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Executive summary

With the continuous deepening of global economic integration, the competition for talents

is becoming more and more fierce. How to attract talents and select suitable talents has

become one of the most important issues for enterprises. For a high-tech enterprise like

Hang-sheng, the effect of emphasizing the increase in research and development expenses is

no longer obvious, and the focus needs to be shifted to the staff. Recruitment, as the starting

point of human resources work, is a significant means for organizations to supplement talents.

It not only plays a key role in improving the ability and performance of employees and

achieving organizational goals, but also plays a positive role in strengthening the competitive

advantage of enterprises in the market, shaping a good employer brand image for enterprises

and realizing the long-term development of enterprises.

At present, in the funnel model, the recruitment management process of Hangsheng is not

perfect, the department is understaffed, too much energy is put into basic work. There is not

enough time to optimize the results based on data feedback, and the candidate's character and

cultural identity cannot be understood. Next, failed to examine the potential qualities in the

iceberg model. There is no summary of job competency and no internal benchmark for

evaluating candidates. At the same time, there was no favourable communication with the

business department on the demand, which reduced the matching degree of the positions.

Finally, it is impossible to evaluate the candidates' deep values, personalities, interests. in the

people-organization fit assessment. These deficiencies directly affect the level and efficiency

of staff recruitment and selection, and then affect the efficiency and reputation of the

enterprise. The-re is evidence that optimizing the recruitment and selection process can

provide fair employment opportunities, improve the technological level, speed up the

operation efficiency of the enterprise, and make Hangsheng more competitive in the

automotive industry. Similarly, the stability and satisfaction of the employees are increased,

and a better experience is brought to the consumers.
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Given the deficiency of Hangsheng in recruitment and selection, the CCCE model, STAR

principle, people-organization fit theory, Holland's volatile international interest classification

are applied to optimize recruitment and selection.

Recommendation 1- Combining with the CCCE model, it evaluates the innate and acquired

talents in four aspects of contribution, competence, loyalty, and environmental adaptability,

and helps to analyze the social role, self-concept, characteristics and adaptability of the

candidates utilizing situational assessment. The competency model is set up for the key

position of project management manager to improve the talent level of this position and

further promote the research and development progress of Hangsheng products.

Recommendation 2- Incorporate behavioural insights into recruitment and selection

processes. Match the applicants with the corresponding occupational interest types to identify

their suitable positions and fit with Hangsheng. Following a structured selection process,

recruitment decisions should be firmly based on data rather than intuition.

Recommendation 3- The application of AI. It will take a lot of time work, including

screening resume, intelligent matching, preliminary evaluation, to the robot. AI uses neural

language to interact with candidates through audio-visual and text methods, and calculates

candidate scores based on fixed logic, so that recruiters have more energy to focus on setting

goals, tracking progress and making data-driven decisions.
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1 Introduction

In industry 4.0, human capital has become the most effective strategic resource in the new

economy (Joseph, 2016). Especially for high-tech enterprises, the core competitiveness of an

enterprise depends first on talents and then on other factors such as technology and capital.

Recruitment is the main channel for enterprises to obtain high-quality talents. It not only

shoulders the important task of helping organizations to obtain talents and spread the brand

image of employers, but also has the function of helping organizations to develop and build.

This process controls the level of members and affects the long-term efficiency of the

organization (Dong and Li, 2018).

This report makes a detailed analysis and research on this key area from the aspects of

recruitment and selection of Hangsheng. It is explained under the theoretical background of

the competency model, funnel model and people-organization matching theory. Then, provide

constructive suggestions for the human resources department to optimize the recruitment

system and enable it to efficiently obtain high-quality talents with limited manpower. First,

the basic overview of Hangsheng is briefly introduced, especially the human resources

situation. Secondly, analyze the deficiencies in the recruitment and selection process of

Hangsheng, point out their impact on organizational performance, and identify the impact of

optimizing the recruitment process on stakeholders. Finally, targeted recommendations have

been provided, as well as potential problems and advantages of the change, and risk reduction

options. This is of considerable practical significance in promoting the realization of

Hangsheng's overall strategic objectives.

2 Overview of Hangsheng Electronics Co., Ltd.

Hangsheng electronics co., ltd (for the purpose of the report abbreviated Hangsheng) was

established in 1993. It is a high-tech enterprise that develops and produces products such as

onboard intelligent internet information systems and intelligent driving systems for
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automobile enterprises. At present, the customer orders nearly 6 million sets per year, with a

revenue of 5 billion yuan per year, and has established long-term and stable cooperative

relationships with many Chinese automobile manufacturers. Moreover, China's market

coverage rate is as high as 90% (Hangsheng, 2021).

Since its inception, Hangsheng has attached great importance to technological research and

development. However, in recent years, managers found that the competition for talents has

become the key to enterprises' sustainable competitive advantage. The level of staff directly

affects the research and development level and management efficiency of Hangsheng. The

company has 1,825 employees, among whom approximately 32.7% have bachelor's degrees

or above, which is lower than that of their peers. In addition, although the Human Resources

Department exists as a relatively independent functional department in Hangsheng, there are

only 12 regular employees. Among them, only 3 employees are responsible for recruitment

(Hangsheng, 2022). Especially, affected by the epidemic, staff mobility and instability

increased, which further increased the difficulty and pressure of recruitment for the human

resources department.

Figure 1 Organization Chart of Human Resources Department



Page | 7

3 Optimize recruitment and selection

As a high-tech enterprise, Recruitment plays a key role in obtaining high-quality research

and development personnel, which can effectively reduce training costs and improve the

overall quality of the organization. Anwar and Surarchith(2015) proposed that recruitment is a

process of identifying or selecting and hiring the best-qualified candidates from both internal

and external sources. These potential candidates have the ability to help the organization

achieve its goals (Othman et al, 2019). Enter the selection stage and select the right person for

the position through targeted assessment and interview. On the contrary, if employees

introduce recruitment problems such as low quality or too long recruitment cycle, it would

directly affect the department performance, thus causing the possibility of brain drain,

reducing the stability of the team, in turn increasing the difficulty of human resources

management and forming a negative cycle. Therefore, recruitment, as the first step in talent

selection, should be a priority area for Hangsheng to upgrade.

3.1 Analysis of Shortages in the Recruitment and Selection

3.1.1 Incomplete recruitment and selection process

The funnel model is a methodology that can be applied universally. Its essence is to

decompose and quantify, and achieve the goal through the form of quantification. The

personnel selection funnel model includes the following five levels of "filters" (Zhong, 2018).
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Figure 2 Funnel Model

In the model, the work willingness level investigates whether they are willing to work in

Hangsheng, and then filters them through resumes and interviews in terms of knowledge and

skills. However, due to the lack of understanding of the business-level needs of the staff

recruited by Hangsheng, it is difficult to evaluate the candidates' abilities from a business

perspective. Moreover, it was understood that the recruiters were trying to meet their

performance targets during the interviews, which led to a high pass rate in the preliminary

examinations. In the investigation of behaviour ability, Hangsheng did not have enough

recruitment specialists to understand the job applicants' past work behaviour and daily

behaviour performance level. In addition, the interviewers in the business department have

insufficient skills, have not formed structured interviews, are unfamiliar and unprofessional,

so they are mainly evaluated by individuals since lack evaluation indicators. Too strong

subjectivity leads to a decrease in scientificity and fairness. This not only reduces the

applicant's favourable impression and identification with the company, but also reduces the

effectiveness of the overall recruitment. Finally, there is no effect on the filtering layer of

intelligence, character and cultural identity, or no energy filtering.
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3.1.2 Lack of competency model for key positions

Figure 3 Competency iceberg model

The iceberg model was proposed by American psychologist McLelland in 1973, in which

knowledge and skills are an explicit feature (Michibayashi et al, 2019), and the recruiter of

Hangsheng can measure this apparent quality by examining the qualification certificate,

resume and so on. However, social roles and self-concept traits and motivations are intrinsic.

It is difficult to measure through examination or communication. Moreover, these traits are

relatively stable and not susceptible to changes from outside factors. However, it plays a

crucial role in human behaviour and performance (Uzair et al, 2017). Especially, there is no

competency model for key positions in the recruitment of Hangsheng, which directly affects

the progress of some projects. The interview process lacks a summary of the job competency,

and there is no internal evaluation benchmark, so only through the unstructured interview, the

potential quality can only be inferred from the part revealed by the candidates. In addition, the

assessment criteria may be changed every time, resulting in the uneven level of recruitment of

staff by Hangsheng (Dong,2018).

3.1.3 Incomplete assessment of person-organisation fit

With the general trend of flexible human resources management, many organisations and

researchers tend to concentrate on the theory of people-organization fit (Kristof, 1996). On

the one hand, the theory of people-organization fit emphasizes the match between the staff's
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ability and the specific job requirements. On the other hand, it also indicates the match

between the internal characteristics of the staff and the potential characteristics of the

organization (Zhang, 2010). The theory includes five aspects: values, ability, needs, goals and

personality. It is an approach to test whether a candidate matches his position and

organization. However, the current assessment of Hangsheng lacks a judgment about

candidates' deep values, personalities, interests, which results in some employees having

professional skills and abilities, but are difficult to integrate into the team. They are isolated

due to a lack of communication with team members (Qin et al, 2018) and finally leave the

company. This will affect the cohesion of the team and the normal development of the work,

and increase the loss rate of personnel (Appelbaum,2020).

3.3 The impact of weaknesses on the performance of the organisation

The defects mentioned above have directly affected the level of staff of Hangsheng and the

efficiency of talent selection, leading to an adverse effect on the efficiency and reputation of

the enterprise. First, the matching degree and satisfaction degree of the talents recruited by

Hangsheng are low. It is possible to miss out on the real talent the enterprise needs, wasting

resources and time (Guo,2018). Secondly, Hangsheng did not pay sufficient attention to

recruitment and even human resources management, which could not motivate the work

enthusiasm of the department and directly affected the quality and efficiency of talent

recruitment. The level of personnel does not meet the requirements expected by the business

department, which greatly affect the output of research and development results. While the

release cycle of new products is prolonged, the product performance advantages are difficult

to be separated from peers, and it is not competitive enough, thus affecting the improvement

of organizational performance (Münstermann et al, 2010). In addition, the recruitment and

selection process does not form a whole, lacks clear evaluation indicators and is too

subjective, which leads to a decrease in scientificity and fairness. This not only increases the

possibility of recruitment errors, but also reduces the effectiveness of the overall recruitment.
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It also seriously affected the professionalism and recruitment experience of Hangsheng's

recruitment work, and ultimately influenced the brand building. A loss of brand reputation

and increase the loss rate of personnel (Appelbaum,2020).

3.4 Benefits to Stakeholders from Improving Recruitment and

Selection

On the one hand, improving the recruitment system of Hangsheng and achieving a good

operation of the recruitment process can provide a smooth path for the company's talent input.

Under the condition of controlling the recruitment cost, help the enterprise to attract and

recruit high-quality talents quickly and improve the operation efficiency of the enterprise.

Next, when the level of staff is higher than that of its peers, the technical level will be

correspondingly improved, which will make Hangsheng more competitive in the industry

(Berge and Berger, 2018). On the other hand, it helps to diversify the workforce and enhance

the matching and the satisfaction degree. In the process of loyalty promotion, the turnover

rate of staff is reduced and the cohesion of the enterprise is enhanced. For consumers, better

talents can provide them with products and services with better performance and a better

consumption experience, thus enhancing the image of the enterprise and attracting more

potential consumers. At the same time, if the products are more popular, the profitability will

be improved (Hamza et al, 2021) and shareholders will be more supportive and trusting of the

operators of Hangsheng. When it comes to the public, developing the recruitment and

selection process will enable them to obtain more fair employment opportunities in

Hangsheng.

4 Conclusion

In the report , Hangsheng was briefly introduced. It was clear that having

high-performance talents under the background of the times was the imperative driving force
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for organisations to achieve high-performance targets and the driving force for maintaining

lasting competitiveness. Based on the experience during the internship, the research of

relevant information and the interview results of the staff, it is determined that recruitment

and selection are the priority areas that need to be developed by Hangsheng. Combining with

the funnel model, iceberg model and the theory of people-organization fit, it is studied to

analyze the deficiencies in the recruitment and selection of Hangsheng. Firstly, the

recruitment management process of Hangsheng is not perfect, and the candidate's character

and cultural identity cannot be understood. The lack of clear criteria in "filtering" leads to

different requirements in the implementation process. Secondly, there is no competency

model for key positions, and the existing assessment methods are lack judgment for hidden

characteristics, motivation and internal drive. Then, the person-organization fit was not fully

considered, and the candidate's situation was checked unilaterally, but it was not matched in

the environment, which brought some hidden dangers to the personnel stability within the

organization. One of the key factors running through these deficiencies is the shortage of

recruitment staff, which makes human resources analysis and channel development have no

energy to carry out.

5 Recommendations

5.1 CCCE model

To comprehensively define the "quality" of the expected talents for Hangsheng, the

adaptability to the new environment is integrated on the basis of the CCC Extended

Competency Model. This paper investigates the product effect of CCCE, which consists of

four factors: contribution, competence, loyalty and adaptability to the new environment, and

considers that each factor in talent evaluation has irreplaceable independent value (Hou,

2017). However, in order to comprehensively evaluate these four factors, the Human

Resources Department of Hangsheng is bound to devote more time and energy to examining
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the candidates' achievements, assessing the sum of congenital and acquired talents, and

judging the employees' willingness to work hard and adaptability in combination with the

STAR principle. It will significantly increase the cost of manpower and time, but it is feasible

to increase the number of recruiters. So that prevent the individuals’ performance from falling

sharply due to too many tasks (Lin and Shih, 2008).

Figure 4 STAR Interview Principles

In addition, building a competency model for key positions is the basis of accurate

recruitment (Michibayashi, 2016). Select the position where Hangsheng is most relevant to

the product development progress, the project management manager, to construct the

competency model. First, the HR department should be familiar with the product

development process based on the in-depth understanding of the corporate culture, and then

analyze this position to identify the key tasks of the position. At the same time, according to

the model, a structured interview question database is designed. Established evaluation

criteria can reduce the possibility of making subjective judgments. However, in the process of

building the model, multi-department coordination is required. If only the HR department is

doing this, the final model would not applicable to all institutions.
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5.2 Person-Position-Organization Matching

Based on the theory of people-organization fit, this report evaluates the degree of

correspondence between the candidate's values and Hangsheng's perception of values, and the

match between ability and quality and work requirements (CIPD, 2015), so as to give full

play to talents' potential and achieve the goal of organizational development. Incorporate

behavioural insights into recruitment and selection processes. First, recruiters should match

the applicant type (Tokar and Swanson, 1995) with Holland's volatile interest classification to

identify their suitable positions and the matching degree with Hangsheng. At the same time,

based on the principle of "advantage positioning and dynamic adjustment", the candidates

who are most suitable for this position are matched, not only those with high academic

qualifications. Second, following a structured selection process, recruitment decisions should

be firmly based on data rather than intuition. However, insight into the types and motivations

of a large number of candidates will take up a lot of time and waste it. Only when artificial

intelligence is considered to complete this step can recruiters have more energy to make

decisions based on the results of data feedback (Soban, 2017).

Figure 5 Holland’s vocational interest classification

5.3 AI in HRM

Digital innovations have revolutionized the way employers approach potential job seekers

(CIPD, 2015), helping to increase satisfaction in employee well-being and among participants.
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Time-consuming tasks such as screening and preliminary assessment using AI. For candidates

with a high matching degree, robots could intelligently retrieve their experience, and use

neural language to interact with the candidates through audio-visual and text methods (Akash

and Anusha, 2018), feedback analysis results and scores. Recruiters only need to focus on

setting goals, tracking progress and making data-driven decisions (CIPD, 2021) to achieve

efficient and rapid evaluation. In addition, chat robots enable rapid response to emails or

messages, improve the candidate experience and are more likely to attract and retain top talent

(Burgess, 2018).

Of course, large-scale application of AI may face cost problems and moral hazards in

recruitment. The wide application of AI is limited by capital. Whether the talent income

obtained from investment in AI is directly proportional to the investment needs to be

considered in the department’s strategic planning. Additionally, although data-driven tools

can improve processes and correct human bias, they do not inherit ethics or morality

(CIPD,2021), and there are legal risks in intelligently retrieving candidates' experiences.

These issues need to be weighed in departmental strategic planning. After all, the staffing

challenge of using AI technology is disruptive and always takes time to mature.
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