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[bookmark: _rj00lwo0r4xr][bookmark: _Toc198574861]Introduction
Throughout my internship experience at Novotel London Paddington, I was placed under the HR department. The HR team in this hotel requires the roles of overseeing a range of operations consisting of recruiting, performance management and employee engagement programs. Furthermore, the hotel is dependent on HR to have a service-driven workforce. My position within the department provided me with the opportunity to be involved in both strategic planning and administrative work.
Objectives:
· To learn the practical use of HR systems and processes in a hospitality environment
· To enhance my people skills and professional communication.
· To gain insight into workforce planning and employee relations in an active environment.
[bookmark: _5e40b5xrj98p][bookmark: _Toc198574862]Section 1: Role Reflection 
To evaluate my overall role within the HR department of Novotel Paddington, I will use the Gibbs Reflective Model. This model helps an individual to analyse their strengths and weaknesses in consideration of six stages consisting of description, feelings, evaluation, analysis, conclusion, and action plan (Hashim et al. 2023).
Description:
During my work at Novotel Paddington, I was the HR Administrative Assistant during my internship. My roles involved assisting with recruitment, keeping employee records updated and helping with staff scheduling. The Human Resources department is a critical leadership position responsible for establishing workplace culture standards (Adeniyi et al. 2024).
Feelings:
Primarily, I was nervous about working in a highly disciplined environment, particularly in a hotel that maintains a strict schedule. However, as I became acquainted with the operating system, I felt more confident. I enjoyed the diversity of the role that my efforts played in the satisfaction of employees and efficiency.
Evaluation:
The HR administrative function improves the efficiency of operation through timely recruitment and maintaining the staff records (Sikira et al. 2024). Considering this, my supervisor exhibited leadership skills by ensuring open communication and through active listening. These were the leadership skills that built a sense of responsibility and collaboration. The biggest challenge was managing the large amount of data during peak recruitment seasons. These challenges improved my skills in staying organised during pressure situations.
Analysis:
Some of the most important work-based skills I acquired were leadership, communication, and problem-solving. For instance, during the induction of new employees, I coordinated schedules between the training manager and housekeeping managers to ensure schedules smoothly transition. Technically, I became efficient in Opera PMS software to perform staff shift updates. One of the technical issues that I faced was when the PMS system went down for a while, and I was forced to use paper-based logging. This underscored the necessity of contingency planning in system-reliant setups. I facilitated the onboarding of new housekeeping employees during the summer season. I used Opera PMS for pre-scheduling shifts and generating ID profiles. When there was a room assignment schedule mismatch, I coordinated with the front office and housekeeping teams to re-assign tasks without impacting operations.
Conclusion:
Therefore, this job role has strengthened my knowledge of how integral HR administration is to hotel operations. It emphasised my capabilities in coordination and computer tool expertise. While I realised that I needed to continue to advance in stress management during busy periods, I also needed to strengthen my negotiation skills in resolving conflicts.
Action Plan:
To enhance my professional development, I have fostered a comprehensive action plan. Primarily, I intend to improve my conflict resolution by taking a short course in Employee Relations and Mediation. To improve my technical skills, I aim to pursue certification in high-end HR software like SAP SuccessFactors to my existing training in HRIS systems. I will also implement time management tools like the Eisenhower Matrix to enhance task prioritisation when working under pressure. Mentorship by an experienced HR practitioner in the hospitality industry will offer continuous advice and industry-specific knowledge. 
[bookmark: _9nlfn0n9aosb][bookmark: _Toc198574863]Section 2: Discussion of Key Hotel Administration Issues 
Throughout my placement in the Human Resources division at Novotel Paddington, the most important administrative concern I found was the lack of consistency and shortfall in training and developing fresh staff, especially during busy periods of operation. The hotel had a standard induction scheme, but it was not always thorough and continuous, particularly for operational posts such as housekeeping and food and beverages. This absence of uniform training was expressed in a number of diverse ways. Primarily, the new employees tended to depend on coworkers for in-the-job training, which resulted in inconsistent practices. Moreover, due to the pressure of time, managers rush the training process during peak periods, as the new employees are not trained adequately for customer-related duties. This resulted in operational inefficiencies and guest complaints when the expectations were not met. The hospitality sector tends to view training as an operational expense instead of an investment (Arwab et al. 2023). This results in uneven application of training methods. This perception significantly negates the quality of service and restricts employee growth within high-turnover settings. For structured training, Kolb's Experiential Learning Theory provides a significance of structured training. This theory asserts that there is a cyclical process of four steps in effective learning consisting of concrete experience, reflective observation, abstract conceptualisation, and active experimentation. However, during my placement, I noticed that the majority of staff training was restricted to the first step without much room for formal reflection. For instance, new housekeeping employees were instructed on how to clean a room and then left to do the tasks repeatedly without systematic feedback. An effective training program in hospitality, in consideration of enhancing performance, leads to job satisfaction and retention, as per the views of Ababneh (2021), a highly performing hotel integrates training in the organisational culture to make it a compliance program. On the other hand, at Novotel Paddington, training was reactive as part of an initiative-taking development culture. 
[bookmark: _6y2hvdklxin8][bookmark: _Toc198574864]Section 3: Future Trends in Hotel Administration 
In my placement within the Human Resources department for Novotel Paddington, I was made aware of the effect that future trends are set to have on hotel back-office functions. These advances are remaking the operational landscape of hospitality, having implications for front-of-house guest services as well as for back-office operations (Knowles, 2022). The emergence of AI-powered applications in HR has already started to automate routine administrative processes. One of the most important future trends is the use of automation in talent sourcing and workforce management (Praba et al. 2025). AI-based tools like applicant tracking systems and predictive analytics are being used to perform initial interviews for openings based on algorithmic ranking. AI can potentially transform decision-making speed and reduce hospitality HRM administrative expenses by removing human bias and error (Bankins, 2021). In my placement, the adherence to this trend was seen since the HRIS, initially implemented by Novotel, had automated workflows for leave applications. The system was short on contextual understanding when it came to making decisions on less complex matters. The other key challenge driven by technology and AI is the change in the expectations of employees and customers for more personal and technology-enabled experiences (Alaktoila, 2023). For HR, employees now increasingly demand onboarding and communication channels to be interactive. My experience facilitating onboarding at Novotel revealed that the staff members were more receptive to visually stimulating training tools. It has been observed that the digitally native hospitality employees prefer adaptive learning technologies capable of context-specific development. However, the existing infrastructure in the hotel had not received adequate investment in e-learning platforms. Therefore, there were knowledge gaps among staff and inconsistent delivery of services. Moreover, consumer sentiment regarding transparency and diversity is also causing a shift toward HR accountability. Customers have been segmenting hotels based on the room quality. This puts pressure on HR functions to maintain a robust employer brand and make workplace culture inclusive and progressive (Kele and Cassell, 2023).
[bookmark: _5kosncksh4kv][bookmark: _Toc198574865]Conclusion 
Therefore, my experience at Novotel London within the HT department has provided me with significant insights into their operations within the hospitality industry. Considering this, I have achieved my objectives successfully by gaining practical HR experience and understanding the planning of the workforce. This experience has helped me contribute to my professional development.
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