The legal background

Equal opportunities legislation: Job applicants of both sexes and of all racial groups have a right to equal treatment at all stages of the recruitment and selection process. (Cooper and Curtis,2001, p. 16) 
The Health and Safety at Work etc. Act 1974: This act is a major piece of health and safety legislation in Great Britain. This Act introduced for the first time a comprehensive and integrated system dealing with workplace health and safety and the protection of the public from work activities. (Holt et al. 2015, p. 208)
Employment legislation: Trade Union and Labor Relation (Consolidation) Act 1992, Employment Tribunals Act 1996, Employment Rights Act 1996, Public Interest Disclosure Act 1998, Data Protection Act 1998, National Minimum Wage Act 1998, Human Rights Act 1998.
Person Specification

    Once the job description is drawn up, we know the shape and size of the ‘hole’ and we need to convert our picture of the job into a pen portrait of the ideal person to fill in (Pardey, 2010, p. 12)
A person specification should include qualifications, type, length and range of experience, skills and abilities, personal qualities and interests relevant to the job.
A person must present a person specification based on job description and that should enable them to be more ‘employable’ than the others. Once the employee has the ideal candidate, the person specification makes all the process easier; integrating, induction or training will be designed and chosen based on the candidate knowledge.
There are some requirements that every employee would expect to see in a person specification, describing the ideal candidate: knowledge and/or experience required, specific skills, education and academic qualifications, communication, appearance.
The key to the model of the process of person specification and description is the relationship between 2 sets of variables - the person attributes or descriptors and the degree to which the context, within which behavior is to take place, can be or is specified( Zwanenberg, N. and Wilkinson, 1993, p. 54)
Person specification should be divided in 2 important criteria to help the employee to choose the right candidate for the right role: essential criteria and desirable criteria.
Essential criteria are the important keys, skills or any other knowledge that could help the candidate to meet the performance of the job.
Desirable criteria are the skills that the candidate can own as a benefit or it could be learned.
As a conclusion person specification is a very important key for an individual to make themselves employable and to help every candidate to apply for the right and best job. As an important key every person must make sure he exposed all the skills, knowledge and abilities they own.

Based on a person specification employee chose the best candidates and helps them to short the list and choose the best employer.
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