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Executive Summary 
Taking Chenguang Biotech Group Co.,Ltd. as the research object, this paper analyzes the current situation of talent recruitment and selection of the company through literature review. Based on relevant theories of talent recruitment and selection, competency model, man-post matching and so on,  Analysis of the company's recruitment and selection of poor planning, single selection method, recruitment and selection process is not perfect, low matching degree.  Through an in-depth analysis of the reasons for the problems in the recruitment and selection of the company's personnel, the recruitment and selection of the company's personnel do not meet the requirements of the post and other problems, which is not conducive to the long-term development of the company.  
In order to solve the above problems, this paper puts forward some countermeasures, such as formulating human resources planning scientifically, optimizing internal and external recruitment channels, and using appropriate selection tools according to different job requirements.  Further optimize the company's human resources recruitment and selection process, improve recruitment in the recruitment and selection process, provide effective solutions for the company to select excellent talents, in order to achieve the purpose of maximizing the utilization of enterprise resources.  
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1. 


2. [bookmark: _Toc90560121]Introduction 
Chenguang Biotech Group Co.,Ltd., the subject of this study, is a listed company with more than 30 subsidiaries and is an important global supplier of natural plant extracts.  , however, has more than 30 subsidiaries, employees nearly one thousand people in the company, but the lack of a complete system on the recruitment selection, hr team a total of 6 people, only 1 person to be responsible for the recruitment selection, but also is not a full-time staff, during the recruitment also helped to do a good job of other human resource department.  As a result, the company does not have advantages in attracting talents, selecting and reserving talents, and the personnel allocation of the company cannot match the overall development strategy of the company in terms of quantity and quality, which is not conducive to winning initiative and gaining advantages in the fierce market competition. Human Resources Planning should be seen as a strategic process in the management of human resources, which creates the prerequisites for taking on time the necessary actions to ensure the human resources necessary for solving problems that an organization faces in the implementation of the adopted strategy (Gutošić & Drašković, 2009). It is very important for Chenguang Biotech Group Co.,Ltd. to improve the efficiency of recruitment and selection and attract more leading talents suitable for the development of the company.
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Figure 1. Global plant extract market share distribution prediction (Statista, 2019)
3. Organisational overview 
[bookmark: _Toc90560123]2.1 Organizational Structure 
Currently, Chenguang Biotech Group Co.,Ltd. has 8 senior managers.  Among them, there are 1 chairman and general manager, 3 deputy general managers, 2 general manager assistants, 1 secretary of the board of directors and 1 person in charge of the audit Department.  The human resources department, a total of 6 employees, responsible for recruiting employees only 1 person, compared with the domestic small and medium-sized enterprises in our country, on average, 100 employees equipped with one level of human, Chenguang Biotech Group Co., Ltd. Human resources department staff equipped with slightly insufficient, and the number of recruitment is responsible for setting also reflected from the side from the company's management to the recruitment work is not seriously. Therefore,if you want to achieve good development in the current market,you need to pay attention to improving human resource management(Haerietal.2019).
[bookmark: _Toc90560124]2.2 Post distribution 
As of the end of 2021, Chenguang Biotech Group Co.,Ltd. has a total of 1338 employees, including 735 employees in the parent company and 603 employees in the main subsidiary. There are 559 production personnel, 166 sales (including procurement) personnel, 259 technical (including RESEARCH and development) personnel, 61 financial personnel, 168 administrative personnel and 125 other personnel.
[bookmark: _Toc90560125]2.3 Personnel structure
In terms of educational structure, Chenguang Biotech Group Co.,Ltd. has 4 people with doctor's degree or above, 91 people with master's degree, 355 people with bachelor's degree and 300 people with junior college degree. College degree or above accounted for 56%, the overall educational level is higher.  As a high-tech enterprise, it not only needs to attract talents, but also has to pay attention to how to retain talents.As noted by researchers Jerome Rosow and John Hickey, as organizations now place a premium on human capital, a critical question centres on how people become part of an organization (Michaels, Handfield-Jones, & Axelrod, 2001, as cited in Goldstein, Pulakos, Passmore, & Semedo, 2017).If there is a gap with the expectation, the phenomenon of brain drain is easy to occur.Solving the personnel management problems of companies usually requires a step-by-step approach(FRSDI 2016).
For the management of the company, how to establish a reasonable and scientific promotion system and talent echelon according to the characteristics of young employees, stimulate the initiative and enthusiasm of employees to work, enhance the sense of home and loyalty of employees to the company, rather than just high salary, and retain the high education that is really beneficial to the development of the company High-quality talent is also a problem that the company needs to focus on after the entry of employees. He believes that salary is still important and can help attract talent, but the overall impact is small and that the employer will not retain good people without commitment to positive culture and values, investing in improving the quality of senior management, and creating a career development opportunity (Paterson, 2018).
4. Problems existing in the company's talent recruitment, selection and onboarding 
[bookmark: _Toc90560126]In order to enhance the competitiveness of human resources to a greater extent, recruitment is one of the most common and effective ways to become an effective measure for the long-term and stable development of enterprises. The high quality and high level of talent team is the key goal of constructing human resources and the fundamental driving force for the smooth development of enterprise work.The recruitment process is an important prerequisite stage in a successful hiring process.（ Zahaire & Osoian, 2013）.According to Lai and Saridakis (2017) small firms, in contrast, are often reported to lack sophisticated and formalised HR practices and rarely have HR professionals and experts (Wapshott & Mallett, 2015). Instead, HR issues may remain the domain of organizational leaders, especially founders and owners, or may be delegated to other non-specialist staff as part of their wider managerial remit (Marlow, Taylor, & Thompson, 2010)
3.1 Poor planning of talent recruitment and selection
It is thought that selection is one of the most important parts in the successful management of human resources because it is the task of the selection process to find the right people for the right jobs. If this is not achieved, the organization will not be able to accomplish its mission, vision and goals (Stoilkovska et al., 2015).
[bookmark: _Toc90560127]In the process of enterprise recruitment, the importance of recruitment plan is self-evident. If the recruitment preparation is not in place and unreasonable, it will inevitably have a negative impact on the efficiency and effect of enterprise recruitment. During the recruitment planning, job description and human resource planning are at the core, and the fundamental reason is that the expected recruitment positions, time, quantity and other related content.
3.2 Lack of inter-departmental communication and collaboration 
The choice of multiple respondents per organization can provide the average value of the team’s response and signs of the team’s variation in specific are as (Ballouneta l.2011).“Multiple respondents reflect the points of view of HRM system users(i.e.,employees) and of the HRM system‘implementers’(i.e.,line managers)”(Guercietal.2016,p.282).The company did not establish a good relationship between the recruitment director and the employing department, and did not form an effective cooperation mechanism. In the process of talent selection, the absence of the employing department leads to the recruitment of people who do not meet the requirements of the employing department. Or in the qualification review, the personnel audit is not strict, communication is not in place, the recruited personnel because of work intensity, salary and other conditions and resign from the situation occurs.
We can consider the following factors: most practices studied were related to the commitment of managers(Sardianou et al. 2016), leadership (Kim et al. 2016), empowerment (Namagembe et al. 2016),recruitment and selection (Grolleau et al. 2012), employee involvement and satisfaction(Markey et al. 2016), teams (Jabbour 2011), training and development (Teixeira et al. 2016),job analysis and description (Jabbour 2011), performance management (Martínez-del-Ríoet al. 2012), employee performance evaluation (Sharma 2009) and compensation (Gholamiet al. 2016). Many papers also considered several HRM/GHRM practices or created one HRM/GHRM construct (Harvey et al. 2013; Zibarras and Coan 2015).
[bookmark: _Toc90560128]3.3 The matching degree of people and posts is low
[bookmark: _GoBack]Through the analysis, we found that the company through the resume, interview or written selection of employees, the results of average performance "is 33.96%, 28.81% and 22.92%, respectively. On average, there is 1 person who is not well qualified for the position and cannot bring higher benefits to the enterprise. Although the company recruitment management to achieve better job recruitment, post responsibility and qualifications, but along with the increase in business volume, constantly expand business scope, organization structure change also increase, previous qualifications and responsibility, has been difficult to adapt to the present stage in the development of the company to recruit a lack of scientific analysis.
5. Conclusions 
Through the investigation and research on the recruitment and selection work of the company, we understand and master the existing problems. Even though these problems will not bring negative impact on the operation and development of the company in the short term, they will definitely hinder the development of the company in the long term. In this regard, according to the actual situation of the company to develop talent recruitment selection optimization plan is very necessary.Once the planning of human resources has been completed, the recruitment process should start which is defined as a process of creating a group of qualified candidates for the vacancies within the organizations. In both professional and non-professional areas, recruitment will include an attempt to locate a diverse applicant pool with the necessary qualifications and potential, and communicate to them the available employment opportunities (Raghavi & Gopinathan, 2013). 
4.1 Make recruitment plan according to needs 
When the recruitment plan is reasonable, scientific and effective, it plays a positive role in ensuring the effective development of recruitment. To make recruitment plans scientifically, it is necessary to analyze and predict the demand and supply of human resources in combination with the enterprise development strategy, calculate the net demand and supply of all kinds of personnel, and take them as the basis of organization deployment and recruitment.
It is well known that the enterprise during the operation and development, its human resources demand will be affected by many factors, therefore, during the period of develop on human resource planning, not only need comprehensive consideration to the strategic target, the development of the enterprise scale, equipment and facilities, the change of the relevant technology, must also consider .the industry development, national policies and regulations, talent market conditions such as the external environment factors.
4.2 Optimize recruitment channels 
Although on the surface, the company's internal and external recruitment channels cover a variety of current human resources recruitment channels, but in order to improve recruitment efficiency, attract and select more outstanding talents, and promote the development of the company, it is necessary to select efficient and reasonable recruitment channels according to different positions.
4.3 Construct the competency model of the post 
Through the above research, we know that the company did not establish a competency model, but simply stipulated the job description, which will inevitably lead to the problem of low matching degree of people and posts. Therefore, it is very necessary to establish competency model for key positions in the company.
The first is to form expert modeling teams. In order to ensure the smooth development of competency model, it is necessary to set up an expert modeling team, whose members include the general manager of the company, heads of relevant departments, external competency model expert consultants and personnel of human resources department. Secondly, recruitment and selection standards, that is, to meet the requirements of the company's standards and provisions. Based on the above research, it is known that the recruitment of the company lacks job description and job analysis, so the recruited personnel may not match the development needs of the enterprise.
4.4 Employee recruitment and recruitment evaluation 
The employee recruitment process is a summary of the recruitment process. Good entry management can help new employees adapt to the new job quickly and create excellent work performance for the company. Management of new staff, including orientation, new staff training and background check before final recruitment. Induction and training can help new employees to get familiar with and master the work content as soon as possible, arouse work enthusiasm. Background investigation is to obtain more comprehensive information about the employees to be hired, to a certain extent, to ensure the stability of the recruiters and reduce the possibility of staff turnover. In addition, for permanent appointments,There are many reasons why location is important to job applicants. Proximity to family and friends, entertainment opportunities, lifestyle, spouse’s job location, cost of living, school quality, crime rates, and so forth are all tied to where the organization is located (Nikolau & Oostrom, 2015).
According to Darnold and Rynes (2013) organizational characteristics such as organizational image, location, size, 17familiarity, reputation, industry, and profitability have all been shown to have significant influence during the recruitment process.In the process of future recruitment, the results of recruitment evaluation are of great significance.
6. Recommendations 
As a kind of infrastructure construction, competency model not only helps to realize the full integration between human resource strategy and enterprise strategy, but also has irreplaceable significance in promoting the development of human resource management. In this context, it is necessary for the enterprise to comprehensively consider its own development situation and characteristics to construct the competency model scientifically and reasonably, so as to achieve the goal of recruiting appropriate talents and improving recruitment efficiency, and play a corresponding role and value in promoting the stable and sustainable development of the enterprise.
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