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Introduction
Looking back on my placement at the Food and Beverage department in Holiday Inn Guildford, I want to reflect on what I actually experienced versus what I expected to learn. Honestly, there was quite a gap between what I thought I'd get out of this placement and what actually happened. The placement, designed to provide comprehensive exposure to F&B management practices, instead revealed significant gaps between academic aspirations and industry implementation. Studying the trade literature and from experience gained through learning, this analysis outlines the challenges that I faced during front line activities, and how organizational decision affected employee well-being and service quality.
While the placement provided valuable hands-on experience in operational duties, it showed critical limitations in accessing managerial functions and strategic decision-making processes. Kolb's Experiential Learning Cycle shows that hands-on experience leads to better learning, but since I couldn't get this exposure, it limited my understanding of how the department actually works.
Operational Experience and Learning Limitations
My main activity throughout the placement was that of carrying out the duties of a waitress, giving me a full front-line involvement from which I gained valuable insights into daily workflow and customer interaction. However, this approach created a significant gap in my learning by limiting exposure to management-level functions within the department.
What really frustrated me was that I couldn't get anywhere near the management side of things. I'd gone into this placement hoping to see how the F&B department actually runs from a management perspective, but that just didn't happen. I was not given opportunities to observe or participate in key managerial functions such as rota creation, inventory management, or strategic processes involved in issue resolution. When I inquired about gaining insight into management operations, I was informed about a confidentiality policy that precluded even basic understanding of managerial functions. This barrier affected my ability to achieve learning objectives rather than taking advantage of the opportunities.
The placement experience presented an unexpected dynamic where my rapid learning aptitude and efficient work accidentally led to consistent involvement in routine restaurant operations. Over half of my placement was spent on repetitive tasks such as serving breakfast and clearing tables, which, while essential to operations, did not align with higher-level learning goals focused on strategic management and problem-solving. This experience mirrors my previous placement at Marriott Twickenham, revealing a consistent divergence between professional objectives and actual learning outcomes.

Organizational Challenges and Leadership Issues
As a front-line staff member, some critical operational challenges I noticed that affected  both employee well-being and service delivery. The most pervasive issue was the clear staff shortage, which frequently forced existing employees to multi-task and cover various roles, including shifts at the bar and within the kitchen. I observed profound dissatisfaction among staff members who frequently expressed feelings of being overwhelmed and exhausted, particularly as they were not adequately compensated for assuming additional responsibilities. 
This situation also appears in research on occupational stress, where excessive workload and role ambiguity contribute significantly to employee burnout and reduced job satisfaction. Conversations with colleagues confirmed widespread feelings of exhaustion due to constant pressure to fill professional gaps across various sections, often while working part-time schedules. 
The stated leadership philosophy of the hotel presented a particularly confusing situation. Despite the hotel's assertion of upholding a democratic leadership style, my personal experience during the placement did not align with this declared approach. I was obviously left out from any decision-making processes, which contrasted with the idea of involvement and learning through participating.
There was this one time during a really busy service when I just felt completely overwhelmed. I asked my supervisor if I could take five minutes to collect myself, but they flat-out refused. This reasonable request was met with blunt refusal, coupled with the explanation that there was no time for explanations due to the prevailing rush. This incident reveals poor leadership, and a lack of effective communication with a bossy attitude instead of being supportive, from supervisory staff. 
Impact on Employee Well-being and Service Quality
The biggest problem I noticed was that they were seriously short-staffed. People were constantly having to cover for each other - one minute you'd be serving tables, the next you'd be behind the bar or even helping in the kitchen. It was pretty chaotic. Employees were frequently required to cover multiple operational areas simultaneously, leading to significant feelings of being overwhelmed and professionally stretched beyond reasonable limits. 
Staff members consistently appeared tired and exhausted, struggling to maintain service standards while managing excessive workloads. This situation created a self perpetuating cycle where reduced employee satisfaction and increased stress levels inevitably compromised the ability to deliver exceptional guest experiences. The constant pressure to cover multiple roles meant that staff attention was divided, potentially compromising the focused, attentive service that guests expect in hospitality settings.
Recommendations for Service Enhancement
From what I saw during my placement, here are some things that could really help improve the F&B department. If I were a manager, I'd start by having quick daily meetings with the team to talk about what's happening that day and keep everyone motivated.
Priority should be given to initial guest interactions through prompt greeting and provision of accurate wait times, which represents a key component of effective queue management and guest satisfaction. Offering comfortable waiting areas and preservice drink options would further enhance guest experience while demonstrating attention to customer comfort. 
I think one of the most important things would be to actually train staff to handle small problems on their own. This way, they wouldn't need to ask a manager for help with every little thing. Studies show that when staff can make their own decisions about small things, they're happier and work better. Service standards could be significantly enhanced by formally measuring complaint resolution rates and guest satisfaction with problem-solving efforts. There is considerable scope for improving table turnover efficiency, especially during high volume periods, and cultivating proactive guest engagement where staff anticipate needs rather than merely responding to requests.
Conclusion
My placement at Holiday Inn Guildford, while providing valuable hands-on operational experience, ultimately fell short of delivering the intended comprehensive exposure to F&B management practices. The observed challenges, including severe understaffing, disconnect between stated and enacted leadership philosophies, and instances of poor leadership during high-pressure situations, directly impacted both employee well-being and service quality. 
The consistent pattern observed across both my Holiday Inn Guildford and Marriott Twickenham placements reveals a broader issue within hospitality education partnerships. While practical skills were undoubtedly gained, professional development goals concerning F&B management remained largely unfulfilled. This highlights the necessity for hospitality organizations to not only talk about values such as democratic leadership but to actively demonstrate them.
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