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1. What is a reflection?
 
According to Amulya (2011), reflection is the action of revisiting and analysing your personal experiences, so you can draw conclusions and learn from them. Testing moments in your life present the best chances for reflective practice. You can gain an understanding into many different things about you, your personality and actions, depending on the type of situation you’re in. 

On one hand, facing a difficulty can show you the numerous techniques out there to cope with problems. After going through a tough moment, a person could decide to change the methods they use to deal with issues. Certain occurrences may even alter your individual belief system. On the other hand, happy events might also provoke new ways of thinking and allow you to discover what to do in order to be successful in the future. That could entail following a pattern that led to a favourable outcome in the past.

There isn’t a scientific formula for the perfect reflective process. Timings, quantity and reasons behind it are not really specific and everyone can choose their own approach, as long as they’re taking something out of it in the end. You can work on reflection either as a individual or in a team. The activity itself is comprised of describing your encounter or incident, having a conversation and asking questions - that being internal or with others. 

The professional field presents countless ways of learning. However, there aren’t many processes that encourage experiential learning. The majority of grown-ups reflect upon something at some point of their lives. The company’s they work for often believe that through the act of “doing” itself, they learn. Despite the fact that people can be conscious of their actions, they may not be able to assimilate all new information. Because of this it’s essential to give them the time for reflection and implement it into their work, so they’re given all the tools they need to improve.      


2. Role play explanation
 
For the purpose of the assignment I took on the role of the creative director of the PR agency Porter Novelli. The scene that my teammate and I acted out was during a new candidate interview for the same position. I first told him more about the company and myself. Then, I briefly reviewed his CV in order to find out if he was a good fit for the position. Unfortunately, I discovered that he didn’t have the required degree and also had no relevant experience. Because of this I had to politely explain to the candidate that he was unsuitable for the post. At this point the applicant revealed that he really needed a job due to financial struggles. So, I recommended that he got in touch with the HR department as there are junior assistant positions in the agency that might be more appropriate for his level of experience. He was really thankful and after we said goodbye to each other we went our separate ways 

  
3. Reflective statement 

One of the most standard models used to achieve reflection is the Gibbs’ Reflective Cycle (University of Cumbria, 2016). It offers the concept that experience and pre-existing notions constantly improve one another in a ceaseless rotation. It is typically used in universities to streamline the reflective process. It contains the following 6 steps.  
 
Description
I had to quickly explain my responsibilities as a creative director without excluding important facts. As someone in such a reputable position, I had to present myself in a professional manner. After read the candidate’s resume I had to delicately deliver the news that he wasn’t the right person for that job. Even though the interviewee took it well, he passionately explained why he needed the work. Because of his enthusiasm and lack of finances I quickly directed him to apply for a junior assistant role. In the end, despite not offering him the original position, he was pleased to have another chance to work for the company.

Feelings
Being a person of seniority, you have to maintain a certain level of professionalism without losing your own personality. As a representative of the company your actions convey information about the organisation too, so you have to be careful about what you say. That requires to be serious, but it might intimidate some candidates and if you want to get the best new talent you have to also be welcoming and friendly. It’s a fine balance, which is difficult to get right and it was my first challenge. The next issue I had to deal with was giving the bad news to the interviewee. Not many people like confrontation and you never know how someone will react when they hear an unpleasant fact. Of course, when he was so understanding, I was relieved. Then came the moral dilemma - he desperately needed a job, but he wasn’t right for this; so should I still go out of my way to help him or leave it as it’s not my problem? Because he was very nice, I sympathised with his difficult situation and decided that he deserves a chance. At the time I felt content with my actions.

Evaluation
What I thought was good, was that I managed to relay a lot of information in a short space of time without any major problems. I also successfully avoided confrontation with the candidate by kindly explaining my reasons behind not being able to hire him. On the other side, what might be considered as bad is that by giving him the chance to apply for another role, I’m risking my own reputation because he may still may not be good enough even for the more junior post. Nevertheless, it’s hard to see into the future and there is always the chance that he is in fact very capable. Overall, most of the general feedback I got from my classmates was positive, with the majority thinking it was a very successful role play and that I performed well. Pretty much the only note I received was that some people felt I could have spoken a bit longer.

Analysis
I do believe that it can be very challenging to create a concise version of all the information I needed to share with the candidate so quickly and under pressure I might have missed some details. In a real interview your time is still limited, so that may indeed happen. However, it’s important to remember the key points you need to communicate. On this occasion the person I had to deal with was very pleasant and it’s not certain whether it was my tactful and considerate approach or if he was just very understanding. Someone else might react completely differently and I may need a brand new strategy to cope with that. Further experience and research would be necessary to be ready for other situations. Moreover, it’s very easy to put yourself in the shoes of the applicant, but you may not always be able to help. So it’s important to be impartial and to try and stay focused on the task at hand as much as you can, even if that may result in an unhappy candidate.

Conclusion
If I had to do the experience again and if I felt that I was running out of time or that I was taking too long to explain something when there are still many other points to discuss, I could offer to share more information and answer any further questions the candidate may have over email. Also instead of giving the applicant too much hope by mentioning exact positions, perhaps it’s better to stay more vague and leave it to the HR department to screen them further. In general it’s not recommended to make any promises, especially when you don’t know the person too well. Furthermore, one of the most invaluable things to give a new job starter is advice and tips on what they specifically need to learn and do in order to obtain the right qualifications for the role. 

Action plan
Maybe one of the things I could do on the next occasion, so I don’t forget something is to prepare the top 10 facts to focus on. Making a pullet-point plan for the structure of the interview could be very useful to make sure I know how long to spend on each part as well. What I’ve also taken into account is that while it’s just a role play, it’s probably worth taking my time as that might give me more opportunities to practice and learn through longer material to analyse. Next, it might be beneficial to look into other less amicable scenarios to be prepared in case you have to reject another interviewee, which may prove to be a bit more difficult. Finally, if I’m in fact the creative director, it might be better to liaise closer with the HR team to read the CVs in advance, in order to avoid speaking to candidates who don’t have the right experience.     
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