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[bookmark: _Toc38307661]1. Introduction:
My name is AntanitoCroos. In this assignment, I am going to discuss my career development plans using the lifeline exercise. The lifeline exercise defines the opportunity of reviewing the past decisions that have been made by me. This exercise helps to identify the triumphs and failures of the past decisions to make a proper decision about future possibilities (Cranmer et al., 2018). The lifeline exercise basically gives a second chance to every student who wants to rethink about the past decisions and is unsure about what decisions to make for the future. The assignment includes a detailed explanation about my career development plans, my learning styles, personal development plans, self-motivation tools, and what the employers want in the employees. 


[bookmark: _Toc38307662]2.Gibbs Reflective Cycle on Developing Career:
Gibbs reflective cycle is the process that helps the students to think systematically about the particular situations in a particular time to understand the depth of the situation. This cycle is more of a structured process as this helps people to understand and judge a particular situation in a more detailed and broader way(Shahin and Mahbod, 2017). People can learn from both the positive and negative impacts of the behaviours and reactions of the past situation and can rectify the behaviours when a similar situation occurs. However, the Gibbs Reflective Cycle is explained below –
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[bookmark: _Toc38307673]Figure 1: Gibbs Reflective Cycle
Source: (Helms and Nixon, 2010)
The cycle begins with Description and then moves forward to the other five cycles and then again moves to Description. All these six phases explain different phases and ideas of a particular situation. Description is the first phase of the cycle where the individual has to explain a certain situation or behaviour. The phase is mainly used to describe that particular situation to avoid jumping into conclusions (Helms and Nixon, 2010). The individual may start the description my addressing the events that happened in that particular situation, the time of the events, the people involved in the events, etc. These are the descriptions that will help the individual decipher and describe that particular situation in a more appropriate way. After this phase, the next phase starts which is named Feelings. In this phase, the individual needs to think about all the emotions that were triggered during those events. Feelings can vary from individual to individual as different people have their own way of perceiving different situations. It is not necessary that every person feels the same way about a particular situation(Inkson, 2017). Also, people are not always very much comfortable talking about their feelings and so it is a lot easier if their feelings can be known by asking some questions gradually. In the next step, Evaluation, the individual now needs to decide if the event described in the first phase is good or bad. The individual needs to assess if the situation has a positive or negative impact on him or her. There also should be an evaluation of the approach on how to handle the situation. this will help the individual to understand if the approach was the right one to use or there should be another approach. It is healthy to evaluate bad experiences because it helps to eliminate the bad approaches from the next time(Super, 2015). It also reflects that the whole cycle emphasizes on learning from the past experiences whether it is good or bad. In the next step, Conclusion, the individual needs to come up with different strategies and approaches that could be used to make the situation better and ideal than before. In this step, the individual needs to assess the whole situation and the approaches to the situation very carefully and properly to come up with a better strategy to handle the situation. lastly, in Action Plan, the individual has to make sure that the strategies mentioned in the fifth stage are used the next time when a similar situation occurs(Barnett, 2019). Then after acting on that strategy, the individual again needs to describe the whole situation and go through the entire cycle until there is nothing to improve.
[bookmark: _Toc38307663]3.Career Planning Process:
Career planning process refers to the idea of planning one’s career systematically and step by step so that every possible outcome can be measured and sorted(Arnold, 2014). The career planning process consists of six different stages as following –
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[bookmark: _Toc38307674]Figure 2: Career Planning Process
Source:(Arnold, 2014)
Self-Assessment refers to the evaluation of various factors that can have a strong influence on the career paths of the individual. The various factors may include – the lifestyle of the individual, the financial state of the individual, the individual strengths, and workstyle preferences of the individual. It is important for the individual to understand the nature of the career suitability according to their personality and desired professional careers(Brown et al., 2013). To understand the mixture of personal and professional life, the individual needs to take notes on the skills, interests, qualities, and the values of the career. A career counsellor can help to self-assess the qualities and skills of the individual and suggest plausible career paths to the individual according to the skills and qualities. The next step of the process is Research. After determining the skills and qualities, the individual needs to research possible job interviews that match with the skills level and the qualities. During this process, the individual gets to learn about descriptions of various positions(Fitzgerald, 2014). There will be more detailed knowledge about the opportunities, benefits, disadvantages of the job positions to determine if the chosen career path is the right one to go with. For all the primary information, the individual can take help from the online sources. However, to gain detailed information about the job positions, it is important to talk to as many people possible related to that specific job description. The next step of the process is called Experimentation. It is vital for the individual to experiment with the career path that has been chosen. The best ways to experiment the chosen career is to start an internship and part-time jobs which allow the individual to look into the job from inside. Some individuals prefer to observe a person within the job sector which is known as job-shadowing(Jarrett, 2015). It helps to understand the criteria that are needed to be in the job and also the time, skills dedication of the job. Experimenting the job can, however, lead to a negative outcome of eliminating that particular job as a career path. In the next step, Decision-Making, the individual needs to evaluate the pros and cons of the dream job which can include major changes in the daily lifestyle. The job can require relocating which can be a big deal for the individual. The individual then has to decide the dream job is worth moving places. Also, the individual needs to do a cost analysis that if the desired job is financially healthy for the individual(Kolb, 2014). After identifying the work aspiration, the individual now needs to begin the Job Research. The process of job research normally includes networking with the professionals, identifying suitable employers, preparing the cover letters and resume to apply for the job, etc. Lastly, the last process of the career planning process is Acceptance. It means that after a lengthy five-step process, the individual will finally be offered a job and be accepted by an employer.
[bookmark: _Toc38307664]4.What Employers Want:
After choosing a suitable career path, the individual needs to make sure if he or she possesses the required skills and qualities that are needed to impress the employers and get a job. As mentioned in the career planning process, the process of choosing a career path to getting a job is lengthy. In this meantime, the individual needs to be ready for every possible requirement that is needed by the employers(Rumson, 2017). The needs and wants of the employers vary from each other but there are some basic requirements that every job seeker needs to fulfil. These requirements are explained below –
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[bookmark: _Toc38307675]Figure 3: Employee Requirements
Source:(Walter and Marks, 2011)
Employers require employees that can assure them a sense of dependability. Employees need to demonstrate their dependability by showing ownership regarding their jobs and responsibilities. The employers get impressed by seeing a responsible employee who can assure to get the job done timely and properly. It is the job of the employers to motivate the employees in the workplace but, however, they require employees who are self-motivated and are proactive to work(Walter and Marks, 2011). It creates a different level of energy if the employees have a certain inner drive within them from before. The employers require self-motivated employees who want to do their job proactively but also avoid over-confident employees who take pride in their job. Employers prefer positivity in the employees which helps to keep the work environment friendly. It is important to keep a positive attitude while handling a stressful situation. the employees are always judged by the way they behave in a stressful situation. a confident employee is an asset for any organization and the employers search for these type of employees. If the employees are confident enough to lead a project on their own and are eager to get the job done, it proves to be a plus point for the company(Bown, 2019). Lastly, the employers search for a team player. Not all good employees are team players and mostly the employees need to work in a team to go through a project. In this case, a lone wolf can prove to be a disadvantage for the team and the company.
[bookmark: _Toc38307665]5.Self-Motivation and Determination Theory:
Self-Determination Theory is a theory that explains the employees’ goal-directed behaviour. This theory proposes different psychological needs which are competence, freedom of choice, and shared experiences. People search for motivation from the activities that provide them with those specific needs(Cho and Summers, 2012). These kinds of motivation can be derived in two forms which are – Intrinsic Motivation and Extrinsic Motivation. 
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[bookmark: _Toc38307676]Figure 4: Self-Determination Theory
Source:(Collett, 2014)
Intrinsic Motivation is mainly generated by the most autonomous behaviour that is represented by enjoyment, satisfaction, and interest(Ranalli, 2012). Intrinsic motivation can be directed into three directions such as knowledge, accomplishment and stimulation.
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[bookmark: _Toc38307677]Figure 5: Intrinsic Motivation
Source:(Sahabudin and Ali, 2012)
Intrinsic motivation towards knowledge refers to the motivation that is gained to perform an activity that can provide some satisfaction of learning or gaining a certain knowledge about something. Intrinsic motivation directed towards accomplishment indicates performing an activity that can provide the pleasure of accomplishing anything(Sahabudin and Ali, 2012). And lastly, intrinsic motivation directed towards stimulation refers to an activity that is performed to gain the opportunity of stimulating experiences. 
Extrinsic motivation refers to those specific outcomes that can come from some specific activities. This kind of motivation hardly helps to achieve the perceived needs as mentioned earlier(Schunk and Zimmerman, 2013). There is a continuum of behavioural regulation within extrinsic motivation that defines how an individual behaves in a certain situation. the continuum has four types of regulations that are mentioned below –
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[bookmark: _Toc38307678]Figure 6: Extrinsic Motivation
Source:(Stuart, 2017)
External regulation indicates such behaviour that is initially controlled by some external incentives such as – praise, benefits, avoiding punishments, etc. Introjected regulation refers to the behaviours that are derived from external contingencies that have been internalized to gain self-recognition in the workplace(Stuart, 2017). When a certain behaviour is recognized and valued by the individual it will be known as Identified regulation. And lastly, Integrated regulation is the result of the fully integrated behaviour that is mixed with personal values and beliefs.
[bookmark: _Toc38307666]6.VAK Learning Styles:
VAK learning style is mainly depended on three sensory receivers of the human body. VAK stands for Visual, Auditory, and Kinesthetics. Learners usually use all three modalities to learn and gain knowledge(Thompson, 2017). The theory VAK learning style is all about which learning style is the best and easiest one to use and gain knowledge. The VAK learning model is generated from the accelerated learning world. The model gained popularity over the night for being the simplest and easiest to understand. 
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[bookmark: _Toc38307679]Figure 7: VAK Learning Styles
Source:(Balwant, 2017)
Visual learning style consists of two different channels that are – linguistic and spatial. Learners who prefer the visual-linguistic style, are keen to learn through written language such as reading books or writing essays and compositions. They can easily memorise what has been written down without reading it more than once(Kelleher, 2019). The learners who prefer a visual-spatial learning style are more comfortable with charts, graphs, videos, and other visual materials. These type of learners face difficulties learning from a written language. These types of learners usually use their power of imagination and tend to get lost in new surroundings. The learners use graphs and charts or other visual accessories while learning. They try to include maps, handouts and draw pictures to learn and try to eliminate potential distractions.
Auditory Learning Style refers that the learners are more comfortable learning from talking and expressing themselves. They prefer memorising by reading out loud because it is easier for them to listen to a lecture than reading or writing. They prefer talking to a colleague or a tape recorder to avoid writing or reading. To implement this style into a proper learning environment there should be a brief explanation about all the course material that will be discussed in the semester(Lee and Raschke, 2016). The students should be asked questions and should be encouraged to interact more and more so that they can focus on the course lecture. The learners should be able to verbalize the questions for their own betterment. There should be different auditory activities like buzz groups or brainstorming activities to exercise their auditory learning style.
Kinesthetic learning style refers to learning through touching and moving. This learning style has two sub-channels such as the kinesthetic learner and the tactile learner. The kinesthetic learner prefers learning through the movement of objects and the tactile learners prefer learning through touching of the objects. These type of learners are keen to take notes while listening to lectures, prefer to use colourful highlighters and draw pictures(Matei and Abrudan, 2016). To implement this learning style in the learning environment, the learners should be provided with tasks that keep them busy. There should be frequent use of colourful markers and charts to emphasize the key points and the learners should be provided different objects so that they can touch and feel those objects to learn something new.
According to me, the best learning style is Visual learning style. This learning style is mostly preferred by use. To be specific, I am a Visual-Linguistic learner which means I like to learn by writing in different languages and reading books. This helps me to memorise my course materials provided by the instructors.
[bookmark: _Toc38307667]7.Personal Development Tools:
[bookmark: _Toc38307668]7.1 Johari Window:
This model refers to the enhancement of the individual’s perception of others. The model represents two sets of ideas that can measure the self-assessment of the individual. The two dimensions are – the trust that can be gained by revealing certain information and facts to others and the other one is to learn about ownself from the feedback of others (Murray, 2017). The Johari Window consists of four window panes that are described below –
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[bookmark: _Toc38307680]Figure 8: The Johari Window Model
Source: (Johannes, 2015)
The model represents the conveying of information and facts and the way of receiving the information and facts about others. Two of these window panes represent the information that is known to self and the other two window panes represent the facts that are known to others (Bethany, 2015). However, the Open Area indicates the area that is known to the individual and to others. This is the area that indicates the feelings, emotions and skills that are known to the person and others. This is the area where all the communications occur. The area can be increases horizontally by taking feedbacks from others and thus, decreasing the Blindspot. The Open area can be increased vertically as well by letting others know about the facts and information. The Blindspot refers to the information that is unknown to the individual but known to others. It is how the other people portray that individual and the individual may not be aware of that portrayal (Preacher, 2017). The Blindspot can be decreased by communicating more with others and taking feedbacks from them. The Hidden Area represents the information and facts that are known to the individual nut not known to the others. These can be the secrets or past experiences of the individual that are expected to be private. The Hidden Area can also be decreased by communicating and sharing those facts with others which can lead to increasing the Open Area. And lastly, the Unknown Area represents the information that is not known to both the individual and other people. These can be certain hidden talents or capabilities that the individual is yet to discover. If the individual openly communicates about the nature of the qualities maybe it can lead to the discovery of the talents (Johannes, 2015). However, it can be concluded that there are ways to communicate with others and to keep the windows increased or decreased.
[bookmark: _Toc38307669]7.2 Force Field Analysis:
Kurt Lewin first discovered the Force Field Analysis to describe the drivers of change. The model explains two types of forces which are the driving forces and the restraining forces that initiate the changes or block the changes respectively. According to Lewin, the culture is a living process of different social interactions (Baulcomb, 2013). To implement any changes, the balance between the forces need to be upset. The Force Field Analysis is explained below –
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[bookmark: _Toc38307681]Figure 9: Force Field Analysis
Source: (Baulcomb, 2013)
Before occurring any change, there is an equilibrium between the two forces and if the driving force gets stringer than the restraining force, the change occurs. There will be different conditions that will act as a favourable force to bring change. The restraining forces try to keep the situation like before while the driving forces try to enforce changes (Earley and Gibson, 2012). The Force Field Analysis depicts three stages of change which is known as “Lewin’s Three Stage Theory of Change”. The first change indicates the unfreezing of the equilibrium, then the second stage moves towards the desired change, and lastly, the third stage refers to the freezing of the new equilibrium of change.
[bookmark: _Toc38307670]7.3 Personal SWOT Analysis:
The SWOT matrix is used to identify the strengths and weaknesses of the individual and how to make the weaknesses turn into opportunities. There is also an assessment of the threats faced by the individual to better understand what steps or actions to take to mitigate them. The Personal SWOT Analysis is useful to understand the core strengths of any individual and also the weaknesses so that these can be mitigated soon (Helms and Nixon, 2010). The personal SWOT analysis is given with a brief description below –
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[bookmark: _Toc38307682]Figure 10: Personal SWOT Analysis
Source: Author
From the figure above, it can be said that one of my strengths is creativity. I believe in creating new ideas and methods to go along with the past procedure so that the idea looks fresh and raw. When it comes to working in an organization, creativity is very important to keep up with the immense competition around. I have good communication skills which indicate that I can easily communicate with my peers and superiors without hesitation. I am very focused and dedicated towards my job and I find myself a very good team player who can work with other people easily. There is a bunch of weaknesses in me as well which are the lack of leadership skills that does not allow me to have enough skills to lead a team properly. I have a loss of confidence while presenting myself which leads to stage fright. There are a lot of opportunities that I see in me which I can acquire. One of them is to be advanced in the use of technology and learning new leadership skills so that I can lead a team soon enough. I can be more organized as well at the time of presenting myself that might help me to gain confidence. The threats I can possess are the fellow graduates and colleagues from the same background that can have more advanced skills than me which can eventually lead to my failure in the workplace.

[bookmark: _Toc38307671]Conclusion:
As mentioned in the Personal SWOT Analysis, there is a bunch of weaknesses that I have in me which needs to be improved and turned into opportunities. There will be an action plan describing what needs to be done to improve the weaknesses and how to evaluate the improvement of the actions taken. The action plan regarding the improvement of the weaknesses is given below –
Table 1: Action Plan
	Areas needed to Improve
	Rating (Out of 5)
	Ways to Improve
	Evaluation of the Improvement
	Time Needed

	Leadership Skills
	2
	I will focus on learning new leadership skills and then implement them on a team of subordinates.
	There can be a performance appraisal done by the subordinates to evaluate my role as a leader.
	3 months
Starting from May 01, 2020 and ending on July 31, 2020

	Confidence
	1
	I need to give more and more presentations in front of other people to overcome the lack of confidence gradually.
	There will be an appraisal done by the peers who attended the presentation to evaluate my confidence level while speaking.
	4 months
Starting from May 01, 2020 and ending on August 31, 2020

	Stage Fright
	1
	I have to arrange extempore speeches or public speaking exercises to make myself comfortable talking in front of others which can help to lessen the stage fright.
	There will be superior who will act as the judges in this exercise and they will evaluate the exercises to let me know if my stage fright has decreased.
	5 months
Starting from May 01, 2020 and ending on September 30, 2020



After completing this action plan, hopefully, I will be able to overcome my weaknesses and make them my strengths. In this assignment, there are different ways of self-assessment tools mentioned that can be used to evaluate the personal skills. There are different models and theories regarding career development and how to plan a career.
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