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Own Skills and Competencies:
[bookmark: _Toc89206525]Swot Analysis
The analysis tools learned in the class and workshop activities have given me certain feedback. 
[bookmark: _Toc89206526]Strengths
I am very strong to analyze the situation and solving different conflicts among the group-based works. 
[bookmark: _Toc89206527]Weakness
Moreover, I am quite a week in gathering management knowledge and planning when it comes to management skills. 
[bookmark: _Toc89206528]Opportunities
I have opportunities when it comes to communication skills as I am a good communicator, but to make it more effective regular communication with peers is needed. 
[bookmark: _Toc89206529]Threat
From the workshops, I have understood the true essence of leadership skills and considered them as a threat. I needed to set an example among many in the organization, which would motivate all the employees to follow me. 
[bookmark: _Toc89206530]Personal Development Plan
The development plan is being written to help me improve the abilities I would need to become a valuable member of a professional team. As a result, the goal of preparing the development plan must be specified and assessed, as also highlighted by Lejuene et al. (2021), which will allow me to materialize the required abilities and the expected outcomes of the development initiatives.
· The first step is to set a goal, and then I must consider the skills necessary. The goal will be to develop the skills that I require. For instance, if I want to enhance my communication skills, I will keep track of my progress for a period of three months
· The second phase is to outline and priorities my activities. Because my problem-solving abilities are stronger than my organizational abilities, the growth plan will emphasize organizational skills.
· The third phase is to put the action plan into action, which consists of the steps needed to construct the requisite abilities. Attending management training, for example, can provide you with expertise on different organizational and management principles.
[bookmark: _Toc89206531]Skills required to be an Effective Manager
Understanding and awareness of client needs and behaviors are essential qualities for a successful manager in the hospitality sector. As an assistant manager in the hotel business, He is responsible for encouraging and enhancing the efficiency of the team in order to achieve maximum client satisfaction, as mentioned by Liden et al. (2014), as well as inspiring people to have a sense of belonging and improve their engagement in the organizational mission. Apart from this, the firm's assistant manager should have the effective communication skills required to clarify objectives and generate effective relationships among team members or subordinate personnel. In order to determine the effectiveness of the team's accomplishments and increase the organization's profitability, an assistant manager must have management and organizational abilities. Every firm has the objective to improve their performances by taking responsibility for enhancing its offerings to the customers (Wang et al., 2014). And the main focus of the manager to be effective should be on customer satisfaction, which will engage the customers to the hotel and increase their willingness to visit again, making the manager more effective for the organization. Moreover, the following are the key skills for the managers to be effective and positively impact the organization.
[bookmark: _Toc89206532]Leadership skills 
Managers must improve their leadership abilities in order to more effectively manage their teams and maximize the effectiveness of their efforts. In addition to his present leadership qualities, they need to be able to convince or encourage the entire team and instil passion in them for enhancing their customer service, as stated by Colbert et al. (2014). The areas where adjustments are necessary can be identified by collecting input from peers, analyzing performance, and matching it to the desired results. 
[bookmark: _Toc89206533]Time management
In the hotel industry, time management is very important. Aeon and Aguinis (2017) mentioned this ability enables managers to keep the workforce on track within the specified time limit. They manage the duties by keeping track of the time and doing them efficiently within the allotted period.
[bookmark: _Toc89206534]Management and organizing skills
As a manager, the most vital attribute is management. The administration and organizational skills must be strengthened in addition to enhancing the teamwork requirement.
[bookmark: _Toc89206535]Conflict handling
Because the hotel is in the service sector and serves a variety of clients, the hotel must deal with a variety of challenges and disputes in the workplace. The managers can resolve disagreements and improve customer satisfaction by using proper dispute resolution or problem-solving abilities (McKibben, 2017). They can deal with disputes in many settings using analytical skills. To meet professional requirements, capacities must be increased by the addition of risk analysis capability.
[bookmark: _Toc89206536]Planner
An effective administrator must have a bigger perspective; although a group associate will be engaged toward well-defined goals, the manager must look onward to ensuring that these objectives are well selected. The leader picks and applies the best plan for the team by bearing in mind the long-term ramifications of several strategies (Grosse et al., 2015). The effective manager ensures that work is not duplicated and that issues are addressed as soon as possible, as well as that the required resources are provided and managed.
[bookmark: _Toc89206537]Protector
If a member of your team has an issue at work, managers must address it. Such involvement makes the manager most effective in team settings.
[bookmark: _Toc89206538]Competence 
Leaders will be picked on their capacity to guide people rather than their technical knowledge, as in history. The best approach to be deemed competent is to have a proven positive record. Another component of competency is experienced in managerial abilities, as mentioned by Goleman (2018). If managers are to be perceived as qualified and talented, they should be able to contest, motivate, empower, educate, and promote.
[bookmark: _Toc89206539]Team-Building Skills
A team builder is a talented character who lays the foundation that binds the group together in a mutual purpose toward the proper objective. The manager must understand the method and behaviors involved in transforming collaboration from a set of persons to a singular entity group.
[bookmark: _Toc89206540]Listen to your employees
When it comes to change management, employee input is crucial. Focus groups with workers are an excellent approach to measure feedback and track change efforts. Workers can also be encouraged to offer feedback via correspondence or the local network. The foundation of implementing change is interaction. Speaking with your staff is not a one-time affair, and you should communicate with them early and often emphasize your approach Vangelisti and Gerstenberger, (2014). To be a great manager, one must first comprehend oneself, own strengths and weaknesses, as well as the strengths and weaknesses of those around you. One must be aware of their objectives and have a plan in place to achieve them. To achieve a shared objective, you must create a group of people who share your commitment to reaching those goals, and you must support each group member in achieving their own personal best.
[bookmark: _Toc89206541]
Reflective Model
The Gibbs Model is analyzed to reflect on the learning throughout the course, which consist on the following step as shown in fig. below:


[image: Gibbs Reflective Cycle]
[bookmark: _Toc89206542]Gibbs reflective cycle
(Source: Adeani et al, 2020)
[bookmark: _Toc89206543]Description of what happened
As per the  Gibbs reflection model in an organizational context related to individuals and employees, among the essential variables that characterize organizational performance and effectiveness in recruiting and selecting, workers work much better when they are inspired, as per Walumbwa et al. (2011), and talent acquisition makes employees feel at ease and engaged. I realized that while recruitment is thought to be a straightforward procedure, it is complicated by many issues such as employment rules, roles, attitudes, and the working atmosphere. Appropriate regulations, I have discovered, improve the interaction between the employers and employees, what they are supposed to perform, and what their rights are.  I've observed that telling people what to do and how to accomplish it is not enough. Job satisfaction, including that of chief execs, is influenced by a variety of circumstances. If the proper strategy is not taken, the quality of their output may suffer. According to Ksenia (2009), when an individual’s employee's performance is harmed in any manner, the total productivity of the company is harmed. This implies that the administration should be focused on resolving the problem.
[bookmark: _Toc89206544]The Feelings
I have understood because when it determines who must be provided what depending on their management role in the company, attention should be taken to comprehend who really should be provided what (Toh et al., 2007). Top execs, for example, require incentives that bind them to the company. Junior staff, on either hand, requires more engagement in decision-making, financial rewards, and occasionally advancement at the workplace. In this scenario, the feelings are what determine how the management, firm, or division will be seen. I mentioned to the top management that providing them with a piece of the company's ownership makes them pleased. Junior staff, on either hand, are always delighted when they receive a promotion, certain workplace rights that make them feel at ease, or monetary incentives. I discovered that a company's performance has a direct impact on its workers' feelings. It was a pleasant experience for all parties involved because it concluded in a win-win outcome.
[bookmark: _Toc89206545]Evaluation
I noticed that providing a sense of stability and job chances is vital in motivating staff. It is evident that the only approach to improving worker performance is to give them a reward that they appreciate. It is sometimes necessary for managers to listen to their employees and resolve their concerns in order to receive a salary raise. Workers may assume that the company is not doing enough to fulfil its obligations under the employment agreement (Slack et al., 2015). As I learned from the notes, this may have an impact on how they approach their work in the organization. If they feel ignored, the total productivity and what they generate during extra hours can be significantly lower than what they previously developed during regular working hours. Increasing self-awareness via offering appropriate mentorship and improving performance, relationships, and communications amongst them via strong leadership. After reviewing the course material, I realized that employee performance could fluctuate depending on a variety of variables, as also mentioned by Hunter (2017). The reduction could be in terms of production volume. This can be quite damaging to a company that is fighting in the marketplace. The condition may jeopardize a company's very existence, as well as all of the benefits that it provides to its linked stakeholders.
[bookmark: _Toc89206546]Analysis
Based on what I learned from such observations, I believe that employee performance is significantly influenced by their degree of motivation within a company. It is nearly impossible to expect a good result from a worker who is not inspired. While management fails to address the situation of its people, I discovered that it is nearly hard to achieve good outcomes from them (Oltra et al., 2013). I also mentioned that management must make a real effort to know the demands of their staff. When dealing with a problem that affects them, employees may not always connect directly. Rather, they act in such a way that the management will notice something is missing. The management should determine the nature of the issue and how it may be solved before it grows to alarming proportions. Workers that are new to a company and are semi-skilled or unskilled will be interested in addressing physiological and safety needs. They require wages sufficient to cover the costs of a meal, housing, water, and adequate healthcare. Workers who have been with a company for a long period will acquire safety concerns. At work, these include workplace security, safety, stability, and protection (Clarkson, 2016). Social demands will be demanded by skilled individuals in junior management positions. Senior executives have esteem requirements that must be met. These senior officers may need to be awarded shares to encourage them, as shown in the class notes. The top manager may be able to achieve self-actualization. Understanding each employee's role makes determining the appropriate award simple.
[bookmark: _Toc89206547]Conclusion and Action Plan
From junior officers to senior staff, I have learned the value of the recruitment process, career development choices, and correct employment regulations. Moving ahead, I strongly suggest that the HR department do regular staff appraisals to assess how their productivity and responsibilities should be altered. This, I believe, will eliminate workplace concerns such as complaints and even rebellion. The degree of motivating employees affects their involvement and productivity, as I learned from the training. Considering the role of a competent manager, I can do a variety of things to assist in employee motivation. As a responsible manager, I will make every effort to keep staff engaged so that they may perform at their best. I mentioned that management should always address issues that affect their personnel as soon as they arise, as also highlighted by Mehta et al. (2016). When it becomes clear that employees are serious about their demands, management should act quickly to address the problem in a way that protects the interests of all parties concerned.


[bookmark: _Toc89206548]
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