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[bookmark: _Toc31406283]Part A
[bookmark: _Toc31406284]Discursive Report
[bookmark: _Toc31406285]Self-awareness tool
"Johari Window" is a simple and effective tool for self-awareness training, personality development, communication, team development, team dynamics, and relationships between groups. Otherwise, this is called a self-disclosure / feedback model(Shah et al., 2019).
This great installation provides us with an opportunity to study how we see ourselves and how others see us. It serves as a model for opening different channels of communication with others. The atomic window model diagram is to increase the open area by reducing the dead zone, which is usually by requesting and then receiving feedback. Feedback sets open zones by lowering dead zones (Tran 2016). Open areas can also be created through public action, which minimises hidden areas.
Unidentified areas can be reduced in different ways: through observation of others (establishing the blind zone) Without anyone else's discovery (expanding the hidden zone), or without mutual inspiration - usually group experience and Through debate - reduction as an unknown area has created an open area (Yadav & Gupta 2017).Having my own team, meaning everyone on the team, is undoubtedly more workable than a team that doesn't see each other, i.e., its members are invisible, blind and unknown.
Team members and staff members should always strive to expand open areas and reduce blind, invisible and unknown areas. The person with which the Johari Window model is under discussion will not reach its full potential, and the team will not be able to utilise the capabilities of the team and the individual(Lei & Chan 2018). Individuals should practice building their free and independent areas by displaying information about their emotions, experiences, perspectives, motivations, etc., which will reduce the size of the hidden area and increase the open area.
Finding feedback on blind spots will reduce blind spots and expand the open free zone. Through sensitive communication, deep and empirical discovery will move unknown areas, to an extent, blind areas, into hidden areas, depending on when people and other people are discovered, independent areas(Tran 2016). 
I found a new way of working at an association. His colleagues know this, and now unknown places and hidden areas will be larger, while open areas will be smaller. Because other people don't think too much about it, the blind spot will also be smaller, and the model will be shown in Figure 1.
[image: ]
The model has four questions, such as a pan in the window, and each one of them fits. Atomic window models include emotions, personal information and motivations in each window. In addition, the important thing to know here is that a person must use the PAN to determine if the other person is mentioned or unknown by another person as such. ۔ currently, the main focus is on feedback (Yates 2018). This model allows for and tolerates feedback. The panes provided in the vertical guide explain what others know and are unknown. The horizontal section defines your own unknown and unknown parts. These two windows are talking about your true self, and the other two windows are talking about what others know but they don't know (Yadav & Gupta 2017).
I can transmit information that I know but do not know by associating with others. What others know but don't know is conveyed by my impressions, which I can pass on to other members of the group. The model fired on the basis of interacting with the team and developing itself. Models are very easy to understand, so they can be used in different organisations.
I spent most of her free energy in the office, her favourite pastime, and her colleagues found her extremely shy and passionate. Through diagnosis, he thought about his status and tried to talk more and communicate with other colleagues. This helped to establish the open area and thus make the hidden and unknown areas smaller. (Figure 2)
[image: ]
With the help of feedback, I got from my co-worker that I will perform well in the office and the real capacity that might be obtained or gained as the outcomes of an effective interaction with in the workplace.

[bookmark: _Toc31406286]Relevance
When I looked at the Johari window, I thought of something interesting. In the past, during the training of directors, the central lecturer received smart training as a general training course. At one time, the teachers used to ask us two halves. Write down your thoughts on yourself and your partners, but there are several company managers. Peers who attend classes together often do not get coordination. If you work in several manufacturing plants, the chances of being overwhelmed are not low (Yadav & Gupta 2017). Now, after the partnership, from time to time will indicate unusually interesting results, One partner believes his colleagues' impression of it was just "heart fat, fat, amazing nutrition." The person who wrote it said, "No chance! I only inform these people," and they are not ready for people who receive such comments, but our spectators believe. That everyone is happy, no matter what. When you're laughing, it's charming.
Closer to home, the so-called "Johari window" was presented by Joseph Loft and Harry Ingram in 1955. The nomination is also a mixture of the names of the two people who made that assumption. In theory it doesn't hurt. These are two important factors for self-understanding and understanding of others (Cinderby & Bagwell 2018). The main four blocks are
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The four blocks are explained as follows:
Open to me: The information I know about myself and others can be personal behaviours, thoughts, feelings, desires, motivations, thoughts, etc. However, it also changes depending on the people with whom they interact, and it is much easier for people to find themselves as open-minded though they might be expected (Martinez et al., 2018). People are unwilling to get as much information from them as the field will be too small.
Blind Me: This is the part you don't know about, but others know that, for example, some people have a so-called personal blind spot called "irresponsible tendency or spelling." This can be identified as whether it is difficult for the individual to see and receive feedback. It should be remembered here that the blind itself is just a message that it has "no thoughts about fog"(Yadav & Gupta 2017).
Hide me: This part is something you know and others don't know, including the mystery or thought that this person intentionally covered. Most people have a place with election revellers, they will get some information, and they will also hide some mystery, and sometimes edit it according to various different items to cover my size (Cinderby & Bagwell 2018).
Unknown: This is the part I don't know about, and the other one I don't know, like no one else has seen, or frustrated memory, experience, etc. Elsewhere this excessive information can be investigated by the unknown itself, for example, through psychotherapy, hypnosis, dream analysis, traumatic experiences, projection tests, accidents, or epiphany. Likewise, there are opportunities to change their "I know" section (Yadav & Gupta 2017).
It is straightforward and open (self-disclosure) as they become more and more ready to clearly express their inner thoughts, moods, feelings, different preferences, etc., and gradually tell others and themselves), The higher ones themselves, the "open self" will expand.
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Additionally, if I can be able to reflect on the process of learning through the solicitation of feedback and it will help to increase the understanding and self-knowledge which expanding the behaviour in terms of “open-self” area (Ray 2016).
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Many research results have found that the larger the open area, the more significant it is positively related to interpersonal satisfaction. This is actually very easy to understand. When you are willing to share and receive feedback from others, in addition to knowing yourself better, you also help others to understand us better (Ha 2019). When both sides have the same knowledge, the more the two communicate It's easier, and certainly helps build good relationships.
There is no doubt that information can be transmitted from one quadrant to the next, and the more information that is shared, the larger / more open the first quadrant becomes. The basic conditions for sharing information become trust, mutual respect and concern. Johari windows have some uses in layered settings. Understanding the open / free zones of each team member increases their mutual commitment (Shah et al., 2019). Feedback to someone brings information in the second quadrant or dead area to the open area, which allows for improvement and learning. When I discuss the third quadrant or the hidden area, the personal desires and motivations or needs of team members that may not be understood by team members or pioneers can be determined (Yates 2018).Improving sharing and understanding of others is a way to keep information away from any limited impact / free areas. The last quadrant or unknown area is the area of ​​opportunity or talent or inactive potential. Employees may contain certain capabilities internally, which cannot be investigated by employees or associations due to a lack of reasonable opportunities, confidence or training. For example, the factory production supervisor can deal well with union officers, but he and the association do not know until he has to attend union meetings to clarify certain perspectives related to production (Yadav and Gupta 2017).
The Johari Window is a powerful strategy that, if used properly, can provide important information about itself and others, which is an important sign that every pioneer has to succeed. It is not unusual for us to hear words that are never understood by others. They are considered to have a special role, which is not their real self, Likewise, there is no doubt that many of us have used these statements ourselves (Tran 2016). In the work environment, a substantial number of employees can do similar things. Their strengths and abilities or their negative fields can be evaluated more or less.
Using the Johari window on this site, assume that a working instance can begin to bring you potential results. The "Johari Window" model clearly provides a valuable foundation and quest for most of the things you can think of that people do to create shared and self-awareness, all of them clearly on the team's performance and coordination (Cinderby & Bagwell 2018).
There are many ways to leverage the Johari model in learning and development, such as with other assumptions, such as Maslow, Tuchman, TA, NLP, etc. It especially depends on "what are all your potential uses?" Instead of turning to a topic based on what I need to do, this will be an important inspection (Yates 2018).
In this case, it can help you first ask yourself what needs to be done in training and development exercises. Then consider how to use Johari window assumptions and criteria to help achieve this(Martinez et al., 2018).For example, survey research papers (which are generally distributed on the websites of universities and learning institutions) conduct research based on assumptions, and study the potential impact of Johari -like ideas and models Often, this approach will improve your internal and external understanding capabilities, instead of using mainly clear translations or "off-the-shelf" applications, which can automatically make random ideas accidental, to understand how to go deeper. Take advantage of the speculation. Similarly, investigate the first work of Ingham and Loft and review them to confirm the development and use of the model. Johari is a wonderful and robust role model, and like other influencers, helping people understand the basics is a great way to increase motivation (Yadav & Gupta 2017). Explain the meaning of the Johari window assumptions so that they can truly understand the assumptions themselves, so that people can use their insights in their specific way and integrate the hidden standards in their future reasoning and behaviour.



[bookmark: _Toc31406287]Part B
[bookmark: _Toc31406288]Reflective Report
[bookmark: _Toc31406289]Relevance of the former, job advert, in the preparation of the later, application documents
When organising recruitment for employees, specific ways and means of evaluating job applicants are the focus and key to content, which is also a hot topic with diverse public backgrounds. Although organisations can sometimes find a lot of useful information through recruitment indicators, how to discard and dissolve this information and apply it to employees' evaluations to improve recruiting performance for organisations. A challenge remains. The accompanying article will internally discuss, research and analyse some of the key indicators used in hiring a company and make recommendations on it (Yates 2018). Admirable work actually has many priorities, but the most important and important thing is to not overlook HR people: How to Write Attractive Job Ads. Recruitment information is very similar to ads that advise consumers. Recruitment information depends on the actual situation, the characteristic of it, and the focus is on attracting maximum consideration and meeting the needs of job seekers. It can be said that the most effective way of recruiting elements is decent filling (Tran 2016).
Everyone should be extra confused. You get millions of job information. Slow arrival instructions are key. Let's talk about it from a number of angles: From the point of view of job applicants, there are usually a lot of priority lists when it comes to applying for a retrospective. Like the proposed company, the meaning of the job is a dubious factor. For example, job seekers initially support Company A, but by talking to nearby Company B, they can find Company B as more meaningful to them (Berland 2017). Obviously, how to attract job candidates depends on their job advertising decisions.
[bookmark: _GoBack]Job ads come in different shapes and sizes, but each ad should follow a few basic rules to ensure it attracts candidates who are applying for a direct position. Job advertising companies or associations consist primarily of payment announcements about job openings or opportunities. It is one of many components of the recruitment process and is considered one of the basic tools for hiring managers, recruiters and human resources professionals to enable organisations, organisations and companies to qualify and hire (Ha 2019).There is a need to fill current vacancies or requirements. From a competitor's point of view, it all starts with the arrival of work. Nosh stresses the importance of understanding the job description. In Accenture, job postings usually take longer than most organisations. However, he insisted: "Refrain from your work." Each area provides the applicant with much information about the requirements set by the person responsible for the contract (Yates 2018).
In addition to its application to recruitment, job description also plays an important role in monitoring employees' performance, because if you do not give them a clear outline of what they should do, measure employee commitment. What potential can you use? They can also be used to help identify individual training needs in their training and development, so they are a basic tool. However, the job description only shows what you need to do yourself (Shah et al., 2019). As a major part of the job, you also need to identify what kind of person you need a random job. ۔ for a large number of administrators, sadly, this is the last mention, they only know what they are looking for. As a result, they approached the interview in this way: The main people who participated in the interview that day set the standard. The second is preferred, or worse, etc. The problem with this approach is that each competitor performs an analysis based on past rivals, so the people who look decent during the interview can effectively control you (Yates 2018).

[bookmark: _Toc31406290]Role of Preparatory Steps before Interviews on Performance
Interviewer interviews with candidates this is considered to be the most effective interview method. Candidates' resumes can be carefully considered and summarised after full reference, but the initiative of the interview is in the hands of the interviewer. Candidates can prepare it, but it can never be fully prepared (Yadav & Gupta 2017). Candidates' comprehensive qualities such as expression ability, reaction ability, judgment ability, analysis ability, professional technical ability can be seen from the response of the candidate. 

[bookmark: _Toc31406291]Psychological evaluation
Psychological research is increasingly used in the professional field, and various corresponding psychological evaluation tools have been developed in large quantities. HR believes that from a certain point of view, job seekers will unconsciously speculate on the company's intentions and fill out the answers that meet the company's intentions when filling out the assessment answer sheet (Tran 2016). Therefore, to ensure the credibility and effectiveness of the assessment tools, the scientific and relevance of the scale design are the key elements. 

[bookmark: _Toc31406292]Scenario simulation
Scenario simulation refers to the recruitment and selection methods that simulate the real situation under the intentional control of the recruiter simulate and test the ability of the candidate to handle affairs and interpersonal relationships, and finally evaluate. This is considered to be the most effective psychological assessment method, and it can best reflect the quality of the subject (Yadav & Gupta 2017).
 
[bookmark: _Toc31406293]Training and observation
The scenario simulation is susceptible to personal personality factors. Some candidates are "slow-heated" or do not understand the scenario simulation at all, which may affect his performance. The talents of some positions, such as technical talents, are also difficult to reflect through scenario simulation (Yates 2018). At this time, HR personnel will also pass a training course, ranging from a day to a few months, to give candidates sufficient time, and observe the various abilities they reflect during the training, and then evaluate candidates. 

[bookmark: _Toc31406294]Leaderless brainstorming
Leaderless brainstorming is when multiple interviewers interview one candidate. In the design of questioning, the HR director will refine the most critical part of the post and assign it to different interviewers who come from various departments of the enterprise. During the interview, checkpoints will be set for key issues, which mainly depend on the interviewer's response, problem-solving ability and other professional qualities (Cinderby & Bagwell 2018). This interview method is suitable for interviewing positions that require expression, persuasion and communication. Relevant links have their own interviews. Due to differences in culture, nature, and scale, companies also have their own characteristics during interviews. US-funded companies: The interview process is often not very long, and it is accepted if it meets its needs, but it is often easy to enter and quick to come out. European companies: Set up customs at various levels, and must consider all levels of candidates, and find the talent model that best matches the company (Tran 2016). Sometimes for the right candidate for a post, it can go through the selection process for up to half a year. 

Sincerity
Sincerity is the psychological basis of the interview. When facing the employees, managers should not be too humble, let alone exaggerate. Through performance interviews, managers must let employees truly feel that you are indeed satisfied with his performance, and your praise is indeed a true expression of your feelings, not a "close-to-close" relationship. At the same time, the employees must also feel you through interviews. It is really helping them to progress, not to take the form and deal with things (Yates 2018). Only in this way, employees will regard your praise and suggestions as motivation, and work harder in the future. In layman's terms, your praise and beautiful words must be "valuable". Praise, but praise in the right place, praise sincerely, from the heart.

[bookmark: _Toc31406295]Specific
It is believed that when everything is said, one's performance will be good and worthless. It is now said that employees will not receive any important information from it. Therefore, when identifying and motivating employees, you should maintain a clear attitude and identify them in the way that they are focused on their work (Martinez et al., 2018). For example, employees need to work overnight to make plans. Now, you can't easily say that the employee is working overtime and performing well, but you should pay attention to the employee's specific work, for example I have spent a night Course is also included. Trail Blazers value your professionalism, are satisfied with the planning of the project, have the right structure, and have a solid ideological foundation, which reflects your level of writing and understanding (Tran 2016). "Leaders will feel that they have been asked to work overtime, but the project has also been confirmed and approved. Contrary to the last mention, this may encourage the staff members.

[bookmark: _Toc31406296]Constructive
When managers make their own reviews and suggestions about employees' performance, they simply cannot stop and ask questions, which will not help employees. Therefore, when managers focus on the opportunity to improve employees' performance, they should also suggest improvements. A performance interview is an opportunity for two managers and employees to discuss improvement opportunities (Ray 2016). Responsible for helping employees improve performance (Ray 2016). Performance interviews are the best way to achieve this. Then, since this is the usual enthusiasm for employees, managers should pay attention to this task. It is the manager's responsibility to help employees improve performance; performance is the best way to achieve this goal, so managers should focus on the task, as it is the main passion of employers and employees.

[bookmark: _Toc31406297]Lesson drawn from Mock interviews
I have conducted mock interview with the people was from peacocks. Peacocks was the retail store in which I have applied as the sales assistant in order to have job that covers handling the stock, restocking as well as serving the customer handling till it provides sound customer satisfaction while keep up the floor neat and tidy as well as good health and safety. The lessons that have been drawn from interviews are to improve the communication skills with the people that are working in the office. Communication is the most important aspect within workplace (Ray 2016). There is a need to improve the professional posture that is improving the body language and communication with the staff members. Moreover, there is a need to provide effective response to the people in order to maintain the decorum of the interview in the workplace (Lei & Chan 2018). However, it has been noted that you don’t response back to the people in an effective manner. You maintained good eye contact. However, you didn’t identify any personal weakness. You have displayed fair knowledge about the company. Stay in touch during the interview. Laughing at the person you are talking to is a sign of conspiracy, confidence and self-confidence, so I can be sure 80% of the time during the interview (Shah et al., 2019). Importantly, when people are exposed to evaluating working models, they usually go down or look up when preparing tenders. Generally, preparations include everything your mom tells you. For example, use flawless hair, clean facial hair (men), clean nails, antiperspirants, etc. Light, lightweight cosmetics for women are ideal for regular lipstick shades and light or perfume-free items. In the perfect world, brush your teeth and refresh your breath before the interview. Another option is to eat mint before the interview. Never bite a chewing gum or put a mint in your mouth during the interview. Indications are a direct impression of an individual's psychological appearance (Ray 2016). Show energy and enthusiasm during the interview. Relaxing posture can make you feel tired.
First, maintain the correct currency. While sitting, posture must be as per the interview ethics (Martinez et al., 2018). You sit comfortably and cheer the inspector. When all is said and done, job seekers should raise their heads, raise their breasts, as expected, and watch the interviewer as carefully as possible. Shielding the interviewer may proceed to express concerns. Both hands hang down or are usually closed. Try not to touch your chest. This will give you the impression of prevention. Gestures are commonly used, but be careful not to play with your hair, pen, or fingers, as this can expose your uncertainty, danger, and stress (Yates 2018). Be polite at the end of the interview. At the end of the interview, do not stand and immediately. Get out of there. An ideal choice is to discuss some light topics. Finally, you can identify the interviewer first, and then you can do things like kill the lights, throw chairs, and throw away the allotted cup to waste. These activities will beat your interview to everyone and make it clear to others that you are patient and attentive.
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