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Suitable recruitment and selection process
A suitable and standard selection process requires meeting certain expectations from an employee which will be effective for the requirement of the organization and it should have all the mentioned qualities needed for the job. For the case of this organization, certain steps are needed to be made because with the help of the right employees the company can manage to fulfill the position of quality compliance manager and a Project Engineer for running the operations of the hotel. The company needs to go through the procedure of a proper suitable recruitment process where all the necessary details of the candidates are given and it can also provide a solution based on the requirement of the job. Because the recruiter requires specific heat and requirements for the job positions the steps of the recruitment need to be perfect. In this case, the process of recruitment should begin with the selection of the candidates which comes with a list of the qualities that the candidates have and the candidate’s needs to excel in all of the categories which is required for this position (Barmuta and Grishchenko 2020). It is important to start with receiving the job or order and in this case, the recruiter has in mind the national requirements of the job order witnesses to be provided to the candidate. Because it is a service industry and the recruiter needs a quality control manager with certain skills are to be practiced by the candidate and the job order should have all the necessary details in descriptive where their preferred qualifications are mentioned to provide details on the job description. 
Based on the job title and preferred qualification the candidate should also ask for the range of salary which is a very important factor for any kind of recruitment process. These categories provide an outline of the whole situation where the recruitment procedure starts. The source of the candidates needs to be known to fully understand the procedure and it provides of acid character to the candidates based on their qualifications in skills. The Source of the candidates is a very important factor that needs to be mentioned in the resume of the candidates and it needs to be presented in front of the recruiter for the interview purpose (FraiJ and László 2021). Also, collect the necessary details through social media or online jobs where the candidate has their accounts. It can also be the recruiting database is provided by the company where the candidate has enrolled all the necessary details of the background resources. Reference is another important factor where the previous working experience of the candidates can be recorded and it can provide a better element in their profile (Köchling and Wehner 2020). In the current contemporary scenario, social media can be a great tour for finding active and passive candidates with their descriptive ideas to showcase the skills and qualifications of the candidates. Another important platform can be the recruiting database where the information of the candidate is already stored for the recruiter to be witnessed. Because the organization requires specific details on the candidates it is very important to navigate to screen application policy which is a vital step of the recruitment and selection process. This is a free screening interview platform where telephonic interviews or behavior interviews happened for understanding the quality of the candidates for them to function for the organization (Saad, et al., 2021). In which state the candidate needs to provide an overview of their work history and career goes which would be verified by the interviews for narrowing down the overall background research that has been suggested. 
This is a very integral part because it cuts down the main interview short by already assessing the background details and the recruiter can look forward to the actual answers in the main interview. Short lifting of the candidates is the next step after calculating and analyzing all the background details that the treated has got from various possible candidates. Shortlisting is a very important step because based on the shortest that candidates the final interview starts. With the shortlisted candidates, the interview or can sit for a face-to-face interview with the right candidate and from this place, the total number of candidates can be narrowed down because all of the shortlisted candidates can be potential ones (Gupta, Fernandes and Jain 2022). The following steps are the final interviews where the shortlisted candidates are interviewed according to the needs and requirements of the organisation and here the recruiter takes notes on certain aspects of each candidate based on which the final result is provided. Body language is a very important section for this stage because based on this interview the final candidates are selected for the position and that is why the recruiter looks forward to the overall aspect of interviewing the candidates. 
The recruiter can conduct the test to judge the skills that the candidate has projected in their resume and at the stage fitness of the job is facilitated by the recruiter because based on this place and determine if the candidate would match the various criteria of the company. Conducting a test can take 30 minutes to an hour where a series of questions of analytical and Critical categories can be asked to the candidate and various other skill-related requirements can be made for assessing each candidate. This can be a very crucial point because a candidate can answer all the necessary questions in an interview but the skill-testing proves the actual skilfulness of the candidates by providing depth to the character and ethics of work (Upadhyay and Khandelwal 2020). The final step is extending the job offer where the candidates are offered the final job and are accepted into the organisation based on their skills and qualities. It is the state where candidates negotiate the salary and other offers that are to be provided by the organisation. It is a very important stage because not only is there the outcome but talking to the client and requesting the necessary details are mentioned on this page for final evaluation.
Selected candidate
Based on the needs and requirements of the organisation it is very difficult to choose which of the candidate are suitable for the post because all the candidates mentioned in the shortlist are potential. The company requires an interest in the project which will make some of the ministry officials of Budapest to be happy because the current venture of the hotel is based in hungry and it requires a candidate who is good with international skills and the person is to be active with maintaining bureaucrats who are very important guests for the hotel. At the same time, the organisation requires the recruitment to be sophisticated and the candidate needs to have certain skills that go with a quick decision-making process and has tight control over the operation overseas. Based on these assessments it is very hard for understanding which of the candidates can be sufficient for the post because all the candidates are quite eligible. I would suggest that Marie Erten-Louseau can be the right candidate for this position because she has job experience of 13 years and she has previously worked for Trianon. Wish you also have other till where she has previously walked with France and Germany and under her leadership to measure projects I have rent a success. Also has excelled in her job operation in the Czech Republic and Poland which gives her the points for working Overseas and gaining incredible success in the projects where she was working. But the current jobs in Rio can be difficult for her because she has a child of 12 years old and she cannot make enough traveling for the company in different parts of Europe. Sinead could be a possible candidate but her role as a production engineer only serves the ground of Technical and legal accounts where she has Walked in various projects. But at the same time, it is difficult to SS her knowledge of having connections with bureaucrats. That is why I would like to say Janos Gabor can be the possible candidate because he has all the necessary skills to be the operation engineer for the organisation and he is born in Hungary which gives him the brownie points for knowing Hungarian demography and language.  This candidate is suitable for international bureaucrats because he has very family connections who are associated with ex-party members of various Minister Bureaucracy and that allows him to be systemic with the International guest. Because of his previous experience is and capability he can be the best candidate for the position because he has the potential to travel as much as it is wished for him. Although, his area of expecites only lies in the engineering sector he can guarantee other required skills of communication because of his previous experience in different parts of Europe. The central European perspective gives away his potentiality to the maximum level where he can manage the role of the position required for this particular job. Therefore, I would like to say that the Hungarian
Involvement of HR
There can be a debate on the fact whether HR staff should be involved in the strategic decision-making process that is related to international business operations and joint venturing programs. Human resource management can be entitled to difficult situations where they can provide the most effective ways of recruiting the right people for determining how the money and resources will help in enhancing the business status of an organization. Because the Human Resource Department is associated with recruiting the candidates they need to understand various international business operations and other joint ventures which are associated with the organizers. Knowing and acknowledging the factors will help the Human Resource Department to navigate through the Overseas operations of the organizations for the recruitment of employees. The decision-making process of the Human Resource Department involves various political Strategies for making the business a competitive Global process where the company can hand to a greater extent of success (Shrivastava, Nagdev and Rajesh 2018). The practices of Human Resource assets comprise Manpower and the development of strategies that can enhance the performance management of the employees and the overall decision-making process should work with the company’s global operations. Despite the variations that have been located in the implementation of international business strategies. Another important fact that things to be notified about the involvement of the HR department in the finalization of international business operations and its related candidate recruitment is because the company is being run by certain ethics that are related to international business operations and it helps with the ethical decision-making process. The ethical balances that the Human Resource Department makes can help in the decision-making process of the overall recruitment. For example, the recruitment process of the case study requires the human resource department and their assistance because the HR department would be able to recruit the particular candidate based on their background and the requirements of the organisation (Leicht-Deobald, et al., 2019). The ethical standards are very important to notify because every company has its ethics and based on that their recruitments are made. That is why it is very important for understanding and value the culture of the business and recruit the candidates accordingly. The HR manager understands the local corporate culture and other subsidiary cultures of the overall organisation and based on that the higher the right employee who are suitable for the job. That is why it is mandatory for taking the help of the Human Resource Department for collecting proper information about a candidate and recruiting them accordingly (Köchling and Wehner 2020). With the help of the collected information the human resource managers can narrow down  certain points that are needed for the organisation and this is how the candidates are chosen for the role. To understand the International bureaucratic criteria the human resource management of this organisation is required to understand the need and requirements of the proper candidates based on which recruitments can be made.
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