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Development of a plan by meeting the identified personal development needs and individual employees’ expectations in Grand Sapphire Hotel
1. [bookmark: _30j0zll]Introduction
Started in 2016, Grand Sapphire is an award-winning hotel that is renowned for its luxury and elegance. The hotel offers purpose-built and comfort amenities and spaces. It is in Croydon's heart, around fifteen kilometres from Central London. The hotel boasts of being among the top-tier banqueting venues in London, with the capacity to admit more than a thousand guests. Besides. The hotel has a separate foyer area and a car parking space. This offers an optimum condition for different events. According to the hotel's organisational structure, the human resource officer forms the links between the organisation and its employees. As an intern in the human resource department, I have appreciated the significant role the HR manager performs to manage people within the organisation.
There has been a growing need of engaging the hotel staff in a new project the hotel is undertaking. The Grand Sapphire Foundation is undertaking a project called "Small initiatives, Big Impact." In view of this, the hotel is undertaking to help families and individuals from poor communities in Pakistan and help them in their momentous times, especially during their daughters' weddings. Since most parents in such backgrounds struggle to pay for the crucial rite, the hotel is planning to help with the events. This has called for an engagement of all hotel staff to make the events successful. As an intern in the hotel, I will be helping my line manager to engage the hotel staff in the project. Specifically, it will be critical to undertake a performance appraisal using appropriate tools and techniques available in the hotel to determine their effectiveness. 
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Figure 1: Grand Sapphire Organisational Structure
1.1. [bookmark: _1fob9te]Human Resource Management Theories
There are several theories that relate to human resource management, with many researchers attempting to design different names for the theories. For this assignment, organisation behaviour and the AMO theories are the most appropriate. Organisation behaviour theory applies to HRM functions to help to understand the thoughts and actions of individuals in the organisational environments. The knowledge of these areas helps to monitor, recognise, and anticipate organisational events for human resources and all staff (Pfeffer, 2007). A focus on this theory will help to explain the different behaviours that affect the discretionary effort and efficiency of workers. It also helps the human resource department to forecast the impacts of various management policies. In his study, Pfeffer (2007) points out three aspects of organisational behaviour: first and foremost, individuals are concerned with their interactions with others because they are social beings. Second, individuals are concerned with justice and equality in distributive results and how the results are decided. Lastly, firms are embedded into a social context. Besides, they are imitated and influenced by other organisations so as to achieve validity by looking like others and in accordance with social standards and expectations.
On the other hand, the ability, motivation and opportunity (AMO) theory suggest that there are three independent elements in the working environment that make the characteristics of employees. Ultimately, these features lead to the success of the organisation. The interests of the organisations are served through these components. This theory allows line managers to adopt effective strategies that lead to the motivation of employees through HR practices and policies (Bos-Nehles et al., 2013). According to Lee-Chin Tay et al. (2017), abilities are the policies and practices undertaken by HR to ensure that employees gain the necessary ability, knowledge and skills to carry out their roles with minimal supervision. Motivation implies the amendment policies done by HR to enhance the performance of employees. Lee-Chin Tay et al. (2017) notes that "motivation enhancing HRM practice within the organisations to perform better which included contingent rewards and performance management." Lastly, opportunity-enhancing practices in HRM are meant to engage employees through opportunity provision. These practices delegate responsibility and authority to make decisions across all organisational levels. It enhances the trust employees have in the organisation (Boswell et al., 2006). 

2. [bookmark: _3znysh7]Performance Appraisal Tools and Techniques
A performance appraisal refers to the periodic assessment of the job performance of an employee as assessed using the organisation’s set out expectations. This process entails both organisational competencies and the specific competencies required in an individual's job. According to Brown et al. (2010), the quality of organisational efficiency can be impacted by the performance appraisal process. In this context, the most significant stakeholder is the employees in the organisation. In the ongoing staff appraisal at The Grand Sapphire, both the employer and the employees are bound to benefit. To start with, the hotel will manage to identify areas in which it can improve the working conditions to increase quality and productivity, especially with reference to the new project. Secondly, the organisation will address issues relating to the behaviour of employees prior to their negative effect on the productivity of various departments. The staff will have a source of encouragement from the appraisal to contribute more through recognition of their skills and talents. In the events that will need filling open roles, succession planning and layoffs, the management will have improved decision-making. On the other hand, the hotel staff will also benefit from the appraisal exercise. First and foremost, they will appreciate the recognition of their contributions and achievements throughout the project. The appraisal exercise will help the human resource department in identifying and supporting the need for additional education and training of employees to enhance their career development. Lastly, it will foster a discussion aimed at discussing the long-term goals of the employees. 
2.1. [bookmark: _2et92p0]360-Degree
According to Aggarwal and Thakur (2013), 360 Degree performance appraisal tool entails evaluating input from several levels within the organisation and external sources. This technique's feedback depends on the input of the superior of an employee, customers, suppliers, subordinates, spouses or colleagues. This tool is important in giving feedback about the actions of such employees in the organisation. The notion of this tool is that behavioural change might be sparked by a series of self-awareness. The 360-degree technique will help to collect feedback from all employees working on the project to analyse how the project is likely to affect the working of their colleagues. I will request both formal and informal feedback from the staff to have a clear perception of the work attitude and behaviour of an employee.
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(van Dronkelaar et al., 2016)
1.1.1. [bookmark: _tyjcwt]Steps in implementing 360 Degree Technique
· Communicating the performance review: The first initiative will be communicating the whole process to the staff, who will be the major stakeholders in the project. The objective and purpose of the 360-degree appraisal technique should be mentioned precisely and every participant made part of it. As an HR assistant, I will also communicate the process of gathering and utilising the feedback to communicate to the stakeholders. Since there are excellent communication channels in the hotel, this step will require one week to communicate about the appraisal system. Specifically, I will organise a personal meeting with employees and managers. I will also use emails and ask employees to step forward in case they have questions relating to the appraisal process.
· rates’ selection: Selecting a rate is a critical step for this appraisal technique. It will be vital to choose sufficient participants to obtain data that is comprehensive and relevant. I will use the job profile of an employee and their working relationship to determine the number of rates. I will require a week for this stage. The rate will include our customers, colleagues, direct reports and managers.
· Survey distribution: for quicker distribution, I will use questionnaires among the staff. They will receive an email with the questionnaire's link. This will require less than a week.
· Questionnaire submission: the survey will be completed online once received. The evaluator will provide the completed review. I will assign three days for the participants to issue their feedback.
· Report completion: a confidential report will be produced once the review is collected. Since an online system will be used, completing a report will take one day.
· Feedback facilitation: Peiperl (2001) suggests that feedback should be given confidentially to give an excellent understanding. Besides, it allows for discussing employees' strengths and areas of improvement. An hour will be enough for each staff.
· Development plan completion: based on the received feedback, the development plan will be created. The plan will be helpful in employee improvement (Kanaslan and Iyem, 2016). In preparation for the project, coaching, workshops, mentoring and training programs for employees will be based on the plan. One week will be required to complete a development plan.
· Re-evaluation: Sadeghi and Loripoor (2016) note that a 360-degree appraisal system is not a day's event but a process. As such, there will be a need to evaluate the consequences of the process. This step will help the hotel to see the areas and changes in which the staff have improved. 
Ultimately, this tool is expected to contribute to improved productivity, leadership development and teamwork within the hotel. It will offer a reliable, confidential, and safe environment for the staff to give feedback. In addition, it will give the hotel vital insights into its leadership, overall organisational culture and how team dynamics work. Departmental managers will get powerful knowledge and facilitate employees' development. The Grand Sapphire Hotel will therefore experience success in implementing the oncoming project. Overall, employees will become better contributors and leaders to the organisation (Khan et al., 2020).
2.2. Management by Objectives (MBO)
MBO is a strategic technique that enhances organisation performance. In this case, organisational goals are defined as well as conveyed by the management to the staff of the organisation to achieve objectives. According to this model, employees' commitment and participation are encouraged by having action plans and goal setting. A critical step of this model is the evaluation and monitoring of the progress and performance of the staff against the set objectives. Employees are incorporated in making decisions and setting goals about their course of action (Islami et al., 2018). In addition, employees will have a clear understanding of their expectations. The set goals for every team member are clear and each employee is given unique tasks depending on their capabilities. 
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(CFI Team, 2022)
2.1.1. [bookmark: _1t3h5sf]Steps in MBO Process
· Definition of organisation goals: I will use the vision and mission of the hotel to derive the organisational objectives. The hotel’s mission is “to create extraordinary luxury experiences by providing unmatched venue services and innovative facilities for diverse personal, business, entertainment, arts, social and educational opportunities.” The vision is, “Exceptional and personalised service, exceeding expectations, and inspiring a connection to our brand in the experiences we provide.”
· Organisational goals translation: in the second step, I will translate the organisational objectives for the staff. Boswell et al. (2006) note that aligning employees to the strategic goals of an organisation is critical. It helps to effectively manage human capital and achieve strategic success. As such, the staff need to know the strategies of the organisation and the actions aligned to realise the strategies. The objectives should be SMART (specific, measurable, acceptable, realistic, and time-bound) as put by Chartered Management Institute (2004).
· Stimulating participation: I will stimulate employees to participate in setting their objectives. The objectives should be in line with those of the organisation. Employees that set their objectives remain motivated because they feel part of the greater empowerment. 
· Monitoring progress: since the set objective is measurable, it will be possible to assess the progress of the employees. 
· Evaluation and reward: evaluation will entail issuing honest feedback to employees on what they have attained and what they have not.   
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(CFI Team, 2022)
3. [bookmark: _4d34og8]Professional Development Plan (PDP)
A PDP refers to a list that documents actionable steps that can help an individual to achieve his or her career goals. Additionally, it can help employees to attain specific knowledge on how to reach their career objectives. According to Bryson (2011), PDP intends to improve the capacity of employees to understand how to learn, review, and be responsible for their actions. 
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(Bryson, 2011)


	Development objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date
	Target End Date
	Evaluation

	Excellent understanding to lead external activities of the hotel
	1
	Conduct a training and staff development program in the organisation 
	Trainers from the regional training centre.
Funds to facilitate two weeks of training
	01/09/2022
	15/09/2022
	Verbal assessment.
Staff appraisal report to assess potential and performance

	Widen understanding of leadership
	3
	Learn from observation from experienced staff.
Gain trust and friendship from the experienced staff
	Senior managers
	September 2022
	March 2023
	Performance appraisal and mentoring during the development programs

	Achieve core organisational skills
	2
	Complete compulsory organisational update training or CPD
	Funds to facilitate the organisational training
	19/09/2022
	30/09/2022
	Secure bonus benefits appropriately

	Build confidence among staff
	5
	Volunteer to manage ad-hoc functional departments and projects to build managerial experience and credibility
	Departmental managers
	October 2022
	End of the project
	Feedback from stakeholders and the team

	Improve decision-making and planning skills
	4
	Use the working environment to enhance complex decision making
Improve experience in business planning
	Training opportunities 
	October 2022
	December 2022
	Satisfactory staff report


Table 1: Professional Development Plan
3.1. [bookmark: _2s8eyo1]Impact of HRM theories on personal PDP
The HRM theories inform the most appropriate path for employees' professional development; hence, they determine the extent of changes that should be carried out to motivate the employees and promote their career development (Hoffman, 2015). It is critical for HR managers to combine the appropriate motivational resources with successful leadership and management for the motivation to influence the performance of employees. The practices and strategies in HRM are critical in their organisational roles. Different HRM functions work for different organisations. It is critical for firms to identify the best HRM policies and practices that can promote a continuous process of learning. Organisational success depends on whether employees can learn and attain a designed goal. 
4. [bookmark: _17dp8vu]Conclusion
Performance appraisal forms the basis of HRM since the outcomes of the appraisals determine and influence key decisions in the HR department. Although firms invest substantial resources and time into performance appraisal, it is critical to invest in the quality of the techniques and determine the best tools for the organisation. When employees get a poor-quality performance appraisal, the firm is likely to undergo losses in terms of high intentions to quit, low organisational commitment and low satisfaction in the job. Grand Sapphire Hotel takes performance appraisal tools very seriously. The 360-degree technique and MBO have proved to be very resourceful in the recent past. 
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Appendixes

	Slide 1
	

	Hello everyone, my name is Stefani and today I will be presenting training and development needs for an HR officer. 



	Slide 2
	

	Grand Sapphire was built in 2016 and has 40 rooms. Apart from hotel accommodation the hotel has four different halls that are available to hire for an event of your choice, either it be a wedding ceremony or a birthday party. We work with different wedding brands and photographers and also provide our own catering services, so we fulfil every customer need. Most of our clients are recommended from existing customers. 




	Slide 3
	

	Human resource officer stands between the people and the organisation. HR works closely with the CEO while everyone on the second level reports to HR. Security, Floor staff and food and beverage report to the event manager. 



	Slide 4
	

	The Knowledge and Behaviour that a HR officer must possess.



	Slide 5
	

	Some of the skills HR officer requires.



	Slide 6
	

	My information technology skills are as shown I have very good use of Microsoft office word, excel sheets, the internet, using e-mail and sing PowerPoint. Using a database and HR software is adequate as I have been shown the software and what the contents are and how to use it. In terms of communication skills, I am good at writing reports, and I am adequate at resolving complaints and advising on HR issues. However, I may have little or no experience in how to draft contracts, taking notes of disciplinary hearings, interviewing, and delivering a training session.



	Slide 7
	

	My problem-solving skills are adequate, and I can make good use of verbal reasoning skills and I am able to handle complex data and make selective use of information. I am adequate at exploring more than one solution to solve a problem. I am good at considering others’ ideas to help solve problems. I have more than 3 months experience in supervising a small restaurant and I have managed up to 5 people.



	Slide 8
	

	Here are some of my strengths and weaknesses shown as a hr officer.



	Slide 9
	

	Training and development help improve, broaden and concrete ones’ knowledge. It enhances existing skills, and it builds confidence. Also, it improves productivity and effectiveness, and it is the key for career progression and professional growth.




	Slide 10
	

	Training and Development focuses on individuals to improve their existing skills to have effective professional and personal development. It improves productivity at work, and it lifts the mood at work. 




	Slide 11
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Hello everyone, my name is Stefani and today I will be presenting training and development needs for an HR officer. 
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o

Grand Sapphire was build in 2016.

o

Apart from hotel accommodation, 

It holds many events. 

o

Event Planning and Execution

o

Catering services 

o

Their mission is to help people get 

married regardless culture and 

budget. 

(Suleman R., 2016)
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Grand Sapphire was build in 2016.

Apart from hotel accommodation, It holds many events. 

Event Planning and Execution

Catering services 

Their mission is to help people get married regardless culture and budget. 

















(Suleman R., 2016)





Grand Sapphire was build in 2016 and has 40 rooms. Apart from hotel accommodation the hotel has four different halls that are available to hire for an event of your choice, either it be a wedding ceremony or a birthday party. We work with different wedding brands and photographers and also provide our own catering services so we fulfil every customer need. Most of our clients are recommended from existing customers. 
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Human resource officer stands between the people and the organisation. HR works closely with the CEO while everyone on the second level reports to HR. Security, Floor staff and food and beverage report to the event manager. 
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Knowledge and Behaviour of an HR officer

o

Knowledge of principles and procedures regarding recruiting, training.

o

Administration duties 

o

Law and Government 

o

IT, Psychology, Mathematics, 

o

Public safety and security 

o

Economics and accounting
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The Knowledge and Behaviour that a HR officer must possess.
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Skills of HR officer

o

Active listening and speaking clearly

o

Judgement and Decision making

o

Coordination 

o

Negotiation

o

Writing 

o

Complex problem solving

o

Time management 

o

Systems analysis 

o

Monitoring 

o

Learning strategies
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Some of the skills HR officer requires.
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My information technology skills are as sown: I have very good use of Microsoft office word, excel sheets, the internet, using e-mail and sing PowerPoint. Using a database and HR software is adequate as I have been shown the software and what the contents are and how to use it. In terms of communication skills I am good at writing reports and I am adequate at resolving complaints and advising on HR issues. However I may have little or no experience in how to draft contracts, taking notes of disciplinary hearings, interviewing and delivering a training session.
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Use Microsoft Office Word v
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Use e-mail v
Use PowerPoint v
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My problem solving skills are adequate and I can make good use of verbal reasoning skills and I am able to handle complex data and make selective use of information. I am adequate at exploring more than one solution to solve a problem. I am good at considering others’ ideas to help solve problems. I have more than 3 months experience in supervising a small restaurant and I have managed up to 5 people.
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SWOT ANALYSIS

Strengths

What do you do well? 

What unique resources can you draw on? 

What do others see as your strengths? 

Weaknesses

What could you improve? 

Where do you have fewer resources than others? 

What are others likely to see as weaknesses? 

I have a good eye for detail. 

I have excellent numeracy skills and planning skills

I am organised and I have excellent verbal and non 

verbal communication skills. 

I have excellent problem solving skills.

I can improve on team management as I have little experience. 

I feel stressed when projects run beyond the deadline.

I could work problem solving when decision needs to be made fast. 

I focus too much on the details. 

Opportunities

What opportunities are open to you? What trends could you take 

advantage of? 

How can you turn your strengths into opportunities? 

Threats

What threats could harm you? 

What is your competition doing? 

What threats do your weaknesses expose to you? 

I have gained knowledge of the organisation and have 

a good reputation.

I have earned employees trust. 

Better Career Options

Supply chain

Staff absences

Limited opportunity for progression within the organisation


Microsoft_PowerPoint_Slide7.sldx
SWOT ANALYSIS

		 		 

		Strengths 
What do you do well? 
What unique resources can you draw on? 
What do others see as your strengths? 		Weaknesses 
What could you improve? 
Where do you have fewer resources than others? 
What are others likely to see as weaknesses? 

		 		 

		I have a good eye for detail. 
I have excellent numeracy skills and planning skills
I am organised and I have excellent verbal and non verbal communication skills. 
I have excellent problem solving skills.		I can improve on team management as I have little experience. 
I feel stressed when projects run beyond the deadline.
I could work problem solving when decision needs to be made fast. 
I focus too much on the details. 
 
 

		 		 

		 		 

		Opportunities 
What opportunities are open to you? What trends could you take advantage of? 
How can you turn your strengths into opportunities? 		Threats 
What threats could harm you? 
What is your competition doing? 
What threats do your weaknesses expose to you? 

		 		 

		  I have gained knowledge of the organisation and have a good reputation.
I have earned employees trust. 
Better Career Options		 
Supply chain

Staff absences

Limited opportunity for progression within the organisation









Here are some of my strengths and weaknesses shown as a hr officer.
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How does training and development benefits me and the 

organisation?

o

It helps improve, broaden and concretes ones’ knowledge.

o

Enhances existing skills.

o

it builds confidence

o

Improves productivity and effectiveness 

o

It is the key for career progression and professional growth 
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How does training and development benefits me and the organisation?





It helps improve, broaden and concretes ones’ knowledge.

Enhances existing skills.

it builds confidence

Improves productivity and effectiveness 

It is the key for career progression and professional growth 

 



















Training and development helps improve, broaden and concrete ones’ knowledge. It enhances existing skills and it builds confidence. Also it improves productivity and effectiveness and it is the key for career progression and professional growth.
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Conclusion 

Training and Development focuses on 

individuals to improve their existing skills in order 

to have effective professional and personal 

development. It improves productivity at work 

and it lifts up the mood at work. 
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Conclusion 

Training and Development focuses on individuals to improve their existing skills in order to have effective professional and personal development. It improves productivity at work and it lifts up the mood at work. 





                           





Training and Development focuses on individuals to improve their existing skills in order to have effective professional and personal development. It improves productivity at work and it lifts up the mood at work. 
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