Introduction:
The role of personnel professionals has evolved significantly considering the dynamic landscape of contemporary business. They have had to adapt to the diverse needs of sectors and enterprises of different sizes (Anwar and Abdullah, 2021). Strategies employed by personnel professionals have been influenced by the interplay between internal and external factors assessed through SWOT and PESTEL analysis respectively. This essay takes a look at the multifaceted responsibilities of personnel professionals while exploring their major role in managing and initiating change for improvement.
This study draws insights from the works of renowned scholars such as Johnston, Clark and Shulver (2012) Hayes and Ninemeier (2009), Tuzunkan and Altintass (2019), Taylor and Woodhams (2012) and Torrigton et al. (2009). This study navigate through the major features of national and international employment markers. These markets serve as the basis from which organisations source and mobilise staff, offering a balanced perspective on the changing nature of employment markets.
The advancements in technology have brought about significant changes in staffing processes thereby resulting in a demand for a balance between fairness, lawfulness, efficiency and effectiveness. This can be seen when considered through the lens of contemporary human resources management in the tourism industry as noted by Tuzunkan and Altintass (2019). 
Similarly, Hayes and Ninemeier (2009) provided invaluable insights into human resources management particularly in the hospitality industry thereby strengthening the arguments in that regard. As organisations strive to improve their processes, the absorption of new personnels into any organisation is necessary for managing diversity and achieving the goals of an organisation. Torrignton et al. (2009) delved further into the extent to which the intricacies of managing performance, innovation of new working practices and delivering outstanding customer service lies on the human resources manager. These are essential for developing an organisational culture that is conducive to talent growth, and aligns with the fundamentals of human resource management. 
Taylor and Woodhams (2012) considered the explored the traditional and contemporary means of professional development and highlighted the concepts of mentoring, coaching and continuous development. Torrignton et al. (2009) on the other hand shed light on the pathways for ethical and professional development, while emphasising a continuous commitment to equal opportunities and diversity management. 

Element 1: Job Advertisement for Hotel Manager at Delta by Marriott
Job Title: Hotel Manager
About Us:
Delta by Marriott is a prestigious hotel that is committed to providing exceptional hospitality experiences. We are seeking a dynamic and experienced individual to join out team as a Hotel Manager. If you have a pssion for the hospitality industry with a proven track record of excellent leadership skills and managing hotel operations, kindly indicate interest. 
Job Description: As the Hotel Manager, you will be responsible for overseeing the day-today operations of the hotel, ensuring the highest level of guest satisfaction and operational efficiency.
The key responsibilities shall include:
· Managing and leading hotel staff to deliver outstanding customer service at Delta by Marriott.
· Overseeing daily hotel operations, including the front office, housekeeping as well as food and beverages services offered to customers of Delta by Marriott.
· Maintaining operational standards in line with current industry standards. 
· Implementing and maintaining strategies to maximize revenue and profitability.
· Implementing and maintaining operational standards to ensure a seamless experience for guests of Hotel by Marriott. 
· Handling customer complaints and ensuring prompt response.
Qualifications:
· Minimum of 5 years working experience in hotel management.
· bachelor's degree in Hospitality Management or any related field.
· Excellent leadership and communication skills.
· Proven track record of achieving and exceeding financial targets set within a fiscal year.
· Proven knowledge of industry trends and a customer centred mind set. 
PESTEL Analysis
This section focuses on insights drawn from scholarly materials as well as reputable internet sources on the social, technological, environmental, and legal aspects of the recruitment process. This was to ensure that comprehensive and relevant factors were applied to Delta by Marriott (Matović, 2020). 
Social Factors:
· Attracting diverse talent: Delta by Marriott is committed to diversity and inclusion to people of all ages, races and abilities provided they meet the job requirements. 
· Employee Well-being: Delta by Marriott engages in various initiatives that promote work-life balance.
Technological Factors:
· Advanced reservation systems: Delta by Marriott Hotel engages technology driven approach to better improve customer experiences.
· Central technology system: Delta by Marriott operates a central technology system that is integrated to various parts of the hotel for effective and efficient monitoring. 
Environmental Factors: 
· Sustainability initiatives: Delta by Marriott is committed to eco-friendly practices in the hospitality sector. 
· Sustainable development goals 
Legal Factors 
· Compliance with labour laws: Delta by Marriott is committed to the adherence of all legal requirements relating to labour and employment. 
Element 2: Onboarding and Development Process
Onboarding Process:
1. Welcome and Orientation:
· New employees are treated to a warm welcome and introduction to teams and facilities of Delta by Marriott.
· New employees are taken through an overview of company policies and procedures. 
2. Job-Specific Training:
· Comprehensive tr on job responsibilities and expectations.
3. Integration:
· Employees engage in team building activities to foster camaraderie.
· Frequent check-ins with mentors or line mangers. 
4. Introduction to company culture:
· Emphasis on the values, mission, and vision of Delta by Marriott
· Encouragement of open communication
· Respect for communication channels. 
5. Feedback and Evaluation:
· Continuous feedback and performance evaluation of employees. 
Development Strategies:
1. Training Programmes:
· Delta by Marriott offers training programs to enhance skills of employees. 
· Delta by Marriott sponsors industry related workshops and certifications to qualified employees. 
2. Mentorship Programs:
· Employees are paired with experienced mentors for guidance. 
· Delta by Marriott fosters a culture of life-long learning. 
3. Career Path Planning:
· Delta by Marriott offers professional consultations to employees on career growth within the company.
· Delta by Marriott encourages setting and achieving career goals. 
SWOT Analysis:
SWOT analysis was applied to this task based on the information from academic research and particularly industry examples and live cases to provide a better understanding of how it applies to Delta by Marriott (Benzaghta et al. (2021). 
Strengths:
· Delta by Marriott offers a comprehensive onboarding program that fosters quick integration within the company.
· Delta by Marriott has diverse training programs that cater to various learning styles. 
Weaknesses:
· There is the possibility of potential information overload during onboarding sessions.
· Delta by Marriott is largely dependent on mentor availability for effective mentorship. 
Opportunities:
· Employee development of Delta by Marriott aligns with organizational growth.
· Delta by Marriott has an integrated e-learning platform from partners for flexible training. 
Threats:
Delta by Marriott sometimes experiences high employee turnover that affects long-term development plans.
There are also external factors that impact industry trends and training needs. 
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Tuzunkan, D. and Volkan Altintaşş, V. (editors). (2019) Contemporary human resources management in the tourism industry; Business Science Reference
Yusoff, Y.M., Nejati, M., Kee, D.M.H. and Amran, A., 2020. Linking green human resource management practices to environmental performance in hotel industry. Global Business Review, 21(3), pp.663-680.

