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[bookmark: _heading=h.gjdgxs]Career Path
In the role-playing career development exercise, I was more prepared for the interview and persuaded the recruiter to choose me for the open position. I was able to better comprehend a recruiter's perspective thanks to the role-playing activity that was a part of this module. I took on the character of an interviewer in the role play. I had to spend some time getting ready in order to play this role well in light of the fact that it facilitated better understanding of what the course is all about. I wanted to make the most of this opportunity to properly comprehend the entire hiring process. For this reason, I read several articles and case studies on hiring people and hiring practices. I learned about a variety of elements related to participating in the process of hiring the right candidate thanks to these case studies and publications.
Organisations frequently use a variety of approaches to evaluate a candidate's aptitude for carrying out the duties of the open job in the organisation. These various methods are all used to compare a person's talents and abilities to the qualifications needed for the open post. As a result, the strategies are chosen taking into account the resources that are available inside the corporate organisation (Lent and Brown, 2013). However, I believed that the recruiter and his capacity to assess the applicant's talents and competencies contributed to the efficiency of the hiring process. A good recruiter must have a variety of abilities, including the capacity for critical analysis of situations, relationship-building, communication, time management, and decision-making.

[bookmark: _heading=h.30j0zll]Current Skills
Communication Skills: The sole method that can be used to comprehend the applicant is communication. Both a phone conversation and a face-to-face interview can use the communication process (Joynes et al., 2019). The way a message is conveyed and how it is received at the other end are the two components that make up the communication process. 
Critical Analysis: A necessary talent for carrying out the duties related to every professional is the capacity to analyse a situation critically. I typically make an effort to comprehend the scenario requirements and afterwards strive to make the best selection possible based on the analysis. An important factor that helps improve a person's capacity for effective decision-making is critical examination (Donald et al., 2019). I work to sharpen my capacity for situational analysis. I evaluate my capacity for making decisions as well as my prior choices. 
Relationship-building skills: The recruiter must form a solid rapport with the candidates. To make the applicant feel at ease in an interview is the goal of developing this relationship. Making the candidates feel at ease in the interview is crucial because they are typically fairly nervous during the procedure (Robynn Rixse, 2019). Knowing whether the applicant intends to be affiliated with the organisation or has other future ambitions furthers our understanding (McIvor and Karnes 2019). Understanding the applicant's future goals is essential for hiring the best talent. Thus, the interview questions aid in properly analysing the applicants' goals.
Sense of Responsibility: The concept of ownership is discussed here. The ability to accept responsibility for one's conduct is crucial for employees. Finding people who are willing to accept responsibility for their actions can be fairly difficult. Employees must have a greater sense of accountability because their performance within an organisation affects the performance of the organisation as a whole (Succi and Canovi, 2020). I have a sense of responsibility. I never hesitate to accept responsibility for anything that I do.
It is evident from analysing all of these skills and abilities that I put a lot of effort into doing my function as a recruiter. I believe the role of a Human Resource Executive is right for me based on my analysis of my skills and abilities and the comments I received from my mentor. I possess the understanding of recruitment and the abilities necessary to be a better recruiter in addition to the communication skills and the capacity to analyse the application (Petre, 2020). On the other hand, I possess the leadership skills that will improve my ability to carry out the duties of an HR recruiter (Roman, 2019). In addition to the skills required for the position, I also have the following abilities.
Ability to inspire and encourage others: Every employee in an organisation must work within their respective teams and must further work successfully to inspire and motivate team members to complete all tasks in a way that will improve the business organisation's performance. I am aware of the importance of motivation and furthermore am knowledgeable about many frameworks related to motivation, which aids me in maintaining the team members' motivation while they complete their individual jobs (Kouzes and Posner, 2019). On the other side, I also have knowledge of team dynamics, which aids me in successfully completing work within teams.
Understanding the Business Environment: Understanding the business, the business environment, and the organisational requirements are some of the crucial factors that must be taken into account when working with an organisation (Qiu et al., 2020). I am very interested in learning everything there is to know about a situation so that I may better grasp the business and its needs. I am also a slow learner and am amenable to feedback. I take suggestions and criticisms very seriously because they direct me in the direction of success.	

[bookmark: _heading=h.1fob9te]Gap in Skills
There are some gaps in my skills that I am currently working on. For example, I often have the reluctance to delegate tasks to others. Despite the fact that I have outstanding communication skills, I find it difficult to talk in front of huge crowds. It became clear that I needed to practise public speaking, which helps increase presentation skills (Rahman, 2019). Additionally, I am aware of the body language and tone that must be employed when speaking. I found room for improvement in the method used to prepare the interview questionnaire. I concentrated on creating questions that were direct and simple to understand. Because the questions were open-ended, the entire conversation had a very engaging tone. I could have asked scenario-based interview questions to make the process more impactful. Another flaw was that I did not ask questions that required examples. Considering boosting these areas will help me improve my capacity to conduct good interviews with candidates (Nasheeda et al., 2019).
I have the ability to multitask but I often dislike being disrupted when I am working on a task that requires intensive concentration. The ability to manage several tasks at once is a crucial talent needed to carry out the obligations and duties related to the relevant professional position. To successfully complete these duties, it is vital to match the aspects of time management and multitasking skills (Abbasi et al., 2018). To complete the chores within the allowed time limits, I like to keep everything organised but sometimes it can be difficult to keep everything under control. In such situations, I feel that my productivity is a little bit compromised. Although I am pretty skilled at managing my time, I struggle to produce quality work when given a limited amount of time. I need time to plan everything out and then carry it out as needed. However, I must improve both my capacity to multitask and my capacity to perform under pressure.

[bookmark: _heading=h.3znysh7]Systematic Approach to Skills Acquisition
As students, we had the opportunity to role-play as a recruiter and an applicant. The whole procedure enables the participants to comprehend the hiring process. From that perspective, it is an opportunity to acquire essential HR skills that are mandatory in every organisation. The candidates had to provide on-the-spot, impromptu answers to the questions that the recruiters had created on their own. As this assignment would be evaluated by the mentor and the entire activity would provide me the chance to learn about a variety of topics, I was both excited and nervous to complete it, which according to Brackett et al. (2019) is normal in such situations. I performed in this activity for the first time with extra caution since I wanted to get the best out of the experience as a learner.
I firmly believe in the propositions of the Skill Acquisition Theory and was eager to apply it in the role-playing exercise just like I apply it in many activities. Despite the criticisms thrown against Skill Acquisition Theory, this theory really meshes extremely well with other areas of cognitive science (DeKeyser, 2020). In addition, the strategy for acquiring new skills has endured the test of time despite adjustments in vocabulary, methodology, and emphasis. Furthermore, the method of research in this theory is quite transparent, whether it is done through behavioural data, neuroimaging, or computer modelling. And because this research is progressive, it may record learning over time rather than just presenting snapshots of learners. 
It can be said that my work in completing this task was appreciated. However, I still need to concentrate on a few areas and take into account the feedback that has been given. It is essential to engage in the process of constant improvement that can be attained through introspection and personal growth. This conforms to the Skill Acquisition Theory which outlines how people advance from the initial learning steps to the more advanced learning skills.   
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[bookmark: _heading=h.2et92p0]Recruitment and Selection
It is difficult to recruit because of the availability of required personnel versus the demands of their prospective roles and responsibilities. Teams rely on you to identify, entice, and hire the best candidates for their teams. When applicants you truly loved meeting do poorly in the interview process, you must give them constructive criticism. Sometimes the candidate declines your offer after you extend it. With your internal stakeholders or hiring managers, you may not always agree. I believe that recruiting is challenging since you have to coordinate with many different stakeholders at once and manage their expectations (Hamza et al., 2021). I believe that this position calls for you to have a thicker skin, be at ease giving feedback, be at ease speaking up for others, and be able to separate your emotions from the outcome.
Creating the products that a company ships to its clients and end users depends on its talent. I firmly think that hiring is the driving force behind every successful organisation; you need the "right people, right talents, at the right moment." In my opinion, my role is to identify the abilities that will best help my stakeholders address their problems. It is the responsibility of a recruiter to locate the best candidates because not everyone is the proper match for a position at a company. Bringing someone into a firm where they won't fit in and be successful is unfortunate.
Recruitment involves much more than merely interviewing and analysing resumes. I observe that in your daily work as a recruiter, you rely on my wide range of skills. I believe successful businesses would make excellent recruiters. There are numerous administrative and operational tasks involved in hiring someone. A recruiter becomes a more effective recruiter if you comprehend work flow operational tools, data and reporting, compliance needs, and Lean Six Sigma. It reminds me a lot of marketing when I share stuff on multiple social media networks, sparking interest and turning it into dialogues. Many recruitment teams are in charge of event-based marketing in addition to the internet marketing aspect of things.
As a recruiter, I represent both the employing party and the candidate in my capacity as a recruiter. Recruiters learn to recognize each party's priorities and reach a middle ground through recruitment. A recruiter gains knowledge on how to handle objections, assess body language and tone, and discern grey areas in conversations. Through recruiting, I believe I have definitely improved as a listener. In my experience, you depend on your knowledge of employment legislation, compensation and benefits, workforce planning, and diversity & inclusion best practices on a daily basis as a recruiter (Klepić et al., 2020). Since I have a background in human resources, I often draw on the theories and context I learned in school to better understand how organisations function from a global view of talent.
As a recruiter, I get to conduct tests and work on projects in addition to doing interviews. Creating Gantt charts and project plans, handling stakeholder interactions, presiding over cross-functional meetings, and other tasks have all helped me strengthen my project management skills. The last one is not specifically about recruiting, but it may apply to people who are just starting their careers (Lent and Brown 2013). It probably has to do with my natural desire to be good at what I do. I came to the realisation that there is no "correct career path" and that I was placing too much pressure on myself by constantly aiming for the next title or promotion.

[bookmark: _heading=h.tyjcwt]Conclusion and Recommendations
There were no many problems, in my opinion, during the interview I conducted. I was pleased with how I performed. This, in my opinion, is because asking questions is simpler than providing the responses. I found a lot of good things about this role-playing exercise. Despite my horrible anxiousness, I think the role play went quite well. My partner's composure was also reassuring and inspiring to me. I became aware of the fact that much more could have been done to enhance the role-playing experience as a result of this circumstance. However, I think that my colleague and I were both pretty assured because we carefully followed the lecturer's time guidelines and, as a result, finished our play ahead of schedule. I think we gained awareness of our weaknesses after going through this contemplation on the role pay, and we will be able to address them if the circumstance arises again. By continuing to improve, I will progressively move toward attaining greater achievements.
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THE BELLAS RESTAURANT
JOB APPLICATION FORM

POSITION APPLIED FOR Sous Chef

PERSONAL DETAILS
Surname: Sa Given names: Eugenia

Preferred names:
Address: 112 Scotland Green Road EN2 4RL

Phone 1: 077388124 Country of birthday: Portugal

Email: eugeniasasa345@gmail.com

Education Background

Qualification Institution
Level 1 Gastronomy [ Kibana’s College 2018

Level 2 Culinary Gastronomic International [ 2019
Level 3 Certificate [ Oriental Culinary Institute | 2020
Level 4 Certificate | Oriental Culinary Institute

Are you currently undergoing study/training?

Yes (x) No ()

Do you agree to have referee contacted in relation to this application?

Yes (x) No ()

Relationship Contact

Maria Tavares Sister
Debora Ferreira Cousin





image1.jpg
5 Questions to my partner:

1-Why should we hire you?

2-How do you define yourself?

3-Why do you want to work at our company?
4-Where do you see yourself in 5 years?

5-What are your strengths and weaknesses?





