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Introduction 
A Reflective Portfolio is a collection of works in which a student reflects on his or her experiences in practical assignments. Student engagement in the field and the application of theoretical knowledge are assessed using this tool. There are various ways to structure a portfolio, from a lengthy essay to a notebook or binder containing brief essays and documentation, to an internet repository. In this reflective portfolio, I will describe the skills that I learned throughout the whole course and explain how it helps me in my real life.
[bookmark: _Toc96983959]Question-1
Based on the taught analytical tool(s)/self-awareness themes learned in this module, I evaluate my skills by the followings- 
[bookmark: _Toc96983960]Johari Window
To work in the position of manager this is very important to know me. For better understanding, this is very essential to be self-aware. Using some model to evaluate self-awareness. In this section of self-evaluation, the Johari Window is very effective for me. As a result, I'm better able to interact with others when I'm conscious of my strengths and weaknesses. Works by helping me understand the differences in how I think about myself and how other people do (Ha, 2019). 
	OPEN/SELF-AREA
In the OPEN/SELF-AREA, I can increase my attitude, approach to work, emotions, social conduct, skill-set, and societal perspectives, among other things.
	 BLIND-SELF
In BLIND-SELF, communication is very important. I need to increase my skill in communication and proper understanding of people.

	UNKNOWN SELF
In this part, assessing my ability to overcome obstacles or resilience or stress-management talents in everyday situations is unnecessary. Feedback from others and constant communication can help me lessen the amount of time spent in this unfamiliar territory.

	HIDDEN SELF
I have ideas, memories, anxieties, and secrets that I can’t share with anybody else in the hidden self (Berland, 2017). To avoid harming others or gaining a negative reputation, I may conceal information. I need to control more about hidden self to be more self-confident.




[bookmark: _Toc96983961]Personal Development Plan (PDF)
	What is the goal
	What are the specific career goals
	Required skills
	What skills are needed to be developed
	Required action 
	Required time

	To be an executive manager
	This is very essential to improve my skill in the field of employee management.
	As a manager, the most important skill are communication, management, employee management, and employee recruitment.
	Here I need to develop my skill of communication as I have lackings on communication skills.
	I need proper contraction with people and be more open-minded communicate with them and develop my communication skill.
	3 months

	Hod my position as executive manager
	Manager my skills and improve this day by day to hold my position and 
	In this place, some extra skills are required like leadership, organizing, and many more.
	I can get to know about my skills in this section after working as the previous section.
	Here I need to improve my leadership skill, so I can communicate with my employees and provide them instructions to increase my leadership skill.
	4 months.



[bookmark: _Toc96983962]Question-2
As a manager of my organization, I choose Some employee development methods; as a manager, The actual work environment is where the development activity is taking place. At training facilities or other sites, various kinds of development take place as well. In addition, my organizations are increasingly using online methods to develop employees.
	Coaching
To help my employees learn new abilities, improve their performance, and enhance the quality of their employment, I employ a more experienced or competent professional as a coach (Noe and Saxton, 2021). Coaches are unique in that they tailor their services to the needs of the individual and the business at hand and often work one-on-one over some time. Every strategic goal should be treated in the same manner regarding coaching. My organization and the person I'm coaching must agree to work with me, plan for getting results, and have qualified coaches to help them.

	Mentoring
Mentoring matches less experienced staff members with more experienced ones through official or informal initiatives. For women and people of color, traditional mentorship programs can minimize turnover, promote recruiting, and enhance performance and the workplace environment (Beausaert and Segers, 2018).


	Cross-training
Workers who have been allocated jobs different than their typical responsibilities may benefit from cross-training. Cross-training might be a one-time remedy or a long-term strategy. Even though cross-training rarely results in a quick promotion, it does demonstrate a willingness on the part of an employee to learn new abilities. In the future, their skill set may allow them to enhance their careers (Dachner, 2021). In most cases, cross-training helps employers save money by not hiring new employees. Managers can use technology to make cross-training efforts even better. Many people like cross-training because it helps them improve their skills.

	Online employee development
Typically, classroom-based learning is used to teach specific things to a single employer, while online learning is used to teach more general things. If you take online classes, you can learn when and where you want. They have more control over how much time they spend learning in an e-learning situation rather than in a classroom (Lee and Bruvold, 2018). Information should be presented in short, easily digestible portions to keep employees interested in online development initiatives. Employees must also see how their information will help them do their jobs better. Choosing topics relevant to the company's goals and delivering introduction training are two more guidelines for a successful e-learning employee development program deployment. Consequently, the staff knows how to use online training systems and offers online assistance or quick access to more material. They also know how to use online methods.




[bookmark: _Toc96983963]THEORIES
[bookmark: _Toc96983964]Theory of Reinforcement  
According to the theory of reinforcement and the training and development activities, a beneficial outcome should be predicted. It can be stated that there are numerous strategies available in human resource practices that can be related to training and development programs, thereby meeting the necessary proposal made by reinforcement theory (McDowall and Fletcher, 2017). Training and development can increase the performance of the company and employees. As a manager of my company can follow the procedure and apply these to my employees to take out the best outcome from them. So this is a very efficient theory for development. Following Skinner's reinforcement theory, my organization's training and development programs will appeal to employees if I follow this procedure.
[bookmark: _Toc96983965]Theory of Learning Types
The development of my intellectual abilities was stressed in Gagne's notion. These are the kinds of capabilities that are unusual in the general population of humans. His theory presented several different learning kinds and external and internal learning circumstances. Cognitive strategies, physical skills, verbal knowledge, attitudes, and intellectual skills are the five areas of learning identified by Gagne as being important. Using the theory of the existing skills and being more careful with these skills can improve my company in various ways. I can apply these skills in the different forms of my company to be more effective with the employees.
[bookmark: _Toc96983967]Theory of Social Learning
New perspectives on learning are offered by social theory, specifically on social learning. In the opinion of Albert Bandura, the theory's proponent, direct reinforcement cannot be used to teach all kinds of skills. Programs designed to increase abilities are referred to as direct enforcement. Some social factors cannot be taught, according to this theory, hence these programs do not cover all learning styles. Depending on the various skills of social learning, I can apply these skills in my organisation and employees can follow the social changes and they can develop their skills and serve the organisation. Social factors are always changing and we need to work according to the social demand (Noe, 2018). So employees need to develop them as the social learning theory and as a manager, I can assist them by managing resources and practicing them properly in the work field.
[bookmark: _Toc96983968]QUESTION- 3 
[bookmark: _Toc96983969]Mock Interview 
Interviews can increase my skill by facing more situations and utilising the skills from the interviews. Here I am working with a mock interview.
As a warm-up, I attended a simulated interview for a post-secondary institution of higher learning. Most of the questions have been asked before, but one stumped me a little. My most challenging student was the subject of his query. I had no idea what to say because I'd never been to a university before. When I was a substitute teacher, I talked about dealing with high school pupils. As far as I can tell, that was the best I could come up with in an actual interview. After the mock interview, I was apprehensive and doubted my abilities. Because I hold myself to a higher standard in every interview, I was mortified when I tripped a bit during the fake interview. Otherwise, I thought the interview went well, and I maintained good eye contact and a smile on my face during the entire process. I think I was able to keep my friendly demeanor throughout the interview, despite having a few stumbles.
This activity reminded me of the many interviews I've had for positions in higher education that I've applied for. Because of the "leader" of the six-person interview panel, I felt like a complete loser once the interview was finished. One, in particular, stood out to me. She inquired about my long- and short-term objectives (Olewnik et al., 2021). My goal was to use this position to advance my career in student affairs or study abroad, and I indicated that I wanted to learn as much as possible. When I told her my long-term ambition was to become the Dean of Students, she laughed and sneered. This made me feel like a complete and utter scumbag. What in the world did I say to warrant such a mocking response? When I arrived at my car, I burst into tears. On the drive home, I made a pact with myself: if I ever had the honor of serving on an interview committee or interviewing someone one-on-one, I would never treat someone like a lesser human.

[bookmark: _Toc96983970]Gibbs' Reflective Cycle
This paradigm can be used to process a personal experience. For example, I might have to attend a one-time meeting or keep meeting with the same group regularly. When it comes to one-time encounters, the stages and ideas that Gibbs outlined are just as relevant as they are for repeated encounters. Stand-alone experiences can allow the action plan to become more general and look at ways to use my insights in the future.
	Description 
In this section, I can go into greater depth about the scenario. The focus here is on the events that transpired. In the future, I will have more thoughts and feelings about this.

	Feelings
What I am feeling about my position is the main fact of feelings in the gibbs cycle. It is a place where I can express my thoughts and feelings about the experience and how they may have affected it.


	Evaluation
This is where I can look back on the circumstance and see what worked and what didn't. Make an effort to remain as unbiased and truthful as possible. To get the most out of my reflection, consider both the positive and bad parts of the experience, even if one or the other was more significant (Markkanen and Kuuskorpi, 2020).

	Analysis
In the analysis phase, it's possible to make sense of what transpired. So far, my attention has been drawn to the specifics of what happened. As a result, it's now possible for me to decipher its significance (Sekarwinahyu et al., 2019). I am asking myself "why" will help me identify the components of the process that went well or poorly. Including academic literature is an obvious choice for this section.


	Conclusion  
In this part, I can draw my judgments. This section will summarize what I have learned and point out how future efforts will improve the outcome. It should be a logical conclusion to what has come before it.

	Action plan 
In this step, I think about what I may do differently if I were in a comparable circumstance again. For this reason, thinking about how I can help myself change my behavior is a valuable tool. Don't just compile a list of my goals; think about how I can put them into action. Reminders can be beneficial at times, but sometimes the realization is enough (Chen and Deng, 2020).





[bookmark: _Toc96983971]Conclusion
The writing of this reflective diary has helped me increase the quality of my learning in the areas of critical thinking, self-awareness of my learning process, creativity, and, most importantly, professional development. It has also helped me improve my writing abilities and become more actively involved in my education. I believe that this rigorous approach of learning that I have learned from this module will help me become a better leader if I incorporate it into both my academic and personal lives.
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