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Intro

The main topic around this report is related to the HR methodology and practise exercised by the Leonardo Hotels UK and Ireland, the company where I am currently with. A deep investigation of the HR models present at the hotel will be given by the author, focusing on the different departments, to understand how effective are in relation to employee career. The journey of every employee is well-followed up with a solid impressive HR structure in place, that allows staff-members to really feel valuable. Opportunities are easier to be grabbed if you work for Leonardo Hotels, with solid chances of growing within the company based on planned online and in-service training, mentored by high skilled qualified hospitality professionals. The recruitment system will be revealed too, along with the perfect organised approach HR has to train possible talents, manage their ambitions with concrete work-related contents, or simply retain the existing team using sophisticated online database to monitor the performance through their employment. What makes them unique is certainly their ability to design individual career developments aiming to shape team-members skills and promote the effort offering wide future appealing opportunities. A final evaluation will be presented to examine the effective methods used in relation to the Academic foundation of the HR theories applied in this specific work environment.

[bookmark: _Toc71321578]Business Context

The company chosen is very well know across the whole UK, with its two-hundred hotels from north to south of England and many different other projects associated, has a renowned reputation of great service standards and competitive offering in the various operating outlets. It is most likely that one hotel has more than one project in place up and running, the staff retention rate has excellent figures since the HR practises are stabilising the asset of the different teams with real opportunities to grow. A great example from Williams (2006) describing the essence of a “cultural organisation” at workplace as a looped theme based on company traits, actions, policies and standards of procedures. In the enterprise chosen, part integrant of its culture belong to the knowledgeable members of the team and the rest to the genuine multiple services offered built to exceed guests expectations. A true motive of this successful organisation structure resides in the implementation of innovative solutions to amplify efficiency of internal communications, store privacy data complying wit GDPR safely, track the progress of the employees in time. HR and trainee associated are playing key-role in this and, with the further analysis given, an understanding of which strategies used to retain and form the entourage will lead to the conclusion that academic theories are the foundation of the department. Wellington (2011) defines that at the base of the internal team developments there is a huge work done from senior management in controlling that notions are clear and shared appropriately. And more, part of the company learning contents, need to involve the staff to perform different activities out from the job description sometimes to enhance the flexibility of the team while setting next steps to achieve milestones as concrete outcome of the time invested. 


[bookmark: _Toc71321579]The meaning of Career Planning 

According fully with the demonstration of Chen and Wang (2018) with their hospitality focused research analysing the People Capability Maturity Model (P-CCM) as an effective model that should be used as HR tool to promote essential and further learning within an enterprise. Some clarifications have to be made. For example, following the case study on the Leonardo hotel, as an HR department located in a large-sized business, to enhance employee’s skills, knowledge, critical thinking and minor decision-making they should work on the individual manpower, and sponsor the company ideals. It is fundamental that, while investing resources on growing personnel abilities, the HR tends suddenly to coordinate the final company culture and vision with the personnel, seen as one big chunk of a project where no one is left behind and everyone is on the same page with fair and equal opportunities. Crucial the identification process of capabilities that the HR department has to conduce to evaluate the individual employees, in order to study and create a designed progress path for their career growth in the continuous employment time ahead. Considering what Lent (2013) has examined in his work, behind the high request of third-party professional advice on “career services”, there is probably lots of uncertainty generated by the continuous economic crisis, or in general many employees are quite often in a precarious mental well-being especially when we look at the hospitality industry. The solution resides in a spotless Career Effective Planning techniques that the HR department will adopt at the workplace.
[bookmark: _Toc71321580] Current Employee’s Report 
Common sense tells us that set some mechanical operations targeting the existing team development might be not the right choice from an HR perspective. One straight solution can be found where the HR manages individually a sort of skills summary where the ability of every single employee is highlighted and investigated. A precious contribution from Holland (1997) declares that at the foundation of employees business choice there is a strong link between their personalities and different interests and the work environment where they perform their duties. As a consequence, he describes the organisation as an environment modelled by the different personalities of the people working for it. A fantastic read that correlates Holland’s theory with the hospitality sector, and so relates perfectly to the case study presented, belong to Shein (1990) where his outstanding definition of what is career management in a hospitality environment takes an interpersonal shape. He states that there is a fundamental correlation between what the company expects in terms of different duties to perform at work and the impact of the personnel charisma as an added value to the business environment. For example, when an employee of the Leonardo Hotel looks at the picture of itself within the company, they see their workplace as “familiar” due to the hours spent in their shifts and especially they frame themselves as the ones who are actually making the venue a comfortable space for the guests. This is a winning mentality with the actual HR department in the hotel in St. Paul’s. where every employee shows the right confidence in order to establish worthy connection links with the clients, like an anchor of talent. A win-win strategical asset where senior management of the hotel does invest a lot identifying existing knowledge and different competencies with the entourage and with the vital support of the HR, develops internally career progression based on the individuals more efficient. As a result, the HR staff interviews demonstrates where the department competitiveness stands as an outcome of the planned job reviews they hold periodically.
[bookmark: _Toc71321581]Individual Employee’s Career Plan
[bookmark: _Toc71321582]Identify Career Options.

Here it is a sample examination conducted internally by the HR with the front of house team present in the rooftop bar operating in the Leonardo hotel. This is process can be recognised as a “bespoke employee career plan” as the data obtained from performance review in the precedent interview, is now put into workforce and modelled in base of people’s real potential. According to Armstrong (2014) one goal of the HR managers is to establish a learning work environment, where the reward culture of the employee performance is built in a conscientious cost effect manner. Hence, only when HR is fully aware of people capability can suddenly propose diverse career options and so design the fair reward to promote the team in time.
[bookmark: _Toc71321583]Prioritise.
Most of the times just mentioning the eventual career option to employees can not be enough, as a certain focus should be given to the areas where their skills are outstanding and so, prioritise those elements as key factor for effective development. After been able to identify initially the personnel greatest abilities, the HR manager should follow up on this and make it motive of inspiration while guiding the employee to a different position in the company. At the Leonardo hotel, the HR feels greater than any other third-party consultancy agency since they genuinely promote the well-being of their staff.
[bookmark: _Toc71321584]Comparisons in the market.
While a good HR manager is showing the final reviews and proposal, some term of comparison should be obtained as a result of extensive research on the market. An accurate job in offering the right position to the right candidate must implement should reflect the background data acquired, where salary figures are competitive enough to blend with the range of benefit the manager will suddenly add to the package in the work contract. In the hotel, nights out to go and visit other properties in the neighbourhood are scheduled monthly for example, and it is an excellent practise adopted to acknowledge the value of other business involved with the same audience, and so, increase the overall company awareness.
[bookmark: _Toc71321585]Consider Other Factors.
Although this all looks a logical and strategical asset, the HR manager should ponder external barriers or personal factors with the single employee development which might negatively impact the career plan. It would be a risk while issuing for example a senior promotion to General Manager to a resource that attendees weekly full-time studies as, for the weight of the responsibilities carried by this role, this might have not the desired effect since this person can not handle properly the duties required. Some other factors mirroring a not suitable offer can be found by the fact for example the career path designed in not in line with the same offering given by the competitors. The risk of sharing sensitive data to someone who is not going to accept the potential offer presented, might lead to a leak of company knowledge to the outsiders affecting the hotel drastically.


[bookmark: _Toc71321586]Final Decision-Making.
At the Leonardo hotel, the HR team has a strong commitment in making the most suitable option available accessible to its staff members. A fact that demonstrates this belong to the ability of the HR manager to create appealing roles where multiple duties might be required, focused of involving the main skills the employees excel the most. Like this they are ensuring that the work environment for managers is ductile and functional for the business needs with the personal precious touch added by the attention of the details this person will input into work. The decision-making process at the hotel is working perfectly, demonstration of the very high annual staff retention rate, people want to be part of this company with the mentality as it is their business.
[bookmark: _Toc71321587] "SMART" Realistic Goals.
At this stage, the HR practiser of the hotel is guiding ad hoc the well-designed progression path of the employees setting up the steps of the high-performance program of developments. According to Hargreaves (2004) the process of company learning is bounded exclusively to a solid level of trust between the management empowering employees and the employees their own performing the task assigned to them. This strong link of trust will be monitored always from the HR, where a high level of consistency has to be kept from the personnel in terms of showing the results to the company.
[bookmark: _Toc71321588]Generate a Career Action Plan.
The HR manager has undoubtedly some expectations while investing on the career of its employees that have to be reflected effectively by an optimisation of the time used to complete the work given. New SOPs should be created in conjunction to the HR department and the employee responsible of certain job, as this will increment the chances of success. Especially if this plan designed by the HR is able to respect agreed timings, milestones and employee rewards will be coming their own. Even though through continuous service the personal goals of a team member might change in the course o the employment, the HR manager should have this kind of flexibility in adapting the old requirements set, as things are most likely to change a variable plan has to be designed. Solid foundation coming from the guide of the HR and an adaptive bespoke career plan around realistic goals pre-set might be the best solution for both parts.
[bookmark: _Toc71321589]Scheduled Annual Review and Performance Assessment Plan

Adhering to Grant (2003) and his contribution where he defines the strategic planning something that every enterprise must have incorporated in their standards of action, the ability to retain staff effectively yet belongs to a practical approach by the HR in our hotel case study. It is impossible even to think to assign further tasks to an employee and then let go the monitoring process, in other words scheduling an annual review for example could be a practise that HR could not prescind to use. It enhances trust, gives a clear read about the progression made from the employee and, like every other review, helps to keep the subject on track of its ongoing project. Following up on Sadler-Smith (2006) demonstration of how much performance requirements and critical success factors are influencing the enterprise cultural knowledge, is evident that a detailed performance plan will be the key for a good HR manager.

[bookmark: _Toc71321590]Conclusion 

[bookmark: _Hlk67504940]In conclusion, the Leonardo hotel own powerful tools to improve employees product and service knowledge, for example the playbook perfectly designed has been made available to all staff belonging to the same department with an app called Grow where people can train their abilities and manager can check on their completion. The HR present in the company also links with another app called Fourth Hospitality all of the payroll related contents stored safely easy to access by the personnel hired impacting positively as this saves time and optimises communications. Employees they can even pre-book online their vacations prior confirmation from their line manager so that their well-being is always looked after at the best. The HR in the hotel is making sure that the concept of the business in embedded in its employees with adequate manner using professional tools like for example monthly meeting or annual performance reviews. I feel this is so special and more enterprises should take sample from the transparency of the actions the Leonardo company.
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