Managing people



[image: ]


Quality Compliance at the Hawthorn Arms
Managing people LCBB5004





Lecturer: Efua Adams        
                                                   Student:Ina Stancheva 2010542


Introduction 
In the context of organisations, human resource management is defined as a systematic, comprehensive, and consistent strategy to the recruitment, growth, and well-being of the employees who work for businesses. Using the efforts, understanding, skills, and dedicated behaviour patterns that people contribute to a confidently collaborative professional venture as part of an organizational interaction (or even more transitional contractual relationship) to carry out work activities in a manner that allows the organisation to continue for the foreseeable future is what human resource management is all about!

Recruitment and selection process
An organization's recruitment procedure includes the steps of locating and screening possible candidates, nominating them, and then recruiting them. Human Resource Management relies heavily on this activity. Personnel management involves identifying, attracting, and onboarding the most qualified candidates for open positions. Recruiting generally relates to a process whereby an organization attracts, selects, and formally places potential employees (CIPD, 2021). Candidates can be hired internally, or externally, depending on the needs of the organisation. In addition, the process must be completed in a timely manner and at a reasonable cost. The HR team's most fundamental responsibility is recruiting new employees. Employees that are more satisfied and productive are the result of a successful recruitment process. The number of people leaving the company decreases. It creates a positive work environment and fosters positive employee relations. As a result, the company as a whole experiences growth. There are both internal and external factors which must be understood by the organisation.
The internal elements that effect recruiting are under the control of the organisation. Size of the organisation, hiring policies, identity of the organisation and object of the position all are internal factors. On the other hand the external factors are those in which a business lacks direct (HrHelpboard, 2017). The following external elements have an effect on the recruitment process: Factors such as demographics, labour markets, rates of unemployment, labor regulations, and competition.

Quality Compliance at the Hawthorn Arms
The selection of a suitable recruitment and selection process for Trianon Company is dependent on the company’s strategic needs and coherence to contemporary selection practices. From the case study, the organisation requires a new Quality Compliance Manager who will be available for three years during their ten-year joint venture in Hungary. Alistair, the company’s Director of Personnel Development, is given charge of this recruitment process by Henri Ganadry, Trianon’s General Director of Joint Ventures. Trianon can be classified as a transnational company because they operate in different countries but they do not have a centralised management system. First, the selection process of the company is a delegated responsibility for the Director of Personnel Development. Alistair had a folder with personnel files that he prepared weeks ago because he expected he would be asked to submit shortlisted candidates for the Project Engineer position. Therefore, since the director organises and executes all recruitment processes the appropriate recruitment process for the company will consider an external recruitment process. As Kumari and Malhotra (2013, p.244) noted, the two broad categories of recruitment are internal and external recruitment. External recruitment is appropriate for the organisation because they are looking for candidates for their new endeavour in Hungary. This procedure will meet their needs, as they must contend with a variety of external influences. However, internal recruitment is not applicable to Trianon since they are looking for a new hire or new talent. The position of “Quality Compliance Manager” appears to be new for Alistair which emphasises the reason why external recruitment is suitable for the company. 
The first step in an external recruitment process includes sourcing applicants. In this step, review of the organisation’s requirements is an important process (Newell, 2005, p.118). The use of technology and electronic platforms will be essential. The company can post the job application on online platforms such as their website or their social pages. This job application post has to outline various descriptions and requirements about the position. In the case study, a job description of a Quality Compliance Manager should be included. Interested applicants should be able to register their interest in the job through a specific platform and the company's website could be the best choice. The requirements about the position can entail submission of curriculum vitae, recommendation letters, experience forms and academic records. These too should be submitted through electronic platforms. As Abbas, Shah, and Othman (2021, p.50) pointed out, digitisation in organisations allows the successful implementation of electronic application systems. 
The next step would involve shortlisting appropriate candidates for the final selection. Because vacant job positions receive numerous interests, it would be important to select a few candidates before settling on one candidate for the final selection. This process is highlighted through Alistair who had already shortlisted three possible candidates but would have to select one candidate when asked for a decision. This can be based on assessing the candidates’ submissions to determine their eligibility for the specific post. Thereafter, the process of selection is imperative. Abbas, Shah, and Othman (2021, p.50) noted that the selection process begins immediately after identifying a pool of suitable candidates. Kumari and Malhotra (2013, p.245) listed various selection strategies such as selection tests, interviews, medical examinations, and application blanks. However, the most suitable selection process for Trianon Company is the use of interviews. Face to face interviews can be inappropriate for the company’s selection because they appear to have a culture of making abrupt decisions concerning recruitment and selection. E-interviews are more advocated because it is not as costly and time-consuming compared to face-to-face interviews (Abbas, Shah, and Othman, 2021, p.50). The interview should be conducted in a suitable timeframe and it should be able to identify various aspects and characteristics of the candidates. As Piotrowski and Armstrong (2006) pointed psychological tests which can be conducted through interviews are crucial in identifying interpersonal characteristics and personalities of the new hire. 
This recruitment and selection process fits with the company’s strategic needs and contemporary selection practices in different ways. A key strategic need of the company involves the need for a Compliance Manager for the next three years during the merger with a Hungarian firm. Therefore, this recruitment and selection process recognises the need of acquiring an external hire or employee to fill this position. The external recruitment process fits with this need by highlighting an outline that fits the company’s culture and its future needs. However, because Alistair already has files of three personnel, he can opt to choose one of the three candidates. Alternatively he can source for new applicants because the candidates he shortlisted were specifically for the Project Engineer position and not a Quality Compliance Manager which is a different field. Nonetheless, the recruitment and selection process also fits with contemporary selection practices in different ways. First, the use of electronic technology is crucial in any contemporary selection practice. The use of E-interviews and E-recruitment is a common contemporary practice that became more commonly used during the COVID-19 pandemic. As Abbas, Shah, and Othman (2021, p.50) noted, sensitive sectors such as the healthcare sector had to integrate E-recruitment practices in selection even though this would not be applicable traditionally. Furthermore, today’s selection practices must evaluate the personality traits of an individual including their tolerance to pressure and stress. This is one of the purposes of the main interviews in the proposed process. 
Factors in Selecting the Appropriate Candidate
	In order for the individual or committee responsible for selection to make a decision, it is important to consider various factors about the candidates. Alistair has three personnel files and a prompt requirement to select one from the three will be influenced by selection factors. Because the position involves management, the selection factors can be different from those used on casual employees (Mamoon, 2013). Because Alistair cannot have time to engage in an interview due to the deadline, factors such as skills, competencies, academic records, and work experiences should be the most considered in decision making (Kalange, 2017). However, other important factors such as leadership attributes, personality traits, and interpersonal skills can only be identified through interviews. 
Skills and competencies should be relatable to the job description of a Quality Compliance Manager. During the call with Alistair, Henri noted that the job description will be very precise on the technical ‘quality side’ but vague on the administrative ‘compliance’ side. This implies that technical skills around quality compliance will be more appreciated than administrative skills. Therefore, the candidates with better technical ‘quality’ skills are Sinead Marrinan-McGuire and Marie Erten-Loiseau. Alistair talked to Sinead and found she has a good understanding of the corporate level and strategic issues which are relevant in ensuring quality compliance. On the other hand, Marie has been a leader of two successful projects in the past thirteen years which highlight her as a candidate with effective quality compliance skills. Academic records are also important as they influence skill levels and expertise relating to a job (Kalange, 2017). Marie studied Aeronautical engineering; Janos has a background in display technologies while Sinead seems to have majored in Research and Development. Work experience is an important aspect in hiring but none of the three has work experience related to Quality Compliance. However, Sinead appears to have an upper hand since she already has work experience working with the Hungarian joint venture project. 
The most appropriate candidate for the job would be Sinead. This is because she already understands different aspects of the joint venture program. Marie has good work experience but she would need to be advised more concerning the project. Sinead also has a good understanding of the corporate level and strategic issues which means she can manage the quality aspect of a project. Additionally, Sinead is a successful mother of three children, indicating that she is highly serious and that the company may be able to avoid the need for long-term recruitment. Janos is the least suitable because his skills are only centric on engineering even though he has good family connections. 
Role of HR in international business operations
	Mansor et al. (2014, p.500) noted that the human resource department is central in the recruitment and selection activities of an organisation. The finalisation of a joint venture program must consider the role and place of employees in the organisation. Beshay (2018) found that joint ventures between international companies had an influence on employee commitment. Beshay noted that this was dependent on the new environment established after the merge. Merges can affect important organisational aspects such as company culture or values which can affect employees negatively or positively. Because of this, HR staff should be involved in such strategic relations due to their direct influence on employees. Compton (2009, p.2) emphasised that it is the role of human resource management to evaluate the management of employees towards organisational strategic outcomes.  
Human resources are crucial to the success of this business because they are in charge of following to Hungary's regulatory standards. Frequently, the work relationship is governed by a plethora of restrictions. They can take the form of federal, state, or local legislation, company regulations, or Collective Bargaining Agreements (CBA). International human resource professionals will ensure that employees exercise their rights to the fullest extent possible. Employment rights are expected to include the following clauses, as well as others:
It is critical to maintain consistent work hours and rest intervals. Employer-provided benefits, such as retirement plans and health insurance.

Conclusion
Employee data privacy standards, regulations governing the provision of safe and healthy working conditions, and procedures for terminating employment contracts, among others.
Each legal responsibility carries the risk of a punishment. Trianon may risk serious penalties if it violates any provision of employment law, both from regulatory organisations and from individuals pursuing legal action. As a result, human resources plays a critical role in recruiting new employees as Trianon expands throughout Hungary.
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