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The aim of this report is to critically asses how the personal development of employees can affect the performance of, and benefit individuals, organisations and the economy as a whole. The report will analyse the measures taken by the manager of Olay newspaper, to provide personal development opportunities to employees, the results will be discussed and outcomes assessed. I have been working at Olay for the past 6 years as an article writer and designer. Olay is a UK based newspaper catering predominantly to the Turkish and Turkish Cypriot community living in the UK. Olay was the first Turkish language newspaper based in the UK and has the highest circulation among its competitors. Olay generates income through advertising and is freely distributed in outlets throughout the UK. The paper has a respect and reputation within the British Turkish community for quality, good customer service, and is the preferred outlet for businesses wishing to advertise to the UK Turkish community.

Development vehicles and tools will also be critically evaluated in this report, the use of development vehicles and tools available to Olay will be discussed and assessed to determine which would be suitable in meeting the needs of individuals. My own observations, experiences and the experience of colleagues will be discussed to identify the development needs and expectations of an individual, with the aim of developing a plan to meet them. 
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Individuals should be consciously aware of the benefits that personal development can have on developing new skills in the workplace, and in private life. In a constantly evolving world, individuals need to improve and grow through continuous training, education, adding new skills and qualifications. Continuous personal development helps individuals increase their performance and employability in the workplace, and develop the necessary life skills to have a successful, happy personal life. (Heery and Noon, 2008) 

Organisations should be aware that personal development of employees must be considered as important as developing the organisation itself. Structures for development and training should be in place to avoid low morale, loss of motivation, and worker apathy, resulting in decreasing productivity and loss of profit. Increased knowledge, self-awareness, developing new skills, fulfilling potential are all part of personal development and can help build human capital. Organisations need to ensure that the correct systems and tools are in place to encourage and assist in the personal development of employees. The best organisations are often those that have a balanced management approach to achieving company objectives, and caring about the wellbeing and development of their employees by assisting them to achieve their goals. (BreathHR, 2019)

In 2013 I started working as a reporter for a UK based Turkish newspaper called Olay. I had no prior experience, or intention of working in the industry until the manager of Olay called and offered me a job. I knew the manager very well through my previous employment as an import export manager in Turkey. I was import export manager at a factory that produced garments, the manager of Olay and his brother were one of our customers. They needed someone with a strong command of the Turkish language, who was reliable, had team working skills, good time management and was responsible. The manager of Olay and I had kept in touch as we had built a good working relationship during our time in Turkey. 

The manager had started working at the newspaper after closing down his own garment manufacturing business. The newspaper was owned by his elder brother and was going through a bad period when he arrived. There were problems with cash flow, printing press, paying staff and management. The manager was looking to restructure the operation, initially he offered me a job as his assistant. I had two young children at the time, therefore, I was unable to accept his offer as assistant manager as I was unable to work full time. He understood my situation, however, he stated that he wanted me to be a part of his team and offered me a job as an article writer. I was dubious about accepting his offer as I had no prior experience in the role he was offering, however, I decided to accept the offer. 

I was apprehensive to begin with as I had never enjoyed reading and writing, my experience, interests and skills were more in line with management, book keeping and accounting. Having accepted the job I understood that I had to develop new skills and gain knowledge in order to succeed. The fact that the work was flexible, part time, and provided me with the opportunity to gain new skills and develop my employability prospects convinced me to accept his offer. I have always enjoyed challenges and pushing my boundaries, the manager assured me that I would be given time to adapt, and be provided with the best training possible. The chance to develop and learn motivated me, as I was in a new country with English as a second language. The fact that the manager was willing to accommodate my circumstances was an offer to good to refuse. 

Initially, training consisted of the elements I needed to learn in order to produce an article for publication. I spent 4 weeks working with the editor learning how to source news, which agencies I could use, how to source photos, and the structuring of articles. My Turkish literacy is of a very high standard, therefore, after 4 weeks of initial training I had learnt the necessary skills required and was ready to produce articles for publication. Upon the publication of my first article, I felt a great sense of pride and achievement. My sense of belief and self-worth had increased, resulting in a positive change of attitude at home and towards people I interacted with. Coming from a background of learning, developing skills and achieving professional success, to a country where I could not use or build on my skills was very demoralising, and demotivating. My new job and newly acquired skills had changed my personality, the way I perceived my future in England, and the success I could potentially achieve.

By developing personality, individuals can become more successful in all areas of life. It can result in improved relationships, happier home life, enable positive progression and improve performance at work. Personality development ensures maximum success and satisfaction can be achieved personally and professionally. It is important to value personal development as it results in improving on, and gaining new skills, having a positive perception of life, improves health by lowering stress levels, and results in becoming a better person for others to be around. (Unique2Brilliance, 2019)    

Following a very successful first year at Olay, the manager and director wanted me to design and prepare whole pages for press. Designing and preparing whole pages required numerous additional skills. I would have to learn how to use programs such as InDesign, and photoshop, which was very exciting as these were skills that could be used in numerous other industries and sectors. High staff turnover was a major problem for the newspaper, having to constantly retrain new employees was both time consuming and costly, therefore the manager decided to invest in personally developing trusted employees with new skills. The investment in personal development by Olay resulted in having a highly trained, adaptable workforce, there were additional benefits for staff, such as, increased employability, wider range of potential career choices, and increased job satisfaction. 

According to researched evidence, small companies are less likely to offer training to employees. Having to take employees away from their tasks, and the cost involved would suggest that small businesses are right to take this approach due to lack of funds and resources, however, this can have negative effects on the economy at large due to a lack of skills mix available. (Panagiotakopoulos, 2011, pp.364-374)

A further six weeks of training was provided to develop the additional skills needed. One of the designers had spent a substantial amount of time training me, which meant neither of us could be very productive during this period. Although it resulted in staff spending large amounts of time away from their duties, which was costly and affected productivity, the personal development policies implemented by the manager ultimately resulted in, less reliance on single individuals, less disruption when employees left, and staff performing a wider range of tasks resulting in a more flexible, adaptable, productive organisation that could operate successfully with a reduced number of staffs.

As is highlighted in the report, the time and resources spent on the personal development of employees may have affected productivity and been costly, however, the benefits have far outweighed the cost. The extra skills gained by employees have affected all areas of the organisation, from customer service to product quality. Staff now possess the skills to assist each other, cover for absent colleagues, have a greater knowledge of how separate departments operate, and increase customer satisfaction. Being able to provide customer satisfaction is one of the key factors in the growth, sustainability, and profitability of an organisation.

According to research, the three main principles and ideas for the future when focusing on organisational and personal development are as follows; (Panagiotakopoulos, 2011, pp.364-374)


A) The majority of the workforce are facing deficiencies in support of career development.
B) The importance of non-governmental, private organisations providing the necessary support to the workforce have become increasingly important.
C) There is an increasing demand for individuals to acquire and develop managerial skills.
(Panagiotakopoulos, 2011, pp.364-374)
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Maslow’s Hierarchy 

According to Maslow’s hierarchy of needs theory, it is unlikely that individuals will function as healthy, well rounded individuals if they develop in an environment where their five needs were not fulfilled. The following are the five types of needs that Maslow determined were necessary for human fulfilment. (Nasir et al., 2014, pp.98-123)

Physiological

These are the basic elements that sustain life and survival, such as shelter, food, water, sleep, and clean air. Employers need to allow sufficient time for employees to meet these basic needs that provide a physical balance to the body. (Nasir et al., 2014, pp.98-123)
Safety

Safety needs are primeval fears of being killed, robbed or becoming ill. Employers need to ensure a safe environment free from violence, threats, aggression, and discrimination to fulfil the need safety and security. (Nasir et al., 2014, pp.98-123)

Social

The need to be part of a social group, friends, family, colleagues, and loved ones. Employers should ensure that workers are not isolated, and feel they are part of a team, non-work-related social interactions should be encouraged. Belonging to a group provides social gratification. (Nasir et al., 2014, pp.98-123)

Esteem

The gratification of social needs leads the to the desire for self-esteem, the need to be perceived well by others and feeling good about yourself, benefits an individual’s feeling of self-confidence, self-worth, and being valued. Employers should consider that employees with low esteem may feel inferior, worthless, and inadequate, resulting in a less productive, and confident worker. (Nasir et al., 2014, pp.98-123)

Self-actualisation

Upon satisfying all basic needs an individual can begin self-actualisation, this will increase their motivation to grow, develop and reach their full potential. Employers that enable their staff to reach self-actualisation, can benefit from workers that develop and make full use of their talents, capabilities by reaching their full potential.

In order to utilise the full potential of human resources organisations should have a long-term view of the benefits gained by aiding and encouraging individuals to fulfil their needs. The results could be improved staff loyalty, better quality of work, higher morale and a workforce that is performing at their full potential. (Nasir et al., 2014, pp.98-123)
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[bookmark: _Toc17922230]Figure 1: Maslow’s Hierarch of Needs Infographic (Study.com,2019) 
The manager is well liked by employees that work under him, he has extensive experience in business and has acquired the necessary management skills to ensure loyalty, staff motivation, and morale. Although the manager can be demanding, he is sensitive to the needs of his employees and cares about their wellbeing. It is highly unlikely that he is aware of Maslow’s hierarchy of needs, however, his managerial approach caters for the physiological, safety, social, and to a lesser extent, esteem aspects of Maslow’s hierarchy of needs. The pressure of preparing a paper for publication twice a week, combined with the negative effects of the director’s actions, does not afford the manager, or the staff the opportunity to sufficiently fulfil the need of self-actualisation. 

The staff do not view the director as favourably, it is generally perceived that he cares solely about the organisation and the generated revenue. The director’s actions, such as differentiating and favouring some departments over others, negatively affect the loyalty, moral, and performance of employees. The design department would receive better pay, bonuses and lunch provided by the company which caused dissatisfaction, and friction among other departments. The director failed to manage the organisation in a manner that meet almost all of Maslow’s hierarchy of needs, resulting in high staff turnover, low morale, employee apathy and low job satisfaction. Although employees may have qualifications, experience and a professional attitude, they can still succumb to natural human emotions such as competition, rivalry, jealousy, anger and fear. Considering the basic needs of individuals could help suppress these emotions, and create a more positive work environment. (Indvik and Johnson, 2012, pp.13-17)




Frederick Herzberg’s Two Factor Theory

Frederick Herzberg’s two-factor theory 1974, discovered that factors which increase job satisfaction were different than those that caused dissatisfaction. Herzberg described the two factors as motivators, and hygiene factors. Motivators such as opportunities, development, achievements and recognition could increase job-satisfaction, while hygiene factors such as relationships, salary, and poor working conditions were causes of dissatisfaction, therefore organisations should attempt to meet these needs. Herzberg’s motivator-hygiene theory argues that good motivators result in high job-satisfaction, while good hygiene results in a high level of dissatisfaction among employees. (Virender, 2017, pp. 75-86)


[image: Creative Opposing Arrows Vectors Slide Design]

[bookmark: _Toc17922231]Figure 2: Herzberg Hygiene Factors (Slidemodel, 2019)


The following examples are factors that cause job dissatisfaction according to Herzberg’s two factor theory. 

Pay

Pay and compensation are not considered as motivators, they are hygiene factors that may cause dissatisfaction, if an employee perceives that they are being unfairly compensated for their work, are receiving less that their peers for performing the same tasks, or are earning below standard wages, the performance at work will suffer. Clearly stating salaries, bonuses, promotion prospects in writing could reduce the risk of organisations having dissatisfied employees. (Virender, 2017, pp. 75-86)

Supervision

Lack of effective supervision, poor leadership skills, and unfair management procedures can be a major factor of dissatisfaction, therefore, organisations must appoint effective supervisors with good leadership skills, fair management behaviour, and use positive ways to appraise and evaluate workers. Employing the right managers could help organisations decrease employee dissatisfaction. (Virender, 2017, pp. 75-86)
 
Working conditions

Working conditions play a role in the pride and pleasure and employee feels about working for an organisation. Having a pleasant, clean, well-lit working environment, providing the right equipment required for performing tasks, providing extra amenities such as canteens, parking spaces and clean washrooms all contribute to avoiding dissatisfaction among workers. (Virender, 2017, pp. 75-86)
Policies

Having policies that are seen as unnecessary or unclear can cause dissatisfaction among workers. Employee input and feedback should be sought when determining new policies. Procedures and policies should be perceived as fair, and communicated clearly in order to reduce dissatisfaction. (Virender, 2017, pp. 75-86)

Interpersonal relationships
Interpersonal relationships can help foster a healthy, positive work atmosphere, having good relationships and working with all employees, from the highest level of management to the lowest level worker should be encouraged. interpersonal relationships between employees of diverse backgrounds can encourage harmony. Allowing employees time to develop interpersonal relationships could result in less friction, disagreement and offensive behaviour resulting in a more satisfactory environment to work in. (Virender, 2017, pp. 75-86)
Status
The miscommunication between employees of different formal or informal ranks could cause dissatisfaction at work. Reducing the influence that higher status employees have over lower status employees could help reduce work dissatisfaction in organisations. A variety of communication methods should be used when employees of a different status communicate to avoid misunderstanding and miscommunication. (Virender, 2017, pp. 75-86)
Security
Bullying, discrimination, harassment, and lack of job security, are all issues which can cause great dissatisfaction at work. An organisation needs to create an environment that employees feel safe working in to avoid feelings of insecurity, fear and low self-esteem. Lack of job security creates a negative atmosphere, affects worker moral, and results in employees becoming less productive. Employees that feel the absence of job security are more likely to seek alternative employment where job security exists. (Virender, 2017, pp. 75-86) 

Olay fails to apply both Maslow’s and Herzberg’s theories on individuals’ needs. Although entitled to a lunch break, staff seldom have the opportunity to stop and rest while eating due to the number of tasks allocated by the director. The social atmosphere is positive between certain individuals, however, the disparity in pay, and the culture of competition instilled by the director has resulted in low cooperation between certain employees, which has a negative effect on team work and productivity. The manager successfully compensates for much of the director’s shortcomings, however there is little he can do about the disparity in pay and the culture of competition fostered by the director.

Recent studies highlight that organisations face serious challenges when implementing changes. Updating technology, restructuring, and modifying work practices can impact the daily routines of individuals. Employees must adapt to changes and new working practices in order to remain effective, however, gaining new knowledge and skills alone is insufficient in becoming effective, old skills and procedures must also be unlearned. (Niessen et al., 2010)

Historically leadership was based on power, and the ability to pay a high salary. Money will be lees of a driving factor, and power will be become less of a priority in future. The new generation will be more likely to work if inspired, therefore successful leader will be those that allow employees to be creative rather than managing and controlling them. (Maitland and Thomson, 2011)  
Although the manager had identified the need, and benefit of personal development, and has endeavoured to promote personal development within the workforce, and by doing so improved the sustainability and productivity of the paper, he has been constrained by the director. The director has a short-term approach, and choses to allocate tasks according to the skills that individuals possess. the director initially gave the manager free reign to implement the development strategy he had, this resulted in employees being able to successfully perform more tasks due to the increased skills that were acquired through training. The benefits to the organisation were, less reliance on individuals, more effective team work, fewer employees required to complete work, and increased profits. After a period of allowing the manager to implement training, and personal development policies, the director reverted back to previous practises. 

Despite using technology throughout the business, Olay is not an automated organisation, therefore, it is reliant on individuals to use the available technology and perform tasks. The managers HRM style was an ideal leadership model for the organisation. The HR management style requires the following processes, the first is human resource planning, this involves recruitment, training induction, evaluation, and the promoting or laying off of staff, Secondly, administering rewards and benefits, managing the performance of employees, and forth is employee relations. It is vital that all processes conform and work cohesively. A successful HR strategy cannot be implemented if processes are performed in isolation. (MSG, 2019)

The leadership at Olay could benefit from leadership development programs to become effective leaders in their positions. It could provide them with new insights, skills, and tools that could improve their performance and equip them with tools that they can utilise throughout their careers. It could enable them to match what they learn with tasks they perform at work, such as, motivating employees, effective communication, delegating tasks, receiving feedback, managing conflict and increased self-awareness. (Martinek et al.,2006)  
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My plan to meet the identified development needs and expectations on an individual in Olay Turkish Newspaper
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Human resources management aims to achieve the enhancement of human behaviour and performance that will in turn enhance the organisations effectiveness. Employees are encouraged to set personal targets and goals that are in line with the firms’ objectives. Traditionally human resources management entailed interviewing, training and storing data of employees, however, modern trends emphasise on increasing staff moral and motivation, which is regarded as fundamental to becoming competitive. Training employees to be able to perform multiple jobs, and encouraging workers to take on more responsibility. Managers that work in human resources management are increasingly referred to as HR managers. The leadership at Olay must improve the HR strategy within the organisation, there is a disjointed approach to running the organisation with differing views, styles and strategies between the manager and director. The leadership could improve their skills and knowledge by using tools such as personal SWOT analysis, PDP, and learning about successful HRM processes. (Heery and Noon, 2008)



[image: HR Basics]


[bookmark: _Toc17922234]Figure 3: Human Resources (DigitalHRtech.,2018)


The learning style questionnaire developed by Honey and Mumford is an 80 question self-assessment report that encourages individuals to consider the learning style that they are best suited to. Learning style questionnaire is a cost-effective way of promoting groups and individuals to better understand the most effective way they take in information. The questionnaire aims to match learning methods to the style best suited to individuals, which could provide a more successful, productive, and enjoyable learning experience. The four learning styles are activist, theorist, pragmatist, and reflector. 
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	Learning style
	Attributes
	Activities

	Activist
	Activists are doers, they take a hands-on approach and like to get stuck in, they have no preconceptions and embrace new experiences.
	Role players.

Problem solvers.

Brainstormers.

	Theorists
	Theorists try to understand the theory of phenomena, they require models, facts and ideas to engage in learning. They prefer analysing new information and seek logical theories. 
	Theories.

Statistics.

Background knowledge.

	Pragmatist
	Pragmatists like to try out and experiment with ideas theories to see if they work in the real world, they dislike abstract ideas and want to see how learning translates into practice
	Putting learning into practice

Solving problems

	Reflectors
	Reflectors through observation and reflecting on results, they prefer not to rush in and would rather gather information on the experience of others before they come to a conclusion
	Observing

Gathering data

Standing back



[bookmark: _Toc17922236]Table 1: Honey and Mumford Learning Style (Cockerton et al., 2002, pp.503-519) 

The results of the questionnaire suggested I was a pragmatist and theorist.
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[bookmark: _Toc17922237]Figure 4: How Do People Learn? (Realizeengineering, 2012) 
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SWOT Analysis

Effective individuals possess a high degree of self-awareness, which enables them to identify their strengths and weaknesses. Additionally, effective individuals constantly push their boundaries, seek out new opportunities, and tackle unfamiliar surroundings to acquire a deeper insight about their personality and improve on their strengths while overcoming weaknesses. (Maund, 2017)

SWOT analysis is a tool analyses strengths, weaknesses, opportunities and threats. Performing a personal SWOT analysis can be a useful tool to help self-asses these factors and aid in personal development. Although a SWOT analysis can highlight strengths weaknesses, opportunities and threats it is up to the individual motivation to change, in order to achieve beneficial outcomes according to the results. (Actioncoach, 2019) The following is a personal SWOT analysis has been performed to highlight my strengths, weaknesses, opportunities, and threats.





[bookmark: _Toc17922239]Figure 5: SWOT Analysis (Aha, 2019) 
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Personal Development Plan (PDP)

Employees at Olay are provided with new skills that develop and benefit them personally, however, the organisation does not implement PDPs with benefits to the employee in mind. The positions and roles that are trained and developed are solely for the benefit of the organisation. For example, Olay has had long running problems with staff retention in the graphics department, this has resulted in numerous problems for the organisation. Olay has therefore invested time and resources in developing the I.T skills of trusted employees. No time or effort is put into developing and training other departments where new employees can easily replace those that leave. 
Every individual has their own personal expectations, having an opportunity in the workplace to improve and develop is important, however, it is crucial for the individual to want to develop and gain new skills. PDPs can help employees take necessary steps to fulfil their expectations, and achieve their goals. If Olay had a policy of personally developing all employees where possible, the organisation would benefit from higher staff loyalty, improved customer satisfaction, higher levels of performance and productivity. Encouraging employees to create PDPs would ensure the organisation grew and improved along with the workforce.
PDPs are increasingly being used as tool for learning during assessment cycles. 

Provides overviews of competencies that have been worked on by employees in the past, and competencies that employees are planning to develop in the future.

Although PDPs have a set structure, employees personally compose their own personal development plan.

PDPs can be used as a framework in discussions with managers and supervisors obtain feedback and encourage self-reflection.

PDPs can be used as a tool for decision making, aiding in planning, Tailoring training programs for individuals and assessing if an employee is suitable for a promotion. 

Personal development plans ask four important questions, what actions have I taken to date? what achievements am I aiming for? What steps should I take next? And what are my next steps? When differences are detected between possessed competencies and required competencies, it points to the fact that a stimulation in learning may be required. This suggests that the main reason for performing a PDP is to support employees in developing and improving performance. (Lejeune et al., 2016, pp.307-328)

[image: Personal Development Plan Dallas image]
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Personal Development Plan

Name: E. MELIS YAHSI     Date: 26.08.2019

	Objectives

What do I want to be able to do or do better?
	Success Criteria

How will I recognise success? How will I review and measure my improvement?
	Actions

What methods will I use to achieve my learning objectives?
	Implementation

How will I practise and apply what I learn?

	To improve my professional network 
	*. Joining to the business and social events and activities. 


* Compare with my current professional network and 
	* Applying communication skills and tools learnt from uni.

* Benefit from my available professional network.


	* Organising meetings, and activities with professionals.

*Create a business social media accounts and share my skills, my work, and any information about my business. 

	To improve my academic English 
	*Measure understanding of books, newspapers, and articles in English.

*Review and compare my present and past work.

*Through feedback.

	*Additional courses in higher level English.

*Seeking feedback from native speakers.

*Read more books, newspapers, and articles in English

	*Improved dialogue with friends, business partners, and customers 

	To complete my BA Degree successfully and on time
	* Attending all my lectures. 

* Focusing on my lectures and reports.

* Try to do my best on my reports.

* Seek feedback from my lecturers and class mates.
	* Allowing plenty of time to study.

*Discuss my learning objectives with my lecturers and class mates.

*Researching literature, tools, and techniques to add skills and improve knowledge.  
	* Implementing theories learnt at university into practice at work, and personal life. 

* Writing reports.  



[bookmark: _Toc17922243]Table 2: Personal Development Planning (Created by my own, 2019)
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Personal development is seldom considered or tackled in a wholistic way, Individuals and organisations have traditionally focused on the narrow, specific skills and talents that individuals possess. The modern globally economy is constantly evolving, therefore, the requirements and demands on employees and organisations are also constantly changing. Organisations and employees alike must be adaptable, flexible, and able to add new skill sets to their armoury. Personal development should be approached with the future in mind, short term losses of time, finance, and resources, that occur during training, are often repaid in abundance by increased efficiency, employees able to perform more tasks, enhanced team working capabilities, and staff loyalty. Personal development enables individuals to not only become better employees but also become more well-rounded, confident, and pleasant in personal life. Meeting basic human needs are not sufficient to achieve a higher level of esteem, self-actualisation and work life satisfaction. The theories of human requirements that were highlighted by Maslow and Herzberg are important tools that individuals, and organisations can use to better understand the needs and aspirations of individuals.

Human resources management can be viewed as an investment in people, HR management should be used by organisations to promote a positive culture, manage the flow of skills, make use of employees in order to guide the organisation toward its goals and objectives, and to maintain high morale and efficiency of employees in the organisation. HR management does not only concern the salaries and recruitment of employees, HRM ensures that employees who leave the organisation are replaced by skilled workers that can maintain the efficiency of the organisation. Organisations are obliged to provide a safe, healthy environment for their employees; therefore, it is important that HR managers implement and comply with correct procedures, rules, and regulations to ensure a safe, risk free environment for employees to work in.

Having an organisation that provides tools and opportunities for personal development is not enough, employees must seek out and take advantage of these opportunities. Individuals should use their initiative and utilise tools such as personal SWOT analysis, personal development plan, and learning style questionnaires. Performing a SWOT analysis can aid individuals in minimising weaknesses, threats, while taking advantage of opportunities and working to their strengths. PDPs are an Ideal way of enabling individuals to set targets in regards to short-term long-term plans. PDPs help identify areas that individuals need to improve, both professionally and personally, while helping to identify measures that need to be taken for improvement. Individuals that perform PDPs are able to reflect on experiences, become more self-aware, motivated, and conscious of the steps they need to take in order to become more successful. Each individual has a preferred method of learning, learning style questionnaires could be used to identify learning styles that allow individuals to focus on the learning style that suits them best. This will aid in personal development by ensuring a more efficient, and enjoyable learning experience.
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Strengths


7 years management experience


Weaknesses


Threats


Opportunities


Failing to obtain my degree


Need to develop my proficiency in English


Excellent references


Bilingual


I.T & Graphic design skills


Team worker











Do not have a professional network


Take professional matters personally





The firm I work for is facing financial difficulty





Not able to work full time due to young children





Employers seeking younger candidates





Obtaining a degree will lead to more opportunities


Can use my experience in import-export to gain employment in shipping or import export companies


Promotion at work


Developing and acquiring new skills at university
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