my communication skill is good, I am good at teamwork as well. I can easily work in a team or group. When it comes to weaknesses, I tend to judge myself or second-guess myself which results in inferiority complex. I am not a good presenter or speaker when it comes to talking in front of a big audience. Lastly, I do not have much leadership skills so I can not lead any group or team. The opportunities I see for myself are to be a good speaker a good leader in the near future. I see my peers, colleagues, and other fresh graduates as threats as they have the opportunity to excel in my line of job.
[bookmark: _Toc39950784]7. Employment Goals:
As of my personal SWOT analysis, I want to develop my skills as a speaker because I want to be self-employed. The skills I want to develop and better are the skills that I need to be self-employed. Being self-employed means I have to open my own business and make the business work. Then I have to employ different employees for the business for which I need to learn the leadership skills. These leadership skills will guide me on how to lead the employees and manage them. Then I need to learn how to speak in front of the employees and guide them on how to do their job properly. However, not necessarily the goals I set for myself are going to be fulfilled but I will definitely work on them to successfully achieve my goals.


[bookmark: _Toc39950785]Conclusion:
As mentioned before, I have a lot of weaknesses that I need to overcome in order to achieve my employment goals. To achieve those employment goals, I need to prepare an action plan that will help to learn the skills and attributes strategically and gradually. The action plan is shown below –
	Areas needed to Improve
	Rating (Out of 5)
	Ways to Improve
	Evaluation of the Improvement
	Time Needed

	Inferiority Complex 
	2
	I need to overcome my inferiority complex my being more confident and exercising my confidence in my future works.
	There can be a performance appraisal done by the supervisors to evaluate my level of confidence in future tasks.
	3 months

	Public Speaking
	1
	I need to give more and more presentations in front of other people to overcome my inability to speak in front of an audience.
	The peers and the supervisors can rate the improvement and let me know about the progress.
	4 months

	Leadership Skills
	2
	I will focus on learning new leadership skills by forming a team and then implementing my leadership skills on them.
	There can be a performance appraisal done by the subordinates to evaluate my role as a leader.
	3 months


Table 1: Action Plan
According to this plan, hopefully, I will be able to convert my weaknesses into my strengths and look forward to achieving my employment goals. To achieve the employment goals, I need to work on these weaknesses systematically so that I can overcome them properly.
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