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[bookmark: _Toc137939152]Executive Summary
The present document presents a comprehensive assessment of DJI's Human Resource Management strategies, with a particular emphasis on the recruitment, selection, and onboarding procedures. The study revealed that the prevailing approaches in these domains were deficient in strategic direction, which could result in adverse effects on the organization's efficiency, staff attrition, and overall competitive position. The present report advocates for the adoption of a strategic recruitment plan, the improvement of the selection process to account for cultural compatibility and potential, the establishment of a comprehensive onboarding programme, and the utilisation of HR analytics to facilitate ongoing enhancement. Despite the need for investment, implementing these modifications is imperative for DJI's sustained expansion and triumph due to the resulting advantages in performance, employee contentment, and market positioning.
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Introduction
Human Resource Management (HRM) is becoming more important to the success of businesses in today's internationally competitive market. The capacity to recruit top talent and successfully integrate new hires into the company is a cornerstone of human resource management (Nikolaou, 2021). DJI, an international pioneer in drones for civilian use and unique technology for cameras, nonetheless faces challenges in both areas, which jeopardises the company's competitiveness and long-term development (Gillette, 2021). As a result, this study will conduct a critical evaluation of DJI's key areas of recruiting, selection, and onboarding.
In addition, this study will focus on identifying the advantages of enhancing these areas, examining present deficiencies, and analysing the detrimental consequences these flaws have had on DJI. This study will attempt to shed light on DJI's setting and the difficulties it encounters in human resource management. To assure DJI's continuing development, the research will finish with actionable suggestions for improving the company's recruiting, selection, and onboarding procedures.
[bookmark: _Toc137939154]Organisational Overview
Dà-Jing Innovations, or DJI for short, is a Chinese technology company with headquarters in Shenzhen, Guangdong. DJI was founded in 2006 and has since grown to employ more than 14,000 people throughout the globe thanks to its breakthrough drone technology and ground-breaking imaging solutions (DJI, 2023). Engineers, programmers, marketers, and business executives all makeup DJI's large and varied staff, which reflects the company's several lines of business. There is a specific division at DJI that handles HRM-related tasks including hiring, orientation, evaluating workers' performance, and making sure they're taken care of (Reuters, 2023).
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[bookmark: _Toc137940399]Figure 1 Most Popular DJI Models
Source: (Skylogic, 2023)
The HRM team collaborates extensively across DJI's business units to aid in strategic planning and decision-making that advances the company as a whole. This demonstrates DJI's recognition of its employees as a key component to its continued success (CBInsights, 2023). Human resource management is heavily represented at the director level, a reflection of the importance HRM plays in setting the tone for the whole firm (CBInsights, 2023). This paper analyses and makes suggestions for improving DJI's recruiting, selection, and onboarding procedures; these are the areas where the company is experiencing the most difficulty.
[bookmark: _Toc137939155]Main Discussion
[bookmark: _Toc137939156]Priority Area (Recruitment, Selection, and Onboarding)
DJI's recruiting, selection, and onboarding approach is a top priority area that requires focus and development. Rapid technical advancement and tough competition are what keep DJI, a worldwide leader in commercial drone technology and camera advances, thriving. For continued success and innovation-driven expansion, a company in this environment needs a recruiting and selection process that is both quick and effective (Reuters, 2023). While DJI's existing recruiting and selection practices meet the company's minimum workforce requirements, they fall short in the area of systematic talent acquisition. Due to the urgency caused by DJI's fast development and the rapid pace of technological innovation in its sector, the emphasis has been on promptly filling unfilled jobs (Engadget, 2023).
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[bookmark: _Toc137940400]Figure 2 Recruitment Cycle
Source: (Engadget, 2023)
As a consequence, hiring choices are sometimes made in a rush, which may lead to a mismatch between a candidate's strengths and the needs of the position (Yadav et al., 2020). Work quality, employee engagement, and job happiness may all take a hit when expectations are not met, which can contribute to increased turnover (Cook, 2016). In addition, DJI's HRM strategy has to pay quick attention to onboarding, which is a vital component. Recruit orientation, or "onboarding," is an important time for employees to get invested in the company and its goals, as well as to begin contributing to those goals in meaningful ways (Rodeghero et al., 2021). At the moment, it seems like DJI's onboarding process is more procedural than strategic, with much of the time spent on mundane administrative activities like filling out paperwork and setting up logistics (CBInsights, 2023).
A successful onboarding process, however, requires a thorough, continuous programme that familiarises new workers with DJI's work culture, defines roles and responsibilities, offers appropriate assistance, and encourages a feeling of belonging. Recruits may have difficulty adjusting to DJI's fast-paced workplace, learning their positions, and making their full contributions because of a lack of a thorough strategy for onboarding (Cook, 2016). As a result, DJI has to update and improve its methods of hiring and onboarding new employees in light of the company's immediate and long-term goals. In turn, this will help DJI maintain its status as an innovative industry leader (Engadget, 2023).
[bookmark: _Toc137939157]Current Shortfalls
Inadequacies in DJI's present approaches to hiring new employees and integrating them into the company's culture pose a threat to the success and expansion of the business as a whole, hence changes are necessary. The necessity to immediately fill unfilled jobs has led to hasty decision-making in DJI's recruiting process, which is a major flaw (Reuters, 2023). This method may result in staff members who are a poor fit for the open positions and the company's culture. Without proper forethought, a company may have greater rates of employee turnover and higher expenses associated with replacing lost workers (Reuters, 2023). 
Furthermore, DJI works in a dynamic sector where competition for the best minds is high. DJI risks losing its competitive edge if it doesn't have a solid and well-thought-out strategy for attracting top talent in the industry (Ziden and Joo, 2020). Another crucial part of the talent acquisition process, the selection procedure, has problems as well. Soft skills and cultural fit, both of which are essential to the success of many jobs, may be overlooked by DJI's current method. Focusing solely on individuals with tangible skills may result in overlooking candidates who possess crucial soft skills (Edwards and Rees, 2006). 
As a consequence, DJI runs the risk of bringing on staff members who aren't a good fit for the company's culture and way of doing business, which may lead to worse morale, less output, and more staff turnover. Finally, it seems like the present DJI onboarding procedure is more procedural than purposeful (Laroche and Rutherford, 2007). Upon joining a company, new hires are generally thrown headfirst into a whirlwind of administrative tasks, system orientation, and team introductions. However, the firm does not have a formalised and all-encompassing onboarding programme to help new hires get invested in the company's mission and culture (Stanley and Aggarwal, 2019). 
A good onboarding process is a continuous endeavour that does more than just teach new employees the ropes; it also teaches them the company's values and culture and how they fit into the bigger picture of the business (Ju et al., 2021). Employees' job happiness, productivity, and retention might all take a hit if there isn't a clear onboarding procedure in place for new hires (Armstrong and Taylor, 2020). Due to these deficiencies, it is clear that DJI has to reevaluate and improve its methods of talent acquisition and retention, including the methods it uses for recruiting, selecting, and onboarding new employees. This will aid DJI's expansion, competitiveness, and success in the market, and it will also improve staff performance and retention (Divya and Gupta, 2022).

[bookmark: _Toc137940401]Figure 3 Current Shortfalls
[bookmark: _Toc137939158]Impacts of Current Shortfalls
The deficiencies in DJI's current recruitment, selection, and onboarding strategies have noteworthy consequences for the organization's overall performance and efficacy (Hmoud and Laszlo, 2019). To begin with, a deficiency in strategic orientation during the recruitment process may result in the selection of personnel who are not entirely congruent with DJI's vision and values, and who may not satisfactorily fulfil the demands of their respective positions (Arora et al., 2021). The aforementioned outcomes, namely suboptimal job performance, reduced productivity, and diminished innovation, are critical factors in DJI's fiercely competitive and rapidly changing sector (Przytuła, Strzelec and Krysińska-Kościańska, 2020). 
Furthermore, this may result in a rise in employee attrition, leading to expenses associated with recruitment and onboarding, as well as a general disturbance in group synergy and operational processes (Lievens and Chapman, 2019). In addition, deficiencies in the selection procedure, such as the failure to consider crucial characteristics such as cultural compatibility and interpersonal abilities, may have adverse effects on DJI (Yabanci, 2019). Employees who encounter difficulties in assimilating into the organisational culture or exhibit a deficiency in fundamental interpersonal skills may encounter obstacles in effectively collaborating with their colleagues, resulting in reduced team cohesiveness and possible discord (Gonçalves et al., 2021). 
The aforementioned factors can have a consequential impact on the collective team performance and the calibre of the products and services that DJI provides (Tiainen, 2019). The incapacity to function efficiently in a team can hurt an employee's job contentment, resulting in reduced drive, output, and an increased probability of voluntary attrition from the company (Anwar and Abdullah, 2021). The inadequacies observed in DJI's onboarding procedures may result in significant consequences for the assimilation and productivity of newly hired personnel (D’Silva, 2020). 
[bookmark: _Toc137940381]Table 1 Impacts of Current Shortfall
	Impact 1
	Inappropriate Employee Selection

	Impact 2
	Suboptimal Job Performance

	Impact 3
	Low Productivity

	Impact 4
	Employee Attrition

	Impact 5
	Lack of Innovation

	Impact 6
	High HR Expenses



[bookmark: _Toc137939159]Benefits of Improving Recruitment, Selection and Onboarding
[bookmark: _Toc137939160]a) Benefits for the Organisation:
The primary advantage for DJI is the ability to consistently acquire top-notch talent that is in line with the organization's strategic goals (Ogbechie, 2019). Enhancing the recruitment and selection process strategically would guarantee the employment of candidates who possess not only technical proficiency but also exhibit a strong alignment with DJI's culture and long-term objectives (Zeebaree, Shukur and Hussan, 2019). Enhanced employee performance, heightened productivity, and consistent innovation is pivotal elements for DJI to thrive in its fiercely competitive sector (Arbak and Pavithra, 2020).
Enhancements to the onboarding procedure could facilitate enhanced assimilation of fresh personnel into DJI's organisational culture and operational methodology. The implementation of this approach would potentially result in a decrease in the time required for new employees to reach optimal levels of productivity, as well as enhance the comprehension of their designated duties and obligations (Boon, Den Hartog and Lepak, 2019). The cultivation of a sense of belonging and commitment to the organisation can effectively mitigate turnover rates and their associated costs (Perrin, 2023).
[bookmark: _Toc137939161]b) Benefits for the Employees:
A well-crafted recruitment and selection process can provide employees with a more lucid understanding of job expectations and requirements, thereby enabling candidates to make informed decisions regarding their compatibility with the organisation (Wilton, 2019). The strategic selection of employees based on their alignment with DJI's values and goals may potentially cultivate a sense of pride and motivation among them (Perrin, 2023). The implementation of a thorough onboarding initiative would foster a sense of inclusion, appreciation, and assistance for newly recruited personnel starting from their initial day of employment (Ramkumar, 2018). 
Implementing this approach could facilitate a more seamless integration into the company, providing greater clarity regarding individual responsibilities, performance standards, and the organisational ethos and principles of DJI (Torrington, 2009). Providing initial support and involvement at an early stage can have a substantial impact on job satisfaction and commitment, ultimately enhancing the overall employee experience (Henderson, 2017).
[bookmark: _Toc137939162]Benefits for other stakeholders
Enhancements in the aforementioned HR domains would indicate DJI's dedication towards strategic expansion and proficient management of human resources, thereby communicating its commitment to other stakeholders such as investors (Samimi and Sydow, 2021). This is likely to enhance their confidence in the long-term viability and growth potential of DJI (Torrington, 2009). In addition, the implementation of strategic recruitment and selection practises, along with a thorough onboarding programme, has the potential to greatly improve the employer brand of DJI. The establishment of a robust employer brand has the potential to attract a greater number of top-tier candidates, thereby enhancing DJI's competitiveness within the talent market (Van Esch, Black and Ferolie, 2019). The aforementioned proposition would prove advantageous to both business associates and clients of DJI, as it would enable the company to sustain its provision of superior quality products and services, backed by a proficient and dedicated workforce (Armstrong and Taylor, 2020).
[bookmark: _Toc137939164]Recommendations
The present analysis has led to the formulation of the subsequent suggestions aimed at enhancing the recruitment, selection, and onboarding procedures at DJI:
1. The task at hand is to devise a strategic recruitment plan that is in line with DJI's long-term objectives and core principles. An effective recruitment strategy should encompass unambiguous job descriptions, precise advertising techniques to attract suitable candidates, and participatory hiring practices that involve prospective team members in the recruitment process (Nikolaou, 2021). 
2. The proposed approach involves the implementation of a comprehensive selection process that surpasses the conventional evaluation of candidates based solely on their tangible qualifications and experience (Doz, 2020). It is advisable to take into account various assessment methods such as psychometric testing, situational judgement tests, and structured interviews that evaluate cultural compatibility, soft skills, and potential (Gillette, 2021).
3. The organization should develop a comprehensive onboarding programme that encompasses a wide range of activities and extends beyond the initial orientation phase (Mazurchenko and Maršíková, 2019). The onboarding process may entail various measures such as sustained guidance from a mentor, tailored instruction on job-related skills, and periodic evaluations aimed at identifying and resolving any difficulties encountered by newly recruited personnel (Kaushal et al., 2023). 
4. The utilisation of HR analytics to assess the efficacy of recruitment, selection, and onboarding strategies and to implement requisite modifications constitutes a data-driven approach to HR practices (Paauwe and Boon, 2018). The adoption of an HR analytics system may entail a substantial initial investment and necessitate the provision of training to HR personnel (Ramkumar, 2018).
5. It is imperative to uphold ethical standards and legal requirements in all practices regarding ethical considerations (Liboni et al., 2019). This encompasses the imperative of refraining from discriminatory practices during the recruitment and selection process, as well as upholding the principle of privacy in the administration of any type of assessment or data gathering (Yabanci, 2019).
Although the implementation of these recommendations may necessitate a significant investment of both time and resources, the enduring advantages to DJI's overall organisational performance, employee contentment, and competitive standing should adequately rationalise these expenses (Park, Bae and Hong, 2019). The adoption of these suggestions would aid in the realisation of DJI's objectives of maintaining its position as an industry leader, fostering innovation, and facilitating the company's ongoing expansion (Przytuła, Strzelec and Krysińska-Kościańska, 2020).
[bookmark: _Toc137939163]Conclusion
The present report entails a critical analysis of DJI's human resource practises, with a specific focus on recruitment, selection, and onboarding. These areas have been identified as crucial for enhancing the organization's overall performance. The findings of the analysis indicate that DJI's recruitment and selection process is deficient in strategic planning, potentially resulting in suboptimal staffing decisions and increased employee turnover. Moreover, the onboarding procedure at DJI exhibits insufficiency in providing comprehensive assistance to effectively engage and assimilate newly recruited personnel, which may potentially affect employee productivity and retention.
Enhancing these domains is imperative for DJI's expansion and triumph in its fiercely contested sector. Enhanced recruitment and selection procedures can guarantee the acquisition and preservation of top-notch personnel that conform to DJI's ethos and mission, resulting in enhanced employee efficacy and efficiency. An onboarding process that is more extensive and supportive can enhance the comprehension of new hires regarding their roles and the company culture, resulting in increased job satisfaction, commitment, and reduced turnover. Enhancements in these domains are crucial for augmenting DJI's organisational efficacy, competitive position, and sustained prosperity.
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Figure 7~ Most Popular DJI Models
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