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Job selection and context
I am evaluating and comparing between two different finance-based vacancies and were selected as an exercise into the scope of how I could transition to a relatively unexplored career path in financial services. The two roles in question are a bookkeeper role through an agency named Blusource Professional Services and a payroll team leader position at a firm called RECfinancial. This exercise will hopefully outline how I can acclimate to be a suitable candidate for both positions.

Job listing A: 
Bookkeeper (Salary range £28,000 - £36,500)
The bookkeeper position advertised through Blusource Professional Services is looking for a reliable and detail-oriented candidate that can also handle client-based services. The advert has a focus on communication between clients and co-workers, championing digital services and training clients through bookkeeping processes. Furthermore, the employer asks for proficiency in VAT management, bookkeeping, financial reporting and financial reporting compliance. The vacancy also expresses the ability to engage in a hybrid working model after a probation period showing that the employer champions workforce empowerment and independence. 

Job listing B: 
Payroll Team Leader (Salary Range £34,000 - £39,000)
The team leader position advertised at RECfinancial are asking for a supportive and actively mentoring individual to promote a high-quality service and lead by example. This leader position also entails associated admin and team member tasks to ensure company compliance with pensions, holidays and new hires which requires experience in a senior payroll position. Finally, an expectation for excellent client facing skills, UK payroll knowledge, IT skills and HMRC legislation. This position is for a proactive leadership role with a focus on improving processes and its people.


Job role comparative summary
At a task level, these positions have very different functions, and therefore, they perform different tasks. However, an analysis on knowledge, skill and ability (KSA) level might reveal a greater degree of similarity. (Wooten, 1993) 
Both roles are central to dealings with HMRC and periodical reporting of figures, using and advising clients from those factors. However, the team leader position also focuses on the impact had on the team of people delivering the outcomes needed. In both positions, I will look to show competence in the common factors of these roles.

Application of one key skill
The key skill shared by both roles is numeric accuracy, this skill is critical to performing tasks within both roles. For example, to create accurate end of week/month/year reports, this not only to comply with HMRC requirements but used to advise clientele of both businesses. Numeric accuracy is a key skill for everyday life and is transferrable to almost any business position that deals with transaction-based clientele. New methods should be developed to help decision makers who vary on all of these competencies to cope better with the tyranny of numbers that they face every day. (Bjalkebring, Peters, 2015)

Personal SWOT Analysis
While SWOT analysis is primarily used to aid an organization plan future strategies, the framework can also be applied to individuals. (Helms, Nixon, 2010) SWOT is an acronym for Strengths, Weaknesses, Opportunities and Threats, it is used as a device for objective scrutiny of the four preceding criteria. In this use case, I am using it to identify how to approach the personal aspects of my own career development channels. (see next page)


	Strengths
	Weaknesses

	
· Novel perspective problem solving.

· Quick pattern recognition.

· Identification of unique solutions.

· Driven to continually expand skill set.

· Adaptable to new information/changing circumstances.

· Independent and self-directed worker.

· Sound decision making.

· Digitally confident.

· Mathematically gifted.
	
· Struggles with routines.

· Frequently drift into thought.

· Resistant to structure.

· Struggles with practicalities.

· Underselling myself.

· Frequent procrastination.

· Easily distracted.

· Difficulties with pacing of reading and writing skills.

· Difficulties processing text dense paperwork.


	Opportunities
	Threats

	
· Local Careers Guidance.

· National Careers Service.

· Upskilling.

· Gaining qualifications.

· Enterprise & start-up support.

· Post-graduate careers service.

· Online learning platforms.
	
· Industry specific qualifications.

· Increase in A.I. reliance/redundancy.

· Softened graduate hiring market.

· Government policy changes.

· Economic marketplace problems.

· Unidentified skill gaps.


Adapted from: SWOT Analysis in Handbook of Improving Performance in the Workplace: Volumes 1-3. (2009)



Reflective Discussion of my SWOT 
Strengths and weaknesses
After conducting the SWOT analysis, my greatest strength is digital confidence, as all modern job roles have some form of digital integration. For instance, in my previous retail customer service roles there were multiple daily checks and compliance forms conducted using a dedicated handheld device. 
In a more admin/office role, all transactions and balances were conducted through custom PC banking software. Even required/refresher training is delivered through e-learning portals to ensure the upkeep of essential skills and knowledge. My quick acclimation to digital skills and interfaces has enabled me to effectively navigate all my professional needs for those skills.
Conversely, my greatest weakness is underselling myself; it has led to the slowing of progression and recognition for my achievements and professional accolades. This also manifests itself as interview difficulties or not showing promising development/growth during one-to-one conversations with line managers.
Another weakness to address is my difficulty with pacing of reading and writing skills it can often present as a lack of intelligence or poor attention to detail. Both weaknesses are also susceptible to becoming a combined issue and stunting my professional growth. I aim to address both issues by focusing in on how to mitigate these shortfalls with the relevant support.
Opportunities and threats
In my current era of development my biggest opportunity is to gain qualifications, I am exploiting this opportunity by working towards a Bachelor of Arts degree in business leadership and management. I will be achieving this by attending the relevant courses at the University of Wales Trinity Saint David, after obtaining my degree, I intend to explore other possible qualification avenues.
Despite the strong opportunities that I have available, I will always remain with unidentified skill gaps depending on how I intend to path my career or academic advancements. This will be especially apparent during changes of industry/trade as I would be entirely reliant on any transferrable skills that are applicable alongside any soft skills acquired through training.
To address any shortfalls in my skill gaps, I will use platforms like LinkedIn to keep my finger of the pulse of trending desirable skills being looked for by the people in the industries I am looking to enter. Being proactive with this may even give me advantageous selling points in interviews or promotions.  
Critical reflection
My SWOT analysis reveals that despite my obvious threats I would be able to keep my career progressing due to my abilities for being adaptable and driven and recognizing how to apply given opportunities effectively.
To recognize how that applies to either of the positions I have compared, I would identify my shortcomings in academia, experience and skillsets, and improve myself to suit the role. I would also look beyond the job role I have applied for to find where the shortfall is for advancement, actively shaping my career path instead of becoming complacent.
While most studies relating employability to turnover (intentions) focus on perceived employability, some studies also include other indicators of employability, such as employability-enhancing activities or occupational expertise. (De Vos, Jacobs, Verbruggen, 2021)
Evidence of Readiness for Employability
Academic evidence
As a current student in a university setting, it has reinforced typical workplace related behaviors such as high rewards for high effort invested, unshakable deadlines, and feedback for self-awareness and improvement. These are critical for addressing where I stood as an employee and prospect of retention in the workplace and the level of high-quality work being delivered.
Work or volunteering evidence
During my 10-year career within a retail franchise, I have actively pursued as many avenues as possible within the company to take differing job roles to become as well rounded and versatile as possible. This is shown through liaising with line managers to address workplace interests and new opportunities within the different business departments. 
Professional and behavioral development
Alongside my new degree and previous employment positions I have tried to integrate my own hobbies and interests for independent research and how it relates to industrial professionals. This has the effect of being able to confidently step into roles others may not have knowledge of me being suitably skilled in to theoretically practice at a professional level.
Employment Goals
Short term goals
Within 6-12 months my goals would be to acquire some forms of relevant financial qualifications and investigate what real world processes I would need to effectively conduct the day-to-day tasks required from me, as well as, any knowledge needed to aim past the position I am applying for.
Long term goals
Within 2-5 years my goals would be to lead a team of financial professionals or become the head of a department/directing management to show maturing of my overall career and recognition of excellence in delivering consistent high-quality work.
Personal development plan
	Area of development
	Smart objective
	Actionable tasks
	Resources
	Time framing
	Development success

	Professional finance acclimation
	Obtain a financial qualification within 12 months
	Research and enrol on a recognised course
	Online search engines
	12 months
	Achieved qualification

	Personal slipstreaming
	Reduce personal pitfalls within 6 months
	Research and engage with employment coaching
	Career services
	6 months
	Improved career skills and techniques

	Management skills
	Obtain management qualification within 12 months
	Obtain management role criteria and learning material

	Get into management programmes
	Within 12 months
	Certified management qualification




Critical Reflection
PDP aims to facilitate competence development by articulating the performance management process and the development dialogue, forcing employees to focus on their development activities. (Beausaert, Lejeune, Raemdonck, 2021)
Achieving the outcomes in the Personal Development Plan table (See above) gives me the ability to easily quantify the areas I have improved and the ways I have delivered on my career advancements. It also creates a useful format to apply to future operations or a change of goals in the event of reassessment or unexpected restrictions.
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