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1. Self-Awareness
1.1 Introduction
Self-awareness is a critical management tool to become an improved person. It helps people to know about themselves, manage their relationships with their peers, control their emotions and create overall happiness around them. It is one of the key attributes to be a better and successful leader. Self-awareness is the ability of becoming focused on one’s own attention 
(Morin, 2011). It is the cognizant knowledge of someone’s own character and feelings, the awareness of someone’s own individuality and personality (Webster, 2020). Self-awareness helps people to identify, process and store information about themselves. Identification means to identify personal traits, process means to rectify the discrepancies and polish skills and store information refers to learning and understanding these skills, traits and discrepancies. Research states that when a person sees and analyses themselves critically, they become more confident, creative and productive. They can perform proactively and make sound decisions in diversified situations. In addition, communicate more effectively and have stronger peer relationships and peer confidence. This will allow them to prosper in social life as well as their professional carrier leading to be an effective leader, with satisfied comradeship and more successful organization. 
1.2 PDP Skills Evaluation for my Carrier
A PDP, Personal Development Plan, is a continuous process of cultivating, improving and shaping personal skills and knowledge to be the best and effective suit for employability (CMI, 2013). A PDP is a structured and reinforced process undertaken by learners to examine their learning, performance and achievements, to plan and execute their personal, educational and carrier development (plymouth.ac.uk, 2020). It is a well-structured program which helps students evaluate themselves for their present skills with respect to their future employer’s requirements and polish those skills to meet the exact future employer requirements. It is a powerful and flexible way to educate the students and learners to evaluate themselves and make themselves as skillful as per the needs of their future employer. It helps students to 
i. Be able to understand their current skill levels
ii. Identify the key skills they need for their future
iii. Focus on personal development options through their potential studies for their carrier goals
iv. Work out to polish their skills to achieve what they want
v. Develop source of information for their CVs, job applications and interviews etc. (open.ac,uk, 2020).
A PDP is best tool for learning and development in context to employability (Beausaert, S, (2011). 
1.3 My Self Analysis Through Johari Window
American Psychologists Jospeh Luft and Harrington Ingham proposed Johari window for improving self-awareness within an individual to help better understand their capabilities and relationships with themself and others. This technique helps us to examine our behaviours, attitudes, feelings, experiences, skills and other relevant information to better understand ourselves with reference to our own and others perspectives (Osmanoğlu, 2019). Table 1 shows my self-analysis through Johari Window.
	
	Known to Self
	Not Known to Self

	Known to Others
	· Hard Working
· Motivated
· Responsible
· Love to work in service department
· Soft and kindhearted
· Reliable and trustworthy
· Punctual
· High attendance rate
· Helpful to the client to the optimum level
	· Remuneration Concerns
· Level of administrative management 
· Level and reasoning of diversified job performances
· Future vision not as an employee but a social worker
· Work for social good not the salary increments 
· Exact working hours to work for

	Not Known to Others
	· My personal life
· Passion is service not remuneration 
· Faithful with duty not management
· My client/patient is my responsibility and obligation
· Cannot leave the job undone 
· Strict towards my duties
· Management through professional approach not personal intensions
	· Special concern for the disabled or special people
· Feel of responsibility towards the society
· Payback to the life
· Hampering of my personal life
· Professional rivalry or Discouragement by others
· My organization’s future plans for me


Table 1 – Johari Window
1.4 My Analysis through Personality SWOT Analysis
SWOT (Strengths, Weakness, Opportunity and Threats) is a great technique to analyze different scenarios ranging from personality test to organizational analysis to international finance etc. This technique was developed by Albert Humphery between 1960s and 1970s at Stanford Research Institute (bl.uk, 2020). It is a great technique to evaluate internal strengths and weaknesses versus external opportunities and threats (Bonnici and Galea, 2015). The technique is widely used for organizations but is also equally helpful for the students and learners to evaluate themselves. Students can use SWOT analysis to select their future direction after completion of their education. Through application of the SWOT analysis, students can make it possible to evaluate their internal and external resources (strengths) for achievement of their goals, along with evaluation of existing opportunities and threats for them (Pluchevskaya et al, 2016). Table 2 depicts self-analysis for my personality through SWOT.











	
	Helpful
(In achievement of goals)
	Harmful
(In achievement of goals)

	Internal Origin
(Attributable to Person)
	Strengths
· Confident
· Clear minded
· Goal Oriented
· Committed to goal
· Hardworking
· Keen Learner
	Weaknesses
· Wish for performance for cause not for employment 
· Negligence towards personal life
· Working beyond the official commitments
· Struggling to be a good administrator as well

	External Origin
(Attributable to External Environment)
	Opportunities
· Reliable Institution
· Training and Development
· Academic and Professional Guidance
· Market acceptability in service department
· Profession in-line with personal passion
	Threats
· Passion alone is never sufficient
· Unavailability of financial assistance to outperform individually
· Lack of managerial experience
· Lack of exposure to the actual needful community


Table 2 – SWOT Analysis

1.5 Evaluation of My Skills with Respect To My Chosen Carrier
In both the above stated self-awareness tools I have appended all my personality traits honestly and I have found commonalities between the summarized results as
i. I am committed towards my goal to set up an NGO (Non Government Organization) to work at a larger scale for the community because being employed cannot outperform beyond my official commitments.
ii. I have a kind heart and can feel the pain of the people who are in need of social, emotional as well as medical assistance. 
iii. To serve and payback the community has become my passion and my domestic life has started suffering from it.
iv. The joy at the end of helping someone is much greater than the joy of receiving one’s salary at the end of month.
v. Satisfaction is attributable to level of positivity and effort in helping others and not attributable to financial benefits alone.
vi. If I have to setup my own NGO I have to prepare myself as a manager as well

2. Learning and Development for New Employees
Employees are the key source for an organization to succeed in today’s competitive environment. Each employee comes into the organization from different backgrounds and they need to be trained as per organization’s requirements and policies for future benefits of the organization and the employees as well. Learners differ from each other in their preferred modes of learning that is to gather, organize, think and learn about the rendered information (Shah Kanchi et al, 2013).
2.1 Neil Fleming’s VARK Model
Neil Fleming divided the learners into four segments according to their nature and then suggested the ways to handle their natural capabilities in the ways to benefit the organizations. Fleming divide the learners as 
i. Visual Learners: These are the learners who use their visual capabilities to learn faster. They use their seeing sense to see, understand and memorize things easily, better than other sources of learning. They can learn faster with the visual aids like gestures, pictures, posters, diagrams, short videos, graphs and diagrams etc. (Atkinson, 2017). They are also more talkative than others and can present their ideas through phrases to evoke visual images. It is therefore suggested that employees who have to work at front desks like CSRs (Customer Sales Representatives) may be trained in this group so that they can communicate and convince our clients effectively.
ii.  Aural Learners: Unlike the Visual learners the aural learners do listen, understand and memorize things easily. Their hearing sense plays role for them in this regard. The audible tools like lectures, speeches, recordings, conversations, debates and interviews are best to be used to train them. They are naturally good listeners than being good speakers and they prefer things to be explained to them rather than giving them printed texts. They listen understand and verbalize more effectively. Formal lectures could be arranged for their training by the seniors. For occasion where the organization has to gather un-texted information like public meetings and auctions etc. they are preferred to be trained and appointed.
iii. Read/Write Learners : These are the group of learners who prefer to understand things through their readings and then exhibit their ideas and information through writing. Their reading and writing skills are more reliable and can be used for the organization’s benefit. The sources for their information include printed materials, notes, manuals, handouts, headings and lists etc. their vocabulary tends to be sharper and they like to understand and deliver through texts. Organizations manuals could be delivered to them for their better understanding and their skills could be utilized in offices where extensive written communication is being carried out.
iv. Kinesthetic : These are practical people, who learn faster with their experiences. They like to get involved in the practical work rather than being trained through theories alone. The sources for their training include practical-sight trips, on the job trainings, application of techniques physically and working under supervisions. They learn through their experiences, preferably through trial and error basis. Therefore, they speak the least as they keep all of their senses engaged in the practical solutions of the situations. Employees like them are to be deployed at the manufacturing processes and technical areas where they can use their potentials substantially.
2.2 Criticism : Besides the benefits of VARK model it is criticized as labeling one learning style to a group of people may hinder their learning capabilities. It is quite possible that a good listener is also a good observer and vice versa (Kendra Cherry, 2019).
2.3 Honey and Mumford Model
The Honey and Mumford Learning Style Questionnaire (LSQ) was presented as an alternative to the Kolb’s Learning Style Inventory and is widely applied in the management studies (Angus & Tim, 2002). This model suggests four discrete learning preferences namely Activist, Theorist, Pragmatist and Reflector. Besides learning preferences as Fleming suggested in VARK model the Honey and Mumford model explains the attitudes towards learning.
i. Activist : These are people who like to get into the work personally and experience new things. They have an open-minded approach and they do not dislike working with their own hands. Besides, they like to get their hands dirty by working on their own. They love getting themselves involved completely in to task without any bias to experiences. They learn quickly through activities like brain storming, puzzles, problem solving, competitions and role plays. They always prefer challenging tasks and working in comradeship. Such employees can be employed at practical workstations
ii. Reflector : These are learners who observe and reflect, they think about the reason/logic behind the action. Rather than jumping into the scene, they may sit aside and observe what is happening and find the reason why it is happening? They like to stay at a distance and view the scenario from different perspectives. They collect data from the scenario, take their time to analyze it and bring forth a reliable conclusion. Sources for their learning include paired discussions, observing activities, coaching, questionnaires and interviews etc. Such employees are suggested to be employed at disaster management, risk management and research and development programs.
iii. Theorist : they learn from the theories behind the actions. They rely upon the models, theories, facts and figures to engage into the learning process. They do not rely upon the observations alone but also inquire the underlying theories. They like to synthesize and draw new and reliable information depending upon the older work done by ancestors. Their sources of information include models, statistics, background theories, quotes and stories etc. They can be well utilized for firm’s policy management assistance, legal assistance and SOPs drafting.
iv. Pragmatic : These are the people who like to bring the theory into the practice. They put their learning into the practice in the real world. They like to put ideas into the actions and do not merely rely on the ideas, besides they prefer experimentations, trying new techniques, ideas and theories to bring up new solutions to the world. Their sources of information include research works, reality world applications, case studies and prototypes. These employees can be best utilized in the laboratories and research centers.
2.4 Criticism : Honey and Mumford emphasize that people do learn through experiences whereas having experience alone cannot guarantee effective learning. For example, employees with greater reflector score and lower activist score may like to learn through observation rather than experiencing themselves (Caple and Martin, 1994).


3. My Personal Experience Before And After This Course
I had been a struggling but passionate social worker as well as service provider for the people in need. They could be people suffering mentally, students struggling with their physical ailments or the like. I had my honest passion to serve the community in a way to help people live a better life who are unable to live their normal life. For this I not only have chosen to work for the needful people but also have worked as part timer volunteer. This keeps me morally active and consciously satisfied. But I personally felt that there is something which I do lag. Previously I was unable to point it out but lately I understood that I need to develop myself to a further level to help the society in a better way. That is when I chose to join this course.
The first thing I understood over here is that one cannot say at any level that they have learnt everything. I had my academic career in the same discipline but coming over here made me realize that I did not have much experience in this course of study. I came to know new things about human behaviors, human psychology and their management. More theories were taught to me and I learnt that the passion to work for humanity is never sufficient unless it is backed by the proper academics. 
I had been working as a potential hardworking worker, working for better social being of the people in need. But here I realized that being worker alone is never enough unless one is a good manager as well. I felt previously that my domestic life was being hindered due to my professional commitments but now things are getting better as I do manage my work and my family both at a time. Moreover, I got introduced to new theories and concepts. I have a dream to run my own NGO and work at a further level to help the people in need so this the course is helpful for me. For example, I now understand the ‘Learning Models’. First of all, they helped me to realize my learning patterns and abilities and I started to learn more effectively than ever before. Secondly as I plan to operate my own NGO, I came to know how to understand employees’ learning behavior and to guide and assist them, so that they can learn quickly and perform what is expected from them. 
In the same way I learnt that the managerial capabilities, knowledge and passion to serve the society are not sufficient unless they are backed by the consistent financial support. For me, if I have to run an NGO to help people at a larger scale, I have to develop a consistent financial support first. Additionally, such financial support should be consistent and cyclic so that the need of funds may be met accordingly. For being an NGO entrepreneur, I need to learn in the field quite more than I have learnt until now. I need to learn further and for that I need to serve with some employers. This led me to understand the employability skills. Now I can better understand what exactly my employer is going to expect out of me and for that I can better prepare myself, right from a job application and CV to the final interview. I foresee that I would be a good addition to my future employer’s organization, and it would lead to prosper my career at a further level. 
I have better understanding of the employment laws and it has helped me to understand my responsibilities towards my employer along with my rights towards the employer. I know I can go for a better paid job after the graduation but I would like to continue my education to be a better professional along with working as a part timer. 
All these things and many other factors did not happen just in a blink of eye. My tutors, the course syllabus and the institute itself helped me for this step by step. I can say with confidence that I am standing at a better milestone towards my professional future. This is a great experience and I can clearly say that it is one major mile stone of my continuous professional development. 
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