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Introduction
Premier Inn Stockton on Tees is an established premises that offers affordable lodging services at high standards of customer service. During my placement, I worked with the Human Resources (HR) department, which is highly critical in keeping a motivated workforce and making sure the hotel is running smoothly (Pereira et al., 2021). The HR department of Premier Inn handles such functions as recruitment, training, employee relations, and performance management which are important for Premier Inn’ success.
The learning objectives were:
1. To increase my insight on the practices of HR management in the hospitality industry.
2. To get a hands-on experience in recruitment, staff induction, and performance management.
3. To enhance communication and organisational skills when handling staff, management.
Section 1: Role Reflection (Using Gibbs' Reflective Cycle)
1. Description:
During my placement, I worked in HR department of Premier Inn Stockton on Tees. My role there was to help with recruitment, on boarding and training programmes. Some of my responsibilities included scheduling for interviews, preparing the induction materials and also supporting the performance review process. I watched the HR team deal with employee relations and how they resolved the working place conflicts. I collaborated with the HR manager, who was a leader through communication, delegation, and giving directions (Smart et al., 2021). The leadership style adopted in the department created a cooperative culture in which matters were effectively addressed. 
2. Feelings:
At the start of my placement, I was all excited and nervous. I was anxious to use in practice what I have learned during my studies, but I was also not sure how my theoretical knowledge could be turned into real life assignments. After being more involved within the department and familiarised myself with the taks needed to be completed, I became more confident (Li et al., 2021). It was interesting to take part in the recruitment process and do staff inductions. However, I also encountered difficulties, particularly during high recruitment periods, which were too much to handle, as per example to read 150 applications in order to short list few candidates,only one position being available. Sometimes I had difficulties in multi-tasking and was not sure of meeting expectations. However, I learned to be open with my supervisor to be able to manage my workload as well as my time (Rubel, Kee, and Rimi, 2021). 
3.	Evaluation 
Being a member of HR department, I had a challenging and rewarding position. Being part of the recruitment and staff training process gave me a good opportunity to be of great help in the operations of this department. I gained the knowledge of how to evaluate CVs, organise interviews, and develop efficient induction materials. I also got a chance to help in resolving minor employee issues and that gave me an insight on the importance of good communication and conflict resolutions in HR management (Hamouche, Koritos and Papastathopoulos, 2023). One of the challenges that I experienced was the fact that there were many aspects of recruitment. It was always overwhelming trying to balance such tasks as sorting CVs, scheduling interviews as well as preparing induction documents. Although I was guided by my supervisor, I came to understand that I had to work on time management and delegation skills among others.
4. Analysis
Communication and delegation were key to the success of the HR department. Smooth running of operations was ensured by my supervisor’s leadership and HR systems (PMS, CRM) utilisation. Watching their leadership style made me realise how good decision making and team assistance can influence a favourable work atmosphere (Khalil, Shah and Khalil, 2021). My greatest weakness – time management – indicated the need to prioritise tasks and control the pressure better.
5. Conclusion
This position helped me understand the role of HR in operations at hotels, mostly in recruitment and staff development. Although I made valuable contributions, I also identified growth areas especially in terms of time management and leadership in pressure.
6. Action Plan
· Time Management: Carry out the task prioritisation and divide work into smaller steps.
· Communication: Be proactive with the team interactions to clarify expectations.
· Leadership: Look for small project opportunities to enhance one’s leadership.
· Technical Skills: Further the knowledge in HR systems such as PMS and CRM (Mhatre and Mehta, 2023). 


Section 2: Discussion of Key Hotel Administration Issues
Based on my placement, an important administrative challenge identified was resource allocation especially, in the HR department. At some points, there were not enough staff to cover all roles in the operation, which led to additional pressure on HR to recruit fast and effectively (Lastres, Wen and Huang, 2023). This problem was worsened during peak seasons when the hotel required extra workers following increased number of bookings.
Literature in academia confirms the fact that allocation of resources is key in hospitality operations because it directly influences service delivery and operational efficiency (Khalil, Shah and Khalil, 2021). Limited resources may create delays in recruitment, burnout among the staff, and reduced guest satisfaction due to the lack of the employees’ capabilities that influence the quality of services.
This issue was very relevant to the Personnel Resourcing & Development module that I have studied. Good utilisation of resources and especially in staffing is very important in ensuring that the HR practices run effectively. It was clear in my placement that lack of adequate staffing meant more workload on the HR which resulted in inefficiency of the department. This experience confirmed my ground on the role of strategic planning and resource allocation in HR activities (Luu, 2021).
Resource allocation is one of the main issues in service industries and especially during periods when the demand is high (Alananzeh et al., 2023). HR departments have to reconcile the short-term staffing needs with the long-term development of employees to optimise operational efficiency while maintaining employee satisfaction (Lastres, Wen and Huang, 2023). While on my placement, I saw how lack of resources could affect recruitment, training and thus the need for proper work force planning.
Section 3: Future Trends in Hotel Administration
In the future, forward-looking trends in hotel administration like the growing use of AI and advancements in technology will revolutionise the HR function. Automation of such repetitive tasks as CV screening and interview scheduling with the help of artificial intelligence is already employed and gives the opportunity for HR teams to shift their focus to more strategic tasks (Della et al., 2021). Furthermore, the development of performance management software is enhancing the effectiveness of employee evaluation and training process.
The hotel operations are also being impacted by a change in consumer expectations. The more that the guests expect customised and smooth services, the more HR departments will have to change and employ people with special sets of skills, such as proficiency in technology or customer service excellence (Luu, 2021). HR will have to be proactive as far as the recruitment and training of employees that could address these developing needs.
Such trends were apparent in my placement as I noted increased use of technology in HR processes (Haldorai, Kim and Garcia, 2022). For instance, HR software systems were essential in handling recruitment and reviews on performance. With these tools developing, the HR teams will have to change and adopt new technologies in order to enhance efficiency and be capable of serving both employees and guests.
Conclusion
My placement at Premier Inn Stockton on Tees in the Department of HR proved to be a very valuable experience, the benefit of which is that I got an opportunity to have practical understanding of the hotel management in terms of HR. I have learned the need to communicate effectively, organise myself and the need for leadership in HR function. Although I could contribute to recruitment and training, I noticed the areas for improvement, especially in the management of time and delegation.
I did to some extent manage to achieve my learning objectives, whereby I got to practice recruitment, onboarding and performance management. Moving forward, I will be working out on my leadership, communication, and technical skills so as to be able to effectively make contributions to HR practices in future jobs.
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