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[bookmark: _Toc57819778]INTRODUCTION
Employment has been defined by Villegas et al. (2019) as the state of having a paying job; where the staffs and the owners of the job creates an employment relationship. The workplace today is characterised with a high rate of creativity and innovation where the employees continuously come up with new ways of handling their duties and responsibilities in a more efficient and effective way. To become competitive in the industry, one has to possess critical traits like positive attitude, be results-oriented, responsible, a team player, honesty, determination and flexibility. This report discusses the employment relationship and how it is regulated. It will also look at the recruitment and selection process with a reflection on the interview role-play exercises. 
[bookmark: _Toc56335175][bookmark: _Toc57819779]THE EMPLOYMENT RELATIONSHIP
Employers work together with their staffs to achieve the general objectives of the company. This is made more effective by engaging a positive relationship between the supervisors and subordinates through the provision of the necessary support required to achieve their aims (Latorre et al., 2016).  The relationship is also shaped by legal regulation where workers are treated equally regarding working conditions, remuneration and offering incentives, as well as training and development aimed at improving the productivity of the employees. Rosenbloom (2014) notes that employment legislations help the organisation to operate productively, but at the same time protecting the employee’s well-being. Various legislations govern the employment relationship;
The Equality Act 2010: This legislation forms the basis of anti-discrimination laws within the workplace. The organisational management should ensure that employees are treated fairly and are protected against biases based on gender, religion, culture, or even economic background. The human resource should ensure that equal training and development, as well as promotion opportunities, are offered to the employees. Golden (2018) states that besides employee motivations, a common evaluation should be used when deciding on employee remuneration, incentives, and bonuses to ensure that those who are given rightfully quality.
Data protection Act 2018: Employee’s and customer’s data forms part of the susceptible organisation’s information. The Data and protection Act 2018 states that the organisation should put in place the relevant measure that guarantees the safety and privacy of employee information. The law requires the employer to provide the employee’s information only to the right person when authorised unless under situations like ordered by the court (Colvin, 2016). 
Working Time Regulations 1998: The well-being of employees is one of the core issues that the state is concerned when protecting the citizen. Working time regulations is considered to be a safety and health legislation protecting the employees (Golden, 2018). For example, the legislation provides for a minimum of five and a half weeks of paid annual leave and averagely forty-eight hours rest weekly.
In ensuring efficiency and effectiveness of employment relationship, both the employer and employee has a responsibility to carry out: primarily, the employee is responsible to his safety and health by observing the stated safety regulations put in place by the employer. Besides, the employee should take reasonable care for the safety and health of the others who might be affected by his act or omissions. The legislation also requires the workers to cooperate with the instructions from the employer. Additionally, he should not interfere with or misuse anything provided by the employer recklessly of intentionally (Colvin, 2016).
The employer is obliged to provide a high standard of safety and health at the workplace, as stated in the occupational safety and health Act 1984. It is the employer’s duty of care to ensure that the employee is not harmed because of the work regardless of the terms or type of employment. Besides, the employer is responsible for fair remuneration or incentive to the workers (Colvin, 2016). The fairness in compensation requires the employer to provide a legal basis upon which remuneration is decided like opposition, experience, responsibilities, and academic qualification. Furthermore, this must also consider the stated minimum wage in the law.
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Recruitment refers to the process of deciding on whom to fulfil a specific job role within the organisation when there is a vacancy (Taylor and Bergmann, 2012). The process involves different stages which include:
Advertisement: The organisation communicates the intention to acquire the services of a new employee to the public. The advert inviting qualified candidates to participate indicates the expected minimal characteristics include expected features such as the job position, the expected expertise or experience, the responsibilities, job location, as well as academic qualification where necessary. The company may advertise different platforms like career site, online job boards, social media and as well as local media to reach to a variety of high profile potential employees to choose.
Job description: Hayati (2019) states that job description is an internal document that clearly describes the work requirements, duties and responsibilities, and the skills required to perform the specified role. It also helps in developing a person’s specification and advertisement and measures performance. It should, therefore, allow applicants to assess their suitability for the post, thus deciding whether to continue with the application or not. The job description should provide details that are clear and concise on matters like job title, reporting lines, organisational unit, and overall purpose of the job and key responsibilities (Aloisi and De Stefano, 2020). 
Person specification: This is purposely for defining the vital characteristics of a person who could effectively tackle the role. It includes details about the educational background, skills, experiences and hobbies that will be helpful for the business. It separates the desired skills and experiences into essential and desirable criteria. Discrimination should be avoided while writing a person specification. Besides, the focus should be on the type of skills needed only (Aloisi and De Stefano, 2020). 
Application forms: This is a document that needs to be completed by a potential employee when applying for a job. It contains questions to be answered appropriately to help the business learn more about the applicant. Occasionally, reference letters are attached to the application letter to help the employer get more details on the candidates’ abilities, skills, and competence from his previous engagements. 
Shortlisting: Shortlisting involves the process of identifying the candidates who best fit the position from a pool of many applicants. This process is aimed at removing those that do not meet the criteria and determine an initial list of applicants to be interviewed (Villegas et al., 2019). In the shortlisting process, the curriculum vitae and reference letter should be considered to be able to analyse the comments written.  Additionally, shortlisting requires taking into account the skills gained from the applicant’s full life experience.
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Reflection on the role play will follow the Gibbs reflective model. The Gibbs model is a cycle structure offering a framework of how to evaluate learners experience and planning from the things that either went well or wrong (Vescan, 2019). This model has six stages description, feelings, evaluation, analysis, conclusion and action plan. 
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Fig. 1: the Gibbs’ reflection cycle (Vescan, 2019)
The role-play done was an interview model where I was the interviewee aspiring to be the head chef of a restaurant. As the interviewee, I needed to demonstrate the highest level of skills that would contribute to meeting the goals of the restaurant. My experience in the line of duty having served as a chief chef for a couple of years had given me enough confidence in the role. From the interview process, I had an understanding that the employer is not just interested in getting a head chef to fill the vacancy but also concerned with getting someone with goals that match the objectives of the restaurant as this could minimise conflict of interest. The employer also needed someone who could work with the organisation for a more extended period to minimise staff turnover.
During the exchange of roles, I realised that the interviewee, took relatively less time answering questions. He was brief and precise but at the same time handling the detailed specifications relevant in the field. Primarily, I learned that I should discipline myself to be clear and brief in an interview with the ability to provide specific details in summary. I also learnt that I am very courageous, this enabled me to answer the interviewer’s questions correctly since I understand my roles and responsibilities. I also learned that I have a more comprehensive scope understanding of the entire industry and not just the position been applied for. 
However, part of my key limitation is time management. I took a lot of time driving a point home and using complicated terminologies and testimonials when I could use clear and simple terms.  I also noticed I concentrated so much on my strengths when asked to describe my personality. Besides, my effectiveness in communication does not guarantee inter-personal management skills and the employer would need to identify such challenges to help me develop and also, during the reverse role play the questions were good and the responses was generally good, with good eye contact from the interviewee. The only thing I found not so good with me been the interviewer was that my notes were not put in one place, thereby making me look from side to side.
My success in the interview can be attributed to numerous things. I was courageous, and this helped me in answering the questions asked correctly with a lot of composure. Besides, prior preparation also enabled me to have a wide scope of knowledge in the entire hospitality industry. Moreover, I had worked for several hotels and restaurants for a couple of years, thus had gained experience. I had placed more emphasis on teamwork, and this motivated the interviewer since cooperation is a pillar of any organisation.
In co learned that it is always good to have an idea of what is expected while going for an interview and carry out thorough research about the organisation, job position and the expected roles and responsibilities, and the industry at large including current trends. Moreover, it is good to identify one’s strengths and weaknesses so that it becomes easier for them to express what the employer should expect from them. Finally, I learned that one could not assess themselves as having passed the interview or not; based on the time taken to answer the questions, but it is good to observe the time that has been allocated for each response to avoid too much of unnecessary explanations.

In retrospect, if I happen to attend another interview, I will focus on time management. This is by ensuring I answer questions briefly and straight to the point. I will focus on the roles and responsibilities of the job position in question. When explaining my personality, I will relate them to my new roles and responsibilities, focusing on both the negative and positive personalities. Besides, I will try to interact with some of the staffs from the company some days before the interview to get familiarised with some organisational expectations so that if I am asked about my strengths and weaknesses, I align them with the organisational expectations. 
CAREER DEVELOPMENT
Career development is a collective responsibility of both the employer and employee. Career development will help me to work effectively to my full potential as the head chef of a restaurant.
	Skill 
	Current performance 
	Desired level 
	Action plan 
	Duration 
	Performance evaluation  

	Communication 
	Above average
	Excellent 
	Interaction with colleagues, on-job training and organised seminars.
	20/12/2020 – 05/02/2021
	Better report presentation.
Improved communication skills whilst dealing with clients.

	Time management 
	Average
	Excellent
	Mentorship, seminars on time planning.
	15/12/2020 – 15/01/2021
	Timely reporting.
Meeting deadlines.

	Team management
	Above average 
	
	Leadership training and mentorship 
	10/01/2021 – 10/04/2021
	Improved employee management, conflict resolution and better decision-making.

	Accounting skills 
	Below average
	Average
	Technical training and organised accounting seminars.
	05/01/2021 – 05/03/2021
	Improved resource allocation skills.
Improved budgeting skills.
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In summary, the concept of employment relationship deals with the contract between the employer and the worker. This relationship is shaped by legal regulation which defines the responsibilities of the employer as well as the employee. The report has also analysed the recruitment process, which involves advertisement, job description, person specification, application form feeling, and shortlisting of the potential candidates. This paper has also provided a detailed reflection report using the Gibbs reflective model cycle. The structure includes the six main learning stages, namely; description, feelings, evaluation, analysis, conclusion, and action plan.
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