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STATEMENT


I confirm that I have not used any AI tools in the research and creation of this assignment. I confirm that I have not presented any AI-generated materials as my own work. I confirm I have copies of my drafts, notes, and other resources I used, which I may be asked to provide in evidence. 

Placements provide students with an invaluable opportunity to link theoretical knowledge to practical experience in a real-world context. Throughout my placement at Ibis Barking Hotel in London, I immersed myself in the daily operations of the hospitality sector, gaining firsthand insights that have significantly contributed to my personal and professional development.

One of my tasks during my placement program was to create a learning diary with my daily experiences and reflections on my journey using the Gibbs Reflective Cycle. (Gibbs’ reflective cycle (1988) as cited in Jasper (2013)). This journal seeks to serve as a reflection that will highlight my observations and the useful skills I acquired while working in the Administration Department, shadowing the General Manager in charge of HR operations. Using the Gibbs matrix implies giving critical consideration to each stage of the experience, from description, feelings, and evaluation to analysis, conclusion, and action plan. 

Description


During my first 6 weeks of Placement, I had the opportunity to experience the transition phase between two different managers, witnessing at the same time two different types of leaders, the laisser–faire and the democratic style. Considering also the transition from an operation system (Fols) to another (Oracle-owned Opera), which implied additional training, increased attention, and plenty of extra time consumed in the process, the time allocated for HR activities was limited, yet fruitful. 
According to the Accor Group Career website, the Hotel Manager is also responsible for “talent management and collaboration“, which is translated into making it possible to find and keep talented people, encouraging learning, professional development, and involvement across departments, guaranteeing that the hotel continuously has an adequate number of skilled and driven employees at all levels.

During my first weeks, I experienced a shortage of receptionists and along with this I had the chance to view the recruitment journey through the lenses of the first 3 (out of the 6) stages of the employee life cycle, studied at “Personnel Resourcing and Development“ module, in Level 5: attraction, recruitment, and onboarding, without covering the development, retention, and separation phases, yet not all the stages for the same employee. 

Feelings


Knowing that I would participate in interviews, I felt excited and proud at the same time, as it was my first experience being on the employer’s side of the table. I felt a little frustrated as well because I was not allowed to see the applications before the interviews, to be able to prepare some questions in advance. In addition, I didn’t have information about where the position was advertised, so I knew very little about the attraction stage. My frustration culminated in disappointment during the interviews because I could asses the hotel manager’s limited psychological skills and his lack of empathy, underlining the duties only without emphasizing also the benefits of holding a receptionist position at Ibis/ Accor. 

Evaluation


The discussions with the candidates were pleasant and informative, some of them even providing valuable information about our competition, having previously worked for different hotel brands. Experienced potential employees shared their experiences, which gave me a wider spectrum of the receptionist position, considering different hotel brands across London. However, with the hotel manager being unable to promote a significant number of benefits that come as a package for the employee, the success was moderate, resulting in selecting one very professional person for the Receptionist position, but that person declined the job offer. It is worth mentioning that according to a study conducted by Carrer Plug, in 2024, “53% of job seekers have had at least one negative experience in the hiring process in the past 12 months, and 49% of job seekers had declined a job offer due to poor experience“. (Palmeri, 2023). So, as a result, we were forced to select a third option as a compromise. 

In addition, the next phase of the employee’s life cycle, the onboarding, was also a failure because it required a lot of care and attention, which the process was lacking. Data indicates that the first six months are crucial in determining whether an employee will remain with the organisation or leave soon after. Despite these data being known, the induction procedure was carried out incorrectly; it was completed quickly to tackle the task without engaging with the new starter, and this resulted in an overflow of information that was difficult to assimilate. 

Analysis


Why did we end up with our job offer being declined? Why did we compromise and hire a less satisfactory candidate? One cause is related to the fact that outstanding talent may be turned off if a positive employer brand is not promoted. A bad reputation or lack of promotion can result in a smaller pool of applicants, as candidates frequently investigate potential employers. Another reason might be the lack of interview preparation, along with the limited psychological skills that managers should possess. It is imperative for managers to understand that in the fast-paced world of today, employees' roles and organisational commitment are becoming more and more crucial for corporate success. Therefore, a professional recruitment process is vital for any lodging business.  

Conclusion


In conclusion, without understanding how crucial it is to assess soft skills in a position involving direct interaction, hotel managers will face difficulties in managing their recruitment process and in engaging the staff throughout the entire employee life cycle. Some very important lessons were learned from this hiring activity: one is that preparation is key, as it emphasises how crucial it is to carefully craft interview questions and standards to evaluate applicants, as well as how vital it is to attract the candidate by exposing the relevant benefits that he obtains together with the position. In our case, we lost a valuable candidate because he didn’t perceive the benefits of working for Accor Group/ Ibis Barking. The second lesson is about recognising the importance of evaluating soft skills in a front-facing role, such as interpersonal and communication skills, which require a particular ability that hotel managers must learn and cultivate before starting to interview. In addition, managers should ask for feedback from candidates so that they can gain a broader perspective on the hiring process and improve it accordingly.

Action Plan


Knowing that managers in the hospitality industry encounter more challenges in the management of people than in many other work environments (Mullins, 2019, p. 396), the first concrete action plan should start with training the hotel managers, equipping them with essential skills and knowledge related to human resources management. According to Watson (2007), line managers have a strategic role in the administration of human resources. In addition, a study conducted in 2014 by the University of Stavanger, Norway, on hotel managers shows that they admit to having a “limited leadership theory“, considering that by attending training programs, their performance would considerably increase. Supplementary, a proper action plan should include increasing brand awareness among the younger generation by coordinating placement arrangements with UK high schools for a bigger and more experienced candidate pool.
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