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[bookmark: _Toc521214018]1. INTRODUCTION
Professional Development refers to the continued process and the efforts by an individual to success the career life in accordance with work life balance to upgrade the quality of work life thus, achieving the personal and real-life goals (Moon, 2013). In the first section of the report, my skills, competencies and the knowledge contributing to the professional and the career development process has been identified along with an appraisal of the current levels of skills. In the next section of the report, the readiness for employment is evaluated based on the industry standards and other essential requirements that enable me in achieving the career goals through professional development. Understanding the personal strengths, weaknesses through a Personal SWOT evaluation is presented in the next section of the report where a external Analysis is also performed to understand the needs for career and professional development along with the dynamism in the external environment. The external Analysis helps in understanding and examine the external factors driving and limiting the professional development and growth process thus necessary actions could be taken accordingly to meet my expected targets and goals. In the final section of the report my personal, career and professional goals are set and identified, and the personal development plan is set to achieve the intended goals and objectives. Throughout the report Literature and theories of professional and career development is referenced as presented below that will enable and help to improve my skills and knowledge levels and thereby grow within the organization while succeeding the professional goals and targets.






[bookmark: _Toc521214019]2. UNDERSTANDING THE SKILLS AND KNOWLEDGE CONTRIBUTING TOWARDS WORKING EFFECTIVELY
[bookmark: _Toc521214020]2.1 PROFESSIONAL COMPETENCE AND EXPERTISE IN THE RELEVANT SUBJECT AREA
In terms of professional competence and expertise, at the age of eighteen years has had the opportunity to work on a part-time basis while simultaneously completing academic tenure (Bolton, 2010). In this time, there were over twenty hours of immersion in client servicing, cashiering, stock-taking, and inventory stacking for a period of six months. Next, there was a period of one year as a Supervisor as there was excellence in the tasks delegated for thirty hours a month. These tasks as a Supervisor also entailed areas such as team briefings, team product demonstration, rostering and attendance. By completing these tasks, expertise has been gained in areas like inventory management (FIFO, LIFO systems) and product placement in the stores. There was also customer servicing by addressing concerns, queries, and questions that clients have that was mastered in for a period of eighteen months. Learning to manage clients during distress was also another area of expertise. Owing to the relatively young age, there were challenges of managing team members - specifically, the older team members who have become ‘laconic’ to the task and showed no desire of improving status quo (Desimone, 2011).
[bookmark: _Toc521214021]2.2 EFFECTIVE LEADERSHIP QUALITIES
The substantial leadership qualities that will prove useful in a volatile economy especially where higher fluctuations could be seen in the labor market demand and the supply. Typically, leadership can be identified as a trait that knows, shows, and goes the way with the people they are leading that also deals with motivation and aspiration to achieve the intended goals and targets (Zuber-Skerritt, 2013). This person is the difference an organization has when they experience success or failure and thus leadership is a critical concern for career progression. One underlying trait of an effective leader would be ‘Integrity and Honesty’ which is also a strength identified. There is the display of a remarkable tendency towards this trait in being open about situations to accept the need for development and work towards it (Darling-Hammond & McLaughlin, 2011). The tasks entrusted to the candidate are completed during the desired time displaying a strong work ethic that improves the group dynamics and enable gaining synergistic benefits out of team work. Another admirable trait or a strength is the strong confidence. To be effective, one needs to command and have collective buy-in from its followers (Zepeda, 2013). There is a fair amount of confidence displayed in the light of adversity or crisis situations. While commitment and passion are shown in all challenges, has a need area to develop to delegate. While taking on all the tasks to achieve perfection, may be overwhelmed by the magnitude of the workload which can be done more effectively if they can be delegated to the others in the group who can help with their level of expertise (Wei, et al., 2010). 
[bookmark: _Toc521214022]2.3 INTERPERSONAL AND COMMUNICATION SKILLS
A vision cannot be achieved unless it is communicated effectively. As an effective leader, it is important to communicate to a group and to be able to communicate individually. It is evident that owing to the limited experience, interpersonal communications are an area that can be improved. There are many factors that need to be considered in interpersonal skills (Zepeda, 2013). Factors like age, culture, gender, race, and disability amongst others are things that influence the interpersonal communication or the ability to or not to collaborate effectively and efficiently. Further, interpersonal skills build with sufficient levels of experience (Zepeda, 2013). On the other hand, speaking to a group as an effective speaker is one of the areas for improvements. It is evident that good language, good body language, and respectful eye contact are maintained when speaking to a group even though improvements are required as mentioned above. Until a group leader can communicate a clear vision and strategy while simultaneously motivating the group, they will not be an effective leader. There can be a focus on learning how to handle individuality and communicating the same message in a different way, can help to hone excellent interpersonal and communication skills (McNiff, 2010). Moreover, the use of different leadership styles and techniques in people management could influence the behavior of the team members or the subordinates. Overall, the style used could be named as more towards an autocratic strategy which is recommended to change in the future in the career development process. Both People and Task Concerns are to be considered in this regard.


[bookmark: _Toc521214023]2.4 TEAM WORKING AND GROUP WORK DYNAMICS
There is a positive reflection in teamwork even though improvements are also possible (Desimone, 2011). Owing to the academic and extracurricular activities, there is a significant group dynamic. There is an excellent commitment to work and take on the group challenges and bridge any requirement present (Danielson, 2011). On identifying the strengths and weaknesses, there is a clear segregation of the capabilities of each person; as a leader, there is ‘coaching’ and ‘motivating’ the fellow team members to thrive in the group. There is empathy in the group. As a leader, empathy is important to gain followers (Bolton, 2010). They should not be too lenient or be too critical, as neither would lead them to the ultimate objective. Dictatorial leaders will neglect to empathies altogether. However, when a leader can understand the factors that negatively impact followers, there is an opportunity to provide solutions to them. This, in turn, would help the effectiveness of the employees. As there are relatively fewer years of experience in handling colleagues and fellow team members, there is an opportunity present that can alleviate the present level of leadership.
[bookmark: _Toc521214024]2.5 PROFESSIONAL AND ETHICAL CONDUCT
Ethical conduct is of great importance in a time and age and especially with the highly competitive and dynamic business environment (Busse, et al., 2014). Ethics can take place in different forms and situations and being ethical always is one of the major strengths identified. There is fair evidence that by handling a job as a cashier as for a period of six months and then being promoted to a Supervisor, that there is no question of ethical conduct where a self-learned and developed code of conduct is practiced. There were zero records of financial discrepancies, unaccounted inventory, missing inventory, during the total period of eighteen months of work as part-time. While there were incidents of other team members who had been suspended from work for incidents related to theft and minor misconduct, there were no incidents that questioned professional behavior which is in favor of the career development and growth process (Dettmer, et al., 2013). All superiors and managers note that there was respect, accountability, and discipline with all fellow team members, customers, and suppliers that is credited to a good reputation (DuBois & Miley, 2013). This is a clear strength that has been identified that could be of valuable use for any organization to bank on in the future. There is also high regard towards the female employees and those who are differently-abled, showing respect and ready assistance. 
[bookmark: _Toc521214025]2.6 PROFESSIONAL BEHAVIOR AND SELF-CONDUCT
Excellent self-conducted is displayed at work. There is a fair contribution to non-work-related activities outside of the general scope of work – the response is enthusiastic. The general perception is positive (Zuber-Skerritt, 2013). There is no difficulty in developing and cultivating ties between colleagues. Behavior is constantly professional and courteous towards fellow-colleagues and superiors, exuding fairness, respect, and professionalism in all written and spoken, informal and formal communication surrounding work. One trait that is evident in these dealing is the tendency towards accountability. As a leader, there is a move towards accepting blame as well as credit, which is a rare feature altogether. There is accountability at every step of the way, which earns respect. This is to recognize the success and failure of a task entrusted and being willing enough to request assistance if in the case of the former. There have been no conflicts with colleagues out of verbal abuse or any religious, racial, professional angst that had earned the acquaintanceship of colleagues of different backgrounds. There is a display of an almost natural leadership tendency.
[bookmark: _Toc521214026]2.7 PERSONAL TRAITS AND QUALITIES AND WILLINGNESS TO WORK
One personal trait that is most salient is the tendency to show respect to everyone, overlooking designation and the benefit associated.  As a leader, there is an advantage of being willing to take risks and responsible for work. The respect shown towards colleagues makes building friendship easier. There is a quality of helpfulness and warmth that is much appreciated. This is possibly why there is excellence in customer satisfaction and problem-solving. There was no hesitation to take on projects that involved the sacrifice of time during the weekend and overtime with no compensation for the extra time. While all these factors are positive, one area of interpersonal communication of being able to relate to colleagues and communicate a vision can be improved. This is also one trait that is developed over time and experience. As there has been limited time in the corporate arena, and tenure of eighteen months at work, this may be restricted. In comparison with contemporary colleagues, there is a highlighted area of honesty and integrity which is exceptional. During the supervisions conducted there have been zero reports of the financial discrepancy.
[bookmark: _Toc521214027]2.8 MOTIVATIONAL LEVELS
[bookmark: _GoBack]One of the most challenging tasks of a leader is to persuade others to follow the inspiration and motivation. During challenging circumstances colleagues tend to reflect the same enthusiasm as their leader; while there has been no lacking motivation and inspiration, perhaps there is a gap present in being able to communicate this vision. The consensus is that colleagues follow suit of the leader during trying times. They would follow by example and if as a leader you do not demonstrate profound motivation, they will display the same. As a leader there is constant communication that is required that is a skill that is yet to be harnessed. This can be learned over time when dealing with situations over time. Motivation is also the ability to look at a situation and to recognize the potential to change and the level of influence is each area. When there is experience in handling each more situations, then one is able to develop the confidence to solve each incident. Therefore, there is a direct link between the levels of confidence and motivation. Moreover, self-motivation or willingness is also considered here which is at a considerable higher level. The willingness and the higher motivation for achievement is what that drives the success and the desire to achieve the career development goals as discussed in the next sections of the report. 










[bookmark: _Toc521214028]3. THE READINESS FOR EMPLOYMENT
Apart from the many factors that were discussed involving being an effective leadership, there is a high tendency towards displaying readiness for employment. With the experience of eighteen years in cashiers, inventory management, and being promoted to the position of the Supervisor in a short span of six months, it is apparent that there are inbuilt leadership qualities (Ferns, et al., 2014). Now, with the experience gained in these areas of being willing to work, accepting responsibility, respect, integrity and honesty there is corporate readiness for employment. There were areas that were mastered; however, there were specific need areas that could be cultivated with experience. One such area was empathy. Aside from having a futuristic goal as a leader, there has to be the trait of being able to take decisions that will impact the business positively (Beveridge, 2014). Decision-making skills are acquired after being immersed in work for many years. They must also benefit those persons in concern. Sometimes leaders have the advantage of the time to make decisive moves, whereas there are also situations that call for urgent decisions. Handling people is essential to work in any capacity. While this is demonstrated with excellence, gaining the trust, key responsibilities of supervisors. It is expected that one cannot micromanage and will have to take the decision to delegate as to prevent being overwhelmed by the workload. This needs to be prevented by empowering those around and being willing to let go of certain responsibility. If this is not performed, colleagues and subordinates will not be used to their fullest potential and the chances of failing would be higher. There is also the potential to be a great leader and visionary by using innovation. While there is no dispute about the fact that work is being done with perfect accountability and confidence, there could be areas that can be managed to accentuate on personal ability and victory which was not manipulated (Wolff, et al., 2010). Currently, there is a vast scope to be successful by being innovative. This is the edge a leader has over a follower. In today’s fast-paced world, a leader is compelled to be innovative and creative in every given situation. There is the high potential that is recognized for honesty and integrity. This has been identified by both colleagues and immediate supervisors as is well appreciated as a trait credits readiness for employment. While there is typically an area where an employee may not display the fullest potential to work by wanting to compromise on the quality and commitment, however, this is not evident in the style of work. Being willing to take on tasks and fresh challenges is a clear sign of readiness for employment. Personal conduct has been positive in allowing others to thrive in their own environments and playing their relevant role in assisting it. There is constant work ethic working longer hours, displaying no request to be overcompensated while pursuing perfection at a task. The image of being professional at a relatively young age while simultaneously pursuing academics skills has shown the readiness to be employed and be entrusted with greater responsibility (Danielson, 2011).
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[bookmark: _Toc521214030]4.1 PERSONAL STENGTHS AND WEAKNESSES ANALYSIS
The below is the Personal Strengths- Weaknesses Analysis undertaken to examine the current levels of skills and expertise possessed to further evaluate whether the readiness for employment as also explained in the previous section of the report. 
My personal strengths and weaknesses analysis
	Strengths
	Weaknesses 

	· Strong experience and expertise in Information and Communications Technology. 
· Adequate expertise and experience in the relevant field and the subject area working as a part-time employee amidst academic studies.
· Strong and effective planning and time-resource scheduling skills.
· Clear vision, strong attitude and dedication towards the achievement of goals and targets. 
· Will power, self-motivation and the willingness to grow and develop.  
· Strong technical, word-processing and ICT related skills. 
· Proficiency in the English Language. 
· Qualifications and strong educational and professional competence background supporting the career progression. 
· Being honest, professional conduct, ethical behavior, working with integrity, treating everyone equally, respecting others. 
	· Lack of interpersonal and communications skills.
· Lack of creativity and innovation skills.
· Being less punctual.
· Lack of public speaking and presentation skills.
· Lack of academic writing and referencing skills.
· Lack of team working skills and ability to work as a team. 
· Ineffective leadership qualities such as; lack of patience, no focus on ideas and thoughts of the others, being self-centered and being aggressive at times. 


[bookmark: _Toc521214036]
5. SETTING THE GOALS AND FORMULATING THE PERSONAL DEVELOPMENT PLAN/ ACTION PLAN 
Following are the major areas that are considered for the improvements along with the actions that are available with for improvement and growth purposes (Beausaert, et al., 2010). The time range and the proposed improvement for each goal identified that needs improvements along with the analysis of the previous sections is presented as below. 
· Goal 01: Development in Professional competence and expertise in the relevant subject area/ Software Development and Technical Expertise
· Skill Gap: Lack of advanced technical knowledge and expertise, need for continue professional development and updates in line with external environmental dynamism. 
· Action/s: Some of the actions that are available include following more professional courses, engage in self-learning activities, reading books, professional and expertise development through experience, discussions with more experienced staff members to grasp knowledge, analyzing and evaluating the industry best practices, build an eagerness to learn and develop. 
· Where the focus is mainly on the Software Development, undertaking courses and training in the relevant subject area, technical training, reading, self-learning is recommended. 
· Time Range: Medium, Long Term and continuous. 
· Proposed Improvement: Professional development and Career progression through enhanced knowledge, promotions, skill development, developed analytical skills. 


· Goal 02: Developing Effective leadership qualities
· Skill Gap: Lack of collaboration, lack of leadership effectiveness, need for productive team working and group dynamics. 
· Action/s: Professional training, learn through experience, focus on the leadership traits, understanding the needs of the colleagues and the team members and identifying the best leadership style and technique for use. 
· Time Range: Short term and Medium Term
· Proposed Improvement: Increased group effectiveness, higher motivation of all team members, achievement of results through effective collaboration, employee satisfaction leading to higher productivity. 
· Goal 03: Developing Interpersonal and Communication Skills
· Skill Gap: ineffective public speaking skills, lack of interpersonal and communication skills. 
· Action/s: engage in public speaking activities, participate in speech competitions, develop communication and language handling skills through reading, self-practicing and learning through an expert. 
· Time Range: Short term and Medium term. 
· Proposed Improvement: effective public speaking skills, ability to influence the team members and the colleagues in an enhanced way, effectiveness in communication and interpersonal skills. 
· Goal 04: Developing Team working and Group work Dynamics
· Action/s: collaborate effectively, respect all others, obtain the inputs of everyone in group tasks and activities, learn through experience. 
· Time Range: Short Term and Continuous. 
· Proposed Improvement: higher team collaboration and improved results and achievements. 
· Goal 05: Developing and enhancing the Professional and ethical conduct
· Skill Gap: Need for continued developments and updates. 
· Action/s: Developing the Code of ethics or the code of conduct. 
· Time Range: Continuous process. 
· Proposed Improvement: improvements in the professional and ethical conduct, ability to face situations effectively dealing with ethical issues, proper guide for self-conduct. 


· Goal 06: Improving the Professional behavior and self-conduct
· Skill Gap: need for continued updates and skill developments in line with professional behavior and ethical conduct. 
· Action/s: develop the self-conduct plan on a brief analysis of the industrial standards, professional working standards and based on the future ultimate targets for inspiration. 
· Time Range: Short term to Medium Term. 
· Proposed Improvement: improvements in the Professional behavior and the self-conduct that results in improved results enabling career progression. 
· Goal 07: Personal Traits and Qualities and willingness to work
· Skill Gap: Lack of motivation, lack of productiveness, efficiency and effectiveness. 
· The Traits for improvement: patience, dedication, hard work, self-motivation, innovativeness, creativeness, team collaboration. 
· Action/s: self-learning, reading, analyzing similar situations, learn through experiences. 
· Time Range: short term to Long term and Continuous. 
· Proposed Improvement: enable achievement of the goals and the targets more effectively and efficiently, enhancement in the professional cadre and the levels of performance ultimately enabling the achievement of the goals and targets set. 




· Goal 08: Enhancing the Motivational and Morale Levels
· Skill Gap: Lack of motivation, lack of productiveness, efficiency and effectiveness.
· Action/s: self-motivation, planning and continuously updating the career development plan to match the requirements of the industry which is also in line with the personal and other life targets and goals. 
· Time Range: Short- Long term and Continuous. 
· Proposed Improvement: Ensuring that the targets are achieved, ensuring that the risks and failures are minimized, ensures moving in the right direction so that necessary actions could be also taken in case of any diversions from the plans initially set. 




[bookmark: _Toc521214037]6. CONCLUSION 
As presented above, the career development plan will enable the achievement of the career goals and targets as explained while understanding the actual current performance levels and the desired levels for betterment in the future (Dyer, et al., 2012). In the first section as presented above the major skills, knowledge areas and expertise areas required for a better employment, career development have been identified where the actual performance levels are matched against the standard levels required. In the next section, the employability is evaluated which is fairly at a moderate level. To Further investigate a personal SWOT analysis is undertaken followed by an action plan, that will enable the goals achievement process that involves development in eight key areas as identified and explained throughout the report.
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