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Introduction
Working as a supervisor in the Human Resources department at the renowned Leonardo Hotel Cardiff was a challenging yet rewarding experience for me. Leonardo Hotel Cardiff is a well-known hotel in England known for offering quality care to its guests at relatively lower prices (Hotels in Cardiff Wales, 2024). My core responsibilities consisted of recruiting, training, and employee relations guaranteeing our valued workforce remained engaged and motivated to offer exceptional services to our respected guests. The dynamic nature of the hospitality industry demands continuous self-reflection and professional growth. For this, I have applied Gibbs' Reflective Cycle as the framework, as its structured approach facilitates a comprehensive examination of experiences, emotions, evaluations, and actionable strategies (Gibbs, 1998). 
[bookmark: _Toc167546244]Discussion (Gibbs' Reflective Cycle)
[bookmark: _Toc167546245]Description
Being a supervisor of Human Resource Professionals, implementing the new performance management system throughout the departments at the Leonardo Hotel Cardiff was a critical task that exposed the inherent resistance to change within the organisation. Amid the well-intentioned goals of streamlining evaluation processes, promoting transparency, and inter-linking employee goals with strategic objectives, the rollout still possessed a significant amount of hurdles (Ghani et al. 2022). Furthermore, long-serving employees working in the context of Leonardo Hotel Cardiff were unfortunately found to be accustomed to the familiarity of the previous system. Hence, they all showed us exhibited reluctance and skepticism towards the proposed changes. In addition, I also found that the experienced employees were not able to trust us or the system we proposed (Ghani et al. 2022).
Their deeply ingrained habits and comfort with established routines made it quite difficult for us to embrace the new methodology. Some voiced concerns about the potential impact on team dynamics and morale fearing disruptions to the existing companionship and consistency within their respective departments (Tanveer et al. 2024). As the HR supervisor leading the implementation process, I found myself navigating a multi-faceted web of emotions, conflicting priorities, and differing perspectives. It was my responsibility to guarantee effective communication, provide training and support to managers and staff alike, and work independently with the senior leadership team to counter concerns and gather feedback for the required adjustments (Tanveer et al. 2024). The critical challenge lay in striking a delicate balance between driving the strategic change initiative and acknowledging the valid apprehensions of stakeholders. While the senior leadership team championed the new system's merits, I understood the significance of acknowledging with the employees' perspectives and developing a sense of involvement in the process (Gonzalez et al. 2020). 
[bookmark: _Toc167546246]Feelings
While going through this difficult process of implementing the changes, I felt both an aggressive drive and chronic annoyance and a strong feeling of responsibility. At first, I was overwhelmed by the volume of the change and the kind of opposition that I had to deal with colleagues, most of them were experienced and not willing to embrace the new change initiatives proposed. There was a concrete feeling of frustration every time they met scepticism and resistance to change from the employees, especially those who have been with the company for a long time and had grown accustomed to the simplicity of the previous system (Hassanein et al. 2022). There was dissatisfaction, but there was also a rational determination to consider all these subtleties professionally and to seek a balanced approach that would produce enough of the given amount of potential to address the remaining concerns for implementation while attaining the intended objectives (Gonzalez et al. 2020). 
Furthermore, I safeguarded issues touching on conflicts of interest that tend to arise during the application phase and cause tension in workplace relations and productivity (Pelit et al. 2022). Anxiety arose from the possibility of interfering with the interpersonal interactions and organizational relationships that are central to the functioning of the hospitality industry. However, amid all these difficulties, I discovered hope in the fact that the new performance management system, when implemented in the proper sense, will be advantageous for Leonardo Hotel Cardiff as well as all its employees. The prospects of a more ordered, clear, and connected evaluation model encouraged me to address or eliminate the challenges and ensure the transition’s effectiveness (Pelit et al. 2022).
[bookmark: _Toc167546247]Evaluation
Looking at the positive side of this experience, a new performance management system offered more structure and objectivity in assessing employees’ efforts. It’s aligned the individual goals with Leonardo Hotel Cardiff objectives, which was later vital when it was time to cultivate accountability and maintain improvement. In addition, through the setting of concrete measurements and appraisal standards, the system intended to enshrine the principles of equity and accountability in the appraisal process ensuring that the employees were informed and motivated on their part in the growth and success of the Leonardo Hotel Cardiff (Kloutsiniotis et al. 2020). The problem, however, could have been avoided, and the application process could have been more efficient if more effort was put into addressing the employees’ issues beforehand and including them in the decision-making from the beginning. Perhaps, enhanced change management in the form of detailed training programs and effective communication might have alleviated a few of the emerging initial resistance (Kloutsiniotis et al. 2020).
[bookmark: _Toc167546248]Analysis
Upon deeper reflection, several underlying factors resulted in the complexities faced during the application of the new performance management system. First of all, the long-standing culture within the hotel had developed a sense of satisfaction and resistance to change among a few employees working in the context of Leonardo Hotel Cardiff, which articulates the significance of organisational culture and its influence on individuals' attitudes and behaviours. Additionally, the initial communication and change management strategies have been compromised resulting in limited or lack of buy-in and understanding among stakeholders. Theories such as John Kotter's 8-Step Change Model dignify the criticality of crafting a sense of urgency, communicating the vision effectively, and empowering employees via the change process (Haas et al. 2020). Furthermore, the resistance encountered could be attributed to psychological factors in the form of fear of the unknown, loss of control, and the discomfort inter-linked with deviating from established routines. Psychologists like Kurt Lewin and William Bridges have dignified these dynamics and the need to manage the transition process carefully to overcome resistance and facilitate successful change (Papanek, 2023). In the context of the hospitality industry, effective HR practices remain important for maintaining a motivated and high-performing workforce, which directly shapes the positive guest satisfaction and success of Leonardo Hotel Cardiff. The application of a strong performance management system inter-links with best practices in human resource management, promoting fairness, accountability, and continuous improvement (Kaushal et al. 2021).
[bookmark: _Toc167546249]Conclusion
To summarise, the overall experience has shaped my learning journey and I being a supervisor has been able to understand what it takes from the leaders to opt when it comes to proposing and applying the change. 
[bookmark: _Toc167546250]Action Plan
To address the areas for improvement identified through this reflection, I would propose the following actions and strategies:
First of all, I will conduct a detailed stakeholder analysis and engage employees in the decision-making process from the outset developing a sense of ownership and buy-in. Furthermore, I will craft a strong communication plan that dignifies the rationale, benefits, and anticipated outcomes of the change initiative countering potential concerns proactively (Elsharnouby et al. 2021). Likewise, my core focus will be on implementing a detailed training program to equip managers and employees with the required knowledge and skills to articulate the new performance management system effectively. Similarly, I will craft a cross-functional team to monitor and evaluate the application process, gathering feedback, and making the required adjustments to guarantee successful adoption (Kaushal et al. 2021). In addition, I will continuously assess the Leonardo Hotel Cardiff culture and craft different methodologies to cultivate a more change-receptive mindset, promoting flexibility, innovation, and continuous improvement.
[bookmark: _Toc167546251]Conclusion
The proposed experience has strengthened the significance of effective change management strategies, open communication, and employee involvement in HR initiatives. Furthermore, key learning points are need to counter the underlying Leonardo Hotel Cardiff culture, psychological factors, and resistance to change proactively. Furthermore, the reflection dignifies the critical role of HR practices in developing a positive work environment, interlinking individual goals with Leonardo Hotel Cardiff's objectives, and ultimately resulting in the success of hospitality organisations like Leonardo Hotel Cardiff. 
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