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The process involving steps such as recruitment, training, and management of employees with the help of human resource management is referred to as managing people. It is very important for a firm or a company to manage people as happy employees in a company yield the highest chance for the company's success and add to the goodwill of the company in the market (Leroy et al. 2018). The present report would focus on the recruitment process that can be adopted by Trianon for the post of Quality Compliance Manager and is therefore considering the job profiles of the shortlisted candidates. The present report would also define the importance of the involvement of HR staff in strategic decisions.  
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The recruitment process involves various steps to identify the individual capacity to meet the requirements of the job for which the individual is being recruited. The recruitment process makes sure that the selected candidate would serve the purpose for which the company is searching a candidate (Islam and Kalumuthu, 2020). Trianon could also follow the following steps to support its recruitment process:
Identification of the hiring needs: As Alistair Mackay, the director of personnel development, has been hired to recruit the candidate for the job position of Quality Compliance Manager for the joint venture that the company has planned to start in Hungary; he has to identify all the needs that are expected by the company from the selected candidate. This is the first step in the recruitment process. As per the job for which the company is looking for a candidate, the requirements would be to get a candidate who has good knowledge about the general legal guidelines that are followed in Hungary, the objectives of the joint venture, capacity to look at all the matters relating to quality management and so on. 
Preparation of Job Description: After the identification of the hiring needs has been completed, the allocated person will have to line out all the responsibilities that the hired candidate will have to perform. As for the job of Quality Compliance Manager, the duties would be keeping an eye on the production and manufacturing process of the products in the company, thoroughly checking all the raw materials that are being used by the company, but all the products under quality check process and so on (Zhang, 2018). This job description would then help the candidate to get them informed about all the responsibilities they will have to fulfill while working in the joint venture. Trianon would consider recruiting the person who has the best capabilities to meet all of these responsibilities. 
Devising the recruitment strategy: After deciding upon the needs and responsibilities relating to a particular field next step which is to be taken is about drafting the plan that the company or recruiter would use for the recruitment process. Recruitment strategy considers factors such as geographical area, recruitment method, job ads, and channels from which the job ads would be posted. But in the case of Trianon, this step would not include much importance as for the fact that due to the existing job profiles of the candidates that were on the shortlist, there is no need of posting any ads in the market (Pirson, 2018). The recruiter would directly recruit the concerned person from the shortlisted candidates according to the capabilities they have and the factor they have come from.
Screen and Shortlist candidates: Now, from the shortlisted candidates, the skills would be seen of each candidate, and the most relevant one according to the recruiter would be given priority, and the individuals whose profile lack some of the requirements would be kept after the priority. So Alistair, from the shortlisted candidates that have been sent to him by Henri Ganadry, the general director of joint ventures, would finalize the candidate he would like to see first (Levin and Levin, 2019). 
Interview Process: The candidate who will be kept on priority from the three shortlisted candidates, Marie, Janos, and Sinead, will be then interviewed to get a more precise knowledge about how much information does the candidate possesses about the particular job and its requirements. The interview process would encourage questions from the candidate too so as to give them a clear idea about how they will have to work in the company. 
Make the offer: After Alistair interviews the candidates, he would then make the offer to the most relevant candidate about the remuneration they will be paid for the particular job and what they will have to give in return to the company (Monte, 2021).
Employee onboarding: The last step is the onboarding of the employee. The selected employee by the recruiter of the company would be introduced to the office and the responsibilities on the decided day from when the work will be started. According to the case study, the company needs to have the candidate on the post in five to six weeks; there is a need for quick decision-making by the recruiter.      
[bookmark: _Toc100046113]Factors influencing recruitment decision
If any of the situations arise where Alistair would have to make an immediate decision, he would consider having Sinead Marrinan-McGuire as the Quality Compliance Manager of the company because of the following factors:
Experience: While hiring a particular person for a job, the crucial point which is considered is the experience that an individual holds about the job that is offered to them (Kessler, 2018). Sinead had been a production engineer in joint venture analysis at Trianon's London office and thus held all the required information about what quality is preferred by the company and how the company works upon its quality check process. She possesses all the knowledge that is needed for this particular job because she has been working on all the technologies that were to be applied in this joint venture. When Alistair met her for the very first time, he was impressed by her and the knowledge she possessed about all the matters (Rozario, Venkatraman and Abbas, 2019). 
Potential: It is essential to take into consideration the prospect that the particular candidate possesses. It is necessary to judge that the person must have enough dedication to commit themselves for a more extended period of time for the company. The job vacancy that is carried out by Trianon demands a three-year commitment from the candidate who will be joining the post and as Sinead is one of the most promising employees of the company as she has been working in the company's R&D department for the last three years attracted the maximum interest of Alistair. He wants to hire this candidate because he thinks that she can promisingly complete the work commitments with the company (Abdullah, et al. 2018).
Hard skills: Another factor that might have influenced this decision is the hard skills that are possessed by the candidate. Hard skills are those skills that are measurable by the recruiter that a candidate has in them from the learning about various subjects. Alistair would have been impressed by Sinead's knowledge of the joint venture and her understanding of the technical as well as legal terms on which she had provided reviews beforehand (Karim, et al. 2021). These skills of the candidate impressed the recruiter in the first meeting. He was also impressed by her corporate-level concerns and strategic issues.  
Soft skills: Soft skills hold importance equal to hard skills. Soft skills are immeasurable skills that are inherent in the candidate by birth or are inherited gradually, which reflect as their personal character, which is one of the most critical factors affecting the recruitment decision. Alistair was in the very first meeting impressed by the candidate who made good evidence of her soft skills.
Cultural Fit: One of the necessary factors that influence the recruitment decision is the cultural background of the company to which candidate who is being selected should be known. Every company has a varied cultural background, and it is not possible for all the candidates to adjust themselves according to the culture of the company. As Sinead has worked in the same cultural background for the last three years, she is the best fit to be offered the post of Quality Compliance Manager.    
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At the end of the case study, Alistair was nervous about the fact that he was not involved in the decision-making process for the joint venture, which was a valid point. The involvement of the HR department in such decision-making has many advantages attached to it. The advantages that are attached are as follows:
Remaining Competitive: In the global business environment, there is the presence of cutthroat competition, which can be competed with the strategies and policies developed by the HR decision knowledge. In the world of international business, HR strategies that are highly competitive in nature can succeed and yield good results. For instance, when a company planned to establish the joint venture in Hungary and the HR decisions had been welcomed, and then there were chances of better manpower planning and development. When there is a need to develop manpower in the new cultural environment while establishing itself in the international business, HR practices are the best way to do the same (Balan, et al. 2020). 
Ethics: While talking about the international business environment, ethics is considered one of the most integral parts of decision-making. HR gives special attention to the ethical decision-making about what is acceptable and unacceptable in the new business background, which relates to the personnel of the business. Some of the examples of ethical questioning include outsourcing and off-shoring, which leave an impact on people within the organization regarding international operations. If the company had considered involving the HR department in this decision-making process, there would have been chances of high ethical decision-making. This would have also equipped the company to maintain a proper balance between the workings of the Trianon and the employee's needs Trianon. 
Local Adaptation: Local adaptation simply refers to decisions that are meant keeping in mind the local environment of the place where the company is planning to establish itself. It is important for the company to mold all of its services and practices according to the values and cultures prevailing in the areas. When the businesses are set up in the international environment, there prevails the chance of facing problems in localizing operations which HR managers are eligible to handle by making certain decisions that are perfectly combined with a combination of local culture and the company culture (Abbas, Shah and Othman, 2021). Trianon should have also considered HR decisions in order to establish a strong base of local adaptation for the company.
Universal involvement: Universal involvement is a term that refers to the collaboration which is set up between the parent company and local subsidiaries. In the process of decision making, if there is any counter with the international operations, then the bureaucracy of decision making is eliminated and comes to the subsidiaries from the parent company. When HR managers are involved in making certain decisions that are made with respect to human resource needs, the decisions taken are positioned in a manner that is far better. Thus, the involvement of the HR department in the decision-making process of the international establishment of business plays a vital role and helps in making more precise decisions (Bhalgat, 2019).     
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In the above report, the decision has been made on the concept of management of people for the establishment of international business. The above report is completely based upon the provided case study of Trianon, where there is a hiring need for a Quality Compliance Manager for the new international establishment that the company has made in Hungary. 
The above report had a discussion based on the recruitment process that is to be followed in order to hire the best possible candidate. It has been seen that there are several factors that have influenced the hiring of Sinead for this job profile by the recruiter Alistair. 
Certain points are seen which are matching with the job profile of the potential candidate on the basis of which the decision has been made. The report has been concluded with a discussion on the need for HR decisions in the international establishment of a particular business and how more precise decisions can be made by doing so.  
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