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Career And Employment
Introduction
Employment involves performing job responsibilities as tasked by the employer. An agreeable contract, signed by the two parties, binds the employee and the employer. At the same time, the employee receives payment in the form of salary as agreed in the contract. The employer expects the employee to maintain an excellent job performance. Hence, during recruitment, there are qualities that the employer seeks in an employee which include, excellent communication, being open to learning, team player, problem-solving, being results-oriented, necessary numerical skills (Dench, Perryman & Giles, 1998). An employer also expects the employee to be self-motivated and positively represent the brand by separating personal and work life. Additionally, the U.S. Department of Labor is mandated with enforcing the federal laws covering the employees and the workplace activities (U.S. Department of Labor, n.d.). 
THE EMPLOYMENT RELATIONSHIP
Legistlation
The employment relationship “is the connection between employees and employers through which individuals sell their labor” (Wilkinson, Redman, Snell, and Bacon, 2010 51). The relationship is regulated through a contractual agreement which may be written or oral. First, the contract should state the period of employment. Additionally, there are more Federal and State statutes governing the employment relationship. Legislations like the Fair Labor Standards Act states the minimum wage, working hours, and age limit (Workplace Safety & Prevention Services, n.d.). The Civil Rights Act prohibits any form of discrimination based on gender, race, disability, religion, and promotion of the employees (Workplace Safety & Prevention Services, n.d.). Another federal law is the Occupational Safety and Health Act, which caters to the employee’s welfare, health, and safety (Workplace Safety & Prevention Services, n.d.). Similarly, the Social Security Act provides for the general welfare of the employee in old age, disability, and Medicare (Workplace Safety & Prevention Services, n.d.). Other Federal laws that protect the employees are Title VII (of Civil Rights Act), Employment Retirement Income Security Act, the Americans with Disabilities Act, and the Family and Medical Leave Act (Workplace Safety & Prevention Services, n.d.).
Employer’s Responsibility
The employer’s responsibilities are covered under Section 25 of the Occupational Health and Safety Act (Workplace Safety & Prevention Services, n.d.). First, the employer should provide the employee with the working equipment. Secondly, the provided work equipment should be maintained in good working conditions. Thirdly, the employer should cooperate with the Joint Health and Safety committee in their functions (Workplace Safety & Prevention Services, n.d.). Fourth, the employer should only employ workers with the prescribed age. Fifthly, the employer should post the Occupational Health and Safety Act regulations at an accessible location in the workplace. Finally, the employer is also required to develop a workplace violence and harassment policy program and implement it. Moreover, the employees’ duties are covered under Section 28 of the Act (Workplace Safety & Prevention Services, n.d.). 
Employee’s Responsibility
First, the employee is expected to work in compliance with the Act and the company’s policy. Secondly, the employee is expected to use the equipment and protective gear provided by the employer. Thirdly, the employee should report to the supervisor if there is a defect in the work equipment. Fourthly, the employee should not operate any equipment that may cause harm to their colleague or themselves. Fifthly, the employee should report any hazard occurrences to their supervisor. Lastly, the employee should not engage in misconduct at the workplace.  
The Recruitment Process
Advertisement and Job Description
Human Resource Management (HRM) carries out the recruitment process through proper strategic planning (University of Minnesota, 2011). The first step during recruitment is advertising the job after the HRM acknowledges there is a job opening. While advertising, the HRM offers the job description, including the key responsibilities the new employee will be expected to perform. The job description and the advertisement for a supervisor assisted me in identifying the position I was applying for at ABM. Additionally, the job description includes the terms of employment, qualifications needed, and the department (University of Minnesota, 2011). The job description may be new if the position is new, or the team could review an old one to fill an existing position (SOAS, n.d.).
Person Specification, Application Forms, and Short Listing
The next step is job analysis, and the HRM decides on the type of analysis they prefer for recruitment. The analysis included is task-based or competency-based, depending on the position they need to fill (University of Minnesota, 2011). The analysis relies on the person specification, which describes the skills the employee possesses. The person specifications must align with the job description requirements. Furthermore, some employees provide the job applicant with the application forms. The job application is filed in the employee’s personnel file, and it includes their personal information. Once the recruiting team goes through the application forms and interviews the candidates, they shortlist the potential employees. During shortlisting, the team assesses the applicants objectively and compares their personal specifications to the job description (SOAS, n.d.).
The interview-reflection on role play
The interview is conducted with the shortlisted candidates after they receive the offer letter. In this case, I interviewed for the Supervisor position at ABM. During the interview, the interviewers will ask questions on personal information, employment history, career aspirations, and the strengths and weaknesses of the interviewee. During my interview at ABM, I was asked to describe myself and why I preferred the organization to others. The interviewer started with the question on self-description. I introduced myself as Mihaela, aged 32 years old, living in England, working as a team leader in various fields. My interests include reading historical books and spending quality family time. The interviewer also sought to know why I chose ABM. My reason was to advance in my career in a larger institution after being in the same position for three years, where I have learned a lot about the industry and myself. Due to the experiences in my current position, I believe I am ready to take up more responsibilities and embrace career development.
Additionally, during an interview, one may be asked to express their desire for the job. I gave a detailed answer to this question in my interview. I had applied at ABM after thorough research on the internet about the company’s achievements and was interested in working there. My experience will add to the company’s growth, and I will also fulfill my desire to explore new opportunities as a supervisor at ABM. At the same time, the interviewer might seek to know your weaknesses and strengths to evaluate your skills. This was one of the questions that I answered during my interview, where I clearly stated my weaknesses and how I am trying to improve on them and strengths that will support my work performance. My weaknesses are trying to please everyone, self-criticism, perfectionism, inability to switch projects fast, and I do not react positively when I receive negative feedback. At the same time, my strengths are enthusiasm, creativity, discipline, respect, confidence, honesty, determination, and adaptability.
Career Development
Career development “options include availing of the career coaching provided by the Organization, entering a mentoring relationship, arranging for job-shadowing or cross-training, or taking up other learning opportunities” (HR UN, 2015). Hence, career development is a responsibility to both the employer and the employee. In order to understand my preferences in learning styles, I took the VARK Questionnaire test. The results revealed that my learning preference is a ‘very strong kinesthetic,’ which means I learn best with practical exercises, examples, experiences, and case studies (VARK, n.d.). According to the Johari Window, my dominant traits are confidence, intelligence, knowledge, organized, and self-conscious (Kevan, 2006). Therefore, to build on my employability potential in the targeted supervisory position, I need to improve my teamwork, leadership, and problem-solving skills.
Skills Check- Personal Development Plan Diagram
	
	Skills Gap
	Action
	Time Frame

	1.
	Teamwork skills to assist me complete tasks efficiently. 
	Attend online classes on teamwork development.
Get involved in group activities. 
	12 months

	2.
	Leadership skills to enhance productivity 
	Attend a leadership skills development program.
Identify a role model leader to emulate in my field. 

	12 months

	3.
	Problem-solving skills to find solutions for arising challenges with the available resources.
	Data mining to find effective solutions.
Consulting colleagues and listening to their solutions.
Identifying problems before their occurrence to avoid them. 
	4 months



Conclusion
An employee needs to develop specific skills to appeal to the employer and maintain the employment relationship. During the recruitment process, the employer places an advertisement with the job descriptions on the position. The next step is the selection process which uses the person specifications provided by the applicant in the application form. The selection panel then shortlists the applicants after assessing their personal specifications and later invites them for an interview. The recruitment process was analyzed in reflection of the role play. Finally, the study recommends taking self-awareness tests like VARK Questionnaire and the Johari Window. Through the test, one can develop a personal development plan to improve their employability skills. The results obtained can be used to develop the employee's career. The employee and the employer must focus on career development.
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