1 We are told nothing about the process that Trianon uses to recruit candidates at this level. Given what you know about the company from the case study, outline a suitable recruitment and selection process for Trianon. Describe how your proposed process fits with contemporary selection practices as well as the strategic needs of the company.
   
Hiring a new employee, like any other business, is a process that involves meticulous preparation, as well as the time and effort of the whole team. It's challenging to find the appropriate individuals for the proper jobs. The decision is based on following a set of rules. The responses to numerous questions connected to the planning of the company's needs dictate the procedures that precede and follow the recruitment of new personnel. It will be simpler to search if they are more explicit and unambiguous. You must know how many personnel are required and when they are required. It will be sought from both the outside and the inside of the firm. What techniques of search will be used?
Internal recruiting procedures ensure that all employees have equal opportunity for growth and development; conditions are set in the workplace to promote more openness, educating everyone about available opportunities. Shows the organization's aims and objectives and assists each employee in finding his or her position in the organization's work structure. Methods of external recruitment
The job advertisement is the most used way to look for candidates for a vacancy outside the company. Other ways are recommendations from current employees or direct links with educational institutions, as well as career centers 
The two main stages in selecting the right job candidate are selection and evaluation. All methods in both stages are fair to the candidates, without discrimination or bias. The aim is to assess the candidate's ability to perform the position and thus contribute to the success of the company.
 Human resources selection process.
 The first step is to clarify the criteria by which candidates will be evaluated. It would be good to make the so-called pre-selection on application forms first. Interviews, examinations, a meeting to define expectations, and other standard selection processes are used.
* Interview - aims to determine the extent to which the candidate is interested in the position and is competent to perform it.
* Tests - In this selection process can be used psychological tests, which are a standardized method for establishing certain qualities and abilities of the individual.
Evaluation
 * The DISC method for assessing staff selection
The Thomas International methodology is one of the most widely used systems in the world, ensuring a professional approach to the selection and evaluation of criteria for each post. The technique is based on the DISC theory (Domination, Influence, Stability, Compliance). Thomas backs management decisions that help each team member reach their full potential. It enables us to examine the personal profile as well as the description of an individual's style of behaviour, communication, motivation, stress behaviour, opportunities, and limits in a certain work environment. We can develop a job profile that best matches the personal profile of the candidates using the Thomas method. The approach may be used to examine a person's personality and behaviour both at work and outside of it. This process may be used to identify important personality attributes for the company.
What does DISC stand for?
The DISC system assesses four aspects of human behaviour. Assertiveness, communication, patience, and structure are some of their characteristics. The capacity to analyse the link between these parameters gives this approach its originality and efficacy. Using one or a combination of the aforementioned strategies will only reveal the most appropriate, not the greatest, prospective employee selection. In this instance, it is critical not only to hire, but also to retain and encourage valuable employees to develop their own and the company's potential.
An effective selection process will allow the organization to work competently both now and in the future, this may be the key to fulfilling the organizational mission.

2. Consider the profiles of the three candidates. If forced to make a decision tomorrow, which candidate should Alistair select for the job? What major factors should influence his decision?
 
Alistai has the challenging challenge of selecting the best candidate for the role of quality compliance manager. The problem is made more complex by the fact that this is the company's first joint venture outside of the United Kingdom, Germany, or France.Mr Alistair has been pressured by the short time he has to choose the right candidate. In order to make the best decision for the company, which employee is the most eager, the advantages and disadvantages of the three candidates must first be considered. The evaluation process will provide a more objective assessment of the abilities, personality and motivation of the candidates. The original position of Project Engineer has been replaced by a quality compliance manager. The three candidates Marie Erten-Loiseau, Janos Gabor, Sinead Marrinan-McGuire are current employees of the company, with technical education and good experience. As an advantage for Marie Erten-Loiseau, one can point out her marital status and has an older child at university and her husband is a semi-retiree. From this point of view, the marital status with the greatest advantage is Janos Gabor, as he is single. For Sinead Marrinan-McGuire it may be the most difficult from the point of view of the family, she has three children and a husband. In my opinion, Alistair should select Sinead Marrinan-McGuire due to her previous experience and knowledge of the company as well as her understanding of corporate law. Selecting her would also avoid the risk of potential conflict of interests (and in this regards not matching the compliance part of the profile in need) in case the other Hungarian candidate would be considered as well. Last but not least, she would be supportive as well as with her legal knowledge in regards to joint venture deals and in this way will meet the latest changes in the job profile provided by the client (i.e. compliance topic)
The choice of human resources is extremely important for any organization that wants to be dynamic and develop. It is very important to choose the right candidate for the right place. Human resources have unlimited possibilities and they must be developed and used to be able to to achieve the company's goals.
3, Should HR staff be involved in strategic decisions relating to international business operations such as finalising a joint venture programme? 
The strategy is a technique of defining management duties at the corporate, company, and functional levels in order to achieve or address the mission and concept's challenges. On the one hand, the strategy is a response to external threats and barriers, and on the other hand, it is a response to the company's strengths and shortcomings. 
The crucial thing in any business is not to make mistakes in human resource management, but to seek for lucrative principles in decision-making when it comes to the company's most valuable strategic resource - its people.

Managers of human resources (HR) in global company operations must cope with a constantly changing global business environment. Participating consciously in human resource decision-making may enhance both domestic and foreign business operations.HR methods in international company are changing, and only the most capable and long-term HR practises will survive.
International company activities require a high level of ethical behaviour. In human resources, ethics include deciding what is acceptable and unacceptable to the organization's employees. Outsourcing and offshore are two instances of ethical concerns that individuals in worldwide organisations face. In this setting, human resource decision-making enables the company to strike a fair balance between commercial realities and defending the interests of its own personnel by cutting costs through outsourcing. The creation of corporate operations in connection to the values and cultures of a region is known as local adaptation. International businesses confront the difficulty of placing operations in terms of local employee HR standards. In this situation, the human resources manager's job is to figure out how to best align the subsidiary's local corporate culture with the parent company's corporate culture.
Through strategic human resource management, human resource management practises are connected to long-term organisational goals and outcomes. In view of the organization's aims and the changing nature of the activity, it focuses on long-term resource concerns. Other HR strategies, like as salary or performance, are also influenced by how well they are integrated into the broader business plan. Human resource management is linked to the attainment of corporate goals and outcomes in a concept known as strategic human resource management.
human resources management is divided into operational and strategic:
Operational human resource management is considered in the short and medium term; In the long run, strategic human resource management.
Strategic human resources management is an activity carried out by the organization's senior executives for the management of people in the labour process, with the goal of defining and implementing the organization's long-term strategy in this area. Its major goal is to model current management and evaluate the repercussions of certain actions and changes in the field of human resources that are being considered. Strategic human resource management is focused on the organization's long-term economic, production, and technical goals. One cannot think of a strategic approach to managing people in the labour process without a market and technical plan.
The primary functions describe strategic human resource management:
Development of the business unit's human resources strategy so that it is accountable for and leads the implementation of its market, technology, and people strategies;
determining the business unit's techniques for putting its human resources strategy into action;
Organizing the effort on putting the selected human resources strategy into action;
Coordination of activities for plan execution, including ensuring that the selected human resources strategy is implemented;
Control of the business unit's human resources management system; development and execution of initiatives to improve human resource strategic and operational management.
Putting a human resources specialist in close contact with executive management makes HR part of the organizational strategy
HR as a Business Partner and HR Manager are two distinct roles within an organisation that represent two different models of human resources services.
The HR manager's responsibilities include policy creation and process execution.
This role is in charge of processes like payroll, recruiting, hiring, system management, and more. The HR manager is in charge of the department.
The human resources business partner, on the other hand, is not in charge of the department's administration.
Their primary responsibility is to collaborate with the company's senior management team and department heads in order to lead and explain the company's overall strategy. Initiatives and concerns relating to human resources. They can participate in the development of an initiative and strategy for human resources that affect the entire organization
In the context of the things said so far, we can conclude that the answer to the question is:
Yes, in the current economic moment, more than ever!
Creating a good and profitable strategy is essential. Without direction and strategy there can be no goals
In conclusion, the organization's fate is largely determined by its human resources; if its members are capable, they can successfully face competition and make the most of available technical and material resources, which is true for any type of organisation, the organisation will be able to achieve its objectives.

Conclusion
To summarise, the organization's fate is largely determined by its human resources; if its members are capable, they can successfully face competition and make the most of available technical and material resources, which is true for any type of organisation, the organisation will be able to achieve its objectives. HR executives may and can impact the organization's final result in the labour market, which is defined by competition for talented individuals. HR departments are required to deliver data-driven solutions to the masses that contribute to and guide the organisation to its entire business goals, from recruiting to employee development to retention initiatives. People resource managers have the knowledge and data to assist businesses streamline their recruiting procedures and maximise their human resources. They are familiar with the company's culture and are already working to develop a workforce that will assist businesses in achieving their objectives. It's now only a matter of formally including them in the process.
