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[bookmark: _gjdgxs]Introduction
The report aims to evaluate skills and understanding required in professional practice and for that theoretical foundation of employability skills will be discussed. Moreover, skills & knowledge required by an employee in the workplace will be evaluated, personal skill assessment using different self-assessment models will be conducted. Based on the employability need, the professional development plan and action plan will be made to become a better professional.
[bookmark: _30j0zll]Theoretical Understanding of Skills for Employability 

[bookmark: _1fob9te]Employability Skills Theory
The theory of employability deals with the social group commonalities related to social norms and cultural beliefs. Additionally, the belief is there in the theory that skills and talent in a person need to be inculcated at tertiary level in order to improve the capabilities of employability in graduates so that they can work effectively and professionally in the workplace. The employability has to be present in the employee related to his competence, aptitude, abilities, etc. in the context of organisations that enable professionals to instil employability in them (Tomlinson & Holmes, 2016). 
The employers seek for good degrees, skills, and abilities in a curriculum vitae as a fundamental requirement of entry to any position in the organisation for a graduate. It is accepted widely for the graduates to become competitive in the labour market. Additionally, it is observed that competition in the market allowed the employers to restrict the criteria in recruitment numbers which can also be due to the difficult economic situations (Hogan, et al., 2013). Moreover, the employers want the best of the best talent for their organisation so that the employees can bring effectiveness and high level of productivity in their workplace. Also, the employers need additional skills in the curriculum vitae of the employees that can complement their academic qualifications (Tomlinson & Holmes, 2016). 
It was observed in a research study that individuals take accountability for their employability whereas employers offer prospects for growth, training, and development of employees. The simple interpretation of employability is where the individuals accomplish their professional careers goals through the prospects of employment in the workplace as a result they are offered employment as long as the talent is needed in the organisation (Tomlinson & Holmes, 2016). On the other hand, employability is seen as being capable of fulfilling work and receiving work through the autonomous abilities within the market to gain the prospective through occupational sustainability. Moreover, it is found that for employability analysis, a framework has been developed about the capabilities to gain employment and maintain that. The employability skills differ from person to person and the need of organisation. The employability skills are defined in a research for better understanding as, “A set of achievements, understandings and personal attributes that make individuals more likely to gain employment and be successful in their chosen career” (Hogan, et al., 2013). Also it was found that employability of a graduate person focuses on employees’ attributes that are predicted by employers for functioning in their organisation and to ensure future success. In the literature, it was observed that graduates need to be flexible because of short time contracts and increase in having part-time workers in the workplace.
Through effective understanding of employability and what skills and competencies are needed in the workplace as per the job position and need of work in the organisation it can be said that in order to grow and develop better in a career, the employees need to acquire new skills with time to improve employability (Rubens, et al., 2018). On the other hand, despite having different concepts and models of measuring employability skills and knowledge, the consensus shows that there are few fundamental qualities that an employee must have after graduation so that employability is accessed effectively (Tomlinson & Holmes, 2016).
The skills/qualities are having process skills, job specific skills, and personal qualities. The job specific skills can be reading, writing, numeric capacity, listening, oral presentation, language understanding and speaking, global awareness, understanding of organisational practices, critical analysis skills, self-management, and creativity. Process skills are decision making skills, problem solving skills, understanding the business requirements, delegation, planning, commercial interests, team work, prioritisation of work, negotiation, etc. (Tomlinson & Holmes, 2016). These process skills are developed after spending enough time in a workplace and experience rather than by academia (Rubens, et al., 2018). Moreover, personal skills and qualities are also important as it is defined in a research that employers look for different qualities in a person while recruiting and selecting him for their workplace that include “self-confidence, self-control, self- esteem, social skills, honesty, integrity, adaptability, flexibility, willingness to learn, emotional intelligence, stress tolerance, punctuality, efficiency and the ability to reflect” (Sturdy, et al., 2005). Such qualities are embedded in the personalities of individual that are shaped by life experiences. The research studies have also mentioned about these qualities in different ways and the common denominator among them is that there is a fine different between soft and core skills of an individual and soft skills are learned through time with experience. It is stated, “Therefore, it is to be emphasised that an employer with employability focus is looking for an individual with potentials to be realised, rather than suitable skill sets” (Tomlinson & Holmes, 2016).
It can be argued that the field of management development will benefit from several theoretical perspectives: "the field where it is urgent to identify and implement strategic organisational training decisions and the processes that lead to these decisions,” in broadening their horizons (Caligiuri & Phillips, 2010). The administration sees the development of the administration as a unilateral attempt to impose control or reinforce the benefits of ideological power, rather than as a means to "grow" employees holistically or benevolently (Adel & Yassin, 2018). Other critics argue that the development of management is bureaucratic and potentially harmful, in which case the standardised representation of management has little resemblance to the different worlds of "real" administrators. Contrary to these generally negative comments, others. Studies proposed to deepen his knowledge trying to go beyond good and evil, success or failure) (Sparrow, et al., 2018). Management development can help and benefit the interests of specific agents at the same time in multiple ways (Chung-Jen, 2009).
Personnel planning, job analysis, forecasting, recruitment, and selection processes are the objectives of an effective workforce (Hogan, et al., 2013). A plan is a forecast of the needs of the company staff to perform tasks, avoid vacancies, and combine the knowledge, skills, and abilities of people with the positions of the company. During the development phase, HRM must implement processes that provide education, training, and support activities to individual Power distance. These processes can be initiated from the selection process and are part of the performance evaluation, in which employees are observed and evaluated. The new social contract has changed the relationship between employees and employers and the functioning of organisations (Aidah, 2013). Employees must actively create and maintain their employability by motivating themselves in education, training, employment, and further development. The priorities of employers and organisations have become a difficult task that offers employees experience, training, and opportunities to take responsibility and control their work (Sparrow, et al., 2018). The power distance is one of the areas of the social contract and is achieved "by combining the advantages of human capital and organisational processes.” This requires that managers and other professionals carry out professional development within the organisation, and the organisation must support this learning (Jawad & Krama, 2017).
[bookmark: _3znysh7]Skills and knowledge needed to excel in professional Practice
In order to understand the skills and knowledge needed to improve oneself in a professional environment of a workplace, it is important to perform self-skill assessment.
[bookmark: _2et92p0]Personal Skill Assessment
To evaluate and audit personal development skills of an individual, the following audit of skill set and knowledge is performed to see the current set of skills and rating from 1 to 5, 1 being the least effective and 5 is highly competent. In the end, the mean will be taken of both knowledge and skills to see the comparison of both and assess whether I lie in strong, weak, or somewhere in between regarding knowledge and skills to be a better professional.










	 Current skill set
	Rating (1-5)

	Interpersonal skills
Team management
Time management
Written and oral Communication skills
Ethical practice
Creativity
Decision-making skills
Creativity
Honesty
Confidence
Technical skills
Problem solving skills
Technical skills
Leadership skills
	4
3
4
3
4
3
2
2
5
4
4
3
4
3

	Knowledge required for employability in my future career
	Rating (1-5)

	Technical knowledge
Organisational knowledge
Planning and organizing 
Negotiation skills
Team building activities 
Awareness about technological knowledge 
	3
2
4
3
3
4



3.42 out of 5 is the mean for current skill set and 3.16 out of 5 is the knowledge required for employability in future career based on my academic qualification and work experience. From the self-audit of skills and knowledge, it can be reviewed that I have enough skills and knowledge to be a competent work professional in an organisation. The ratings are above average and importantly, for the employability requirements, I am fit in all aspects. Employability skills are quite important to have when it comes to applying for potential career job. The communication skills are important of them all such as listening, speaking, and writing, showing that the person is able to understand and action what other people are asking them to do accurately. In a research study, it was found that employees who are conversant with the latest knowledge and technology, are more likely to achieve success quicker than others. Such employees are inclined more towards constructive work in the organisation that help them in achieving high levels of productivity (Potocki & Brocato, 2005). Additionally, the likelihood of recruiting employees is also quite high because most of the job requirements allow the skills such as interpersonal skills, team work, and not every employee is able to cope up with the work pressure with a team, which consists of different time of people. The employers constantly look out for the talent having high level of qualification, skills, and interpersonal or team management capabilities, which are needed for employees of all levels and job role of any department. The problem solving, analytical, and decision-making skills are also quite significant because they allow illuminating the creativity of a person and their abilities to solve problems on a daily basis. The organising as well as personal management skills are also quite essential when it comes to recruitment and employability (Tomlinson & Holmes, 2016).

[bookmark: _tyjcwt]Honey and Mumford self-assessment Analysis
To improve my current skill set and awareness about professional practice, it is important to understand what learning style I possess. For this purpose, Honey and Mumford analysis of learning style assessment will be used as a framework for better evaluation of the learning style. Honey and Mumford framework is inspired by Kolb’s theory, which is concerned with internal cognitive processes of the learners. It was stated by Kolb that learning of an individual involves the acquisition of different abstract concepts (Bontchev, et al., 2018). These concepts can be flexibly applied in different range of situations and problems. In the theory, the motivation of development and learning of new concepts is provided by various new experiences. The Honey and Mumford tool follows by a questionnaire. The questionnaire consists of different learning style related questions that is possessed by a person. The focus of the questionnaire is based on the individual’s behaviours. The activist, theorist, reflector, and pragmatist styles have been evaluated to see which category I fall in to either “Activist, Reflector, Theorist, or Pragmatist.”
	Activist
	Reflector
	Theorist
	Pragmatist

	4
	2
	1
	2


From the above assessment of questionnaire (see Appendix), it is found that I am an activist than any other type of a learner. The activists are those people who learn by doing. The active learners learn from experience and indulge in their work to gain experience and acquire skills from experience as well. Their actions are performed by planning prior to the actual working and for that purpose, activists keep an open-minded approach towards learning. Activism involves themselves to work and dive in with both feet so that without bias, they can gain new experiences and enhance their learning to be a better professional. Brainstorming is one of the practices used by activists’ type of learners (Bontchev, et al., 2018).

[bookmark: _3dy6vkm]Analysis of skills and knowledge
The analysis of skills and knowledge for employability based on my qualification and skills, it can be said that I was unaware of the importance of skill assessment and self-assessment as a professional. I have never given importance on explicitly gain any skills for jobs other than my academic qualification but with time, it was found that the subordinates are striving to compete in the highly competitive working environment by keep on updating themselves in different ways such as learning and gaining new skills, to improve their professional career and also to gain expertise towards different things. It was also found that in order to improve technical and technological skills and knowledge, one can spend several hours on the internet and conduct different courses and tutorials to have a better understanding of technical skills required for the job, Moreover, it is important to understand one's own self to get success in the workplace, knowing the strengths and weaknesses of one self opens different doors of opportunities to improve the weaknesses and polish the strengths so that better professional effectiveness can be achieved. The lacking and impatience in my personality are my weaknesses and as compared to other subordinates in my workplace, I consider myself lesser organised than them, which can be problematic for me in the future. The strengths are good interpersonal skills and teamwork capabilities, which are necessary and in order to maintain these strengths, I have to keep on improving these skills and collaborate and communicate more with my team members in the workplace. The above evaluated self-assessment theories and models proved to be a better way for me to understand myself, my learning style, and skills better moreover, the literature regarding employability, career development, and professional practice in the workplace helped me in realising the significance of experience, working skills, personal skills, as well as technical skills. Further, the effective theories and literature of career development and growth emphasised on the pre-planning of short-term and long-term goals of the organisation in which individuals work and goals should be set effectively for personal development and improvement so that they will help the individuals not only in professional career but also in personal lives.


[bookmark: _1t3h5sf]Professional development Plan
Professional or career development plan is effectively used by professionals to plan their skills and competencies for the workplace and have a sort of career guidance for the employees. The professional plan focuses current organisational skills and resources required to improve the future skills. The professional development plan will also consider the time frame, which will be needed to achieve the skill set or planned objectives. The employers use professional development plan to assess the candidates who are applying for job to understand how practical they are or if they have enough capabilities to transfer or convert the knowledge, which is instil in them to use (Mackay, 2017). The professional development plan of an individual should be clear, concise, attainable, and specific to career development goals as well as organisational goals. It is because the professionals who have clear objectives of professional development in mind will be able to take risks and challenges and have hypothetical situations in their minds as solutions to handle those situations. A generic professional development plan emphasises on the development of good team building capabilities, technical capacity of a professional, ethics, professionalism, core competencies required for high productivity, etc. (Tomlinson & Holmes, 2016). Each individual through a professional development plan reflect his understanding level and performance ability in situations of high risks. They may be given little time to reach out to solutions for the problems and difficult circumstances in front of them. The response and composure of the employees together allow the selection agencies or employers to assess and comprehend employee’s capabilities (Potocki & Brocato, 2005). Professional development of an individual has the ability to transform the abilities of an individual professionally. It refers often to application of knowledge practically rather than theoretically, hence, it is effectively used in the workplace for each individual as a practice so that everyone should know their current skills and where they want to direct themselves (Rhode, et al., 2017).
The effective work of professionals and executives is essential for 21st century companies, which have evolved because of organisational changes that have had an impact on their operations. Organisations must have employees with leadership, relationship and technical skills to respond to organisational change (Aidah, 2013). Most professional managers need to know management and training skills and maintain their technical knowledge throughout their careers. Both areas of employee development require an organisational strategy to support growth (Jawad & Krama, 2017). The organisation must provide opportunities and support for education, training, and learning. Human resources management combines the objectives of employees with the objectives of the organisation by providing processes (Tomlinson & Holmes, 2016). Human resources management is responsible for the role of intermediate managers in the organisation, their limitations, and learning concepts in the workplace. By creating the necessary conditions, the two parties commit to a new form of "social contract.” The development of reciprocal relationships between managers and intermediate organisations is essential for the relationship between employees and employers and for the success of the organisation in implementing the change (Aidah, 2013).




	Professional development foal
	How will It affect me as a professional
	Resources needed
	Time 

	I have to improve Good team spirit within my workplace
	It will improve my leadership skills
	I will take help from experienced seniors, subordinates, my leaders, etc. and I will start to help and motivate people, subordinates, juniors, etc. 
	1 month to 1 year

	I have to increase my technical competencies to sustain in my job
	I want to have high technical skills as well as technological knowledge 
	I have to perform technical courses and workshops so that my skills are improved






 my technical and technological enhancement of knowledge
	 6 months to 1 year

	Communication Skills enhancement
	I want to improve my verbal and written communication skills as I am a very shy person and I do not express much whether right or wrong is happening to me
	I will have to improve communication skills by focusing on 7 Cs of communication theoretical knowledge will also help me in my personal and professional life
	

On-going process

	The goal is to become the team leader 
	I want to get promoted, increase in salary, benefits, and the position of team leader in my organisation 
	I have to improve my technical, ethical, and professional skills. I have to become more effective and productive setting examples for others in my workplace
	 2 years to 3 years

	Ethics, time management, attitude, Loyalty, behaviour, and 
	To be a better professional, I need to improve ethical practices at all levels, be more loyal, punctual towards my organisation
I have to maintain attitude and behaviour positively with others
	I will gain such skills to maintain good and friendly relations with subordinates as well as improve my working capabilities and being more serious towards workplace policies


	 On-going process




[bookmark: _4d34og8]Action Plan for professional development plan
The development of professional plan enables an individual to develop an action or implementation plan for it too by evaluating some steps and procedures required to fulfil the plan whether professional objectives are achievable in specific time or not. The action plan also helps the individuals to transform their routines in such a way that the can achieve professional development goals easily and improve their learning effectively (Rubens, et al., 2018). In order to have a better understanding of challenges and issues one may face in his career development, an action plan is a good tool to prevent the challenges or deal with them as well as avail the opportunities within available resources and time so that a successful development plan as well as action plan will help him to grow and achieve success professionally (Aidah, 2013).


	Action Step
	Resources needed
	Impact of Actions
	Time Required

	To improve myself professionally, I will join workshops and seminars so that my level of confidence and communication with others is improved

	The support is required from organisational management and leaders so that they will help the employees to be better professional through different opportunities of training and development

	Action step will affect me as a professional when I will be able to share my knowledge and experience with others and gain knowledge from others in my workplace 

	 Monthly

	To improve my communication skills written and oral both, I will read several books and communicate with friends, colleagues, etc. even more

	I will require internet, books, people, etc. as resources to utilise for my communication objective
	By doing so, I will be able to convey my messages more actively to others and involvement of mine will also increase towards work in my organisation

	 6 months

	I will build good team through support, help, and maintaining good relations with them 

	 I will be participating in several group activities so that team building capabilities are gained

	The impact of this activity will make me more synergistic towards my work and problems as well as conflicts are resolved easily 

	 6 months

	I will conduct several technical courses with respect to my job and gain technological knowledge as well

	Trainings as well as certifications, diploma, etc. and creative brainstorming exercises will be performed

	Good knowledge, problem solving, decision-making, as well as vocational skills will be enhanced
	 6 months

	Ethics, punctuality, time management, as well as professional code of conduct will be maintained
	I will need a supportive team, friendly environment, healthy workplace environment, and good leadership to manage the employees

	I will be able to be in good books of people, my manager and leader will be satisfactory from my work ethics and professionalism and I will be better and improved in my own craft
	  Ongoing process



[bookmark: _2s8eyo1]Conclusion
The report aimed to assess professional portfolio involving employability theories, models, skills assessment through skill audit framework that was helpful in determining the strengths and weaknesses and scope of improvement, self-assessment with learning style was determined through Honey and Mumford tool. Activist learning style was found out as my own learning style to improve my professional practice. The assessments were necessary to develop a person into a better professional. The weaknesses and lacking in professional practice were evaluated and to improve them, professional development plan and respective action plan was developed including fundamental activities that are required to achieve professional development objectives. 
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