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Executive summary

The purpose of this report is to analyse what is required to gain professional career development skills in order to appeal to potential employers and to become successful employees. It also investigates what is necessary for an employer to look out for when going through the recruitment and selection process for new employees. 

Research carried out on professional development has identified that there are a few types of tools available which can help individuals better understand their learning styles and self-awareness such as the VARK Learning Styles questionnaire and the Myers Briggs Type Indicator (MBTI). Both help identify ways in which an individual can develop and understand the way in which they learn.  

Further investigation identified the ways in which employers recruit and select candidates as suitable employees. It was identified that the Human Resource (HR) department and the employer must liaise with each other in order to select the best candidate for the job. Moreover, the team work was found to be an efficient and cost effective method for organisations. 

The report evaluates the different theories which support the findings of the report and demonstrates the different methods available and used by both employers and employees when aiming for professional career developments within the business industry. 
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Introduction

The success of an individual’s career is dependent upon understanding and acknowledging their personal career development plans (Cottrell, 2015). In this way an individual is able to be more engaged and productive in reaching their career goals, leading to a more successful career. However, as business and management are always having to endure continued changes, the importance of having key skills is becoming ever more sought after by employers. There are many skill sets which are required to becoming an effective employee as well as attaining an adequate level of knowledge about the field of work an individual is about to go into which both contribute to becoming employment ready. As the public are becoming more knowledgeable about their rights and levels of service (Miles, 2005), it is vital that the service provided to them is of higher quality and from trained workers. In order to become an effective worker, we need to focus on our own personal development as well as professional development for the needs of the organisation; both of which are closely related. There are theorists such as Maslow (1996) who believe that personal development refers to individual self-development as well as the development of others. These skills could be improved through the use of various tools, such as visual learning, auditory learning and tactile learning (Crosbie, 2005). The aim of this report is to identify how I have developed the skills I have learnt which will help me become a more effective worker and become employment ready. 
As well as knowing what makes an effective worker, it is important to understand the recruitment process and what steps are needed to recruit employees for particular roles. There are many practical and straightforward factors which need to be considered during the selection process (Torrington et al., 2011) and are mainly carried out by Human Resource departments (Armstrong and Taylor, 2014). The easiest way to assess whether an individual has the right set of skills and capabilities for the job role is by conducting a job skills analysis. Further selection can be done through technical skill assessments to determine softer skills such as communication skills, innovative ideas and or sales abilities of the individual. These are all important to the recruitment process so as to be confident that the organisation has the necessary people and skills needed to deliver a successful service as well as being confident in the skills sets of their employees in order to achieve long-term organisational objectives (Rivera, 2012). These objectives as well as theories and assessments used in the recruitment process will be explored further within this report.	
Findings - Part 1

VARK Learning Styles
From the research I have carried out, I have learnt and identified the many ways I have to develop myself in order to improve my career development skills which I will be able apply to my chosen career path. My chosen career path is to become a successful business owner of an Indian restaurant. Defining my end goal to myself is an important step to being successful as a study carried out by Bauer and McAdams (2004) found that people who had rational growth goals were likely to have high levels of personality development. There are many tools available that have helped me identify the skills I will need to possess in order to become a successful business owner. The VARK questionnaire has helped me identify which strategies are the best ways for different individuals to learn and their specific learning preferences (Fleming, 2009). Individuals who are visual learners, learn best when graphs, charts or maps are presented to them, as they learn best from what they can visually see and read. Aural learners however learn best when there are speakers present so are more successful in learning through discussions and audio tapes. Tactile learners learn best when they are able to do practical examples and use their senses where they must participate within the learning environment. And lastly there are those who prefer to read texts and make notes whether on paper or online (Fleming, 2001). After I carried out the VARK questionnaire, I found that I had higher marks in both tactile and reading /writing than aural and visual. From the results it is evident that I learn better when reading through texts and writing my own notes. These results match closely to my way of learning which I currently use as I prefer to study my notes after class in order to better understand what was explained within the lesson. By identifying this skill, I am able to have further assurance that I will be a successful business owner as there are many notes to make when managing employees and reading around how to create successful environments for my employees to work in. The VARK questionnaire also highlighted that I also like the tactile approach to learning. I know this to be true as I love to experience things with my own hands and find I learn better through practical experiences. That is how I learnt to cook, through practice and using my own skills when in the kitchen. By being personally involved with the cooking experience, I am able to learn what skills are needed to be a successful chef which will help me when I am looking to recruit employees for specific job roles. The VARK questionnaire has helped me identify my strengths and weaknesses so that I am able to become a more efficient worker not only in my career but also in my daily life. I did however discover a limitation of the questionnaire in that it didn’t give me any ideas of how to motivate myself in order to improve the other learning styles available which I am not good at. 
Myers-Briggs Type Indicator (MBTI)
There are also other forms of self-development available. Another way is by identifying my personality and how it impacts my learning and career development. Kolb and Kolb (2005) highlighted that it is important to identify personalities as it shows patterns to how a person thinks, feels and acts which are all relevant when thinking about career development. A tool which is used to describe personality is the Myers-Briggs Type Indicator (MBTI) which was developed by Katherine Cook Briggs and Isabel Briggs Myer. The tool has been developed based on the psychological theories of Carl Jung (Morgan and Barbour, 2008). The model uses four themes to describe personality and indicates that people have natural preferences to each area (Saggino, Cooper and Kline, 2001) and was found to be reliable and valid. The tool is used to identify personality preferences and are split in to introverts or extroverts, sensing or intuitive, thinking or feeling and perceiving or judging (Culp and Smith, 2009). 
It is believed that people who have introvert personalities prefer to be alone and work better when they process information internally. Although they are more quiet, they listen better and are always thinking and examining situations before coming to a clear decision. For these reasons, introvert personalities have reflective types of leadership skills (Culp and Smith, 2009) therefore I would consider having these personality type of people in managerial positions within my business. Extroverts on the other hand are more outwards in their personalities and gain their energy through interaction with others. These types of people are useful within work places as their enthusiastic personalities encourage other team members to contribute to discussions and think of new concepts. I like to believe I am an extroverted individual as I often feel I dominate in conversations when I am around my family and friends. They also inquire after me if I am not present at any informal gathering or functions taking place as they say they missed my presence and character. I believe this to be an asset of mine which I hope to put to use when I establish my restaurant business in the future. The idea of food bringing people together pleases me and for this reason I believe this is the best venture for me to go into. 
Another type of personality is the sensing or intuitive type of individual; these people observe what is present around them and use this information to their benefit in order to problem solve. Due to their observant manner, they are constantly thinking about their next step and future potentials, therefore it is important to have such characteristics within some employees as they can help me plan what will be the best steps to take to make my business successful. These individuals are similar to individuals which are thinking personalities. Thinkers tend to be realistic and also focus on facts and details in a similar manner and are also good at solving problems. However, it is good to have some individuals who possess the feeling type of personality as they make others feel welcomed by their friendly personalities. The levels of empathy are far greater, therefore they emit a feeling of loyalty and to their fellow employees to create a positive atmosphere (Culp and Smith, 2009).        
Lastly there are individuals who have a judging personality. These individuals although are very organised and disciplined can often complain if others are not similarly organised. This downside is counteracted by their ability to make decisive decisions and sticking to objectives. This personality is contrary to individuals who are perceivers as these people tend to have a more relaxed outlook and deal with things in unplanned ways, allowing for quick thinking ideas. These preferences allow them to identify how they will behave in different situations as well as their performance levels in instances such as team building exercises and communicating with others within work related environments (Hutchinson, 1997). 
Being able to identify personality traits is very important to my personal development but also to my career development. I will need to know how capable I am at working with others as a team when I open my own restaurant and I must also be able to recognise how others will work if they are brought into my team of employees. This is a vital skill when managing people as Langton, Robbins and Judge (2013) mention that it is important to match team members with their individual personality preferences in order to create an efficient work force; one that works well as a successful team (Langton, Robbins and Judge, 2013).
SWOT Analysis
It is important in today’s competitive world that individuals are able to identify their own strengths and weaknesses as well as threats and opportunities which may arise. In doing so, they will be able to increase their opportunities in order to become further successful and confident within them-selves by way of improving on their weaknesses and develop themselves to become stronger individuals. I have used the SWOT analysis to identify my strengths and weaknesses so that I can overcome any personal obstacles I may face when running my own business. 
Strengths
One of my personal strengths is my ability to think creatively and under pressure. These qualities help me create new and interesting flavored dishes which I can use when I open my business. My ability to think under pressure will allow me to successfully run my catering business as often customers may ask for different choices which may not be available, however in order to satisfy my customers I will be able to think up of alternative ideas quickly, therefore maintaining a successful business. 
Weaknesses
One of my weaknesses however is that I can sometimes be tenacious and others may find my character demeaning. My enthusiasm can sometimes become forceful and I take control over the situation. Although I do this with good intentions, I realize I may offend others and make them feel uncomfortable. I plan on improving this characteristic by asking others to notify me when they see me taking over am to help me be more aware of my actions.   


Threats 
There will be many threats which I will face in my future career. There will be lots of competition from other companies within the same field. However, as my chosen career is in the Indian food industry, I feel that there is limited threats coming from other food industries. Also, as the competition is fiercer, employers are looking for more educated employees rather than just those who blindly listen to instructions without their own thoughts and ideas. 
Opportunities
I believe that I must create my own opportunities in order to improve not only my personal development but also my business development. By completing my education, I am ensuring that I take full advantage of the information I am being taught in order to become a better employee and individual. I can also take advantage of the support programs that are offered by organisations such as mentoring classes, coaching and help towards costs of tuition. This I hope will help mould me into a better quality of employee which in turn will lead me to a more successful career in the future. I can focus my attention on all of the above points by constructing a Personal Development Plan (PDP) to track my objectives and stay on task. It will ensure that I identify my strengths and weaknesses and any areas which I need to focus on in order to improve myself personally and professionally. It will allow me to create strategies which will better place me when competing for job opportunities. 
My Personal Development Plan (PDP)
Define my goals-
          After I complete this course I plan to do some professional cooking courses.

Prioritize-
I would like to get a job in the food industry to gain knowledge and understanding of how a business runs. 
Set a deadline-
I plan on getting a job as soon as I pass my classes.

Understand my strengths-
Use my strengths to land good job roles in my chosen field.

Recognize opportunities and threats-
I will hopefully learn what qualities are needed to be manager and gain experience of leading a team of people.

Develop new skills-
Learn to cook new dishes and how to manage others.

Take action-
Find out what skills are required to run a restaurant business.

Get support-
Speak to my teachers to gain advise and further knowledge of how to improve my personal development. 



Findings - Part 2

Selecting the right employee is a vital process in every business as they are what make the backbone of an organisation. Therefore, a thorough selection process must be put in place in order to find the best possible person for each role.  The main responsibilities of recruiting the right person lie with the Human Resources (HR) department (Armstrong and Taylor, 2014). While looking into the different aspects of each candidate, they must also observe legal guidelines put in place for recruitment and selections processes (Aylott, 2014). This part of the assignment will focus on how an employer will go about selecting and recruiting an appropriate candidate for a certain role, as the recruitment process is the key to maintaining a successful organisation; thus maintaining a competitive advantage over other competitors (Jones and George, 2009). 
When aiming to open up an organisation within the food industry such as a restaurant, one must prepare different scenarios of job roles so as to avoid the risks of failure when starting up. The employer should aim to know how they should plan job roles as well as thinking of the legal aspects which must also be considered. They must also know how to make the jobs appeal to employees.  The success of a restaurant mainly relies upon the head chef of the kitchen. When looking to recruit a good chef, an employer must look out if the person is able to offer a professional service and be efficient at their job. As well as these, they must be able to take control of their service area and other employees and be a good team player. The initial step to be taken is the competency profiling. This will ensure the candidate has specific qualities required for the role, such as knowledge about the cuisine and how to cook it, the attitude which will be required whilst on the job and the skills they will need to bring, in order to carry out their job skillfully and successfully and provide an efficient service (Morrissey, Compton and Nankervis, 2014). Other requirements would be health and safety certificates, food safety training courses, to be friendly and work well in a team as well as have past work experience. 
Once the employer has identified these basic requirements, the next step would be to attract the right candidate for the job. The recruitment process should aim to attract individuals who have a desire to be a part of a successful team of cooks who have the set requirements to apply. Hopefully the recruitment department can gather a large number of candidates so that the next step of recruitment would be to screen the many applications received. At the end of the screening process, the most suitable and qualified candidates which meet the employer’s requirements will be short listed. In order to avoid bias and eliminate unsuitable candidates, it is advisory to use relevant aptitude tests and ability tests so that the best candidates are draw for the job (Nankervis, Baird, Shields, and Coffey, 2017). Next the employer needs to think about where they will source their employees. It is useful to use agencies who can look for candidates with the requirements mentioned by the employer or through online recruitment which is increasingly being used due to being cost effective (Girard and Fallery, cited in Boudarouk and Ruel, 2009). Recruitment agencies can use employee cover letters in order to filter through the applications faster, as applicants are able to mention their main attributes in an overview in hopes that HR departments choose their CV. 
Dependent upon which food cuisine the employer aims to focus on for example Indian food, they should recruit candidates from a similar food background so that they have knowledge of the food being served. This will ensure the service being provided will be authentic and rich in quality as well as providing an effective and efficient service which will rival other competitors. Furthermore, if recruiting for Indian food restaurants, it will hopefully create and provide job roles for that particular community, which will not only improve job prospects for those individuals, but will provide enthusiastic employees who have a passion for the specific service.  
Once this process has been completed, the employer must think about any legal concerns which may arise such as discrimination (Morrissey, Compton, and Nankervis, 2014). As the employer is looking for authentic cooks, he may which to recruit a candidate from the Indian community. However, he cannot exclusively ask that as a requirement as it will be deemed discriminatory. The employer must design the advertisement in a way which will attract the right candidates in a lawful manner. They can get around this by requesting those who have extensive knowledge of the Indian food culture and have long standing experience of the cuisine. In this way the employer will eliminate any discriminatory action against them (Morrissey, Compton, and Nankervis, 2014).
Lastly, once the right employee for the role has been selected, the employer must ensure that the individual is able to understand and take on the employer’s business strategy (Compton and Morrisey, 2001) to ensure they are contributing to the success and growth of the organisation. There should always be opportunities in place which allow the employees room for growth within the establishment. This will encourage better performance as well as employees being committed and concerned with the reputation and accomplishments of the restaurant (Garris, 2017), ensuring a successful business.

Conclusion

The importance of the recruitment and selection process can be appreciated when the right candidate has been selected for a job role and is found to enhance the overall service of the organisation. It is clear that while the process is complex and requires a lot of planning, the HR team make sure the best possible candidate is successfully recruited to ensure the job is carried out by a skilled worker who will help the organisation reach their goals. From the research carried out, it is also evident that the best method of recruiting is when both HR teams work alongside the employer in order to clearly set out the specific requirements needed from each candidate for the roles so that the best possible employees are selected. This ensures a fast and efficient selection process which is cost effective, as well as ensuring long-term goals of the organisation are met. 

Recommendations

It is advised that everyone has a professional career deployment plan which they can refer back to when aiming to improve their personal development. It is a good idea to create and follow a plan as this will improve the chances of being successfully recruited as well as helping you develop as an individual by highlighting your strengths and weaknesses. In doing so you can work towards a better and improved version of yourself.
There are many other types of self-awareness tools available to help identify learning styles so that you can improve further, thus making yourself more desirable to employers. It is also possible to take part in training programs available to help support your learning which can be useful in improving the way you work inside and outside of your organization through personal development. 
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