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Reflective evaluation of subjective experiences is efficient in highlighting the areas of improvement through which long term development in career can be expected. This reflective study has been based on evaluating the idea of the role of Assistant HR management in Ibis Canning Town hotel, through which a detailed knowledge-based understanding about the issues within the hotel can be undermined. 
[bookmark: _Toc167287900]Description
My main responsibilities in the hotel as assistant HR manager have been focusing on developing recruitment and selection procedures. Here, the candidates are hired depending upon scanning their resumes and conducting detailed interviews through which improvements within the organisations can be expected. The main experience that I have gathered in this role has been developing close relationships with the employees who have been working as subordinates (Karim et al. 2022). I have engaged myself in mediating and resolving distinct kinds of conflicts that have raised in the workplace for maintaining a positive workplace culture and securing a progressive work environment. My main intention has been eradicating conflict within employees coming from different diversified cultures and religions. I also focus on providing important levels of performance management training to the employees from different departments like operations management, inventory management, and food section and different other areas (Sugianingrat et al. 2019). I think that providing comprehensive benefits to the employees by complying with the labour laws has been a productive idea through which ethical employee management practices have been maintained by the hotel. Depending upon this consideration, sustainability with an overall organisation and employee capability has been identified.
[bookmark: _Toc167287901]Feelings
I feel that my personal experience in providing quality training to the employees of different departments has been helpful in increasing knowledge and understanding about the demands of the employees coming from different departments. According to Blanka et al. (2022), setting up a learning environment for the trainees helps in increasing their motivations to learn more about their future responsibilities. I always tried to maintain a continuous learning environment and the employees were consistent about growing their professional career by engaging in the continuous learning process. I feel enthusiastic when employees from different departments come to me and engage in transparent communication development through which I evaluated the different complications that they had been facing and provided them with necessary solutions. As stated by Kembauw et al. (2020), quality talent gathering from the markets is a tiresome and time-consuming factor of consideration for the organisations resulting in ensuring elevated levels of sustainability within organisations. I also engaged in solving different complications between their relationships enhancing mutual respect and growth for enhancing the cultural growth factors. Apart from that, I have tried to maintain transparency in the recruitment process in every department as I focused on evaluating raw talent from the market and screening their resumes and providing superior quality employment offers. 
[bookmark: _Toc167287902]Evaluation
I have evaluated that I have been highly communicative in developing connection with the subordinates by listening to the different concerns that they have. This process followed in providing them proper suggestions through which they can be able to solve the complications that they had been facing. Apart from problem solving, I engaged in analysing the different issues that the employees have in maintaining proper relationships with other employees in the hotel (Dachner et al. 2021). I tried to communicate with each, and every employee related to the different problems that they are facing and formulate solutions by analysing the root causes of the problems. These factors have been beneficial for me as it engages in creating cohesiveness and collaboration within workplace. This is because I always engaged in performing group-based activities where employees from distinct cultures, races and predictions can take part together (Fischer et al. 2020). This activity enhanced the overall sustainability in the business processes resulting in ensuring long term business development where individual employees have contributed their best efforts in enhancing better business development. I think that in the future I will be able to improve my knowledge and understanding related to the employee issues and provide them proper suggestions.
[bookmark: _Toc167287903]Analysis
I have analysed that these factors have been highly beneficial for me in improving my staff turnover rate through which my overall operational efficiency of the candidates working in the hotel has been enhanced. I think that investing time and effort for the employee training initiative and allotting the employees in group-based activities have provided positive results as important levels of engagement within the employees have been identified (Van Assen, 2021). An elevated level of employee engagement in business has resulted in developing motivation and productivity in business where employee skill development has been a major factor of consideration. Apart from that I have analysed there have been certain issues that have been faced by the employees which focuses on lack of increased payment that acts as a demotivating factor. Due to low levels of salary, the employees have not been efficient in providing their best efforts and are not motivated enough (Mulyani et al. 2020). Due to this reason, it is the responsibility of the HR management to enhance their extrinsic motivational factors by enhancing the pay scale and providing them proper respect through which their productivity towards the organisation can be increased. Improper guest services in certain rare instances are identified due to poor salary scale in the hotel that decreases the interest of the workers to provide their best efforts for fulfilling the company goals.
[bookmark: _Toc167287904]Conclusion
Based on overall information gathering I have identified that there have been various kinds of complications within the employees and the HR management needs to enhance their capabilities effectively for future growth and performance of the employees. Based on overall evaluation, I analysed that the organisational landscape within the hotel has been demotivated and loosely connected due to lack of payment from the hierarchy of the hotel (Gadzali et al. 2023). These factors are degrading the interest of the employees to improve their productivity and work associated with the hotel goals and aim. Depending upon these complicated factors necessary actions must be taken by me through which improvement in future employee satisfaction rates can be identified resulting in better business growth and guest satisfaction. Productive steps are to be taken by me and the senior HR management head through which the complications related to employee satisfaction can be solved (De Sousa Sabbagha et al. 2018). In future with improved initiatives, betterment within employee performances can be evaluated resulting in creation of better organisational sustainability through which mutual conflicts within the employees can be solved. 
[bookmark: _Toc167287905]Action Plan
I will be engaged in undertaking certain actions through which I feel that future improvements within the organisations can be expected. Initially, I will opt for a meeting with the Senior HR manager and communicate with him about the future important activities which can be taken by me to improve employee motivation (Ibrahim et al. 2022). I will personally communicate with the finance manager secondly, to discuss with him about increasing the basic payment scale of the employees that can provide increased confidence to the workers. Through this process, their dedication and performance towards serving the guests can be increased effectively in future through which prominent levels of customer loyalty within the business can be developed (Agyeiwaah et al. 2022). Apart from these two steps, construction of the employee feedback mechanism system will also be performed by me through which, I could engage in transparent communication development within the hotel. 
[bookmark: _Toc167287906]Conclusion
Thus, it can be concluded that depending upon the organisational issue-based identification, necessary action plans are developed through which personal as well as professional shortcoming can be eradicated to improve organisational performance in the HR management field. With the diverse types of steps taken by the HR department, further improvement of employee performances can be enhanced, leading to better guest treatment and guest satisfaction rates. 
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