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Task 3 – Reflective portfolio 
1) Audit your skills and competence

Introduction:
Engaging in Health and Social Care is a challenge, as is the field itself. In this field, we must be well prepared and have a vocation. Because competition is significant and the demands are high, we must take into account several factors when we want to develop a successful career in health and social care. To develop a successful career in Health and Social Care, we need a set of unique skills, and therefore the first step to succeed in a career is a self-assessment of the skills we have. 
 Personality Test:

The most common way used for self-assessment is personality tests. Understanding the personality - of yourself and those around you are essential factors for a successful career. People are different and therefore have different strengths and needs. The more we know about our personality, the more we will know about the things that motivate us, and that is why it will be much easier for us to move on to the next step to succeed in our career. The theories of the Swiss psychologist and physician Carl Gustav Jung underlie most of today's highly prestigious personality systems. Although Jung is the most significant theorist of all time, who has focused on life and how people relate to it, here we will refer only to his theories of understanding personality.

Jung is one of the great personalities who were inspired by the ancient Greek model of the four temperaments and their interpretation over the centuries. His research in this regard is included in the" Psychological Types "published in 1921. Proof of the durability of the value and importance of Jung's theories is that the structure of psychological types continues to be a basis for the essential psychometric systems and tools used today, including Myers. Briggs and Keirsey.

After performing a personality test, based on Carl Jung's and Isabel Briggs Myers' personality type theory we found the weaknesses, incomplete or insufficient knowledge we noticed where it is necessary to focus our attention, we set some realistic goals to improve our results it allows us to track our progress and to be aware of the moment when we can move on to a new stage of professional development.
Personal developing plan(PDP):

Another important factor in developing a career in Health and Social Care that we all need is a personal development plan. Personal development plan(PDP) it consists in creating an action plan based on awareness, value, reflection, goal setting in the context of a career, education, relationships or self-improvement. A personal development plan (PDP) must include the personal aspirations we have our strengths and professional skills but also the steps we must take to achieve our goals. It must also include a SWOT analysis and alternative plans in order to achieve our proposed objectives. In order to develop a personal development plan as ultimately as possible, another essential factor is the intrapersonal skills related to oneself and the way I manage some external issues. Communication skills require coherent and correct expression both in writing and orally. Although it may seem that all master this skill, many people cannot speak in public, do not know how to explain or are not understood in a conversation.
Teamwork involves solving different tasks with several colleagues and interacting with them. Adaptability is an essential skill because it will help us to manage crises and be flexible when everything does not go as we planned. In health and social, that is crucial to be able to adapt to the most challenging situations and successfully manage any time of crisis. The ability to solve problems means finding solutions, but also knowing how to implement them to solve a problem at the moment. To solve problems, we must be an analytical and organised person. Another necessary skill in this field of activity is creativity because creative people come up with new ideas, are always innovative and think of the most unexpected methods of solving a problem. Another essential feature in health and social care is time planning as efficiently as possible to ensure that everyone who depends on our help will receive it on time. Attention to detail can help us to notice those small mistakes that the rest of colleagues do not even notice and that can often have an unwanted effect. One of the essential parts of social worker work is ethics, and that is why all people working in this sector should be honest, responsible, disciplined and professional people both in relationships with colleagues and in patients. The benefits of a personal development plan in terms of professional life are multiple because we can have a clearer idea of the kind of life or job we want and greater confidence in the choices we make. A personal development plan will give us more confidence in the skills, qualities and attributes we bring into our careers and will help us be in better shape for a better job. We would also be much more able to talk about our talents, personal qualities and skills as employees which will lead to better problem solving and better planning. All these factors will lead to the development of a positive attitude associated with a successful professional life.
Johari window:

 However, are we ready for a career in health and social care? Another way to evaluate is the Johari model, discovered in the 1950s by American psychologists Joseph Luft and Harry Ingham. This model provides a simple framework for comparing what we communicate about ourselves and what others perceive about us. The Johari model divides this information into four quadrants that form a window(fig.1)
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The arena is what you know about yourself and what others know about you. In the arena, you share information about yourself: facts, feelings, motives, behaviours, needs, and desires being beneficial

for communication and teamwork. Thus, in order to stay in the arena as long as possible, it helps you to share as much relevant information as possible for the group and to actively listen to the information of others. You will thus create a more open atmosphere, and you will limit the number of personal interpretations more or less correct.

Blindspot is what you do not know about yourself, but others notice useful information in you, which gives us an outside view of us, helping us to see each other more objectively. To reduce blindness, ask for feedback and be prepared to listen to what others notice about you.

Facades represent information that you know about yourself, but others do not. We each have information that we want to keep for ourselves intimate or irrelevant details for the group, and in this case, the facade proves useful.

The unknown or what we do not yet know about ourselves and others have not had the opportunity to discover. It is the most challenging area to explore because it is not yet aware. Here we discover things you could do, but so far you have never even tried. There are beliefs about you and the world that you consider normal, and you do not question them anymore.

The key that opens this realm is personal development. Through a successful approach to personal development, appropriate for us, we can open this window to the unconscious.

How does this model help us? The Johari window is beneficial for the development of communication and integration in a group. The bigger the "arena", the more intense the exchanges of ideas between the team members.
Conclusion:

In order to have a successful career in health and social, we must take into account all these factors presented. The personality test helps us better understand what kind of person we are, and PDP helps us better understand our person, the way we can improve our skills but also the steps we must follow to reach our maximum potential.
2) Scenario

Introduction

In recent years, employee training and development have become the essential elements, which make the difference between a weak company and a perfect one and that is why as an assistant manager it is necessary to know what training are appropriate for our new employees. Within our organisation, we must identify the best training opportunities for new employees because according to specialists, employees want to participate in training courses. However, they want them to be individualised according to their needs. They also want interactive courses, which require them at the end of which to be tested, to see the level they have reached.

Main body:

The main training methods identified for new employees in our organisation are those offered at work face to face online or e-learning. Within our organisation, we have decided that the most effective method of training new employees is at work face to face because employees perform their usual work tasks and in this way, do not waste time while learning. After developing a plan with the materials and techniques to be taught, the details of the employees were presented, and a schedule was established for regular evaluations to inform the employees about their progress. The techniques taught at work involve orientation sessions, training, learning training, internship and assistantship, change of jobs and coaching. Also during the training period were introduced several sessions involving lectures, special studies, films, case studies, taking on roles, simulations, scheduled training and laboratory training. All these measures aim to improve employee performance. We are interested in performance, and that is why we are interested that, in the context offered by our organisation, the employees benefit from the most adequate and complete training. Because we have chosen that the whole training period takes place in the working place, the primary training method will be the shadow. In other words, the new employee starts his work for which he was recruited, being supervised either by a superior or by a colleague who works in a similar position. Sure, there will be mistakes, but they are learned from them, and there will always be someone next to him to give him feedback. It can also be an excellent opportunity for new team members to get to know some of their colleagues better and make new friends. Another training modality chosen within our organisation is breaking the ice. It is used at the beginning of training new employees to encourage their involvement and active participation in the training process but also to create an open atmosphere to facilitate group work, communication, and cooperation.
During the training sessions held in the class, we will use brainstorming as the primary technique. Developed by Alex Faickney Osborn in 1942, this concept refers to the formulation of as many ideas as crazy, no matter how crazy, in response to a stated situation. The golden rule is that no idea is wrong and under no circumstances will critical references or negative remarks be allowed. It follows the principle of "quantity generates quality", according to which in order to be able to reach viable and unique ideas, creative productivity as high as possible is necessary. Each new employee will be encouraged to express their ideas, all ideas being noted on a flipchart or the board. Of course, during the sessions held in the classroom, we will have facilitated discussions that will consist in the joint examination and clarification of some essential aspects for the organisation through an organised exchange of information and ideas, impressions and opinions, criticisms and proposals around a specific theme or issue based on the experience of each new employee. In the final point of the training process, we will use in conclusion the lecture, which is a traditional approach. However, the perspective interactive can be achieved by stimulating the participants' interest, deepening the understanding, involving the participants during the lecture by interrupting the lecture or by avoiding a final point by asking the participants to summarise or conclude.

To evaluate the effects of training for new employees and see if it was a success we will use an evaluation model developed by Donald Kirkpatrick in 1959 and updated in 1994 "Evaluating Training Programs" based on four stages; Reaction / Learning / Behaviour / Results.

Reaction measures how employees reacted during the training process, helps us understand how well the training process was organised but also how the techniques and materials presented were understood by the new employees. Learning the second stage of assessment shows us what the new employees have learned and how much the level of knowledge has increased as a result of the training. The behaviour is the third stage, and we must take into account how the employees received the information during the whole training period and how they apply it. The result is the last of the classifications made by Kirkpatrick, and this is the final reflection if the training was a success.

Conclusion:

Training new employees is an activity that is based on two pillars: the knowledge and skills of each person and the knowledge and skills of the trainer to enhance both the experience of each member. The two pillars are used both to accumulate new knowledge and to develop new skills.
3) Reflective report

My dream of studying at university in the field of health and social care has come true, and I hope that in three years I will be able to demonstrate that the skills acquired during my studies can help people.

Before starting this academic year, the knowledge I had in this sector was limited, but with the help of teachers and modules explored this year, I managed to learn new things and develop new skills.

 Throughout the academic year, I learned how important communication, flexibility, empathy, stress at work, positive attitude and time management are.

We also had the opportunity to develop our "soft skills further", also called "personality skills". These skills include the ability to work in a team, solve problems, work responsibly, plan our learning system and development but also to manage our health and well-being. All these are personal attributes that we can use to influence and improve the way we communicate and interact with patients, colleagues and employees.

Another essential thing for me was to learn how to do simulated interviews, how to write a letter of intent when applying for a job, how to show up for an interview. Future employment trends, the recruitment and selection process and the creation of a successful application were another essential part studied.

The presentation made in this course on labour law is significant because we need to know how labour law regulates the relationship between employers and employees. After this presentation, I know that the Labour Rights Act of 1996, the Equality Act of 2010 and the Data Protection Act of 2018 (GDPR) are the essential laws in employment law.

We also learned from this course that in order to work in the field of health and the social environment we need to be able to sympathize and empathize with the difficult situations that others face and communication is essential when working with people.

Another exciting aspect of this course was learning how to make a personal development plan (PDP) "A plan for developing personal skills that are important for professional life" Morgan (2017). We learned what a personality test means, how to interpret and evaluate a personality test, and how to apply it in the context of a learning theory.

It is vital first to evaluate what skills you already have and after you can evaluate someone else.

Studying this self-awareness course and tools for improving self-awareness, such as SWOT Analysis, Johari Window, Learning Styles, and Personality Test, were essential to improving my skills and knowledge.

Learning about Carl Gustav Jung in this course was something new for me, although I had some general knowledge about it. Deepening my knowledge of his work and his theories in psychiatry and psychoanalysis made me want to know more about him.

Training, learning and development are essential in every field of activity because they improve the quality of work to achieve our goal. What attracted me most to this module was the fact that I managed to clarify many notions that I encountered only occasionally in my work and about which I had only a vague idea of ​​what it meant. The fact that the module took place interactively, gave it added value. That is why I can say that this module is a real gain and a new experience gained. The information obtained is beneficial for the professional and managerial activity being applicable in the relationship within the company, but also personal life.

During this module, I stepped out of my comfort zone; I am more confident and motivated. We learned new approaches and communication techniques, we discussed the situations we face every day, and we proposed practical solutions.

We learned interesting things, new ones, using appropriate methods, chosen by the teacher not only to highlight each student in the group but also to keep the interest awake throughout the course. So, in a course you have the opportunity to learn by practising, using case studies, putting into practice the information acquired, cooperating with your colleagues, simulating real situations, using worksheets, videos, appropriate exercises.

No matter how self-taught you are, no matter how rigorous and severe you are in training, the opportunity to learn in an environment with other students, who come from different backgrounds, is by far an element of added value. The fact that you can interact with other colleagues who are interested in the same field as you open up opportunities to learn new information, learning sources, experiences from those around. The socialization that is created during group work activities or a course is the right elements to create a pleasant, stimulating learning environment that you cannot have individually.
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