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Introduction
Career development is the series of activities or the on-going/lifelong process of developing one’s career. Career development usually refers to managing one’s career in an intra-organizational or inter-organizational scenario. It involves training on new skills, moving to higher job responsibilities, making a career change within the same organization, moving to a different organization or starting one’s own business.
Career development is directly linked to the goals and objectives set by an individual. It starts with self-actualization and self-assessment of one’s interests and capabilities. The interests are then matched with the available options.
The individual needs to train himself to acquire the skills needed for the option or career path chosen by him. Finally, after acquiring the desired competency, he has to perform to achieve the goals and targets set by him.
Career development is directly linked to an individual’s growth and satisfaction and hence should be managed by the individual and not left to the employer. Career development helps an individual grow not only professionally but also personally. Learning new skills like leadership, time management, good governance, communication management, team management etc also help an employee develop and shape their career.
(mbaskool.com, 2019)
Your education and experience may make you eligible to apply for a job but, to be successful in most roles, you will need skills that you are likely to develop over time. Some will be specific to the job, but the vast majority will be so-called ‘soft skills’ that can be used in any job or employment sectors. These soft skills are ‘employability skills’: they are what makes you employable.
As a general rule, employers are willing to teach someone the job-specific skills required, such as how to operate particular pieces of machinery, or use particular computer packages that are very specific to that role or company. However, they usually want to see that you already have the other ‘soft skills’ before hiring, because they are much harder to teach.
(skillsyouneed.com, 2019)





Aims
For this report my aims are going to be based on a reflection and a review of my learning journey. For myself to conduct a self-assessment, I will make a report about myself to help identify  my personal strengths, balance and barriers towards learning.
Findings Part 1.

Self-assessment
Student self-assessment involves students in evaluating their own work and learning progress. Self-assessment is a valuable learning tool as well as part of an assessment process.  Through self-assessment, students can:
· identify their own skill gaps, where their knowledge is weak
· see where to focus their attention in learning
· set realistic goals
· revise their work
· track their own progress
· if online, decide when to move to the next level of the course
This process helps students stay involved and motivated and encourages self-reflection and responsibility for their learning.
A valuable process on its own, self-assessment may be paired with peer assessment.   Applying knowledge gained through peer assessment, students’ self-assessment can.
(Teachingcommon.stanford.edu, 2019)


Learning Styles

Many people recognize that each person prefers different learning styles and techniques. Learning styles group common ways that people learn. Everyone has a mix of learning styles. Some people may find that they have a dominant style of learning, with far less use of the other styles. Others may find that they use different styles in different circumstances. There is no right mix. Nor are your styles fixed. You can develop ability in less dominant styles, as well as further develop styles that you already use well.

(learningstylesonline.com, 2019)












Honey & Mumford Learning Style Questionnaire 

Learning styles were developed by Peter Honey and Alan Mumford, based upon the work of Kolb, and they identified four distinct learning styles or preferences: Activist, Theorist; Pragmatist and Reflector. These are the learning approaches that individuals naturally prefer, and they recommend that in order to maximise one's own personal learning each learner ought to:
· understand their learning style
· seek out opportunities to learn using that style 
Findings: Image 1. Learning Style Questionnaire 2: Peter Honey & Alan Mumford: Scoring Chart
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The results show my preferred learning style is identified as being a ‘Activist’. 
Activist is a person who thinks on impulse, practical experimentation and a problem solver.

SWOT

SWOT analysis is the examination of your (or your organisation’s) situation by looking at Strengths, Weaknesses, Opportunities and Threats. It has been used by businesses for many years as a strategic planning tool, because it helps to give you an all-round view of the organisation.
SWOT analysis are however, equally useful on a personal level as a way to identify areas for development, and as part of career discussions. Its simple format, and easy-to-apply structure mean that it can be used very easily without support.
(Skillsyouneed.com, 2019)

Findings
Down below I will show a chat about my personal strengths, weaknesses ,opportunities and threats.
 Image 2. SWOT analysis
	
Strengths

	
Weaknesses


	Quick learner
Time keeping
Understanding others
Multi task
Positive
Good listener 
	Literacy
Active listener
Confidence
Fear
Dyslexia
Lack of knowledge

	
Opportunities
	
Threats


	Work experience
Voluntary work
Organisations
feedback

	No jobs
The market in general
Not enough opportunities 






Kolb's Learning Cycle

Kolb views learning as a four-stage, continuous process where the participant acquires knowledge from each new experience. His theory treats learning as a holistic process where one continuously creates and implements ideas for improvement. According to Kolb, effective learning can only take place when an individual completes a cycle of the four stages: concrete experience, reflective observation, abstract conceptualization and active experimentation.
(Explorance.com, 2019)
Image 3. The Kolb Learning Cycle
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Image 4. Teaching activities that support different aspects of the learning cycle
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The GO MAD framework
Andy Gilbert and Ian Chakrvorty developed the Go Mad Thinking model System with the book originally published in 1999. Andy is managing director of Go Mad research and consultancy company – works to help businesses improve by helping them to transform their leadership thinking.

[image: ]

The framework can be used at a personal level by applying the key principals to making a difference in your life.
It can also be used at a more- in depth application for large scale changes and business improvement programmes.

The 7 Key principals
1. Having a strong reason why you want to make a difference
2. Define your goal before starting to make a difference
3. Consider possibilities and plan your priorities before taking action to make a difference
4. Have a self- belief that you can and will make a difference
5. Involve others to help you make a difference
6. Take personal responsibility of your actions
7. Take action and measure the results of the difference you make

Principal 1 – Considers WHY you want to a make a difference
Principal 2 focuses on WHAT difference you want to make
Principal 3 – 7 concentrate on HOW to make a difference



I have applied the GO MAD framework in relation to personal development (see below).
	Principle 1 - Reason why

For my future plans to come to reality.



	Principle 2 - define your goal – using SMART principles

For myself to achieve higher education in the work place.



	Principle 3 - plans & priorities

To submit my work on time.


	Principle 4 - self-belief (1-10)

1 being the lowest 10 highest my self-belief is a 10



	Principle 5 - involve others

Tutors
Other people


	Principle 6 - Personal responsibilities (Accountable/Personal responsibility 1-10)
I feel accountable and personally responsible being at the highest of 10


	Principle 7 - Take action, Measure results, Celebrate
For myself to take measurable results I will ask for a lot of feedback. 





Myers Briggs
The MBTI Myers–Briggs Type Indicator is an introspective self-report questionnaire with the purpose of indicating differing psychological preferences in how people perceive the world around them and make decisions was constructed by Katharine Cook Briggs and her daughter Isabel Briggs Myers. It is based on the conceptual theory proposed by Carl Jung.

According to Carl G. Jung's theory of psychological types [Jung, 1971], people can be characterized by their preference of general attitude: 
•Extraverted (E) vs. Introverted (I),
their preference of one of the two functions of perception:
•Sensing (S) vs. Intuition (N),
and their preference of one of the two functions of judging:
•Thinking (T) vs. Feeling (F)

The three areas of preferences introduced by Jung are dichotomies (i.e. bipolar dimensions where each pole represents a different preference). Jung also proposed that in a person one of the four functions above is dominant – either a function of perception or a function of judging. Isabel Briggs Myers, a researcher and practitioner of Jung’s theory, proposed to see the judging-perceiving relationship as a fourth dichotomy influencing personality type. 

(Briggs, 1980)

Myers Biggs personality profiling table:
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Results:
Introvert – receiving, contained, intimate, reflective and quiet.
Sensing- concrete, realistic, practical, experiential and radical.
Feeling- empathetic, compassionate, accommodating and accepting tender.
Perceptive- casual, open-minded, prompted and spontaneous emergent.



Findings Part 2.

From Part 1, using a number of self-assessment techniques. I have Identify several key development areas and highlighted my internal and external barriers to learning and development. 

Key development areas
Speaking Infront of people

Barriers to learning
I feel my barrier to learning is not being very good with computers an looking up information.

Learning and development options and interventions
As my learning preference has been identified as an ‘ ACTIVIST’. Acts on impulse!
Learning and development options and intervention best suited for me include:
Being a realistic an open minded person whilst being a thinker.

Support mechanisms 
University, tutors, colleagues an family.

Monitoring development
Feedback from tutors

I have prepared a personal development plan 


Personal Development Plan
	Skills/Behaviour
	Action Needed
	Resources Needed (including people)
	Date(S) For Action
	Date for Review
(i.e. next opportunity to practice and demonstrate skill)
	Aspirational Goal
(SMART, Resourced, time-based) 
	Met?

	To look up a lot more information












	Ask for extra help off tutors
	Tutors 
Family
friends

	straightaway
	19th November after class desiccation 
	To practice everyday 
 
	Still in progress 








Conclusions 

For myself to achieve these goals I will study a lot more to get the correct information needed. Not to act on impulse but to be more of a ‘ Reflector’ and ‘Theorist’ so that I can take my time, think things through and read up about things.

I found by using the SWOT analysis its showed me on what parts that I need to be balanced for myself to achieve the correct goals in the future.
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