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INTRODUCTION
Professional Career Development is the progression of an individual’s skills, which is used to enhance their knowledge within a certain subject. Individuals need to acquire skills that support employability and career management, these skills help to develop positive and robust mindset. Key to Career Development is the need to go through a career choice process in a specific order and deadline in order to achieve a good career decision (Van et al, 2005).  My assignment is based on a Portfolio where, I will demonstrate my understanding of the relevant skills and knowledge required to work effectively in employment. This will support me in recognizing my personal strengths and outline areas, that I will need to improve to progress my career. It will help me acknowledge my future goals and be able to construct a development plan to achieve those goals. I will create a Personal lifeline journey to outline the events that have helped me shape up my career and future in my professional life.
Personal Lifeline Journey:
[image: ]A Personal lifeline journey is a graph that is used to outline the events that take place in an individual’s life. These events may be positive or negative, they influence how a person builds a vision and determination to take certain action and achieve a dream career. Below is a copy of my Lifeline journey, where I have outlined all the relevant events taken place in my life; which have enhanced my career options for the future.













                Figure 1: Personal Lifeline Journey (Created by the Author)
Through the early years of education I developed a passion for studying, this passion then became stronger when I passed 12 out of 13 GCSE exams (Lifeline journey events between ages 10-16).
I failed my AS levels; I was completely shattered seeing my future dreams of becoming a solicitor collapsing. I retook my subjects after a year and passed my AS levels and went onto completing my A-levels (Lifeline Journey events between ages 17-20).  
I started working in Sainsburys while I was studying. After completing A-Levels I went into university however the first year at university made me realise I did not want to go through my chosen career path and decided to drop out of university. I became a Manager in Sainsburys (Lifeline events between 18-28).
I had my first child and returned to work after a year. Coming back to a structure change within the business I felt the retail industry did not fit my personal life, I decided to leave my career and focus on my child’s upbringing (lifeline events between 28-30). 
Having a long gap in employment and education, I decided to come back into studies to complete my graduation hoping to go back into employment for a higher position (lifeline event age 30).
In order to fulfill my aspirations in employment, Self-Evaluation is essential to understand my areas of strengths and weaknesses. This will help me understand what key skills and knowledge is required for effective employment.  

SELF- EVALUATION REVIEW
Self- evaluation is a review of an individual’s performance, it highlights areas of assets and vulnerability for the individual and recognizes relevant skills and knowledge that may be required to achieve for certain employment. In order to evaluate my performance accurately I will be conducting a Self - Motivation quiz to ensure a meaningful and effective result. According to Morehead and Griffin (2008), motivation is a key skill, which determines people to act and behave in a certain way.
As a Manager, I always strive to achieve the best of my ability and lead my team by example when I am given a certain task; my passion for my work always motivates me to do the best and achieve the highest standards of results. Below I have attached a copy of my Self-Motivation quiz, which outlines my level of motivation on the higher end of the scale.  
[image: ]
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                         Figure 2: Self-Motivation Quiz (Completed by the Author) 

The Self-Motivation quiz has enabled me to recognize my key skills and way of working however it is important to understand the relevant knowledge required to gain these skills and what my preferred learning style is to absorb the information. 

LEARNING STYLES
We as individuals all learn in different ways and use different learning styles to understand subjects better. According to Willingham et al (2015), learning theories are individual preference of processing certain types of information in certain ways.
Below are the examples of few learning styles:
1. VAK learning Theory

The VAK learning model is used to determine a person’s preferred learning style, this model is made up of 3 segments, Visual, Auditory and Kinesthetic (Chapman, 2005).
Visual: This is when a person learns through seeing things (Cuaresma,2008), a visual learner will benefit learning through reading books, newspapers, watching videos and movies; they need written directions to understand subjects.
Auditory: These learners benefit through Oral learning channels and prefer to listen (Cuaresma,2008), they will engage themselves in class discussions and learn through conversations. 
Kinesthetic: These learners learn through physically doing the task (Cuaresma, 2008), they are most enthusiastic in class activities and learn through being hands on and completing the task. 
I am a kinesthetic learner; I understand well through physically completing tasks. This style has been embedded in me from my previous role as a Manager where, I am always learning new subjects on the go. 
I have attached a completed VAK questionnaire below, which outlines my preferred style of learning; this helps me in my working environment. 
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                       Figure 3: VAK Questionnaire (Completed by the author)


2. Kolb’s Learning Theory
Kolb’s learning theory (1984) is a model made up of 2 levels: the 1st level is a 4-stage learning cycle, where the individual must touch base on all 4 segments to be an effective learner. Each stage supports the individual to follow onto the next stage until they reach all 4 stages of the cycle. The learner can step into Kolb’s learning style at any stage and follow through the cycle to attain the same results at the end.
The 2nd level is the 4 distinct learning styles which is based on the 4-stage cycle. According to Kolb, (1984), the process of learning is through the transformation of experience which creates the knowledge. Learners naturally prefer different learning styles and Kolb explains that these stages will help individuals to find their preferred learning style. Below is a diagram of Kolb’s learning cycle (1984), which explains how the 2 levels of the model are joined and how the stages work together. 

[image: ]

                             Figure 4: Kolb’s Learning Theory (Mcleod, 2010)       



3. Honey and Mumford:
Peter Honey and Alan Mumford came up with the Honey and Mumford learning model (1986) based upon Kolb’s learning cycle. They identified 4 distinctive learning styles which individuals may prefer to naturally use; these styles are listed below:
Activist: Activists are those individuals who learn by doing, it requires them to get their hands filthy. Their preferred activities would be brainstorming, group discussions, problem solving, role-play, competitions (Shukr et al, 2013). 
Theorists: These learners require ideas and truth with a specific end goal to the learning procedure. Their choice of learning activities is the following: models, stories, quotes.
Pragmatists: These learners like to experiment with new ideas, they learn better through thinking about how to apply learning, case study and problem solving.
Reflectors: These individuals learn through watching, they like paired discussions, self-analysis questionnaires, interviews, and coaching.

[image: ]
                         Figure 5: Honey and Mumford Model (Grace, 2001)

My preferred style of learning from this model is an Activist, as a Manager I am required to be enthusiastic, open minded and lead the team by an example, this means I always dive to complete the set task and ensure I show my team how to complete the job. I learn as I go and this helps me get a better understanding of different topics and means I can train my team as I train myself, it is a win- win solution. Learning styles allow me to acknowledge areas where I need to improve. This will help me in drawing out my personal development plan followed by an action plan to outline my future goals and targets.   

PERSONAL DEVELOPMENT PLAN
A personal development plan is the procedure used to create objectives, reflect on performance and set targets for future career progression, this establishes what you want to achieve and which direction you want to go; these goals could be shot- term, mid-term or long-term goals. This plan assesses whether you require further training, need to gain more knowledge or need more skills for the role. There are a variety of tools used to shape a personal development plan, these are the following:
1.SMART Objectives
SMART objectives are goals that are Specific, Measurable, Achievable, Realistic and Time bound. This method ensures individuals are more organised, highly motivated to complete their task in the correct time frame, it enables individual’s to be more focused and have a sense of purpose of what is expected of them and by when. This tool is highly recommended for those short-term goals. SMART objectives are used in my workplace on a monthly basis, in the course of our monthly action plan; targets are set for the following month and these targets have a timeframe between 2 days – 4 weeks, which are mainly feasible within few weeks.
2.Johari Window Model
The Johari Window Model is used to improve the perspective of others, it is based on 2 ideas: 1- trust can be obtained by disclosing your information to others and 2- learning yourself through feedback given from others. 
It is necessary to enhance personal development and self-awareness of an individual especially when they are among a group. This model is conveniently used to achieve understanding and improving communication between people in a group. 
According to Saxena (2015), Organisations are built around an environment, where people have mutual understanding and trust; which follows with good inter-personal relationships. This improves productivity and performance of an individual.  
Below is a figure of the Johari Window model outlining the 4 stages of the theory.  
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 Figure 6: JohariWindow Model (Luft and Ingham, 1961)




3.SWOT Analysis
SWOT analysis is a planning technique which is made up of 4 segments, these areas determine and define an individual’s Strengths, Weakness, Opportunities and Threats. This analysis suggests a framework to help the individuals identify and prioritise their business goals and to further recognize the strategies of achieving them. (Ommani, A.R, 2011).
In my role I was required to attend a performance workshop once a year, where I would discuss my achieved targets, future targets and deadlines for achieving these targets. Having planned out what is required of me to achieve in the following year I carry out a SWOT analysis, to determine areas where my strengths, weakness, opportunities and threats are and how these skills are followed through the process of the SWOT analysis.
Below is an example of the key skills I have outlined for my SWOT analysis, here I will link how my key strength becomes my weakness, which then is an opportunity and followed by the threat for my Business.

	STRENGTH:

Communication: I ensure my team are updated with all important information related to business
Health and safety through huddles every morning and afternoon.

Commercial Awareness: Always attending conference calls and am aware of current business situation, the positives and the negatives. 

Leadership Ability: Ensuring the right people are at the right place at the right time in the schedule.

Team Player: Physically doing certain tasks, to ensure colleagues are receiving correct training from Management and team morale is high.

Time Management: Lead by example, I ensure I arrive 10-15 early for shift to check business is performing as usual. 
Meet deadlines, so that any amendments which may be required, could be dealt with in time frame.

	WEAKNESS:

Communication: Some information may be role specific and only required to be shared with certain colleagues and not all.

Commercial Awareness: Some information is confidential and not to be shared with the team, therefore colleagues do not perform as well as they would have if they were aware of the situation in this case.

Leadership Ability: Sickness is unplanned, therefore certain shifts key colleagues are not in to do the right job and due to cost of labour back up is not available.

Team Player: Team Morale can also become low if certain colleagues feel nervous to work with management and performance may go down.

Time Management Colleague performance may drop if pay is cut for colleagues arriving late for shift.


	OPPORTUNITY:

Communication: I should divide the groups where the correct information is given to the right people.

Commercial Awareness: Whole management team should be able to attend conference calls and not just specifically Store and Deputy Manager.

Leadership Ability: Sales should be increased in stores to ensure hours for labour increases as well.

Team Player: All Colleagues should be trained on every specific role, so that we have a multi skilled and confident team. 

Time Management: Keep up to date with all Competitors campaigns and meet our campaign deadlines, to ensure our business growth is higher than our Competitors.


	THREATS:

Communication: The right people may not be at the right place, at the right time. Huddles last about 15 minutes if team is divided into role specific then huddles will be time constraint.

Commercial Awareness: Issue of Trust would arise if certain information is leaked to the rest of the team.

Leadership Ability: Sales are down by 2.5% year on year, labour costs and hours will be reduced massively in the Business. 

Team player: It is important to always stick to management agenda and ensure all jobs are fractioned evenly.

Time Management:  If Business Action Plan is not completed within deadline then store performance will drop putting store in threat of trading unlawfully.



To ensure I am working in an effective way it is important to be on top of my daily/weekly and monthly plan. This agenda of my SWOT analysis allows me to be more organised and also guarantees I get the best out of my tasks, as I can only sign each action off once I am satisfied that it is completed to the best of my ability. All Learning Styles and Plans have advantages and disadvantages in using them. It is essential to analyze what works well and what doesn’t for me in my Professional Career.
ANALYSIS AND EVALUATION OF LITERATURE
The advantages of different types of learning styles is that it highlights our areas of strengths and weaknesses. Honey and Mumford and VAK learning style are more simplified models compared to Kolb’s’ learning cycle. The 1st stage of Kolb’s cycle does not cater for my skills within my role of management. My role is very flexible in terms of ways of working and as a manager I am not required to follow a cycle religiously, instead I have the flexibility of experimenting my ways of working. Honey and Mumford and VAK theories have more flexibility in terms of movement of my skills, the models develop my skills and they offer the opportunity for me to learn my preferred style of working (Chapman, 2005). This is shown in my Self-Motivated Quiz and VAK questionnaire. The disadvantage of learning styles and way of working is that some styles may cater for a certain characteristic within you and not all, whereas others may be more suitable in another area, therefore the learning and working styles are not always effective. According to Chapman (2005) and Cuaresma (2008) there are 3 types of learning styles, Visual, Auditory and Kinesthetic however according to Honey and Mumford (1986) and Shukr et al (2013) there are 4 styles of learning Activist, Pragmatist, Theorist and Reflector. Employees are required to understand their learning style and apply for jobs related to their preferred way of working, Employers are required to manage the recruitment and selection process in an effective and fair way. These styles do not always give learners/employees/employers much scope to evolve themselves and therefore are not always reliable.
REVIEW OF MY UNDERSTANDING AND EXPECTATIONS OF THE WORLD OF EMPLOYMENT
In the world of employment there are different perspectives, as to what the employee is searching for in a job role and what the employer is looking for in the candidate. The process which employers choose candidates, is through recruitment and Selection. Recruitment and Selection process is ensuring you have the right person in the right place at the right time. Candidates who have the relevant skills and expertise to deliver the job successfully and adhere to the company values and aims to have positive contribution towards the company goals. Recruitment and Selection influence both the quantity and quality of the workforce (Brown et al 2019). Organisations have many criteria in which they are to recruit candidates for their job roles, these criterias are the following:
Defining the role:  
Job analysis: the employer is required to gather important information for the nature of the job, this should include the specification of the job profile. Job analysis is at the heart of all Human resources practices (Singh, 2008). 
Job Description: this section should explain all the relevant tasks required to be done by the candidate.
Job Profile: This section states the desirable criteria for employee selection, these could be certain specifications for the role and responsibility. 
Attracting Applications:
Internal methods: This way of recruitment encourages internal candidates to climb up the business ladder and develop their career, this motivates candidates to perform better on their role (Devaro, 2009)
External Methods and External Recruitment Services: External methods include advertising roles via newspapers, company website, job Centre and external recruitment services such as recruitment agencies online and offices. 
Managing The application and Selection/Interview Process: 
Application Forms and CV: The Selection process is done in 2 ways either the candidate will apply through sending their Curriculum Vitae (CV) or the candidate will apply by completing the application form, both ways could be done via online or by hand. 
Dealing with applications: Employers need to ensure all the applications are dealt with in a strictly confidential manner and only certain colleagues who are part of the recruitment process are involved.
The Candidate Experience: The recruitment process should give the employee an insight of the company they have chosen to work along, as well as the employer getting a better idea of the suitability of the employee.
Selecting Candidates: selection process for a job is done through 2 processes: Shortlisting the candidates and Application assessments to decide who should be chosen for the job advertised (Ekwoaba et al, 2015) 
Making the Appointment: 
Before an employer can offer a job to a candidate it Is important that all documents for right to work have been checked and are valid for employment.
References: 
Candidates are required to have references from both professional and personal life. These could be previous employers, managers, friends.
Medical Examinations:
 Under the Equality Act 2010 it is unlawful to get a candidate to complete a medical questionnaire before the job is offered to them however any preference for physical or medical requirement is to be advertised on the job specification. 
The characteristics of the equality act 2010 are:
· Age
· Disability
· Gender reassignment
· Marriage ad Civil Partnership
· Pregnancy and Maternity
· Race
· Religion and belief
· Sex
· Sex Orientation
Employment Offer:
A Candidate should always be offered a job through written correspondence.
Joining the Organisation:
An effective induction process enables new employees to be aware of company policies and operations quickly, encouraging them to start the new role with motivation.


CAREER AMBITIONS AND ASPIRATIONS
According to Eccles (2009), young people with high career ambitions are determined to enter professional careers in adult life. My career ambition was to become a solicitor however my aim and dream was overshadowed by the field of Business. My aspiration was to become a manager. I was highly determined to succeed in this field and worked my way up on the professional career ladder. After spending 10 years in this field I have now decided to come back into Education and get a degree. This will help me plan my future career when I go back to employment. There is a range of options for career and these are the following:
· Education
· Training
· Employment
· Self-Employment
· Voluntary Work
· Self-Development
PERSONAL DEVELOPMENT PLAN TO ENABLE ME TO ACHIEVE MY AMBITIONS
According to Tasker (2015), setting goals and gathering peer support are essentials of a successful personal development plan. I have prepared a detailed Personal Development Plan, where I have outlined all the relevant areas, I have to develop in the next 1-2 years to get into my aspired career:
	CRITERIA
	SHORT-TERM PLAN
3-6 MONTHS
	MID-TERM PLAN
6 MONTHS-1 YEAR
	LONG-TERM PLAN
1-2+ YEARS

	MY GOALS (What I want to accomplish):
1.Complete my Business Management Degree
 
2.Voluntary work in School 

3.Apply to become an Engagement Officer in Education sector

	

1.Enrol to university and start term 1.

2. Submit ID for Disclosure and Barring Service (DBS) check.

3.look for course related to an Engagement officer
	

1.Complete Term 2 and pass all assignments

2.Work Part Time Hours to gain experience. 

3.Complete further training for the role.
	

1.finish final year and graduate.

2.Apply for Leadership Role within the School


3.Become an Engagement officer.

	SKILLS
 REQUIRED (What Specifically do I need to learn):


	
1.Communication Skills/Time Management Skills.

2.Safeguarding Skills.

3.Communication skills/
	
1.Team Player Skills/Commercial Awareness Skills.

2.Commercial Awareness Skills. 

3.Team player skills
	
1.Leadership Skills.

2. Leadership Skills in Education sector.



3.Team management skills 

	KNOWLEDGE
AQUIRED (What will I learn from the skill) 
	1.interacting in group discussions.

2.How to ensure safety and security in school environment.

3.Important information on engagement officer.
	1.Working with peers in a team.

2.understand what sort of experience is required.

3.Understand what the role consists of.
	1.All relevant information on Business Leadership.

2. How to manage a team.

3.How to implement and manage the role accordingly.


I have conducted my development plan and outlined the areas where it is necessary to improve and act, to ensure I reach my professional aspirations accordingly. I will take the points listed on my development plan and draw out an action plan below along with the next steps to observe going forwards.  
ACTION PLAN:
	CRITERIA
	SHORT-TERM
	MID-TERM
	LONG-TERM

	NEXT STEPS (How am I going to acquire these skills):
	1.Interact with peers and group discussions in class.

2.Attend Safeguarding Workshop

3.Research relevant topics related to engagement officer while doing Voluntary work.
	1.Work as a team for group presentation and contribute with ideas.

2.Gain Understanding and knowledge of the Business Field in Education Sector.

3.Complete the course and take on any extra modules if required. 
	1.Practice leadership skills through taking lead in presentations.

2.Gain all experience and lead a Team. 

3.Apply for role as an Engagement officer where available in borough.

	RESOURCES (what resources do I need?):
	1.Access to Uni online resources and tools.

2. Time, Funds

3.Books, Laptop, Newspaper
	1.Laptop, Power point, Microsoft Word

2.Build a Team.

3. Books, peers, Time, Funds.
	1.Free Time, Laptop

2.Laptop, Books, Courses.


3.Laptop, Jobcentre,

	LEARNING STYLE (which learning style does it relate to)
	1.VAK
2.Honey&Mumford
3.Honey & Mumford
	1.VAK
2.Honey &Mumford
3.Honey & Mumford
	1.VAK
2.Honey & Mumford
3.VAK



CONCLUSION
Having Looked through all the learning styles and theories, I can conclude that; I am a professional candidate who ensures all the tasks set for me is completed within time frames set and I meet deadlines accordingly. My preferred style of learning is kinesthetic from VAK learning theory and According to Honey and Mumford (1986), I am an Activist learner who enjoys learning through being involved in all tasks. My future ambition is to go into the Education sector and get into employment as an Engagement Manager, in order to get into the field, I plan to take on Voluntary Work and gain the relevant experience required to be successful in the role.
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Self-motivation is the force that keeps pushing us to go on - if's our internal drive to
achieve, produce, develop, and keep moving forward. When you think you're ready fo
quit something, o you just don't know how to start, your self-motivation is what pushes
youto goon

With self-motivation, you'll learn and grow - regardless of the specific sifuation. That's
why if's such a fandamental tool for reaching your goals, achieving your dreams, and
succeeding, in this journey we call life

So, how self-motivated are you? We've put together a short quiz to give you a better
understanding of how self-motivated you are. After the quiz, we'll discuss some specific
tips for improving your self-motivation, so that you can achieve still more in your life.

The Self-Motivation Quiz

Use the online test below, and click the 'Calculate my total’ button at the foot of the test.

© Mind Tools Ltd, 1995-2008.

Question

1 [m unsure of my ability to achieve the goals I
set for myself.

[When working on my goals, I put in maximum
effort and work even harder if I've suffered a
sctback.

T sct goals and objectives to achieve my vision.
for my life

[ think positively about sefting goals and
|making sure my needs are met

T use rewards (and consequences) to keep
|myself focused. For example, if I finish my
lreport on time, I allow myself to take a coffee
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job.
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Score Interpretation

Score  |Comment

Wonderfull You get things done, and you don't let anything stand in your
'way. You make a conscious effort to stay self-mofivated, and you spend
significant time and effort on setting goals and acting to achieve those
goals. You attract and inspire others with your success. Treasure this - and
lbe aware that not everyone s as self-motivated as you are!

[You'te doing OK on self-motivation. You're certainly not failing

lhowever, you could achieve much more. To achieve what you want, fry to
increase the motivation factors in all areas of your life. Read the relevant
scctions below, and work on them to strengthen your self-motivation.
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