


Introduction
More people are becoming aware of the need to engage their hobbies and talents more actively as part of their careers. This has in turn fostered the need for self-awareness, self-improvement, and intrapersonal motivation as the very tenets to define and serve as the very drive needed for career success. Not only does personal career development enhance individual satisfaction, but also emphasises the value of growth. Morin (2011) defines self-awareness as the wilful engagement with one’s reality by analysing their emotions, thoughts, and feelings and how these affects how we behave and socialise with society. Self-improvement is the ability to improve one's knowledge, behaviour, and status by oneself. This is especially important as it allows the individual to engage better with others in task-oriented activities as well as realise how one's actions implicitly or explicitly affect others. However, motivation is a definitive component not only towards career advancement but towards the realisation of self-development.
To analyse the skills and knowledge that I have attained and how this implicitly influences my ability to attain my personal goals. This report will focus on the use of the SMART framework, a SWOT analysis while invoking the Johari framework towards developing a more coherent understanding of my personal career goals, skills, and how I seek to achieve them.

Main findings
I am currently undertaking a Workplace course that has been vital towards developing a deeper understanding of the tenets that underpin a workplace environment. As a training-oriented course, the workplace course has been vital towards developing work experience by focusing on individual training. The most important aspect of this training for me has perhaps been the fact that by providing numerous opportunities through which to gain experience, the course has provided room to engage with people from diverse cultures. In this sense, I have developed the ability to engage better with teams. According to Jehanzeeb and Bashir (2013), employee training fosters better knowledge on their roles while enhancing their expertise and productivity within the organisation- a factor that is advanced by arguments presented under Maslow’s hierarchy of needs whereby developing and nurturing an employee’s esteem fosters their ability to engage with other personnel and thus enhance productivity. According to Goerg (2015), goal setting and worker motivation are the most vital aspects of enhanced productivity within an organisation. In this sense, my personal SMART goal has been to work within a human resource department within four years by prioritising my studies and training on human resources upon completion of my Workplace course and thereafter taking up a degree in Human Resource Management.
To achieve this goal, however, my intent is to develop my personal skills in a manner that prepares me to work within any capacity within the human resource department. Dedication, commitment, and organization are essential tenets that we ought to develop in order to realise our personal goals (Covey, 2004). Given that the workplace course I am undertaking focuses on training and developing workplace experience, learning to interact and engage with people from diverse cultures has become invaluable. According to Covey (2004), seeking first to understand and thereafter to be understood is paramount towards developing a more empathetic and considerate view towards both learning and working- an essential skill in a multicultural environment. This has made me more aware of how my actions affect others and therefore develop ways to improve and work on how my personal biases affect my relationship with others. My desire to engage within human resources has been based on the need to enhance the conditions of workers and employees alike while developing sufficient experience and engagement with other departments in order to become a human resource manager in the long-term future.

SWOT Analysis
The value of self-awareness on individual growth and performance cannot be understated. Realising therefore how individual biases, affect our development is key. A SWOT analysis therefore not only allows me to improve on my cons but realise how my pros implicitly and explicitly contribute to my growth and therefore how best to tap into these skills and knowledge towards becoming more proactive towards the attainment of my personal goals (Forto & Bell, 2020). A SWOT analysis focuses on an analysis of 4 elements: Strengths, Weaknesses, Opportunities, and Threats (Almarwani, 2020).
Strengths
My ability to work across a multicultural diverse platform has helped me develop a cohesive understanding of an evolving workforce and therefore how to cater to the varying needs of my colleagues. I find this skill useful towards my desire to work within a human resource department and subsequently become a human resource manager in the long term. My workplace course has provided me with the prerequisite training and experience necessary for undertaking a career in human resources. Having worked across numerous organisations in varying capacities, I have developed teamwork and team-building skills by engaging with different people. Having worked as a team manager in various capacities as a line manager for a clothing business, I have developed my innovative skills tailored to advance my marketing skills that are critical within the fashion business.
Weaknesses
Reflecting on my conduct, I have realised that I am poor at budgeting. I tend to fail to keep track of my income and expenses. According to Forto & Bell (2020), I can improve on this using my innovative skills to come up with newer ways to manage how much I spend. Using a locked savings system has for instance helped me better manage my income. Equally, I have realised I tend to be a fast-decision maker which works both positively and negatively with the latter being the most evident. However, I have learnt that delineating tasks and seeking feedback can be helpful towards developing a deeper understanding of various issues, therefore, building towards a coherent decision-making process and thus making the best decisions. I also lack adequate academic qualifications regarding human resources to actively compete with potential applicants.
Opportunities
The evolving role of the human resource manager creates a plethora of opportunities to employ persons with diverse skillsets and broad academic qualifications. This creates new opportunities through which I can exploit towards gaining employment within a human resource department. Equally, my experience having worked as a line manager with a fashion brand has provided me with invaluable insight into the workings of a dynamic business environment thus providing an environment that fosters my innovative skills. I am also technologically well versed thus capable of operating most electronics and software.
Threats
My lack of a degree in human resources is perhaps the largest detrimental issue towards the attainment of my personal goals and objectives. However, I am working towards taking up a degree in human resources upon the completion of my Workplace course in order to be able to attain my goals. My inability to budget may be detrimental towards advancing my interest in human resources as the field involves the calculation of compensation and remunerations of employees and workers. I have realized as a result that I need therefore to enhance my planning and organizing skills towards realizing my personal goals and thus allowing me to be objective in my learning process (Covey, 2004). 
	Strengths
Experienced in working with a multiculturally diverse workforce.
Innovative.
Pre-requisite knowledge and training in human resource
	Weaknesses
Fails to consult during decision-making.
Poor at budgeting.

	Opportunities
Evolving human resources field.
Pre-requisite knowledge and training in HR offers me a competitive edge in the job market.
	Threats
Lack of a degree in HR.
Poor budgeting skills may make me be overlooked within the finance department in HR.




Skills Audit 
Looking at the SWOT framework applied earlier, I believe I have developed leadership skills having worked as a team manager which involved working in different capacities supervising and directing my team. This goes to show that I can work with and in groups and across teams. I have equally nurtured my communication skills as working within multicultural settings has provided me with the relevant knowledge and skills to communicate better as well as understand how potential biases affect this. Leadership and management are the skills I find most invaluable. Developing management skills can help me serve under numerous positions not only as a manager but a director (Hatchuel & Segrestin, 2019). 

Johari Model
The Johari model focuses on self-awareness by utilising our perceptions and those of others based on their feedback about us encompassed through the knowledge we have of ourselves (Arena), that which is unknown to us (Facade), and what is known to others (Blindspot) (Rashid, 2015). As a shy person (Arena) I often kept away from social areas mostly spending time with one friend. He later revealed to me that the other employees thought I was too meek and thus unapproachable. I made a point therefore to engage more with the other employees and partake in team-related activities. Doing this showed them that I can be talkative and interactive and thus approachable resulting in a better relationship between myself and the other employees hence how I became a team manager (Dovis-Rozental, 2018). This resulted in an expansive Arena space. I also was able to realise that I can be a good manager with the proper training. I also learnt that I am good at directing based on the feedback I received. Realising that I can actually go outside my shell towards being interactive with others has 
furthered my desire and interest in a course in Human resources as well my ability to be mindful.
                                            
	Arena
Open
Interactive/Engaging

	Blindspot
Good listener
Approachable

	Hidden
Well versed in research.
Good supervisory skills
	Unknown
Good managerial and directing skills.




Above, my Johari model
Learning styles and Personal Development Plan
With multiculturalism increasing in society, the value of being accommodative of different personalities within the workplace cannot be understated.  Learning how best to interact with my colleagues while equally making the best use of the little time I find available to learn and build my experience has been vital. In this sense, I opted to use the VARK model and Peter Honey and Alan Mumford’s learning style towards developing self-awareness.
The VARK learning style ideally is employed to enhance self-awareness towards enhancing learning by working towards not only becoming aware of one's personality but to also understanding the personalities of others. Learning, therefore, focuses on four key styles, Visual- which focused on learning with preferences for visual images rather than words such as charts, Aural- which focuses on information heard or spoken, Read/Write- where preference is for information displayed in words, while Kinesthetic engages experience and practice for learning. Based on the questionnaires, I realised that I prefer Aural learning as it allows me to have an interactive learning experience where I can engage with teachers as well as my peers towards becoming more knowledgeable (Othman & Amiruddin, 2010). This ensures therefore that I operate in a feedback system that involves a healthy and conducive learning environment that allows for engagement of differences in opinion. 

Peter Honey and Alan Mumford 4’Cs
Peter and Mumford’s model ideally fosters the need for conscious learning by acknowledging that people learn differently realised in 4 modes; Activists- who learn by doing, Theorists- who learn by developing hypotheses on facts and models, Pragmatists who focus on practicality, and Reflectors who use learn by watching (Honey & Mumford, 2000). Through the questionnaire, I learnt that I am a Reflector as I tend to enjoy more, mentorship, and visual training. This offers me the room to ask questions and thus gather additional information before delving on my own.

	Unconscious Competence 
I do not know how to create compensation and renumeration schemes
	Conscious incompetence
I am incompetent in budgeting. However, I would like to foster these skills in the long run.

	Conscious Competence
I will develop my budgeting skills by taking minor courses in finance and budgeting.
	Unconscious Competence
Approachable 
Good listener









Personal Development Plan
	Development Objectives
	Specific Action
	Barriers and how to overcome them
	Support required
	How will I know I have achieved the objectives

	Work in a human resource department
	Take a degree in human resources
	Lack of a degree in HR. I will resolve this by taking a degree course in HR
	Paying tuition fees for my HR degree and mentorship.
	When I am working within the Human Resource department

	Develop management skills
	Undertake active management training and get my Human resource degree
	
	Leadership training and training on public speaking.
	When I become a human resource manager.







Conclusion
With the demand for a workforce with dynamic skills, I am focused most on nurturing and developing soft skills that would enhance my ability to work within and across various roles. My desire to work on developing soft skills is based on the fact that they are skills that I can self-teach, learn and apply in the long run. According to (Andrew & Higson, 2008), developing soft skills is essential towards keeping up with changes in an evolving job market. Reflecting on the current business environment has allowed me to develop a coherent plan as to what I would like to achieve within a defined timeline. Using the strengths that I realised after conducting a SWOT analysis such as innovativeness and work experience and training, I will apply for a bachelor’s degree in human resources having already gathered prerequisite practical knowledge in part, as to the workings of human resources. This coupled with the soft skills I seek to achieve will ensure that I have a competitive edge over other applicants in the future.
Computer and technological literacy are skills that I seek to further on a professional scale in order to exploit an evolving human resources field. With HR now dependent on technology for more than assessing potential candidates during the hiring process, I find that being well versed in contemporary technology will ensure that I can adapt to emerging trends towards working in a human resource department.
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