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Introduction
In an organisation, many decisions are made every day including recruitment. Recruitment is a process that entails finding and hiring the best qualified candidate for vacant positions in an organisation. According to Sindhar (2019), recruitment processes also equips candidates with the abilities and attitude which are required for achieving the objectives of an organisation. Furthermore, when recruiting candidates, the employers ensure they are selling a unique proposition to entice people who are skilled and knowledgeable for the vacant job within the company. Employers look for many strengths in a candidate before they are integrated to the organisation. The aim of this assignment is to understand the recruitments processes from an employer’s perspective when interviewing and selecting the right candidate and identifying its strengths and limitations in recruitment processes.

SWOT Analysis
During recruitment processes employers or organisations use a strategic approach, which is referred as SWOT analysis. Within SWOT analysis there are four elements which stands for strength, weaknesses, opportunities and threats. SWOT is used to specify the objectives of an organisation and identify the internal and external factors that are favourable and unfavourable when achieving those objectives (Parsons, 2018). 
Strength
The aspects of strength are an internal factor within an organisation as it allows the company or employer to control or change any decisions made to ensure the company is doing well. For instance, an employer can decide who to employ onto the team such as a candidate with literal human resources with skills and knowledge of strong leadership or a great engineering team. Therefore, when recruiting an individual an employer will look out for strengths within a candidate that are equipped with skills and knowledge as it would be beneficial to the company. Candidates with great qualities will help them stand out and separate them self from their competitors during selection (Parsons, 2018). 
Weaknesses
Once the strengths are identified we begin to critically self-aware on the weaknesses. Weaknesses is another element that is an internal factor within an organisation, which derives from what the limitations are within an organisation. This can include organisational challenges such as lack of skilled knowledgeable people and financial or budgetary limitations. Therefore, lack of qualities in a candidate can affect an employer’s perspective during recruitment and selection because its ideal to hire a candidate with knowledge than without. Furthermore, it can be an unnecessary cost and a financial burden to the company, therefore its more preferable to hire a qualified candidate (Parsons, 2018).
Opportunities
Opportunities is an element that is an external factor within an organisation and things are usually going on outside the company. For example, innovative new ideas that can open up the company. Opportunities is an element that can be an advantage and protect against any threats however you cannot change them (Parsons, 2018). 
Threats 
Threat is also an element that is an external factor. Anything that poses a risk to the company or its likelihood of success or growth. Emerging competitors, changes in regulatory law or anything that can jeopardise the future of the company (Parsons, 2018).

Learning Styles
An organisation attracts different types of learning style and personality types, leadership teams are required to understand how to adapt their management style in order to provide the best environment possible for each employee to succeed. To begin this, it involves developing a broader understanding of effective communication with workers who process information and learn in different ways (DeWolfe et al, 2010). For the purpose of this assignment the two types of learning styles we will be looking into are known as VARK and Honey and Mumford.
VARK
VARK provides an employer an overall control of making the final decision of who to employ. VARK is an acronym that stands for Visual Auditory Read/Write Kinaesthetic and it involves a questionnaire that helps with learning by suggesting an appropriate strategy that an employer should be using during interview and upon selection. According to Construction Academy (2019), people with strong visual preferences for learning prefer different formats, space, graphs, maps and plans. Its objective is to help people understand each other and assist them to learn more effectively in certain situations. During the assessments is being conducted, candidates are invited to complete a VARK assessment pro-forma. This can include completing a 25 question test paper about their occupational sector which aids in read/write and then be interviewed with an assessor who will independently mark their performance, which hinders on auditory. By doing this procedure, this will help the employer to look for a clear indication of the candidate’s strength and weaknesses whilst they relate it to the job vacancy. Furthermore, this will make it easier for the employer when it comes to selecting a suitable candidate which is beneficial to the company (Construction Academy, 2019). 
Honey & Mumford
Honey & Mumford is a learning style, which was developed by Peter Honey and Alan Mumford. Based upon the work of KOLB. During this they identified four distinct learning styles known as activist, theorist, pragmatist and reflector. These are the learning approaches that individuals naturally prefer and they recommend that in order to maximise their potential. The notion of understanding a particular learning style Honey and Mumford have developed a learning style questionnaire (University of Leicester, 2019). This information will allow you to reach maximum potential during recruitment processes. Activist are people who learn by doing things, have an open minded approach to learning and committing themselves in new experiences. This can be engaging in puzzles, problem solving, brain storming and group discussions. Theorist are learners that like to understand the theory behind action. They need models concepts and facts in order to engage in learning process. A pragmatist are people that need to be able to see how to put the learning into practise in the real world. Finally, reflectors like to observe from many different perspective. They collect data from first hand and others, and prefer to think about it thoroughly before coming to a conclusion (University of Leicester, 2019).
Personality Profiling
A personal profiling is a knowledge management tool used to provide an evaluation of an employees personal attributes, values and life skills in an effort to maximise their job performance and contribution to the company. Employers use this information to understand the candidates suitability prior to the interview. The company use the Myers Briggs model to help assist them.
Myers Briggs
Myers Briggs is an introspective self report questionnaire indicating different psychological preferences in how people perceive the world and making decision. It helps people gain insights about how they work and learn. It is a framework for relationship building and achieving excellence. Briggs proposed that there are 4 essential psychological functions by which we see the world. It is referred as a personality test (MBIT, 2019).
Go MAD
Go MAD was discovered in 1997 and developed by Andy Gilbert. It is designed to help organisations, teams and individuals accelerate results and enable change. It specialises in enabling people to learn and apply practical that will make a difference through improved performances, great leadership skills and innovative breakthroughs. From an employer’s perspective the Go MAD framework can save time, improve performances, reduce costs and help develop as a leader to engage others in contributing to business success (Go Mad Thinking, 2019).
Conclusion
After summarisation, there is an understanding of different types of learning processes in order to have a successful recruitment process for the organisation. During recruitment process, the different learning style helps the employer to identify a candidate’s strengths and weaknesses as they go through a series of questions and demonstration, such as VARK. Which helps them upon selection during interviews and assessment. If an employer did not use this model/theories they could potentially adding excess cost to the company as they invested in an employers that may not have been suitable for the vacant job role. Therefore, its useful in understanding different aspects of learning styles as it helps the employer engage with the candidate by understanding the different types of attributes and skills, making it’s a fairer yet valid reason of the choice when selecting a candidate for the job. The Similarly, Honey and Mumford aided in developing in different learning questionnaires that can also help employers identify strengths and weaknesses in a candidate. Its purpose involves information that will allow you to reach maximum potential during recruitment processes. Briggs model is designed to develop a personality profile that help narrow down and find potential employees before interviewing. It helps people gain insights about how they work and learn. This helps indicate psychological preferences. This can potentially save time and cost of an organisation as it speeds up the processes of recruitment process by having an understanding of what to look out for in order to be suited for the job that is vacant. More skills and personality shown in a personal profile the more likelihood of being chosen and pass on to the interview stage. Overall, all these elements play a large factor and help employers to follow a strategic method upon selection and gain personal development in understanding the different personalities and traits a candidate can have, allowing the employer to be open minded  upon selection and help thrive the company to hire qualified candidates that are suited to the job.
Personal Development 
[bookmark: _GoBack]According to Haughey (2019), after a project is planned you must develop several goals that enables an individual to become successful. The term SMART goals is used and the acronym SMART have several slightly different variations, which can be used to provide a more comprehensive definition of goal setting. The ‘S’ stands for specific which involve well defined and clear to anyone that has a basic knowledge of the project. The ‘M’ stands for measurable aids in motivation as you see if the goals are obtainable and how far you are from completion. The ‘A’ stands for agreed upon which is an agreement with all the stakeholders of what it should consist of. The ‘R’ stands for realistic which is an understanding for the availability of resources, knowledge and time. The ‘T’ stands for time based which is an understanding of knowing a time limit of when to achieve the goal. However, too much time is a flaw as it can affect the project. The SMART goal allows all of these criteria to help focus your efforts and the chances of achieving that goal. SMART goal is an important step to achievements. They provide basic guidance and directions facilitating planning, motivating and inspiring employees and help evaluate and control performance. As an employer it is vital to set goals for the team or for themselves to strive towards. This does not only aid in working towards company success but also that they are motivated and committed in the terms of the task they are completing. With SMART goals it ensures that they are setup to attain and achieve benchmarks that can lead to development and success. This ensures that when recruiting, they are picking the right candidates who have positive outlook and motivation.
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