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Reflection Essay on Interview
Career planning requires a fundamental understanding of individual capabilities relative to the prospects surrounding a line of work or development. In the role-play interview, I had the opportunity to reflect on my interest in the role of supervisor at ABM. I also reviewed my weaknesses and strengths, especially related to my career and this specific role. In the current paper, I reflect on the strengths and weaknesses that I identified and their implications for my career planning process. The reflection also covers the potential actions I can take to ensure my suitability for this role and further my career advancement. Precisely, I assess the extent to which this set of capabilities influences my ability to work effectively. Where the knowledge or perceived skills are lacking, strategies to seek further development form a fundamental component of the plan. 
Skills and Knowledge for Working Effectively
During this interview, I had the opportunity to focus on my work experience and my strengths and weaknesses as crucial to my career plan. One of the prominent skills emerging from this engagement was leadership. My experience as a team leader in different contexts has built the capabilities to engage with different types of employees and respond to the diversity in needs and interests. I found that my experience as a team leader has built the leadership skill, which will, eventually, determine my capacity to work effectively. According to Geet et al. (2009), individuals with an interest in career planning should be able to assess their skills and abilities effectively and the relevant values influencing their work involvement (p.5). The abilities and skills intersect to guide any consequent process of goal-setting and the overall direction of career development (Geet et al., 2009, p. 5).
As such, the interactions I have had with team members in alternative contexts have influenced my self-perception of the skills and knowledge I have and those I should pursue. Particularly, honest communication with team members has proven fundamental to establishing positive team relations and harnessing the members' commitment. Communication, as a skill, would be instrumental in working in a supervisory position within ABM. This would mean that I have the skills to coordinate with any subordinates and address both existing and emerging issues. Besides, communication would form a core component of any leadership responsibilities that the supervisor's role would impose (Geet et al., 2009, p. 6). This responsibility includes working towards the expansion of organizational capabilities or any growth in which the organization may be engaged. 
Besides, the interview was an opportunity to articulate some of my knowledge, especially as it applies to the work environment. Particularly, at 32 and with many years of interaction with the English work environment, my familiarity with the work and social demands forms an essential component of my work decision-making process. Some of the relevant knowledge that I have acquired involves work-family balance in this society, the implications of ethnicity or nationality, and perceptions of events based on gender and age. As a leader, my roles extend beyond merely performing the conventionally assigned tasks. I need to embrace additional roles, such as liaisons with different teams or departments. This is different from any technical roles or knowledge that I may possess. The technical function entirely focuses on specializations, different from the general manager, whose interest is on the overall development of connections or entrepreneurial advances (Schein & Maanen, 2013, p. 20). Therefore, the knowledge I have amassed on people's preferences, the local norms, as well as the place of ethnic and gender diversity in society, influences my effectiveness at work. 
Further aspects from the interview surrounding my knowledge involved recognizing the areas of work that I must engage in and the implications for my performance and that of others. I am knowledgeable in the functional aspects of this industry and in the relational areas that influence individual, team, and organizational growth. My understanding of ABM and that of my capabilities as a leader reflects a degree of reciprocity that will perpetuate synchronized growth. Besides, my experiences as a team leader have mostly focused on the general manager's knowledge. This knowledge differs from functional forms, which focus on the content of work (Schein & Maanen, 2013, p. 21). My understanding of the role of context has been instrumental in progressing in my previous engagements with team members. A similar outcome should manifest in the future, should I join ABM. From the interview, I was able to differentiate the forms of knowledge I have embraced and utilized effectively. These highlights also guided my thinking regarding any further career steps I may make. The progression includes successfully gaining the supervisor position at ABM.   
Therefore, based on the interview, I recognized that I had gained specific leadership skills and knowledge from the experience I have had before. The combination will be fundamental to my effective performance at work in the role at ABM.    
Readiness for Employment
Another perspective on which the role-play interview created a focus is my readiness for employment, especially in this particular role. I had to review the reasons for my interest in the organization, as well as the position of supervisor. Functionally, I am prepared for employment in the position of supervisor at ABM. I have an elaborate knowledge of the organization, based on my review of its performance and functions from the web and social media. My understanding of the organization forms a foundational feature to assess the culture fit. Specifically, my adaptability seemed to fit well with the dynamic nature of operations by this entity. In the role of a supervisor, I would be adequately positioned to respond to the organization's strategic demands and address the emerging contextual demands of my function area. 
The other aspect that I found notable from the interview is that my focus is on growth. The fundamental reason for seeking a supervisory position role at ABM is that I feel I need to expand beyond my current horizon. I already have experience as a team leader. Adopting the place of the supervisor will provide the opportunity to grow along with the line-management roles that the organization has. According to Fabricant et al. (2013), seeking career fields should involve the deliberate selection of areas in which the available skill sets add value (p.109). The identification of ABM as a prospective new employer reflects my relevant skills and the fit that I perceive this step will accomplish. As an individual with experience in team leadership and an understanding of the culture of this organization, I can see my readiness to work within this entity. 
An additional indicator of my readiness for employment is the extent of my self-awareness. I have a keen understanding of my need to please and perfect, which may constrain any fluidity required at work. This awareness of weaknesses is the foundation for any development goals that I have and the intention to engage in training even as I pursue this role. Connections between the knowledge about the self and the demands of the workplace guide decisions on work or roles (Fabricant et al., 2013, p. 96). Therefore, considering I know what I can do and the areas in which I will need some improvement, I have more clarity on my employability. Therefore, my readiness for employment draws on this continued awareness of the need for improvement and the current capabilities I have amassed relative to the cultural norms of this organization. 
The interview also provided an opportunity to contemplate my readiness for employment based on the conformance of my attitudes with the demands of work. While I acknowledged that I have weaknesses, I also explored the constant efforts to overcome these challenges. According to Geet et al. (2009), career planning involves the deliberate address of any adjustments necessary (p.5). Implementing changes that facilitate the realistic pursuit of goals in the short and long-term also perpetuates effective planning and development (Geet et al., 2009, p. 5). As such, I recognize that technical situations in the work environment usually change. Work processes may increase in complexity and demand. Some of the weaknesses, like the need to perfect outcomes or difficulties accepting negative feedback, could hinder performance within these dynamic work environments. However, in the interview, I noted that I make continuous efforts to address these issues. I consider my willingness to improve and overcome my challenges as a marker of teachability, growth, and employability. While these issues could threaten my performance, I can view them as an opportunity to grow into the ideal employee.        
Personal Strengths and Development
In the interview, I also noted the range of strengths and weaknesses that influence my behavior at work and the consequent utilization of skills. My range of strengths included enthusiasm, creativity, discipline, respect, confidence, honesty, determination, and adaptability. Individually, these strengths improve my engagement with employers and colleagues. However, their combined influence is extensive. Among the crucial features in career planning and development, as well as positive work performance, is the need for effective networks (Fabricant et al., 2013, p. 131). Based on this perspective, I have found that confidence, honesty, and enthusiasm have contributed to my formulation of solid relationships both within the workplace and beyond. The experience has been instrumental in creating a strong network, part of which has contributed to my awareness and familiarity with the supervisor role at ABM. Utilizing these personal strengths, therefore, is fundamental to the progression of my career. 
Besides, I recognized the range of strengths and how they interact with my intended career path. Particularly, my demonstration of creativity has usually proven effective in completing the technical or functional roles that surround my position. As a functional manager or leader, the interest is in developing further skills while fulfilling the demands of the areas of expertise (Schein & Maanen, 2013, p. 20). Therefore, my creativity has often perpetuated the innovative completion of tasks and engagement of other members towards the same. Similarly, my exercise of determination and adaptability has been essential to accomplishing progress as a team leader. With highly dynamic conditions surrounding the contemporary work environment, remaining flexible becomes crucial to the leader. I anticipate that there could be financial, technical, or even cultural difficulties in the expected supervisor position. My determination will be essential to accomplish the required outcomes despite internal or external challenges. 
In the interview, I also highlighted my commitment to respect and discipline. As a leader, these strengths have often been implicit, with my role involving the explicit evaluation of such values in others. However, I realize that my possession of these aspects is the foundation for similar behavior among subordinates. Leaders without a commitment to positive values and behavior compromise internal efficiency and limit the support and acceptability of peers (Geet et al., 2009, p. 29). Therefore, as a team leader, affording respect to opinions, causes, and the responsibilities of others have always been a priority. The interview was also an opportunity to contemplate on my commitments to discipline, including basic issues like time, rules, and agendas. From the session, I can see how I could advance into a greater managerial role within an organization the size of ABM. Such businesses rely on clarity and efficiency, and the respect for roles and strict discipline ensures international effectiveness. As such, based on this understanding of strengths, I could see how I make a positive fit with prospective leadership positions in such a firm.   
Also, remaining adaptable will be inherent to sustaining a responsive and proactive engagement with any emerging internal and external issues. Particularly, employee diversity could present a range of challenging events or questions. A highly adaptable leader maintains individually-focused and tailored responses to the needs of individual team members or employees (Geet et al., 2009, p. 7). This requires a significant degree of adaptability, recognizing this variation in needs and the resulting individualized responses. Recognizing that I am an adaptable and yet disciplined and respectful employee accentuated my conviction that I am a quality employee. Besides, these strengths build my value, cultivating the basis for my growth towards more prominent leadership and managerial roles. 
Nevertheless, the interview also involved the contemplation of my weaknesses. In the process of career planning, recognizing weaknesses allows the identification of the aspects that have been restrictive of the growth process in the past (Geet et al., 2009, p. 5). These highlights then guide consequent decisions for improvement through training and development. Among the weaknesses, I identified include the persistent desire to please everyone, self-criticism, perfectionist tendencies that cause spending a lot of time on one project, and uncertainties on how to react after negative feedback. While I understand that outcomes will usually have limitations in finding unopposed support, I spend a lot of energy trying to compromise. These efforts often prove both wasteful and ineffective. My self-criticism often interacts with the desire for perfection. Minor errors, especially as a leader, cause significant distress, which usually negatively impacts the rest of my work. Finally, my inability to adequately handle negative feedback has often escalated into over or underwhelming reactions. These responses could be detrimental to my intentions to pursue managerial positions at higher levels.  
After listing these weaknesses, I realized that the majority of them are emotional or perceptual. While technical weaknesses can be improved through practice, addressing intrinsic issues may be more complex (Fabricant et al., 2013, p. 144). However, I am determined to improve on these areas within my career development processes. I need to engage with processes that focus on my perception and improve my emotional or cognitive responses to conventional issues. My understanding is that realizing the existing development challenges is a fundamental feature of career planning. Geet et al. (2009) support the perspective, pointing to employee evaluations of skills and weaknesses as a foundational step to goal setting (p.6). the interview was my opportunity to classify the nature of my weaknesses and begin developing the plan. As such, the awareness that I have gained from these limitations should guide my development decisions, focusing on addressing the weaknesses.  
Therefore, I may need to seek more opportunities for alternative development. For instance, engaging in role-playing more often could facilitate the identification of alternative reactions to negative criticism. Internal growth and informal learning are essential sources of practical guidance on the conduct of managerial or leadership roles (McDonald & Hite, 2015, p. 47). Also, opportunities for shadowing a more experienced manager or supervisor will facilitate my negotiation of the persistent need to please everyone. I am also aware that ABM sponsors seminars and conferences for members of the management. If I were to gain employment within the organization, engaging in these development sessions could guide my balance of perfection over the accommodation of errors.
My awareness of any formal learning strategies that can moderate the current range of weaknesses I possess is limited. However, active research could reveal some of these approaches. Therefore, I intend to research the internet and consult with members of my professional and social network on any courses or classes that address some of these issues. Taking an advanced managerial course could potentially present opportunities to brainstorm case studies with other leaders and overcome the challenges that I present.
As such, with additional training and development opportunities, I can negotiate the range of weaknesses I currently exhibit and exploit the strengths I have in the new role. Career planning should follow a systems approach, ensuring that the resulting capabilities fit together (McDonald & Hite, 2015, p. 46). Therefore, I recognize the extent to which my weaknesses can hinder my goals. My perfectionist tendencies, for instance, could reduce my adaptability, while the self-criticism diminishes my enthusiasm. As such, engaging in development strategies should improve the outcomes in my new role and future advancement.          
Employment Goals and Action Plan
Career planning hinges on the development of individual goals. The goals require alignment with organizational or contextual objectives (Geet et al., 2009, p. 5). The interview allowed my reflection on past experiences and the expression of my interest in a prospective supervisory position. I also identified the extent to which the culture and characteristics of ABM fit with my interests. In this case, based on my experience and the interview session, I developed a set of three objectives along which to craft my career action plan. These goals reflect expected developments, as well as the period within which I intend to meet these objectives. Within these aims, I hope to address the range of weaknesses and create opportunities for further career progress. I expect that, in the future, I will have advanced both in value and in position as part of my developmental process. The goals include:
1. To hold a middle management position within ABM or an entity of its stature within the next three years. 
2. To identify strategies for balancing the multiple needs of diverse employees while also reducing self-criticism and the desire to please everyone within the next 12 months. 
3. To reduce the amount of time I take on single supervisory projects by at least 25% of the total time by reducing perfectionist tendencies within the next 18 months. 
To accomplish these goals, I have developed an action plan covering the tasks, required resources, and timeline. The goals interact, and I will also pursue the processes of improvement simultaneously. This means that I will pursue formal external and informal internal development within about 18 months. After the current supervisory position, Advancing to middle management will be contingent on my overcoming the current weaknesses that diminish my leadership capabilities. Therefore, I will need to engage in the development opportunities that reduce the limitations before engaging in any other internally aggressive pursuit of a promotion.
Therefore, the consequent action plan reflects the range of tasks, resources, and time required to work towards these career developmental goals. Some of the goals, including the middle-management achievement, will require my resources and those of the organization. Funding to support formal learning poses the greatest financial demand. On the other hand, seminars will mostly exert on the organization, as will internal development efforts like shadowing and mentorship. However, time is a pertinent resource in all developmental efforts. The action plan will conclude by September 2022.   
Table 1: Action Plan
	Goals
	Tasks
	Resources
	Timeline

	1. Middle-management position within ABM or similar entity
	Attend advanced management course 

Engage in local/internal shadowing or mentoring within ABM
	Funding/ finance to support tuition fees

Internal managers (time)
	January 15th – April 30th, 2021


September 2021- September 2022

	2. Reducing self-criticism and people-pleasing
	Attend a seminar on management and leadership
	Organizational funding of seminar (sessions, transport, and accommodation)

Time (Personal)
	May 2021


And

August 2021

	3. Reducing time on individual supervisory tasks 
	Engage case studies on solution development with efficiency

Internal practice (on-the-job) of contextual situations requiring solutions
	Subscription fees to case study sites/ solutions


Time
	November 2021



March 2021- June 2021

	
	
	
	


 
Conclusion
Looking back on the interview, I recognize my career prospects and my potential for employability and effective work. My leadership experience has created some leadership skills that will enhance my performance as a supervisor in ABM. Currently, the exposure to leadership, skills in recognizing contextual employee needs, and some of my functional capabilities predict my employability. However, my effectiveness at work draws on my strengths. Besides, the past has tested and highlighted my strengths, including the enthusiasm and commitment for my work, discipline, and respect. My weaknesses also emerged from the interview session. Nevertheless, I also have a keen inclination towards activities that would facilitate my development and enhance my performance as a supervisor and manager. The activities include the pursuit of formal learning and internal development at work. With sufficient personal and organizational resources, I should accomplish these goals. Therefore, I aim to advance to a middle management position in the future. Adopting an action plan with external and internal development activities will ensure this goal's accomplishment within the next three years.     
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