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[bookmark: _Toc199116786]Introduction
Working at the Albrighton Hall Hotel and Spa on Ellesmere Road in Shrewsbury for 10 weeks as part of my Level 6 job gave me the chance to work closely with the Human Resources (HR) staff, which is an important part of running a hotel.  It is the HR department's job to hire people, ensure they are trained, keep good relationships with coworkers, keep an eye on performance, ensure the company follows employment law, and promote a healthy work environment (Baum et al., 2016).
Before starting the placement, I made a list of three clear learning goals: (1) to learn more about the operational and administrative aspects of managing human resources in the hospitality industry; (2) to get hands-on experience with HR software tools and documentation procedures; and (3) to improve my people skills and leadership abilities by overseeing staff and giving performance reviews.


[bookmark: _Toc199116787]Section 1: Role Reflection
[bookmark: _Toc199116788]Role and Responsibilities
During my first two weeks, I was trained and observed. After that, I became an assistant boss under the HR manager. This meant helping to introduce new employees, keep personnel records up to date, plan weekly schedules, organise internal training events, and take part in interviews and performance reviews (Buhalis et al., 2018). I also did some secretarial work, like keeping track of sick days and absences and gathering information for safety checks.
Collaboration in making decisions and clear assignment of tasks were ways that leadership was shown in the HR department (Wood, 2013). The HR manager gave the team goals, led them through regular meetings, and made sure that everyone knew what their job was. Leadership was open and quick, which encouraged both independence and responsibility.
[bookmark: _Toc199116789]Reflective Framework: Gibbs’ Reflective Cycle
Gibbs' (1988) Reflective Cycle helped me think about how to reflect on my experience by looking at how I described it, how I felt about it, how I evaluated it, how I analysed it, how I came to a decision, and how I planned to act on it. At first, I wasn't sure if I was qualified to oversee tasks like hiring papers or discipline processes. But practice and helpful direction helped me feel more confident.
[bookmark: _Toc199116790]Impact of Supervisory Role on Operational Efficiency
My job helped operations run more smoothly by making conversations better, especially between HR and area heads. The People HR system's ability to set up schedules made planning shifts easier and ensured that all areas were covered. It was important to talk and listen in order to deal with sensitive issues like employee complaints and personal concerns (Vallen et al., 2014).
Keeping the peace between two staff members in the kitchen was one of the hardest things to do. I and the HR manager led a settlement discussion and made sure that both sides felt heard. This event tried my ability to remain neutral and understand other people's feelings. 
Another technology problem was that people put in wrong information into the HR system, which affected wages and schedules (Tewan, 2009). Finding the problem and fixing the mistakes by hand while being watched taught me how important it is to pay attention to details and do regular checks.
One important example was when I had to give the new training plan at a weekly staff meeting. My confident and clear communication made sure that team leaders knew what they needed to do to give training lessons.
[bookmark: _Toc199116791]Strengths and Weaknesses
My skills were being able to communicate clearly, pay close attention to details, and take the initiative. People said nice things about how steady I was and how I kept private, important information. However, I was told I needed to get better at using HR tools and being aggressive when I'm in a leading role.
[bookmark: _Toc199116792]Action Plan for Professional Development
To continue developing professionally, I have outlined an action plan:
1. Undertake formal training in HR software systems such as People HR and Workday.
2. Attend workshops on leadership in hospitality and employee relations.
3. Seek feedback from mentors to identify blind spots.
4. Read current HR journals and case studies to stay updated on trends and best practices (Rughubalan, 2009).
5. Practice conflict resolution techniques and build assertiveness through role-playing scenarios.
[bookmark: _Toc199116793]Section 2: Discussion of Key Hotel Administration Issues
[bookmark: _Toc199116794]Identified Issue: Training and Skills Development
One of the main management problems I saw at Albrighton Hall Hotel and Spa during my job was that staff weren't getting enough regular and organised training, especially when it came to new technologies and service standards (Johnston et al., 2012). As a diner manager, it was clear that team members weren't always following standard processes. This caused service to be inconsistent and mistakes to happen during busy times. The lack of official training not only made employees less confident, but it also made operations less efficient.
[bookmark: _Toc199116795]Link to Academic Literature
In hotel management, training is an important task that affects service quality, staff performance, and customer happiness. Baum et al. (2016) say that poorly trained workers are less likely to be engaged and develop key skills, which is especially true in high-pressure service settings like hotels and restaurants.
I saw that when there weren't any regular training courses, there were differences in how each team member understood and did their job. Some new employees had trouble using the Point-of-Sale (POS) system correctly, which caused delays and made customers unhappy (ASET, 2017). Even though more experienced workers often stepped in to help, this unofficial way of sharing information wasn't always reliable and couldn't last.
[bookmark: _Toc199116796]Practical Impact and Theoretical Connection
The inconsistent training not only made workers less productive, but it also made them angry with each other. Employees who had been with the company longer felt overworked, while younger employees didn't feel like they had any help. Salas et al. (2012) found that effective training programs are linked to better teamwork, productivity, and job happiness. This fits with what they found.
This problem is directly related to the Personnel Resourcing and Development (Level 5) section, which stresses training and development as important tools for making the most of the staff. Resourcing and training methods that work well make sure that workers have the skills they need to meet both practical and service goals, which is good for the long-term success of the organisation.
[bookmark: _Toc199116797]Recommendations for Improvement
One way to solve this problem would be to give all staff, but especially new hires, an organised orientation and ongoing training program. System use (like POS and ticket software), health and safety rules, customer service goals, and standard working procedures should all be covered in this class (Hagg, 2013). Furthermore, learning can be helped by mentorship programs and role-playing scenarios. Regular tests can help track progress and pinpoint areas for growth.
[bookmark: _Toc199116798]Section 3: Future Trends in Hotel Administration
[bookmark: _Toc199116799]The Rise of AI and Technology in Hotel Operations
Using more and more Artificial Intelligence (AI) and advanced software systems in hotel management is one of the most important changes happening in the hospitality business (Nickson, 2013). By easing processes, improving the guest experience, and making it easier to make decisions based on data, these technologies are changing both the front and back offices.
I saw the early stages of integrating digital tools at Albrighton Hall Hotel and Spa, such as simple tracking software for managing stock and point-of-sale (POS) systems for running a restaurant. Although the hotel still relied on a lot of physical input, which slowed things down and made mistakes more likely.
[bookmark: _Toc199116800]Academic Perspective
Modern writing supports AI's growing role in the hotel industry. Artificial intelligence (AI) technologies like robots, predictive analytics, and automatic check-ins are supposedly changing how hotels deal with guests and run their own operations (Ivanov and Webster, 2019).
In line with the research of Buhalis and Leung (2018), technological progress also supports the move towards "smart hospitality," where the use of Internet of Things (IoT) devices, cloud-based systems, and AI tools makes operations more efficient and customers happier. 
[bookmark: _Toc199116801]Relevance to My Experience and Department
As a restaurant manager, I often had to wait for days to update stock records by hand, which made it harder to keep track of supplies and make sure orders were correct. Since there was no real-time info, resupply was reactive instead of strategic (Murphy et al., 2017). Using AI-based inventory management systems would let me order ahead of time based on patterns of use, which would cut down on waste and make sure that service delivery goes smoothly.
[bookmark: _Toc199116802]Challenges and Considerations
Integrating AI tools into front-of-house tasks, like digital menus, mobile buying, and automatic bills, can also improve speed and customer happiness as customers demand faster and more personalised service.
There are clear benefits to using these technologies, but there are also problems, such as high adoption costs, staff opposition, and the need for training in digital skills. As Murphy et al. (2017) say, it's important to find a balance between new technology and human contact. Hotels need to spend money on both technology and people to get ready for this change. They need to make sure their staff is properly trained to work with AI and knows how to use data to improve performance.
[bookmark: _Toc199116803]Conclusion
During my 10-week job at Albrighton Hall Hotel and Spa, I learnt a lot about how to run a hotel and handle routine tasks. As a boss in the kitchen area, I met two of my three original learning goals: I got real-world experience as a leader, and I got better at communicating and fixing problems. The experience showed how important organised training programs are and how technology is having a bigger effect on running a hotel. As the hotel industry continues to adopt AI and technology, workers need to stay flexible, keep learning new skills, and learn throughout their experiences.


[bookmark: _Toc199116804]References
ASET, 2017. Good Practice Guide for Work-Based and Placement Learning in Higher Education. Sheffield: ASET.
Bardi, J.A., 2010. Hotel Front Office Management. London: Wiley.
Baum, T., Kralj, A., Robinson, R.N.S. and Solnet, D.J., 2016. Tourism workforce research: A review, taxonomy and agenda. Annals of Tourism Research, 60, pp.1–22.
Buhalis, D. and Leung, R., 2018. Smart hospitality—Interconnectivity and interoperability towards an ecosystem. International Journal of Hospitality Management, 71, pp.41–50.
Casado, M., 2012. Housekeeping Management. London: Wiley.
Fallon, M. and Rutherford, D., 2010. Hotel Management and Operations. London: Wiley.
Hagg, E., 2013. Internship Guide: Work Placements Step by Step. 5th ed. The Hague: Eleven International Publishing.
Johnston, R., Clark, G. and Shulver, M., 2012. Service Operations Management: Improving Service Delivery. 5th ed. London: Pearson.
Murphy, H.C., Gretzel, U. and Pesonen, J., 2017. Marketing robot services in hospitality and tourism: The role of anthropomorphism. Journal of Travel & Tourism Marketing, 34(7), pp.914–928.
Nickson, D., 2013. Human Resource Management for the Hospitality and Tourism Industries. Abingdon: Routledge.
QAA (Quality Assurance Agency for Higher Education), 2018. UK Quality Code, Advice and Guidance: Work-based Learning. London: QAA.
Rughubalan, G., 2009. Hotel Housekeeping: Operations and Management. Oxford: Higher Education Press.
Salas, E., Tannenbaum, S.I., Kraiger, K. and Smith-Jentsch, K.A., 2012. The science of training and development in organizations: What matters in practice. Psychological Science in the Public Interest, 13(2), pp.74–101.
Tewan, J., 2009. Hotel Front Office: Operations and Management. Oxford: Higher Education Press.
Vallen, G.K. and Vallen, J.J., 2014. Check-In Check-Out: Managing Hotel Operations. 9th ed. Harlow: Pearson Education Limited.
Wood, R.C., 2013. Key Concepts in Hospitality Management. London: SAGE Publications Ltd.

7

