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INTRODUCTION
Modernisation has navigated businesses and institutions into changing policies and systems to suit their potential state relative to the traditional operation systems, highlighting much significance to planning, management control, administration, risk assessment and communication. Management has diversified into several tactics to improve employees to drive institutions to overall corporate strategic goals. While Cottrell (2019, p77) supports that the foundation of team growth relies on leadership and not personal, Jones (2019) argues that management is more individual based than a group or team. It is widely distinctive that robust management plays a key in overall excellence.
In the daily lives of social care, time management, according to Koch (2013, p14), presents a profound contribution to career development. As a career in social care progresses, it is imperative to formulate somewhat detailed plans in the quest to reach higher heights in management. The document highlights employers' readiness and introduces the areas for further development along the career path. Further into the document are the various employment goals the author has tailored for career planning and the necessary milestones checked in place for achieving. The paper concludes with a recap reflection of an interview report in the middle of the module.  

STRENGTHS TO DEVELOP FOR CAREER ADVANCEMENT
Strengths in the workplace positions oneself in a competitive role for better decisions in advancing through career. Individual strengths in the workplace characterise the value an employee draws to themselves, making them irreplaceable to highlight for future employers. Rigler et al. (2016, p37) support that individual strengths potentially reinforce companies at large, typically when aligned with corporate mission statements and commitments. Interestingly, strengths can enhance an efficient team through the improved collaboration for management and decision-making. Examples of strengths an individual can make a difference in career development includes:
1. Self-discipline - is an individual strength that stimulates one's sense to stick to plans, time and policies while avoiding unnecessary excuses. 
2. Time management - An individual can proportionate right taskings in their reasonable periods to meet the company's lines.
3. Empathy - is an individual's sense of sympathy for people or situations in a meaningful conviction.
4. Effective communication is one's strength of showing convincing interaction appropriately from the sender to the receiver.
5. Confidence - Is an inner strength of self-believe in overcoming doubts. Confidence in social workers encourages spotting odds and harnessing resources into quality use.
6. Problem-solving - A strength of finding solutions to challenging situations in carefully articulated findings without further errors and gaps. This strength is highly demanded in the social working environment due to the complexity of cases in society. On the contrary, a flaw in problem-solving allows retributions and societal punitive. Arthur Labinjo-Hughes exemplifies conundrum cases social workers go through in finding satisfying resolutions (BBC, 2021). 
While it is essential in encouraging and improving on valuable personal skills for differentiation among a team in employment, it is worth mentioning that much attention is focussed on weakness to bolster individual shortfalls.
In the light of improving career through the ladder to the top, it is worth mentioning to incorporate the aura of working in a collaborative team, and communication can flow either along or across the chain of command with a clear intent of achieving higher productivity. Belbin (2021) outlines that clarity in role definition is fundamental to the success of a group and an organisation in general. A career as a social worker comes no different; typically structured by the county councils in teams with valuable reports on progression and data analysis for the safety of the vulnerable. Although working alone can yield prompt decisions relative to group decision-making processes, there are many testaments of acute results in effective team working than an individual. Sutton (2015, p103) concurs that effective team collaboration invites self-confidence and open unbiased analysis without fear of rejection with well-researched information. The author further stresses that team collaboration usually avoids hasty decisions, ultimately encouraging a better working environment. 
In the longer term, I envision myself in an executive role within the Care Quality Commission (CQC) role boasting the policies and adding more belts in identifying gaps within the organisation. CQC (2022) stimulates the policies governing the care and social setting, and it is a privilege and challenging step to take to arrive there soon. The roles of CQC include;
1. Registration of providers and provision of license and certificates
2. Sensitise all gaps through stringent investigation and inspections
3. Provide legal cover for most providers under its auspices
4. Liaise between the NHS and the government on advice and quality controls.
In the quest to find a dream role within the care and social setting as a social worker, it would be a dream to assist in the day-to-day report analysis of the vulnerable, especially children. Identifying the needs of children, their emotions, and behaviour spans through a more expansive collection of psychological data and demands an assembly of help in safeguarding, navigating the guardians and spot checking in the progress of victims. The ideal job description involves;
1. Weekly reports analyse cases and prioritise the most demanding to the least.
2. Organising the appropriate resources to expedite the action
3. Liaising the right personalities for reference checks and assistance, typically legally.
4. Identifying the best course of action over carefully, thoroughly thought decisions as a remedy.
5. Filing reports and establishing regular reviews of cases to avoid repetition.

EMPLOYMENT GOALS
Juettene (2020) introduces a goal as the aim or aspired results an individual tailors for progression and development. Goals can exist in career development, sports, fitness, and personal growth. In the broader view, goal setting encourages strict planning, accurate mobilisation, and acute preparation in achievement. Goals give a sense of drive and purpose of aim in aspirations. Ziglar (1998, p117) identifies that the relevance of goals within a career stimulates focus and catalyse growth in thinking for higher aspirations and roles. It is generally impossible to achieve all goals; however, the few present rewards and feelings of fulfilment. Goals can be set in three levels, including short term, medium-term, and long term, depending on the realistic time frames and matching priorities. 
Short term goals: Describes the aspired results an individual sets to achieve within the shortest possible time. In my line of the social work career path, required qualifications such as levels 4 and 5 in health and social care within a recognised lead learning provider appear imminent.
Medium-term goals: Describes the level of aspired results set by an individual along a career path of development, usually at experience and training after certification. In my circumstance, it appears to be the job experience required to execute a function within social settings, for example, a team leader or assistant manager of a social department within a county.
Long term goals: it appears as the ultimate dream of one's career path. Interestingly, achieving such feet is usually characterised by challenges of failure and turndowns. Graduating from a social worker to a member of a CQC is typifies my long-term goal to stem-up policies for the effective functioning of the social and care setting within the health system. 
In career development planning, it is fundamentally golden to scope 'SMART' objectives, including;
1. S- specific - knowing the ultimate role and detail of one's dream job aiming at reaching the intended target
2. M- measurable - knowing the system required to quantify the specific objective through a series of check-ups and specific steps that guides one to the bigger goal. It is essential to say that the more efficient a goal is measured, the closer it is to the ultimate.
3. A- achievable - knowing one's capability to achieve the goal. Understandably, some goals can either fall below the bar, posing no challenges or way above pulling unrealistic chance of reaching, impacting the overall motivation (Webster, 2021, p121).
4. R- realistic - knowing one's ability within the career path to avoid any glimpse of over-ambition through smaller steps in guiding each objective towards the ultimate long term.
5. T- Time - setting objective marries up with achieving them within a specified period. Inability to achieve an objective within a specific time frame renders an aspiration over-ambitious or underachieved, ultimately having a ripple effect in the long term.

STRATEGIC MILESTONES
While embracing career goals for a better life, it is imperative to navigate realistic milestone cardinals to attain the proper short-, medium- or long-term levels. By so doing, each step is carefully mapped and checked to cover all shortfalls, challenges, and iron the relevant gaps moving forward.
In my line to becoming a social worker, careful strategies need implemented to bolster every step, including;
1. Adding more responsibilities at work while honing more skills at each responsibility
2. Adapting to use more managerial software to broaden my management skills
3. Taking on courses landing on certifications such as levels 4 and 5 in health and social care from accredited learning providers.
4. Scouting for a mentor to harness my ultimate goal at CQC.

RESOURCES
On the path to attain certifications as a social worker, few resources are lined up to cover exciting knowledge in the pathway. They involve;
1. Seminars
2. Forums
3. Webinars
4. Online short courses

INTERVIEW RECAP REFLECTION  
During the role-play, I was pretty unsure of what would happen as my teammate messaged me just before the start of the class to inform me about her health issues and that she would be backing out. The role play entailed looking at my teammate's Job descriptions and personal specifications for each other's future careers, not leaving out a filled job application form that would help us understand one another's job history. 
 As an interviewer, I prepared five questions for my interviewee and had an open mind expecting a question from my interviewee. Acting as a hiring manager widened my understanding of the recruitment process. I realised I had to make the candidate feel welcoming, thank them for coming and break the ice with a friendly little chat while staying professional. This process made me think of when I had been to interviews myself and how the first interaction with the hiring manager made me feel or affected my overall performance at the time. I quickly realised the importance of influential people management. I noted that good people management starts from the hiring process (Shimasaki, 2014, p91) and equally how promoting good HR should not be overlooked in any organisation (Shields et al., 2019, p246). Acting as a hiring manager meant I had to research interview techniques, processes and competencies and practice speaking as a manager and how to sell my organisation. 

As an interviewee, I made sure I was ready for the day; I rehearsed by watching other interview videos, tried to manage my nervousness, and made sure I was time conscious. I equally had questions for the interviewer. I had to do this with my lecturer because of unforeseen circumstances, which heightened my nervousness. However, I managed to compose myself and answered all questions as calmly and explicitly as much as I could. I realised determination, resilience and hard work could take me to the top of my career ladder. Career progression means attending interviews each step of the way and more complex interviews involving stages, not leaving out panel interviews. The role-play sets in as a valuable foundation for future discussions as I was able to get feedback from the lecturer based on my presentation and that of my classmates to polish up for future interviews. 
Overall, the role play was beneficial to me regarding both a future hiring manager and a job seeker. I learnt the do's and don'ts of the recruitment process practically (hands-on approach) while learning how to interpret job descriptions and working on the recruitment process itself. The proactive role-play approach has helped me streamline accurate skill sets and qualifications to enhance my career.
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APPENDIX – A
Job application form

[bookmark: _gjdgxs]
Application for [Adult Social Worker] - 
[bookmark: _30j0zll]Your details

Name: Neh Che

[bookmark: _1fob9te]Education and training
Please give details:

	
GCE Ordinary Level
 
GCE Advanced level

Certificate of Higher Education in Health and Social Care (Ongoing)

BSc. Health and Social Care (Ongoing)



[bookmark: _3znysh7]Qualifications
Please give details:

	
Functional Skills (Maths, English)

Level 4 in Health and Social Care

Problem Solving and Decision-Making Module

Effective Communication and Teamwork Module

Professional Career Development Module

Psychology in Health and Social Care



[bookmark: _2et92p0]Employment history
[bookmark: _tyjcwt]Your current or most recent employer

Name of employer: 0cala Healthcare

Job title: Support Worker

Length of time with employer: 19months

Reason for leaving: Ongoing

Duties: 

	Helping with meal preparation

Supporting residents with medication

Assisting medical professionals with observation notes and administration

Providing unique emotional support

Managing finances




[bookmark: _3dy6vkm]Previous employers
Please tell us about other jobs you have done and about the skills you used or learned in those jobs.

	Customer Service – 

receive and make calls on behalf of company and clients
Advise customers on better product range, deals and                        information   
Escalating inquires to appropriate tem                      

Skills - Communication and Problem – Solving, Patient under pressure, empathy, active listening, emotional intelligence.




[bookmark: _1t3h5sf]Supporting statement
Please tell us why you applied for this job and why you think you are the best person for the job.

	


I strongly believe that I am the right candidate for this job because I have experience for working with adults. 
I equally have keen eye for detail and can stay calm under pressure.
I am a fast learner and adaptable.
I am keen to make a difference to the lives of the people I look after.





[bookmark: _4d34og8]
[bookmark: _2s8eyo1]Right to work in the UK
Do you need a work permit to work in the UK? Yes / No
[bookmark: _17dp8vu]References
Please give the names and contact details of 2 people who we can ask to give you a reference. We may ask them before an employment offer is made. We will not ask your current employer until we get your permission. 

Sam Cage – Manager at Ocala healthcare
Adam Storey – General manager at Ocala healthcare
[bookmark: _3rdcrjn]Declaration
I confirm that to the best of my knowledge the information I have provided on this form is correct and I accept that providing deliberately false information could result in my dismissal.

Name: NEH CHE

Signature:

Date: 19/11/2021
APPENDIX - B
INTERVIEWER QUESTIONS
Questions
1) Tell me about yourself

2) Why do you want to work for us?

3) Which aspects of our position do you find most attractive / Least attractive? 

4) Why should we hire you?

5) What do you look for in a job?
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