


SWOT ANALYSIS AND PERSONAL DEVELOPMENT PLAN
Personal development and professional growth go hand in hand with periodical self-evaluation because it offers the possibility to assess what it has been done and what it takes to go further to achieve the goals and objectives. One of the most commonly used tools to evaluate Strengths, Weaknesses, Opportunities and Threats in order to create strategic planning and to facilitate the decision-making processes is the SWOT analysis (CFI, 2021). This framework brings numerous benefits because it helps identify one’s strengths that can be used to prevail over the weaknesses, prevent threats and maximise the opportunities so as to reach goals and objectives (Gürel, 2017).
Moreover, in order to grow and develop a strong plan is required to set up the path to follow towards the achievement of the goals; thereby a Personal Development Plan (PDP) is fundamental. A PDP is a structured action plan that helps individuate personal strengths and skills, set goals and define aspirations, as well as the best plan to improve skills and achieve the objectives; thus, a PDP involves self-awareness and self-reflection that contribute to personal development and self-improvement (Smith, 2011).
	STRENGHTS
	WEAKNESSES

	· Experienced driver;
· Organisational and multitasking skills;
· Basic repairs and vehicle maintenance;
· Digital tachograph operational skills;
· Knowledge of UK transportation laws;
· Detail oriented, proactive and oriented to customers’ needs.
	· Communication skills;
· Time management;
· Recovery-oriented practice;
· Person-centred approach.

	THREATS
	OPPORTUNITIES

	· No previous experience of working with people who are experiencing mental health problems.
	· Recovery Support Worker job offer;
· Permanent Job;
· Career Growth.



	What are my skills-related development objectives?
	What activities do I need to undertake to achieve my objectives?
	What support/ resources do I need to achieve my objectives?
	Target date for achieving my objectives
	Success criteria

	Communication skills
	Participate in academic activities,
Improve non-verbal communication;
Practice active listening.
	Academic resources;
Follow a non-verbal communication course;
Pay attention to the speaker, offer feedback
	One year
	Ability to explain complex information;


	Time management
	Create a daily activity schedule;
Set limits;
Prioritise tasks;
Respect deadlines.
	Academic resources
	One year
	Achieve short-term goals;
Complete tasks on time

	Recovery-oriented practice
	Enrol to a volunteer program to support individuals with mental health problems.
	Volunteering organisations
	Six months
	Ability to provide support to people.

	Person-centred approach
	Enrol to a volunteer program to develop values like privacy, dignity, respect, rights, equality and diversity.
	Volunteering organisations
	Six months
	Putting person-centred care into practice daily.



SKILLS TO BE AN EFFECTIVE RECOVERY SUPPORT COORDINATOR
A recovery support coordinator or manager is responsible to oversee the entire coordination and task management of staff members in Mental Health institutions that offer a recovery programme. His main tasks include supporting services team and taking care of all the administrative operations so us to ensure the individuals’ recovery journey is effective. On one hand, the recovery support coordinator is accounted for implementing and reviewing on-going recovery plans and treatments, collaborating with both team members and patients families to support the recovery process. On the other hand, he oversees the administrative matters of the organisation that range from risk assessments and plans to collaboration with multi-disciplinary teams that are involved into the recovery programme. Therefore, the recovery support coordinator is the one responsible to organising team meetings, supervising tasks, and motivating employees to perform at their best.
The main soft-skill a recovery support coordinator must possess is empathy, because he is in contact on a daily basis with adults that have mental health needs, and thus they must be motivated and supported through their recovery journey. Together with self-awareness, self-regulation, motivation, and social skills, empathy is one of the five key components of emotional intelligence (Goleman, 1995). Therefore, empathy can be defined as the ability to recognise people’s feelings and circumstances in order to offer non-judgemental, sensitive, and appropriate support (McLaren, 2003). Consequently, a recovery support coordinator must be empathetic from several perspectives. On one hand, he must empathise with individuals involved in the recovery programme, as they need full support and compassion to obtain effective results. On the other hand, the coordinator is in touch with the patients’ families, thus he must understand their worries and feeling guiding them through this experience in the best way possible. Third, a good coordinator must be empathetic with his team members as they are mentally challenged every day, and thus need support to work in a stressful environment. 
Second, in order to be a good recovery support coordinator, communication skills are crucial. Communication skills are related with the ability to share ideas and feeling effectively being considered one of the most important life skills to learn (CFI, 2021). Therefore, good communication skills represent the fundamental to successful relationships because they allow to share information accurately so us to avoid misunderstanding and frustration. As for the empathy, communication skills are essential for a recovery support coordinator from three perspectives. On one hand, he must know how to communicate with the people that participate in the recovery programme, to guide them towards recovery by providing motivational and recovery support interventions. On the other hand, the recovery support coordinator is the one who communicates with their families; therefore he must be able to share accurate information respectfully. Last, the recovery support manager is the one who coordinates the entire team, thus he must possess the abilities to share his ideas, persuading team members to follow him efficiently. Moreover, through effective communication with the manager the staff productivity increases as they have clear information about their tasks and responsibilities. 
Furthermore, the recovery support coordinator must possess analytical and problem-solving skills, in other words the ability to analyse information in detail to identify key aspects, and make quick effective decisions to solve a problem (Poison and Jeffries, 2014). A recovery support coordinator has to deal with problems on a daily basis, therefore he must be always prepared to find effective solutions to ensure collaboration with both staff and patients and their families. Working with people with mental health issues is challenging, therefore the work environment may get stressful for the staff leading to conflict and frustration. On that account, problem solving skills are crucial, because the coordinator must make-decision to give a positive connotation to conflict, transforming it into an effective debate that may lead to new ideas and new solutions for a problem. Moreover, a leader who possesses problem-solving skills is able to boost his staff confidence as he knows how to make-decisions and to take efficient adjustments to create a strong team that survives challenges and performs effectively. 
Finally, a recovery support coordinator must be recovery-oriented ensuring that all the staff practices are delivered in such a way that supports mental health recovery. Therefore, the recovery support coordinator must be able to adopt a set of practices that support and guide people through their recovery, such as: encouraging self-determination and wellbeing; supporting people to define their personal goals and aspiration; supporting social inclusion: and promoting hope and optimism among both patients and support staff workers. All in all, to be able to put in practice recovery-oriented practices, the recovery support manager must be able to see each person participating in the programme as an individual with strengths and weaknesses, and thus it must not focus on its mental health condition, but on the methods that support the recovery process. 
REFLECTIVE MODEL
To begin with, the Personal career and development module was an eye-opening experience that helps me expand my knowledge and see career development from a perspective that I have not taken into consideration before. On one hand, I have expanded my knowledge on the work environment from employment law to essential skills to increase employability. On the other hand, I have learnt that personal career and development rely on self-analysis and periodical examination of the skills.  
One of the main elements that got my interest and attention was learning about the Johari window tool as a technique developed by the psychologists Joseph Luft and Harrington Ingham to facilitate better understanding of the self and of the other peers (Luft and Ingham, 1955). The activity is based on an heuristic exercise whose purpose is to facilitate people relationships with themselves and with the other individuals that surround them. The Johari window is a group activity that consists in the participant choosing a list of adjectives that must be placed in four squares or panes – open, hidden, blind and unknown. In the open pane are inserted the adjectives that are known both by the individuals as by his peers. The hidden pane contains the adjectives that are known to the individual but rest unknown to the peers around him. Vice versa the blind pane is completed by the peers with the adjectives they believe characterise the individual, but of whom he is unaware. In the last pane, the unknown, go all the other adjectives from the list that were chosen in the three previous pane, and represents hidden talents of whom neither the individual and his peers are aware he possesses. In this way, it is possible to obtain a self-evaluation both from a personal and external perspective that has the purpose to identify strengths and weaknesses that must be improved (Handy, 2000).
Another important concept I have learnt from this module is the concept of self-awareness and its importance for personal development and growth. As a matter of fact, Goleman (1995) considers self-awareness essential to emotional intelligence, describing it as the capacity to be both aware of our mood and on the same time of our thoughts about the mood. Moreover, Dubrin (2007) offers even a more accurate definition emphasising that self-awareness is the process to which we give feedback about ourselves so as to improve personal effectiveness. In truth, it was noticed that people who possess a high level of self-awareness are able to easy recognise their strengths and weaknesses and to plan and adjust their behaviour accordingly (Baron and Byrne, 1991). Besides, by getting acquainted with the concept of self-awareness I have learnt that it bring numerous benefits. First, it encourages positive self-development by giving the possibility to see ourselves from an external perspective which facilitates self-examination, and thus it delineates our strengths and weaknesses from an objective point of view (Sutton, 2016). Second, through self-awareness we learn about our abilities, boosting self-confidence which reflects on our daily activities both in personal life and academic/work environment. This leads to perform better our daily activities, stay focus on goals and persona growth (Sutton et al, 2015).
Going further I have learnt that self-awareness is an important skill that must be learnt and developed in order for it to contribute to personal development and career growth. Consequently, I have discovered that there are numerous techniques and tools that facilitate self-development, goals setting and action plans. One of those tools is the SMART framework whose purpose is to guide in the setting of goals and objectives (Doran, 1981). SMART is the acronym for Specific, Measurable, Achievable, Realistic, and Time related the five criterion fundamental for examining objectives. Therefore, a goal must be in the first place specific, clear and well-defined. Besides, a goal must be measurable, in other words it must be possible to quantify it in order to develop indicators of the progress towards the objective. Nevertheless, a goal must be achievable and realistic, thus although it must be challenging it also must be obtainable and adapted to the life/work circumstances of the individual. Finally, a goal without a deadline it is not a realisable objective, as the time limit is the one that contributes to maintain focus and increase motivation. For all this reasons, when preparing a PDP is fundamental to apply the SMART framework to all the goals set up to make sure that the efforts and resources used are engaged for achievable objectives.
Last, although I have been working in UK since 2014, this module offered me a clearer view on the UK employment law. I have discovered that UK offers excellent employment law whose purpose is to defend workers’ rights and to ensure equity for all employees. However, the UK employment law is complex and if one hand has the goal to protect workers; on the other hands, must ensure that employers are also protected in their relationship with their employees (Gov.uk, 2021). Therefore, while employment law includes practices to ensure workers’ right are respected like National Minimum Wage, maternity and parental rights, and health and safety regulations; it also encompasses all the guidelines that protect business from misconduct like disciplinary regulations, formal notice periods, or terms and conditions of employment (Gov.uk, 2021). Moreover, the UK government fights against discrimination of all type and for that reason it the Equality Act became law in 2010 to prohibit workplace discrimination based on criteria like gender, race, religion or sexual orientation (Legislation.gov.uk, 2021). In addition the Health and Safety Work Act 1974 defines the fundamental regulations to ensure a health and safety work environment for all employees (Legislation.gov.uk, 2021). Finally, it is fundamental for a worker to be aware of the current legislation of the country he works in to be able to protect himself from malpractice and unethical behaviour by his employer.
All in all, this module was an effective learning tool as the knowledge acquired is essential for personal development and career growth.
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