


Introduction
           Human resource management entails a routine of recruitment and selection of various skills and talents to serve the requirements of organisational operations. As a result, the HR manager should understand how to effectively carry out the recruitment process to establish a strong, consistent team and to retain top talent. Selection and recruitment methods need to be implemented precisely to prevent a rise in turnover. Currently, some organisations apply artificial intelligence systems for the recruitment and selection process to improve performance success (Derous and De Fruyt, 2016; Compton, 2009; Holm and Haahr, 2018). However, other firms still carry out a manual version of employee acquisition. 
           When it comes to recruitment, the focus is on attracting, selecting, and designing the effective way to enlist potential candidates for one or more positions in an organisation, whether temporary or permanent. It may be said to be the process of attracting people to be involved in the organisation's operational activities through pre-definition of responsibilities and work requirements and specifying the employee profile. In addition, the process evaluates an individual's compatibility with the organisation's vision, mission, values, and likelihood of joining the organisation (Compton, 2009). On the other hand, the selection is the process of assessing and comparing employee profiles, established during recruitment, to decide who best fits the position to be filled, concerning their qualifications matching the pre-determined job requirements and other criteria.

A Suitable Recruitment and Selection Process for Trianon
Recruitment and selection may vary from a straightforward process to a very complex one, depending majorly on the organisational structure and culture and the positions the organisation is striving to fill up. Nevertheless, it is significant to note that in many recruitments and all selection processes, the HR department and the organisation should observe specific labour laws concerning both candidates and the company to prevent discriminatory acts during employee selection (Compton, 2009). Furthermore, in most cases, recruitment comes ahead of selection. For instance, Alistair already has three potential candidates whose profiles were established during previous recruitment processes. Moreover, he was only left with conducting interviews, job analysis, and evaluating the candidates to select the best-suited individual for quality compliance management. 
Although internal and external recruitment and selection processes exist, some organisations can undertake online and mixed recruitment to ensure fairness, diversity, and variety. It increases their chances of hiring top talents. For Trianon, internal recruitment would be the most appropriate since they still do not have external recruitment agencies in Hungary. They could charge to hire a candidate well acquainted with the Hungarian business environment and understand how joint business ventures work. However, internal recruitment and selection would allow the firm to discern the best candidate for the position among its current employees. They are already well conversant with their firm’s objectives, vision, mission, and culture.

How the Proposed Recruitment and Selection Process Fits with the Contemporary Selection Practices and the Strategic Company Needs?
Internal recruitment approaches involve opening position changes and distributing adverts within the organisation while also scrutinising the organisation's database for individuals with skills required to undertake the task and matching the competencies possessed by the current employees (Nikolaou, 2021). This recruitment and selection technique explores internal sources to fill positions and encourage promotions. The in-house recruitment may promote job satisfaction and motivate employees as they view newly available career opportunities. Engaging the existing employees to fill responsible positions ensures that they are rooted in their culture. However, if the process is not implemented through fair procedures and methods, it may negatively impact. By making the steps and rules of a structured promotion process clear, an organisation prevents discomfort by ensuring that employees understand and accept the process outcomes. Some recent recruitment and selection practices that rhyme or blend with internal recruitment include skills inventory, participatory contributors, indications, and job offers. Essentially, skill inventory, as demonstrated by Alistair, involves a list of potential names, courses and training, work experience, current positions, relevant work skills, and other additional skills and qualifications. 
In the case of Trianon, it searched the skills inventory within its organisation to identify potential candidates for its job openings. Moreover, the company opted for a cost-effective source of recruitment where current employees are either transferred or promoted through the approach of participatory contributors. The internal promotion serves as a higher-level device for management development training. The promotion or transfer allows their child department to review the potential candidates' work statement, skill bank and personal records. They may also explore their performance, readiness, and availability for duties, especially those concerning leadership. Besides, current employees who identify their colleagues with the right qualifications and interest in the position may nominate them for the same, in a process usually known as an indication. Some organisations even offer bonuses for referrals to encourage employees to refer others. 
Lastly, job offers to specify the type of candidate and the qualifications for the positions to be filled, enabling the organisation to adjust workers to cover the vacancies. The employees who are able and willing to fill the vacancies are identified given the interest, and the most qualified potential candidate assumes the highest position. From Trianon's database, there are potential candidates with the relevant technical skills for joint ventures like Mrs Sinead. Similarly, Mr Gabor has a good background in cathode ray tube production and display system technology. The two individuals' resumes indicate how the internal recruitment and selection approach suits Trianon's case.

Factors that would Influence Alistair’s Selection Decision
          Competent human resource managers prioritise hiring top talents. The productivity and profitability of a company depend on the quality of its workforce, as Hamza et al., 2021 argue. Therefore, most organisations consider numerous factors in selecting potential candidates to join their workforce. Some are knowledge, expertise, technical know-how, remuneration, cultural fitness, confidence, physical attributes, candidate's health, legislation diversity and nature of the job (Al Mamun and Hasan, 2017). Others also consider social commitment and inclinations as well as religious orientations.
          Meanwhile, this election process turns out to be the most challenging since an HR manager may be presented with more potential candidates meeting the set recruitment and selection criteria than the required number (Rozario, Venkatraman, and Abbas, 2019). Therefore, the challenge is whom to select amongst the qualified candidates, especially if the positions to be filled up are fewer than the qualified candidates. Unfortunately, it is the situation Alistair is experiencing right now. 
          Although there is no perfect candidate among the three potential ones whose profiles are under consideration, each has strengths that may make them qualified for the post. Mrs Erten-Loiseau seems to be the best choice for the position, given that she was educated in Germany and France. Her German and French fluency may work well for the joint venture. Besides, she has worked for Trianon for more than 13 years, confirming that she can handle a high level of responsibility, is reliable and at the same time is well acquainted with most of the organisational processes and procedures. She has already proven her capabilities in performing two projects in Lodz, Poland, and the Czech Republic. However, she may be thwarted by her marriage to a semi-retired husband with a son in the university. It may discourage her from shifting locations to Hungary. Again, she has no experience with the production of cathode ray tubes, and therefore if the experience is considered, she may be less qualified. 
          As for Mr Gabor, Hungary is his home country. Therefore, he is not only well conversant with the language there but also with the culture and lifestyle and business atmosphere in Hungary. It is because he was born, raised, and educated in Hungary. He is still single with not many family responsibilities, thus may be more flexible regarding job relocations. Unlike Mrs Erten-Loiseau, he can make decisions independently and swiftly to meet Alistair's time frame of five to six weeks. However, having little or no family responsibilities makes him less trustworthy since he could be reckless in indecision and behaviour. Being in a stable family impart some sense of responsibility and leadership in most individuals (Al Mamun and Hasan, 2017). Therefore, it could make Alistair hesitant to hire him.
          Conversely, he would not have issues working in Hungary or numerous restrictions against making trips to France and Germany. More importantly, he has experience and expertise in cathode ray tubes production since he is currently the senior production engineer. He is also familiar with facility control and maintenance. Moreover, his family has strong ties with officials in the national government. Therefore, this could solve the bottlenecks and bureaucracies that either government could put in place against the joint ventures. This relation could promote the expansion of contracts to make Trianon's operations in Hungary long-term. 
          Similarly, Mrs McGuire's resume has impressive technical potential, especially in joint ventures. Meanwhile, she has several weaknesses that may derail her chances of getting selected as a candidate to fill the vacant position. First, she has been more drawn into Western Europe hence may have constraints in communication and language abilities, as suggested by Brannen, Piekkari, and Tietze (2017). She is married, and her culture-submerged husband has a stable career in Dublin. They have three children under 14 years who would still require immediate and consistent care from both parents. The presence of this young family may not allow Mrs McGuire to effortlessly make long tactical trips that the operations around the joint venture may prompt. Again, relocation to Hungary may be the least of their consideration, given the husband has a stable job in Ireland and the children are probably still in elementary level schools.
          Furthermore, if relocation is an option, it would not be swift enough to meet the six-week deadline due to a significant family constraint (Al Mamun and Hasan, 2017). Having examined, compared, and contrasted all the strengths and weaknesses of the three potential candidates at Alistair's disposal, one could advise him to settle on Mr Gabor. Considering his skills match directly with the production process to be undertaken by the joint venture and the likelihood of his flexibility and ability to adjust quickly for relocation or tactical trips. At the same time, he may engage his family connections to ease the bureaucracies that may hinder the proposed joint venture.


Significance of HR Stuff Involvement in Strategic Decisions Relating to International Business Operations
International business operations involve human resources such as personnel (employees), and to ensure that such operations are undertaken effectively, the actual labour or personnel must be engaged. The HR department has the mandate to scrutinise the type of labour accessible in the market and bring the desired talent on board for the successful operation of the international business (Marler and Parry, 2016). Human resource is one of the key factors that strongly influence the effectiveness of various international business operations. Without the growth of human resources, now considering the strategic resource within an organisation, it would be challenging to ensure the future strategic long-term business, even with crucial financial resources. 

Conclusion
          The contribution of human resources is essential in international joint ventures to attain their desired outcomes. Through proper policies and practices, the human resource department may significantly contribute to the joint venture's success by adjusting cultures and practices among business partners. It may be achieved through a mechanism around the organisation or learning, coordination, strengthening selection and leadership development, and implementing effective employee engagement strategies (Chungyalpa and Karishma, 2016). Some of the dimensions of human resource practices necessary for the international joint venture include recruitment and key position filling, training and development strategies, remuneration and reward, and performance appraisal.
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