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Part 1: What it means to be a Human Resource Professional

The role of an HR professional encompasses a variety of tasks, the main objective of which is to ensure well-prepared, skilled, and motivated personnel. The process includes planning the needs of specific jobs, preparing job descriptions, searching for appropriate candidates, choosing the most suitable one for a particular position. Another important part of their job is to take care of the company culture. 
Personnel are the core of every organisation. Each business is dependent on its personnel skills, motivation, and performance. This is very much in force for the hospitality business where the employees are the main contact with customers. The management of Marriott Hotels has a deep understanding of the importance of its personnel.  "Take care of associates and they'll take care of your customers" are famous words constantly repeated by the founder of Marriott. (LOYALTY LEADER QUICK TIPS, 2019).
The Chartered Institute of Personnel and Development (CIPD) Profession Map is a tool giving directions to HR professionals.  It formulates the activities, knowledge, and way of work that lead to success. It is usually used by the organisations for creating professional and successful HR, finding out areas for improvement, identifying skills needed to make the change.
The CIPD Profession Map formulates the following areas of activity for an HR professional. Firstly, they have to be able to develop a deep understanding of the organisation and its business. (CIPD People Profession, 2020). In our case, it is the hospitality business and the HR professional must have specific knowledge about it in order to be able to tailor the strategy in accordance with the hotel’s needs. Secondly, they have to be leaders and act as a model to the others, supporting the best working practices and complying with the company culture.
In the third place an HR professional takes care of the organisational design in the light of the organisational objectives. ‘The structure of an organization influences how rapidly it is able to respond to changing needs.’ Bogardus (2006, p. 219). In the perspective of hotel management, it is often the case that more or fewer employees are needed for a particular event or situation. A less centralised structure will allow a faster response in such a case.
HR professionals are also responsible for human resources development in the scope of culture, behaviour, skills, and performance. They design appropriate strategies and processes to ensure adequate development.
Another area of their activity is the planning of resources and talent. According to Bogardus ‘planning is the crucial first function for effective organizational management.’ Bogardus (2006, p. 216). Strategic planning takes into consideration the threats and opportunities coming from the external environment and the strengths and weaknesses of the organisation to produce competitive advantages. 
Learning and development are also priorities of the HR function. In a chaining environment, they are crucial for achieving organisational goals.
The area of ‘performance and award’ includes activities for identifying key employee’s skills and performance. It is also provide ways of rewarding (CIPD People Profession, 2020).  Both parts of this function need to be measurable and objective; the requirements and the rewards.
Engagement of employees is also in the scope of HR professional responsibilities. The extent to which employees are connected to the company and are ready to contribute is a measurement of their engagement. 


Part 2: The organisational objectives of the HR function 

Introduction
The purpose of this report is to explain the organisational objectives of the resourcing activities planning, recruitment, and selection. These activities have a major effect on organisational development and success since human resources are at the core of each organisation and are crucial for its performance. The first part of the report examines the HR function and the main characteristics of each of the resourcing activities. Then the relevant organisational objectives are evaluated. The final part reviews the evolution of the resourcing activities planning, recruitment, and selection within the Marriott Hotel.

Organisational objectives of the HR function’s activities planning, recruitment & selection
In a sense the HR function is in the delivery business – providing the advice and services that enable organizations and their line managers to get things done through people. Armstrong, (2014, p.38)
As described in Part 1 the HR function covers a variety of areas of responsibility. It includes strategic activities, connected with the organisational structure and effectiveness, plus activities related to resourcing, learning, employees’ development, assessment and rewarding. 
An important part of the HR function is workforce planning, recruitment, and selection.  
Workforce planning is a process that ensures the right quantity of people, having the right skills for delivering organisational objectives. (Armstrong, 2014). The process of planning includes a moment of prediction. The HR manager needs to predict what kind of personnel and in what quantity will be needed after a certain period of time. Prediction is needed because the process of recruitment and selection needs time, and what is more, most of the employees are not ready to work efficiently upon appointment. A transitional period of training and adaptation is needed for them to become effective. It is the reason why needs have to be predicted. 
In this sense, planning is connected with a couple of factors. Firstly, the HR manager needs to know the organisation and its business well in order to be able to identify the right needs. Secondly, they have to know sufficiently about the business environment in which their business operates. It is important for the HR planning manager to be aware of the changes in the business environment and their impact on the human resource function. As mentioned in Part1 before making the decision about the personnel needed the changes in the internal and external environment must be examined. Different tools for environmental analysis exist, such as SWOT analysis, PESTEL analysis, etc.
Recruitment is a process of obtaining the right people. It includes a couple of steps, such as identifying needs, describing the job requirements, finding the right candidates, and attracting them. (French, 2016). The job description is an important step in the recruitment process. Usually, it includes a number of sections, job context, job summary, everyday duties, occasional tasks, working conditions, performing standards, skills required, background, etc. (Torrington, 2017). 
There are different channels for looking for candidates. Examples of them are:  the corporate website, recruitment consultants, professional networks like Linked-in, newspaper advertisement, social networks, education liaison, etc. The final part of the recruitment process is to select and attract the right candidate. ‘There is a need to compete effectively in the employment market by recruiting and retaining the best, affordable workforce that is available.’ Torrington, D., et al. (2020, p. 7). Practically, an HR manager needs to know the labour market well in order to be able to prepare an attractive remuneration and offer satisfying conditions to the candidates having the required skills level.  
Selection is a process of examining the applicants in order to be chosen the right one. It is an important job since if a bad candidate is appointed this will bring additional costs to the company. These costs could be high since they include the cost of poor performance, extra training, demotivating the rest of the staff, etc. HR managers use a variety of methods for selection, such as preparing shortlists, using references, conducting interviews – face-to-face or over the phone or on the internet, and testing. The most appropriate method depends on the type and structure of the organisation. The more bureaucratic the organisation is, the more complex methods are used.
The above examined resourcing functions have shaping effect on the organisation and its performance. 
The workforce planning is responsible for delivering important organisational objectives. The key objective of the company is to plan the right amount of people having particular skills for the right moment of time when they will be needed. This is a key objective since it provides the organisation with competitive advantages. In order to be able to deliver these objectives, the HR management need to analyse the internal and external environment. A common tool for analysis is the SWOT analysis. (Kotler, 2015). It examines the internal environment by defining the strengths and weaknesses of an organisation. Knowing its strengths and weaknesses they can use them as a competitive advantage. Strengths will be supported and utilized while weaknesses will be examined and used as a base for further improvement. Planning the right personnel can be a solution to a problem connected with a particular weakness. The external environment provides threats and opportunities for the organisation. The same approach can be used by HR managers. They can use the changes in the environment for producing competitive advantages by effective planning, recruitment, and selection of personnel.


Organisational objectives of the HR function’s activities planning, recruitment & selection within the Marriott Hotel
The processes of planning, recruitment and selection at the Marriott Hotel are crucial for the organisational success. An enormous part of the hotel staff is on the front line meeting and working face-to-face with the hotel guests. The personnel skills, motivation and devotion are perceived by the customers at any moment of their stay and are crucial for their satisfaction.  It is the reason why the HR function plays major role in the hotel management. In the hospitality business there are often moments when more personnel is needed. That is why significant part of the staff is not permanent and/or is working part time. This places further difficulties in front of the HR manager who need not only to predict the right number of additional staff needed but also to find it on time and with the right skills and qualifications. It is a difficult job and the result is decisive for the image of the Marriott hotel. Poor service is one of the main reasons for customers’ dissatisfaction. 
The same is even more valid for the permanent staff. It is usually responsible for performing the key functions and for helping the temporary staff to adapt and fit faster. For this reason, permanent personnel is planned, recruited and selected far more carefully. Their roles and performance have a direct impact on customers’ perception and hotel results. 

Conclusion 
The examination of planning, recruitment, and selection as resourcing activities of the HR function showed that there is a variety of approaches and methods for accomplishing these activities. The selection of the right method depends on the character and structure of the organisation. The more centralised the organisational structure is, the more complex, time consuming and formal the approaches are used.   
It was found that the resourcing activities planning, recruitment, and selection are crucial for the organisational success. They could produce competitive advantages and help the ogrganisation to achieve its goals.   
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