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Introduction
The HR department of a hotel is responsible for managing the hotel's most valuable asset, its employees. This department is particularly important within the hospitality industry as employee training and satisfaction can affect a hotel's reputation and guest experience. Human resource practices are more precise than policies since they involve planning and implementing programs to improve the skills and performance of employees (Clardy, 2008; Nilsson and Ellstrom, 2012).

Learning objectives
1. Recruitment and Hiring
2. Training and Development
3. Employee Relations
4. Compliance and Safety
5. Compensation and Benefits
6. Performance Management

Reflection on Experience and Personal Development
Using Gibbs reflection (1988), to evaluate my experience within an organization's HR department, it provides a framework for introspective reflection.
Description
As part of my placement at Coldra Court Hotel Human Resources Department, I was responsible for a variety of tasks, such as assisting with the recruitment process and managing the records of the employees. These activities provided me with a deeper understanding of the HR operations of the hospitality industry.


Feelings
I was initially apprehensive about me shadowing a supervisor, but I was excited about the opportunity to apply my theoretical knowledge in real-life situations, while my fear was rooted in the fact that I did not know what to expect from the hotel. As I started to familiarize myself with the various processes, my confidence began to grow. I was also proud of my contributions during onboarding sessions, as it gave me the chance to directly support inexperienced staff members. Ju and Li (2019) stated that mentoring involves an experienced worker who helps an inexperienced individual develop their skills. 
Evaluation
The placement presented both challenges and opportunities. On the positive side, it helped me gain a deeper understanding of the recruitment process. Moreover, it sharpened my communication and interpersonal abilities.
The fast pace of work forced me to learn how to juggle my various tasks. I underestimated how important organizational skills are, and this experience confirmed this.
Analysis
The placement experience highlighted the various HR competencies that are needed in the hospitality industry. According to the CIPD (2022), an HR professional should be able to adapt to the changing needs of their customers and be knowledgeable about employee engagement. I was able to oversee various inquiries and personalities during my time working in this role. The success of a hotel depends on its staff quality and the availability of qualified personnel (Agut et al., 2003). In addition, my ability to maintain a professional manner and provide feedback during evaluations helped me develop a stronger connection with my team.



Critical Analysis of Work-Based Skills and Technical Knowledge

1. Recruitment and Selection Skills
The selection and recruitment processes were one of the primary areas where development occurred. During my time with the hotel, I was able to participate in various aspects of the process, such as conducting interviews and assisting in onboarding. Through my work, I was able to gain a deeper understanding of the selection criteria. Development and training can help improve the performance of a company's human resources by increasing their expertise and knowledge (Chang et al., 2011).
Nevertheless, I recognized areas of my deficiency in my expertise in advanced interviewing methods and candidate assessments. For instance, I had limited exposure to competency-based evaluation frameworks and psychometric tests, which are frequently employed in HR to enhance the quality of hiring. According to Kumar (2005), interviews are ideal for certain complex situations, such as gathering in-depth information. 
2. Interpersonal Communication and Conflict Resolution
Through my placement, I was able to develop my interpersonal abilities by handling inquiries from employees, organizing orientation sessions, and giving feedback. This experience reinforced the importance of empathy and active listening, skills that are vital when establishing trust with workers. Unfortunately, I had a challenging time managing delicate conversations and conflicts.
Instead of trying to resolve conflicts on my own, I would often place more delicate matters on my supervisor's shoulders. This experience emphasized the importance of developing assertiveness and using methods such as compromise and negotiation.


3. Data Management and HR Information Systems (HRIS)
As an HR professional, I used a basic HRIS software program to manage the various tasks of my job, such as maintaining and monitoring employee records and assisting with payroll. My understanding of the importance of data privacy and confidentiality was reinforced by my exposure to these systems, particularly within the hospitality industry. Exceptional hospitality staff members possess the necessary technical expertise to manage delicate customer situations. They are well-equipped to build rapport with their customers and deliver exceptional service experiences (Dawson, Abbott, & Shoemaker,2011).
Although I had a basic understanding of the HRIS software, I was not able to use its features effectively. For instance, I was not able to generate reports and analyse turnover rates. This experience highlighted the lack of technical knowledge that I had regarding HR analytics and reporting.
4. Compliance with HR Regulations
During my placement, I was exposed to various compliance issues, such as employment law and health and safety policies. I also supported tasks such as conducting safety briefings and developing anti-harassment policies. Although I was able to learn about the various regulations and labour laws that affect the hospitality industry, my knowledge of them was still limited.
I did not have a good understanding of the various labour laws affecting the hospitality industry, such as the minimum wage and working hours. This lack of knowledge made it harder for me to navigate through complicated HR regulations.

Reflection on Organisational Issues
Upon reflecting on my time in a hotel, wherein I encountered several problems with the HR department, I realized how these issues affected both my personal development and the organization's effectiveness.
The HR department's limited resources were also a major issue. Its small size and limited number of team members restricted its ability to perform its duties effectively.
The lack of an advanced HR software solution was also a major issue. Although the basic HR system was still in place, it lacked features that could help analyse and report on several factors such as employee satisfaction and turnover trends.
I observed that the HR department's focus was mainly on filling vacant positions instead of addressing the causes of turnover. In addition, exit interviews were frequently conducted in an inconsistent manner, which often overlooked the valuable feedback that employees provided. Turnover rates and associated expenses are regarded as one of the biggest challenges faced by any hospitality organization globally (Barron,2008).
In addition, I believe that an initiative-taking approach to employee turnover management, which includes regular feedback and structured programs for employee retention, can help improve the organization's stability and reduce the pressure on the recruitment team. According to Harman (2015), dissatisfaction can lead to turnover.

Conclusion 
Reflecting on my time in the HR department of a prominent hotel revealed the various skills and capabilities that I developed, as well as the challenges that affected its effectiveness. The role exposed me to a wide range of HR functions, including recruitment, data management, employee relations, and compliance.
Action plan
Develop advanced interview techniques and selection methods.
· improve my ability to conduct competency-based interviews
· attend online courses 



Improve Communication and conflict resolution skills 
· improve the ability to manage conflicts and conduct sensitive conversations by taking part in training courses on conflict resolution, active listening, and negotiation. Staff members should undergo continuous training instead of once-off activities. Failure to do so could lead to employees leaving the company (Chang & Busser, 2020).

Enhance technical knowledge in the use of information systems.
· Learn advanced functions in the HRIS software, such as data analysis and reporting.
· train in HR analytics tools.
Gain a deeper understanding of labour regulations and compliance.
· Gain a deeper understanding of labour laws, especially those applicable to the hospitality sector. 
·  enrol in compliance and HR legal courses that focus on health and safety, diversity, and employment law.
Research Employee Retention Strategies
· Learn about methods to improve employee engagement and reduce turnover.
· conduct research on the best practices in the field of retention, such as conducting surveys and improving onboarding procedures.
This action plan aims to improve my HR competencies and enable me to effectively deal with organizational challenges. It will also help me to contribute to the success of the organization.
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