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Abstract
Introduction: The introduction section is responsible for giving an overview of the research topic. In this research, the background of the topic as well as some justifications has been given for selecting this particular research topic. Along with this, the research aims and some research objectives have been formulated for conducting the research. The significance and practical implications of the outcomes of this research have been also explained. 
Literature review: This chapter is designed to understand the conceptual and theoretical frameworks of the research. The concept, significance and associated aspects of expatriate management have been critically discussed in this chapter. Moreover, some theories regarding the research topic have been explained and a conceptual framework has been designed by highlighting the critical variables and factors. 
Methodology: The type of data collection method has been highlighted in this chapter. The interpretivism philosophy, inductive research approach and exploratory design have been used for getting descriptive information about the research topic. In addition, the secondary process of data gathering has been considered and some ethical considerations have been mentioned to maintain an ethical view in the research. PRISMA framework has been used for filtering and selecting journal articles for final analysis. 
Data analysis: The qualitative process of data analysis has been used for measuring and summarising brief and descriptive information. For conducting this process, the data extraction table and 6-phase model of theme generation have been described in this chapter.
Findings and analysis: Thematic analysis has been mainly conducted in order to understand the similarities of secondary resources. Four themes have been developed focusing on the research objectives. Along with this, the themes have been compared with the literature review in the discussion section. 
Conclusion and recommendations: A meaningful conclusion has been drawn in this chapter and the objectives have been linked with literature review and themes. Some recommendations have been suggested to solve the issues of the HR department in expatriate management. Limitations and future scopes of the study have been evaluated.
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[bookmark: _Toc160632941][bookmark: _Toc164160363]Chapter 1: Introduction
[bookmark: _Toc160632942][bookmark: _Toc164160364]1.1 Introduction
Human Resource Management or HRM is considered to be an important process of strategy concerning planning, coordinating, directing, organizing and controlling the systems of organisations (Aghapoor Alishahi et al. 2022). Within the organisation, the team of employees has to be developed through the process of selection and recruitment to achieve the organizational goals. There has been an increase in the activities of global businesses for the past few decades. This has led to the consideration of the important employee roles developed by the processes of selection and recruitment. In this regard, the operations of HR help to control the activities of the international workforce through the development of strategic decisions. This has led to the formation of a work culture for the expatriates in various large organisations. The management of expatriates in various Multinational Corporations or MNCs has become important within the role of HR. With the rise of globalisation, organisations are realising the need to attract and retain various skilled expatriates (Jawad 2020). This study will focus on the role of the practices of selection and recruitment regarding the management of expatriates in the context of UK-based MNCs. The study will also consider the background to be developed, along with rationale and objectives.
[bookmark: _Toc160632943][bookmark: _Toc164160365]1.2 Background
An Expatriate is considered an employee who is permanently or temporarily assigned to duty in a foreign country to gain knowledge and experience about a foreign culture (Andersen 2021). The rising globalisation has improved the activities of MNCs to function within the complex global environment. This realised the strategic need to recruit and select expatriates in the organisations. As per a survey in 2023, the leading motivations for expatriates to move abroad have been international recruitment and job settlement (Dyvik 2023). In this regard, the role of expatriates and their management within MNCs is more focussed on in the UK where there are amplified global business operations. The management of expatriates has been an important issue in the field of HRM that acts as an important force in developing jobs. For the past two decades, various international business activities have undergone large transformations. Global economic operations have also shifted with the rapid advancements in technology. Also, the rise of the new markets has reshaped the way of operations of MNCs. In this concern, the strategic significance of the role of expatriates has been felt deeply. They tend to act as important individuals to help in collaborations across borders through the transfer of knowledge. The presence of improved international connectivity and diverse business operations in the UK has led to the recruitment of expatriates in several industries.
[image: ]
[bookmark: _Toc164160420]Figure 1.1: Expatriate Motivation to Move Abroad in 2023
(Source: Dyvik 2023)
HR tends to function to improve the roles of organisational talents through the proper evaluation and assessment of individuals. The HR tends to focus on their cultural skills and knowledge that are important to generate success in several international projects (Zavyalova, Sokolov and Lisovskaya 2020). Such strategic integration between the role of expatriates and the policies of HR tends to be effective concerning the management of global talents. There is a requirement for HRs in different MNCs to focus more on communication cross-culturally. This realises the requirement for a strategic approach to the practices of selection and recruitment of expatriates. In this context, the study has focussed on the complexities of the past two decades in MNCs, where the practices of HR have been as per the adaptations to the management of expatriates. There has been an understanding of the topic through the consideration of the changing environment of the management of expatriates. In this regard, the role of HR has been important to develop the strategies of selection and recruitment by considering the management of expatriates in the context of UK-focussed MNCs.
[bookmark: _Toc160632944][bookmark: _Toc164160366]1.3 Rationale
The rationale of the study lies in the development of an in-depth understanding of the rising importance of the management of expatriates within MNCs in the UK. Organisations are facing various issues and opportunities concerning the management of expatriates with the changing nature of the business environments due to globalisation (Sahoo et al. 2022). Thus, the study has focussed on the relationships between selection and recruitment and the HR role in managing expatriates. There is the strategic importance of expatriates in several MNCs that demands the processes of selection and recruitment. Expatriates tend to develop an important role to create international operations, leading to the consideration of the global strategy (Wang et al. 2022). Understanding the processes of selection and recruitment is important for the UK-based MNCs to develop cultural competencies. Also, the study is important to gain knowledge about the successes of expatriates.
With the increase in the competitiveness of global business operations, there exist several challenges for HR concerning the management of expatriates. The presence of barriers of language and cultural complexities realises the need for adaptation to the processes of recruitment for proper expatriate management (Vihari et al. 2022). The study can help various policymakers and organisational leaders to know about the future practices of HR by considering the strategies of the management of expatriates. This can help to know the techniques of selection of expatriates in the environment of UK-focussed MNCs. The rationale of the study also lies in improving the significance of the strategies for the management of talent globally. In this way, the study has considered the success of expatriates in the changing environment of international businesses.
[bookmark: _Toc160632945][bookmark: _Toc164160367]1.4 Problem Statement and Research Gap
The problem statement lies in the absence of studies focused on the adaptation of HR practices in selection and recruitment to the management of expatriates in UK-focussed MNCs (Sahoo et al. 2022). MNCs tend to operate in the changing business environment in the UK that realises the need for the management of expatriates (Rao‐Nicholson, Carr and Smith 2020). However, despite the increased importance of expatriates, a research gap tends to exist concerning the roles of the processes of selection and recruitment. Also, there is a lack of focus on the role of HR in the proper management of expatriates through effective selection and recruitment initiatives (Tocaven Gonzalez and Kasteren, 2021). This study has helped to address such gaps through the proper development of the literature reviews in a systematic manner and the consideration of empirical facts. This has led to the understanding of the important relationships between HR policies and expatriate management in the changing contexts of global businesses.
[bookmark: _Toc160632946][bookmark: _Toc164160368]1.5 Aim and Objectives
The study aims to unveil the role of HR in the practices of selection and recruitment considering the management of expatriates. The research has been focussed entirely on the MNCs in the UK over the past two decades, considering the roles of the department of HR in the management of expatriates.
The objectives developed for this study include the following
· To evaluate the development of selection and recruitment practices in UK MNCs regarding expatriate management over the past two decades
· To identify the processes and criteria of selection and recruitment of HR of MNCs considering expatriate recruitment
· To determine the challenges of the HR department of UK MNCs regarding expatriate recruitment and selection management.
· To identify the impact HR has had on the recruitment and selection practices of MNCs
[bookmark: _Toc160632947][bookmark: _Toc164160369]1.6 Research Questions
· How have the practices of recruitment been evaluated in expatriate management in UK MNCs over the past two decades?
· What criteria of selection are followed by the HR department for expatriate recruitment in MNCs?
· What are the challenges faced by the HR department in the selection and recruitment process of expatriate management in UK MNCs?
· How has HR impacted the recruitment and selection practices of MNCs
[bookmark: _Toc160632948][bookmark: _Toc164160370]1.7 Significance
The significance of the study lies in the generation of practical influences concerning the management of expatriates within UK-focused MNCs. The information about the rise of the criteria of selection and recruitment is important for academia in terms of understanding the strategies of adaptation of HR processes over the past two decades. This has helped me to know the international operations of businesses by focusing on the management of human resources. Also, the findings of the study have been important for various organisational leaders and HR professionals in terms of understanding the practical challenges faced by HR in the management of expatriates.  The role of HR has been important in determining the strategies for the management of talents globally (Bonneton et al. 2022). The results of the study tend to help HR professionals improve the rates of success in the management of expatriates.
[bookmark: _Toc160632949][bookmark: _Toc164160371]1.8 Dissertation Outline
The dissertation has focussed on several chapters to complete the study. The introduction chapter has developed the overview of the topic with a focus on the background and rationale. The literature review has provided the details of knowledge on the topic through the exploration of articles by previous authors. The chapter on methodology has been concerned with the selection and adoption of several methodologies to conduct the study. The justifications of the methods have been developed for the proper analysis of the data. The findings chapter has provided the desired findings based on the collection and analysis of gathered data. The discussion chapter has developed the overall discussion of the findings by focussing on the results. The development of the conclusion chapter has focussed on the summary of the findings of the study.



[bookmark: _Toc160632950][bookmark: _Toc164160372]Chapter 2: Literature Review
[bookmark: _Toc160632951][bookmark: _Toc164160373]2.1 Introduction 
The literature review chapter acts as a critical component of any academic research project because it offers a comprehensive overview of the research topic. Existing scholarly articles and secondary resources are used in this chapter to analyse the research. The primary function of this chapter is to develop a conceptual understanding of the research by introducing academic conversation. This chapter provides a road map to readers about different aspects of the selected research topic and the practical significance is described in this section. In this research, different aspects and perspectives of expatriate management and the roles of the HR department are analysed along with theoretical frameworks. 
[bookmark: _Toc160632952][bookmark: _Toc164160374]2.2 Concept and purpose of expatriate management in MNCs
Expanding business in the international market is the trend of the business sector and focusing on this trend many multinational companies have established their business in foreign countries. At the same time, people of this generation are very career-focused and make vital decisions for secure job positions and ensure career growth. In order to conduct business properly in foreign countries, the management team of multinational companies focuses on the concept of expatriate management. Many multinational corporations use this concept to conduct the process of employee selection and recruitment who are sent to foreign countries for a limited period of time. In discussing the concept of expatriate management Selmer (2019) has said that this management concept includes different activities like management of expatriates and management by expatriates. 
The main purpose of conducting expatriate management is talent mobility and development. Organisations use this concept to develop global talent and give opportunities to employees to adjust them with different cultures and business practices.  Another purpose of conducting this particular concept is to promote knowledge transfer and influence organisational learning. Supporting this statement Vlajčić et al. (2019) have said that expatriate managers have enough cultural intelligence which is used for the promotion of knowledge transfer in multinational companies. Wilczewski, Søderberg and Gut (2019) have argued with this statement and said expatriate manager uses this concept to boost cultural learning to solve collaborative challenges in multi-cultural business settings. By sending employees to the foreign workplace, multinational organisations create a bridge between headquarters and foreign subsidiaries and it is very helpful for gaining information about the local market and demands of the local customers. This concept is utilised for understanding the regulatory framework and competitive landscape of the following markets which provides scope to headquarters of multinational organisations to change their business strategies according to their needs. 
[bookmark: _Toc164160375]2.3 Factors associated with expatriate management
In the process of expatriate recruitment and management, several factors are associated that should be carefully considered and integrated in the business structure to enhance the success of the selection process.  In this section of this chapter some factors are highlighted that could be helpful for the HR department of multinational organisations of the United Kingdom in selecting and recruiting expatriates. Expatriates are very much focused on their professional and personal growth and they like to join those organisations which provide training and career development sessions. Ozkeser (2019) has said that the impact of training is very effective on employee motivation and this responsibility is performed by the HR department. Guan and Frenkel (2019) have argued with this statement and said that employee training not only motivates them but also improves their performance. Therefore, training and development is one of the core factors in this process. Pre-departure training is necessary to provide expatriates to help them to understand about the social and cultural context of the host country.
Cross-cultural support is another crucial factor that is helpful in this process because this factor can solve the cultural difference related challenges among the expatriates. Cross-cultural training and support programmes not only build relationships among employees but also avoid any type of misunderstanding and confusions in the workplace. In this discussion it can be also said that communication and integration is the important factor that facilitates the communication process between expatriates and host organisations. It can be a good approach for developing the sense of integration in the workplace and expatriates can involve themselves in the local activities. Expatriates in the host countries face legal and administrative issues therefore organisations should be concerned on this factor. Possible support should be delivered for immigration, labour laws, tax and work permit. 

[bookmark: _Toc160632953][bookmark: _Toc164160376]2.4 Roles of HR in employee recruitment and selection and its importance on organisational growth
Human resources is one of the crucial and important departments of any organisation as growth and talent management are dependent on this department. The HR department play a pivotal role in the process of employee recruitment and selection. The strategic work planning and decisions of the HR department not only collaborate with the organisational leaders but also analyse the recent trends in the market. Based on that, they create business objectives and recruit employees according to the market needs. Abdalla Hamza et al. (2021) have said that the HR department has the ability to select the right person for the right positions and they make a relationship between the recruitment process and organisational performance. Jawaad et al. (2019) have argued with this statement and highlighted that human resource practice is helpful for maintaining organisational commitment because the HR department plays a mediating role in ensuring the job satisfaction of employees. 
The skills and knowledge of employees are helpful for organisational growth therefore proper recruitment of talent is necessary. In this case, the HR department uses various methods like networking, social media recruitment and many more for recruiting qualified and talented candidates from the diverse talent pool. Screening and shortlisting are other significant roles of the HR department (Maheshwari and Haque 2020).  The resumes of candidates are analysed by this department and according to the qualification and criteria this shortlist qualified employees. In this discussion, it can be also mentioned that mind-reading capabilities are present in the HR department as HR managers understand the mental status and employment behaviour of candidates by interacting. The selection or recruitment is not only the job role of the HR department but also they focus on the orientation and training sessions for enhancing the skills of candidates according to the organisational demands. On-boarding sessions are arranged by this department to enhance employee productivity and engagement. 
[bookmark: _Toc160632954][bookmark: _Toc164160377][bookmark: _Toc160632957]2.5 The evolution of expatriate management over the past 2 decades
Due to the effect of globalisation, multinational organisations have expanded their business and operations into foreign countries and new regions. This situation has increased the demand for expatriate recruitment in order to facilitate knowledge as well as establish a presence in the local market. Over the past two decades, the expatriate management process has undergone evolution.  The up-gradation of technology infrastructure has positively influenced this evolution process.  In previous days, the HR department only conducted face-to-face interview processes to recruit expatriates; however, over the past two decades online recruitment processes have been introduced in this segment. Advancement of technology has significantly impacted employee management processes and also easier collaboration and communication functions across boundaries. According to Andersen (2021), the evolution of business trends significantly impacts the management process. In the same context, López-Duarte, Vidal-Suárez and González-Díaz(2020) have said that because of the expanded knowledge of national culture, several transformations are noticed in the expatriate management process. Strategic initiatives have been included in this process and a significant transformation has been introduced to develop the pipeline of global talent as well as enhance capabilities of multinational organisations. Focus has been given towards cross-cultural competencies for promoting international experience among expatriate employees. 
In previous days, expatriate management-related policies were not favourable and very strict.  Several changes have been included in this case and policies as well as practices have become simpler and more flexible. Customised options have been included in the policy making process to give priority to the diverse needs of employees. Short-term and long-term goals have been created to assist employees. In the same discussion, Wang et al. (2022) have highlighted that the international management environment has become uncertain and different paradoxes have been included in the expatriate management process to increase the capability of expatriates. Regulatory complexity and geopolitical instability are common issues in international business and it increases risks in this approach. Therefore, in order to mitigate market and regulatory related complexities, the HR departments of multinational organisations have introduced various compliance and immigration laws. It is necessary for multinational organisations to focus on sustainability and corporate social responsibility practices at the time of doing business in the international market. Sustainability and CSR initiatives have been included in the management process of expatriates to influence them to play social responsibilities and minimise environmental impacts. Performance and duty-related changes have been introduced to support the local community of the host countries. Therefore, it can be said that the changes of the past two decades have significantly impacted expatriate management and ensured the growth of employees and organisations. 
[bookmark: _Toc160632955][bookmark: _Toc164160378]2.6 Theoretical framework
Agency theory
Agency theory is basically an economic theory that creates a between persons.  This theory defines that conflict may be created between parties due to the dissimilarities of goals and incentives. In the case of explaining the role of HR the application of this theory is effective because it strengthens the relationship between employees and employers and improves the performance, behaviour and profit of the organisation (Jensen and Meckling, 2019). In the process of increasing unity between employees and HR, this theory is important. In the discussion of human capital theory, the application of this theory is appropriate because agency theory maximises the value of human capital. To promote the selection process HR department can make the right decisions and strategies to attract skills and knowledge. With the help of this agency theory HR department can minimise conflict in the organisational culture and the emphasis on human capital theory provides accurate value to employees. Therefore HR department can play their roles in effective way by applying this agency theory.
Human capital theory
This particular theory describes some ideas by which humans increase their capacity and productivity by focusing on their responsibilities and skills. In this case, knowledge, experience and training are essential for enhancing their growth. Kuzminov, Sorokin and Froumin(2019) have said that some specific skills act as a component of human capital theory that helps individuals achieve their goals. In the context of human resource management, this theory generates employee management and employee selection skills among HR managers. From the perspective of an HR manager, it can be said that they continuously modify and improve their skills and knowledge along with the thoughts of the diverse employees. Moreover, they like to invest their personal time in helping individuals. It not only enhances their personal productivity but also improves organisational responsibilities. It provides opportunities for them to learn various aspects of employee management. This theory positively emphasises the strategic importance and improvement of HR management to ensure productivity and ultimately enhance the stability of expatriates in host countries. 
[bookmark: _Toc160632956][bookmark: _Toc164160379]2.7 Discuss the applicable processes and selection criteria used by HR in expatriate recruitment
The multinational corporations of the United Kingdom are very much concerned with the expatriate management. This country provides diverse opportunities to employees by providing a diverse organisational culture and the HR department likes to offer job opportunities to the employees of foreign countries. The HR department of MNCs in this country uses several processes and selection criteria for recruiting expatriates into the business. The cross-cultural competence test is one of the most applicable processes for the expatriate recruitment process. ‌Kaihlanen, Hietapakka and Heponiemi(2019) have said that increasing cultural awareness is a good approach to cultural competence training programs. Yari et al. (2020) have argued and said that cultural intelligence and global mindset influence the cross-cultural competencies of employees. The knowledge regarding cultural norms and communication efficiency are checked by the HR department in the recruiting process. For example, it can be said that one of the best MNCs in the UK Rio Tinto focuses on expatriate profit and also manages their risks in the expatriate management process. This organisation works with local and Indigenous people and provides value to cultural heritage to retain expatriates (Riotinto.com 2023). This organisation also has a diversity strategy and has a target to recruit 18% of ethnic minority employees. 
In this discussion, it can be also said that the MNCs of the UK analyse and check the language proficiency and international experience of candidates. Language proficiency is checked to understand their communication capability and international experience is analysed to understand their ability to work in the multinational workplace. The previous job roles, working career and experience of employees in the international project are checked by the HR department. The business environment of the 21st century is very much focused on technology and different innovative technologies like Artificial Intelligence and machine learning are used in the business sector to understand the changing market trends and perspectives of customers. In this case, the technical skills and expertise knowledge of expatriates are analysed. Several technical assignments are given to them to understand their skills and abilities. In this context, Cui, Wang and Zhang (2019) have said that the HR department studies the performance evolution to understand technical skills in multinational corporations. The presence of a global mind-set is very helpful for retaining expatriates in the host countries. The HR managers of UK MNCs check the global mindset and understand the dynamic capabilities of employees. Their abilities are analysed for adjusting to cultural diversity and solving geopolitical issues. 
[bookmark: _Toc164160380]2.8 Roles of technologies in the expatriate recruitment process 
The recruitment process of expatriates has been changed and nowadays technologies are used in the recruitment and selection process. The HR managers of multinational organisations use upgraded technology to properly recruit employees and analyse their talent. In recent days LinkedIn and professional networking sites have been used by HR managers to recognise the best talent from the diverse pools of talent. At the same time, different online job searching portals are used by them to understand the positions and dignity of expatriates as well as their qualifications. Face-to-face interviews and discussion sessions have been gone and nowadays different video conferencing platforms are used to conduct interviews virtually.  It not only saves time but also minimises the hazards of travelling. Sahakiants and Dorner (2021) have highlighted the excessive use of social media and online collaboration tools are used in expatriate management. 
Many international organisations introduce applicant tracking system software to streamline the recruitment process. This software automates the administrative tasks like screening resumes, tracking candidates and maintaining communications with the management.  This platform helps the HR department to manage huge applications and select the best talent. JazzHR is one of the best and most usable tracking systems that organise the entire recruitment process (Forbes.com 2024). The customised features are also included in this software. At the same time, Data Analytics tools are used in this process to assist the HR department in making strategic decisions regarding employee recruitment and enhance the effectiveness and capabilities of expatriates. Hence it can be said that the embracement of technologies reduces the impact of geographical barriers and maintains efficiency in the recruitment process. 

[bookmark: _Toc164160421]Figure 2.1: Technologies used in expatriate management
(Source: Self-developed)
[bookmark: _Toc160632958][bookmark: _Toc164160381]2.9 Fundamental challenges faced by HR to recruit expatriates in UK MNCs
The HR department of the UK-based multinational organisations experiences multiple challenges in recruiting expatriates. The presence of these challenges hampers the responsibilities and the job roles of the HR department and also affects the retention process of expatriates. Adjusting to the culture of host countries is the most prominent challenge in expatriate management that is faced by the HR department. Expatriates cannot adapt themselves according to the cultural preferences of host countries and they do not follow the cultural norms and business practices of the host countries. Supporting this discussion Wang and Varma (2019) have said that cultural distance is the main reason for the failure of expatriates. Hamze (2020) has argued with the discussion and said that HR managers mainly face skill shortage issues of expatriates. In conducting job roles and responsibilities, enough capability and knowledge is required about the international market however expatriates have inadequate knowledge in this segment. In this context, it is necessary to provide adequate training and skill development sessions to employees to adjust to the foreign business practice. 
On the other hand, legal requirements and immigration-related complexities are also associated with expatriate management. The employment policies and related requirements are very strict in the United Kingdom. When an expatriate moves to this country, the government checks every paper and requirement thoroughly.  Visa or work permit related issues create complexities in the expatriate recruitment and selection process. Sometimes it can be the reason for the major penalties for expatriates or companies. Therefore it can be said that legal or residency-related issues are the most remarkable in the process of management of expatriates. Assignment an expatriate can be costly for multinational organisations because housing, education, healthcare and other resource allocation costs are related to it. It enhances the operational cost of organisations. At the same time, expatriates demand a high salary for working in host countries which maximises the expenses of organisations. It creates a financial crisis and complexity for the HR department. Sometimes the HR department of MNCs fails to make a balance between financial stability and talent management. Othman et al. (2021) have also highlighted that enhancing confidence and ability to communicate in the host country is a fundamental necessity of expatriate management. However, the lack of knowledge about the language of the host country and poor confidence level creates issues for the HR department to manage expatriates. Hence it can be said that some effective strategies should be developed to overcome these challenges. 

[bookmark: _Toc164160422]Figure 2.2: Challenges associated with expatriate management
(Source: Self-developed)

[bookmark: _Toc160632959][bookmark: _Toc164160382]2.10 Literature gaps
This literature review chapter has been designed with the concept of expatriate management and the roles of the HR department in recruiting and selecting employees. The evolution of expatriate management has been briefly discussed in this chapter.  Some appropriate theories have been highlighted to justify the discussion. However, some significant areas have not been discussed in this chapter. First of all, any specific multinational organisation or case study has not been selected to discuss its strategies for expatriate management. It is one of the significant gaps in this chapter. Secondly, legal and ethical considerations have not been highlighted for expatriate management. The ethical implications and legal frameworks of the United Kingdom have not been discussed for recruiting expatriates. Some challenges have been highlighted for expatriate management however solving strategies or recommendations have not been mentioned which defines another gap in this paper. Along with these, emerging trends of expatriate management, ethical responsibilities of the HR department and future goals of HR practice have not been also discussed in this chapter.  Therefore, it can be said that these are the most visible and significant gaps of the literature review chapter. 
[bookmark: _Toc160632960][bookmark: _Toc164160383]2.11 Conceptual framework
[image: ]

In this section, a conceptual framework has been created in order to understand the main research problem, develop of analysis and make interconnections between research variables. It acts as a roadmap and prepares a structure by creating an outline of the main ideas and concepts of the research. In this section, in the conceptual framework, the main selection processes have been highlighted used by the HR department of the UK MNCs.  The selection processes have been linked with effects. For example, it can be said that analysing the cross-cultural competencies of employees is effective for expatriates to adjust to the diverse workforce. Moreover, the language proficiency of expatriates is checked by employees to maintain a transparent and effective communication system in the workplace. In this framework, social identity theory and human capital theory have been mentioned that help the HR department to give accurate value and priority to foreign employees. Along with this, it can be said that whole variables and selection processes have a positive impact on the retention and engagement of expatriates in the UK MNCs. The importance of this research topic has been known by checking the variables and factors of this research topic.   

[bookmark: _Toc160632961][bookmark: _Toc164160384]2.12 Summary
In This particular chapter the conceptual and theoretical frameworks have been designed to understand the importance of expatriate management. The concept of expatriate management and its main purposes have been discussed. The roles of the HR department in this management process have been briefly stated. The focus has been given to the multinational corporations of the United Kingdom to understand the strategies of expatriate management. Social exchange theory and human capital theory have been discussed in the context of management and the roles of the HR department. The challenges of this department have also been evaluated to manage expatriates. 


[bookmark: _Toc160632962][bookmark: _Toc164160385]Chapter 3: Research Methodology
[bookmark: _Toc160632963][bookmark: _Toc164160386]3.1 Introduction
This chapter focussed on various methods of the research to fulfil the objectives of the study. Saunders’ Research Onion Framework has been applied to develop the desired methodologies with the consideration of the justifications. The methods concerning collecting and analysing data have also been introduced in this chapter, along with exploring ethical considerations.
[bookmark: _Toc160632964][bookmark: _Toc164160387]3.2 Saunders’ Research Onion Model
The research onion framework, introduced by Saunders, is the core of the study based on which the other important elements of the research design have been developed (Saunders, Lewis and Thornhill 2007). The processes of the study included peeling off several layers from the outer layer to the inner layer. The first and outermost layer identified is the philosophy of the research that acts as the base of the study to generate the decisions in the next layers. Philosophy develops the knowledge of the real world through observations. The approach of the research has been developed in the next layer that generates the method of reasoning throughout the study. This layer develops the plan of the research work. The third layer used is the strategy of the research that is being used to answer the questions of the research. The next layer involves the methodological choice that has to be considered carefully. The time horizon is included in the fifth layer which determines the snapshot of the overall activities of the research. The innermost and last layer involved the decisions related to the collection and analysis of data in the study. The decision developed in this layer is based on the previous layers already peeled.


[image: ]
[bookmark: _Toc153454277][bookmark: _Toc164160423]Figure 3.1: Saunders Onion Framework of Research
(Source: Saunders, Lewis and Thornhill 2007)
[bookmark: _Toc160632965][bookmark: _Toc164160388]3.3 Philosophy
The philosophy of the research is considered as the desired tool that focuses on the method of conduction of the study depending on the ideas related to the nature of knowledge and reality. The primary philosophies developed are realism, interpretivism and positivism. While interpretivism is based on the assumption of subjective reality, positivism prefers objectivity through scientific methods (Alharahsheh and Pius 2020). Realism believes in the existence of reality with several mechanisms. The interpretivism philosophy has been effective for this study.
Interpretivism philosophy has considered the subjectivity of human experiences and behaviour (Pervin and Mokhtar 2022). Understanding the facets of selection and recruitment methods in the context of expatriate management has developed subjective experiences on the part of HR managers and expatriates. Again, interpretivism has helped to explore cultural differences and norms in the case of expatriate management to influence the effectiveness of the practices of selection and recruitment. Also, interpretivism has helped to shape the practices of selection and recruitment by considering the roles of organisational leaders in expatriate management. Positivism has been underrated in the study due to non-availability of scientific observations and quantitative-based methods. Realism has been disregarded due to a lack of consideration of independency of the ideas of reality.
[bookmark: _Toc160632966][bookmark: _Toc164160389]3.4 Approach
The approach of the research is the way of conducting the study by developing the methods of gathering and interpreting data. The primary approaches involve deductive and inductive approaches. The deductive approach starts with a hypothesis through observations, whereas the inductive approach develops patterns to create theories (Okoli 2023). The study has considered the selection of an inductive approach based on the nature of the research questions.
The inductive approach has helped to discover the data by understanding the importance of organisational change, human behaviour and cultural factors in expatriate management. The themes have been developed by considering the nature of the practices of selection and recruitment. Also, the inductive approach has led to the analysis of qualitative data to generate an understanding of the role of selection and recruitment in the management of expatriates. Moreover, inductive reasoning has considered the factors that influence the practices of selection within MNCs in the UK. The inductive approach has developed the desired adaptability throughout the study by generating the desired findings based on the topic (Husin et al. 2020). In the inductive approach, the theories have been generated from the data as compared to the development of pre-existing theories. The use of the deductive approach has been disregarded as there have been no hypotheses developed through observations.
[bookmark: _Toc160632967][bookmark: _Toc164160390]3.5 Study Design
The design of the research is the blueprint of the study that considers the strategies to ensure the validity of the findings of the research. The entire research design can be divided into three main sections like exploratory, explanatory and descriptive. The types of designs involve exploratory and conclusive. While the exploratory design is suitable for identifying a new problem, the conclusive design develops data to generate conclusions (Pawar 2020). Due to its inductive nature, the study has been well-suited for the exploratory design initiative.
The exploratory design has helped to explore the study considering the role of selection and recruitment in the management of expatriates. There has been limited research on this area in the UK context and thus exploratory design has helped to develop the phenomena where little current research existed. Also, exploratory design has identified the key trends and factors related to the selection and recruitment in expatriate management. Exploratory design involves the qualitative methods of collecting data to develop an understanding of the topic. A conclusive design has been discarded as there have been no conclusions based on observations and findings.With the help of this particular design different aspects of expatriate management have been explored which give information and guide other MNCs in the UK and across the world. The new strategies of this management process have been explored through this design. Descriptive information has been generated by this particular design that can add value to the research process. Moreover, new ideas, tactics and roles of the HR department have been known that can evaluate the significance of this research as well as properly retain employees. 
[bookmark: _Toc160632968][bookmark: _Toc164160391]3.6 Strategy
The strategy concerning the research is considered as the approach to address the objectives of the study by outlining the techniques and methods. There tend to exist several strategies of research, like experiments, case studies and archival research. Depending on the focus of the topic, the case study-based strategy has been adopted in the study.
The case study has helped to explore various incidents in real life, developing rich information into the role of HR and selection and recruitment processes in the management of expatriates. By focussing on the MNCs in the UK, there has been a detailed understanding of the recruitment practices and their interaction with the organisational contexts. This study has developed a case study of MNCs in the UK that included the gathering of diverse and rich sources of data. Such sources of data have led to the understanding of the topic, generating the validation of the findings (Lavarda and Bellucci 2022).With the help of the detailed analysis of the case study, various themes have been developed related to the topic. This has considered the categorisation of theories in the context of the management of expatriates. From the development of the case study, more information can be developed about MNCs that has been largely subjective. Through the presentation of the case study in a structured approach, the content of the study has been related to the situation of the management of expatriates by HR.
[bookmark: _Toc160632969][bookmark: _Toc164160392]3.7 Choice
The choice of the research is the selection of the specific approach of the research to address the objectives of the study. The choices of the research are between mono method or multi-methods to achieve the objectives. Depending on the qualitative nature of the objectives, the study has concentrated on the use of the mono method of research.
The mono method included the application of the qualitative method in the study. The use of the qualitative method has developed an in-depth exploration of the topic by considering the practices related to selection and recruitment in the management of expatriates. Thus, qualitative data has generated rich information through thematic analysis that might not be achievable with quantitative methods. Also, the application of the mono method has developed consistency in the processes of collection and analysis of data (GHR and Aithal 2022). There has been a focused plan of the research integrated with the objectives. Such consistency has generated the trustworthiness of the findings. The selection of the mono method has ensured the focused approach to the study through the effective exploration of the objectives. The mono method has also provided reliable sources of data on the topic through the integration of flexibility with openness. Thus, the development of the mono method has been integrated with the qualitative method for the effective interpretation of data. Multi methods have not been followed due to the absence of quantitative methods that could create complexity in the findings generation. 
[bookmark: _Toc160632971][bookmark: _Toc164160393]3.8Data Collection Process
The process concerning collecting data refers to gathering and interpreting data on the topic. The data collection branches are the secondary and primary processes of collecting data. While the secondary method helps to collect non-numeric data, the primary method is concerned with gathering numerical data (Mazhar et al. 2021). The secondary method of collecting data has been taken into account in the study due to the qualitative nature of the research approach. The process of collecting secondary data has been enumerated below.
[bookmark: _Toc164160394]Article Selection Criteria
The secondary technique has helped to select data from various secondary sources, like books, journals and even industry data after the consideration of the objectives (Taherdoost 2021). To collect the desirable data, Google Scholar has been put to use. The use of Google Scholar included the selection of the year range between 2020 and 2024 to collect relevant data. An overall 70 articles have been selected in the study. The rationale for this was to determine the extent to which human resource management scholars were engaging in the issue of selection and recruitment policies and the selection of expatriates in the UK.
[bookmark: _Toc164160395]Sources of Data and Search Strategy
Various keywords have been selected based on the topic, like expatriate management, selection and recruitment, HR role, and UK MNCs. In this way, the context of the study has been developed through the collection of the sources of data. The gathered data have been put into scrutiny and they have been filtered through the generation of exclusion and inclusion criteria. The development of the PRISMA Flow Diagram has depicted the process of selecting data sources.
[bookmark: _Toc164160396]Selection of the studies
After the development of above article selection criteria, titles were screened leading to the exclusion and inclusion criteria development of some papers. Further screening has been developed based on abstract review. The articles that were left have been sourced from online library data base. Seventy articles were finally chosen for this review.

PRISMA chart flow diagram
 (
250 records created through the online database
)
 (
30 extra data created through specific sources 
)
 (
150 Records were properly maintained after filtration, deleting inaccuracy and duplications of data
) (
Excluded research criteria-
Unreliable content 
Studies not 
related toselection, expatriate management and MNCs
)

 (
50 Records were eliminated due to the exclusion criteria and non-relevant sources
)
 (
Screened records considered through proper scrutiny
)

 (
100 articles were generated after screening
)

 (
50 Ineligible data identified
)


[bookmark: _Toc128494675][bookmark: _Toc143769176][bookmark: _Toc148369699][bookmark: _Toc150351528][bookmark: _Toc150355936][bookmark: _Toc153454278][bookmark: _Toc164160424]Figure 3.2: PRISMA Flow Diagram
 (Source: Self-developed)
Inclusion and Exclusion Criteria Generation
Inclusion Criteria
-Studies based on expatriate management
-Studies suitable for selection and recruitment processes
-Studies related to MNCs in the UK
-Studies focussed on the HR role
Exclusion Criteria
-Studies not based on expatriate management
-Studies not suitable for selection and recruitment processes
-Studies not related to MNCs in the UK
-Studies not focussed on the HR role
[bookmark: _Toc164160397]Managing and Organising Data Properly
The data selected have been properly organised, managed and executed with the generation of a database. The list concerning references has been created by justifying the sources, names and dates of the authors (Mammola et al. 2021). The reference list has been developed at the end of the study and the in-text citations have been made against the findings of the concerned authors.
[bookmark: _Toc164160398]3.9 Data Analysis Process
The technique of analysis of data is the proper interpretation of the collected data to create the information on the objectives. The categories of the data analysis process include qualitative and quantitative analyses. Qualitative analysis is focused on the on-numerical interpretation of data, whereas quantitative analysis focuses on analysing numerical data through statistics (Kai et al. 2020). Qualitative analysis has been the primary focus of the study as the method of collecting data involved has been secondary.
Qualitative analysis has interpreted the phenomenon of selection and recruitment in MNCs in detail. In this way, qualitative analysis has generated flexibility by informing on the HR role in managing expatriates. The application of thematic analysis has been certain that has explored the subject matter in detail. The consideration of the thematic analysis has been made after the development of suitable theories (Peel 2020). This has led to the suitability of the findings of the data. The thematic analysis has considered the patterns and themes within data to explore the practices of selection and recruitment within UK MNCs. Moreover, the thematic analysis has helped to understand the cultural preferences of organisations by exploring the themes. Thematic analysis has led to the exploration of the questions of the study that has developed the factors and practices, influencing HR's role in the management of expatriates. In this way, the application of the thematic analysis has influenced the phenomenon of HR practices through the setting up of the meanings of selection and recruitment. Moreover, the social objects have also been presented in the context in the form of the identification of the benefits of the management of expatriates. Quantitative analysis has been discarded due to the absence of numerical data and statistical observations on the topic.
[bookmark: _Toc160632972][bookmark: _Toc164160399]3.10 Ethical Considerations
The integrity of secondary data has been developed by properly representing the context of the selection of data (Hasan 2021). Proper citations have been developed against the original sources to acknowledge the desired contribution of the authors. The confidential hard copies have been kept safe in locked cabinets. The soft copies have been gone through encryption with passwords and kept secured in a folder on a laptop. The collected secondary data have been preserved as safe from unauthorised data access. Only the university authority and the researcher have the right to authorise legally the collected data. The generated secondary data have been relevant in terms of developing the accuracy of the topic.A special focus has been given to the data fabrication context. It is one of the crucial factors in the secondary data collection process. The actual opinions and results of the authors have not been changed and their results have been taken for describing the research. Along with this, proper respect has been shown to them through in-texting and citation. To maintain the quality of the data, an authentic database has been used and newly published articles and books have been taken.  Any sensitive words have not been used which can harm the dignity, cultural value and other aspects of people.  
[bookmark: _Toc160632973][bookmark: _Toc164160400]3.11 Summary
The methodology has selected interpretivism philosophy, inductive approach and mono method that led to the selection of a secondary data collecting mechanism. The thematic analysis has been considered for the proper interpretation of the findings. The next chapter will develop the themes and analysis of data with the generation of the results.


[bookmark: _Toc164160401]Chapter 4: Data analysis
[bookmark: _Toc164160402]4.1 Introduction
The analysis of data is the most important part of the research methodology as it is responsible for evaluating the authentic information from gathered data. This chapter is used to generate a comprehensive view of the research topic. Moreover, this chapter also analyses the main ideas of the research topic by which potential practical information and insights can be gained. In this process, using some effective tools is impactful as it generates authentic information and maintains authenticity throughout the entire process. In this research, the secondary data collection technique has been used. Therefore, qualitative data analysis technique is described in this seduction. Moreover, the thematic analysis method is used to develop common patterns and similarities of secondary resources. The data extraction table and the six-step model of theme generation are used to conduct the thematic analysis section.   Using these tools and techniques evaluates the significance and main purpose of conducting the thematic analysis. The generation of themes is effective in creating some meaningful themes according to the research objectives.  
[bookmark: _Toc164160403]4.2 Data extraction table
	Article name
	Names and publication year
	Subject matter
	Relevance
	Main findings

	From expatriation to global migration: The role of talent management practices in talent migration to Ghana. 
	Marina Latukha et al. 2019
	This article has focused on the talent management context and the roles of the expatriate management. The impact of talent management has been discussed on the knowledge transfer of international companies. 
	The selection of this article is relevant to this research as it can assist the thematic analysis section in describing the roles of talents in expatriate management. UK MNCs can effectively conduct this practice to improve economic growth. 
	Many multinational companies focus on the talent attraction and talent retention aspects to properly manage foreign workers and ensure the availability of resources within organisations. 

	Enhancing expatriates’ assignments success: the relationships between cultural intelligence, cross-cultural adaptation and performance. 
	Ilaria Setti, 
Valentina Sommovigo and  
Piergiorgio Argentero
2022. 
	Cross-cultural adjustment, cultural preferences and the impact of cultural factors on expatriate management have been explained in this article. Light has been also given to the cultural distance and its effect on the expatriates. 
	This particular article is relevant to this research because the discussion can highlight the significance of cultural preference on expatriate management. UK MNCs can perfectly manage cross-cultural aspects in the business to retain foreign employees. 
	It has been found that the cultural components like cultural intelligence, performance, cross-cultural adjustment and cultural distance are directly and indirectly associated with performance. A positive relationship has been created between cross-cultural adjustment and motivational cultural intelligence. 

	Multiple intelligence and expatriate effectiveness: the mediating roles of cross-cultural adjustment
	Elaine Y. T. Chew et al. 2021. 
	In this article the focus has been given to the cultural adjustment and said this factor plays the mediating role for improving outcomes of expatriates in the segments of task performance, psychological well-being and many more. 
	The chosen of this article is appropriate to this research because it develops the sense of cultural adjustment and its necessary for the growth and stability of expatriates in the culturally different countries. 
	It has been found that cultural adjustment develops the sense of political intelligence and has a positive effect on task performance and improving the psychological well-being of expatriates in the foreign culture. 

	Cultural learning in the adjustment process of academic expatriates.
	Roberta Fenech, Priya Baguant and Ihab Abdelwahed. 2020





	The focus has been given to the cultural learning concept in the process of expatriate management. Cultural learning is an effective tool for understanding and growing the skills of employees regarding cultural sensitivity and cultural awareness. 
	This particular article is appropriate for this research because based on the discussion expatriates can develop their cultural awareness skills and learning to adjust to the culture of host countries
	It has been found that cultural learning is essential for strengthening the skills, competencies, intelligence and cultural understanding of expatriates with the social and personal adaptation. A positive relationship has been made between cultural competence and adjustment. 

	The role of knowledge spillovers and cultural intelligence in enhancing expatriate employees' individual and team creativity.
	Imran Ali et al. 2019
	The concept of cultural intelligence has been described in this article. Moreover, its impact on the growth of expatriate and team creativity has been explained in this article. It is very crucial for expatriates to develop knowledge about cultural perspectives and intelligence that help them to adjust to critical situations. 
	This article is relevant to this research because the role and effectiveness of cultural intelligence can be known for the adjustment of expatriate employees and maintaining creativity in the international organisations.
	It has been found that knowledge sharing influences individual and team creativity and increasing knowledge resources maintain dynamic actions and workforce diversity. In this case, cultural intelligence makes a relationship between knowledge sharing and the creativity development practice of expatriates. 

	Social media usage and international expatriate’s creativity: an empirical research in cross-cultural context.
	Hu Shangui et al. 2021. 
	In this article, the focus has been given to the social media use among international expatriates. The impact of this platform has been critically analysed on international business and cross-cultural settings. 
	The selection of the article can be appropriate for this research because HR managers can use this medium for selecting and recruiting expatriates and analysing their profile. 
	From the article it has been known that social media use is becoming a part of expatriates’ daily life and they use this particular platform for enhancing creativity, especially in the cross-cultural settings.  It is helpful for them to build relationships with international clients and colleagues and boost peer relationships. 

	Virtual proximity to promote expatriate cultural adjustment, innovation, and the reduction of stress levels.
	Tom Coughlan, David J. Fogarty,
Sara R. Fogarty. 2019
	In this article the focus has been given to virtual proximity. Moreover, the impact of virtual proximity has been discussed on the cultural adjustment of expatriates.  
	The selection of this article is appropriate to this research because this tool can be used for the development of cultural adjustment of expatriates.   
	Through this article, some important factors have been found out such as virtual proximity is helpful for cultural integration. It is apt to maintain the professional relationship in international business. Moreover, expatriates use this tool to reduce stress and boost the innovation process.  

	Flexible global working arrangements: An integrative review and future research agenda. 
	Stefan Jooss, Anthony McDonnell and KieranConroy. 2021 
	The importance and application of flexible working agreement has been discussed in this particular article. It has been mentioned that in the value creation process the introduction of this concept is important. IHRM integration and sustainable management can be possible through this approach. 
	The selection of this article is useful for this research because the HR department has used this concept to select expatriates and maintain workplace flexibility by which comfort and stress relief can be possible. 
	It has been known that the flexible working agreement maintains strategic practices and approaches in the business. Moreover, the roles and responsibilities of the HR department have been known through this research. 

	Exploring diversity management in transnational corporations through the lens of migration and expatriation.
	Kingsley U. Utam et al. 2020. 
	The importance of diversity management practice has been highlighted in this article in the context of expatriate management. The layers of ethnic diversity has been pointed out in this section.  
	The research has focused on the expatriate management therefore the selection of this research article is perfect for this research because the roles of diversity management can be discussed in the expatriate management process. 
	It has been mentioned that in most of the international organisations the diversity management practice is not maintained. To prevent the unequal treatment, the diversity management framework should be included. 




	Article name 
	Journal name 
	Authors and year of publication 
	Subject matter 
	Relevance 

	Perceived risk and sensitivity and their influence on expatriate performance during the COVID‐19 pandemic. 
	Global Business and Organizational Excellence
	Sahoo et al. 2022
	This article has focused on the discussion of the relationship between perceived risk and sensitivity in expatriate management.  This factor influences work performance of expatriates and manages risks.  
	This article is relevant to this research because the actual conditions of expatriates can be known by the discussion. 

	Study on the Performance Evaluation of Expatriate Technician in Multinational Corporations.
	Journal of Systems Science and Information
	Cui, R., Wang, J. and Zhang, Y., 2019
	This article has focused on understanding the performance evaluation and expatriate management in the multinational companies.
	This article is justified for this research because the roles of expatriate technicians can be known for innovation practice in multinational companies. 

	Becoming competent expatriate managers: Embracing paradoxes in international management
	Human Resource Management 
	Wang et al. 2022
	The main focus has been given to the expatriate competences in the ever changing international environment. 
	This article is relevant to this research because the competences of expatriates help them to deal with international business situations. 

	What is expatriate management?
	Journal of Global Mobility: The Home of Expatriate Management Research
	Selmer. 2019
	The concept of expatriate management has been discussed in this article. Two different activities like  management of expatriates and management by expatriates have been highlighted. 
	This concept is relevant to this research because the idea can be applied in the discussion. 

	Storytelling and cultural learning—An expatriate manager's narratives of collaboration challenges in a multicultural business setting. 
	Learning, Culture and Social Interaction
	Wilczewski, M., Søderberg, A.M. and Gut, A., 2019
	The impact of storytelling, cultural learning processes has been discussed from an international business perspective. 
	The discussion of this concept is relevant to this research because effective cultural learning is helpful for expatriate managers to deal with others. 

	Cultural distance and expatriate failure rates: the moderating role of expatriate management practices. 
	The International Journal of Human Resource Management
	Wang, C.H. and Varma. 2019
	Two most important challenges like cultural distance and expatriate failure rates have been highlighted in this article. 
	Understanding these issues can improve the expatriate management practices in international business therefore it can be used as strategic decisions. 

	The Challenges Facing Expatriate Managers Working in Foreign Countries. 
	Management and Economics Review
	Hamze. 2020
	The issues and cultural related challenges have been explored in this article faced by the expatriate managers. In doing business in foreign countries, managers face language, cultural, and communication challenges. 
	Discussion of these challenges are relevant to this research because it provides the chance to develop strategies for solving them. 

	The Ability to Communicate in The Host Country’s Language: A Universal Skill Requirement for Enhancing Confidence Among Expatriate Academics
	International Journal of Education, Psychology and Counseling
	Othman et al. 2021
	This article has highlighted the importance of communication abilities to enhance confidence of expatriates 
	The discussion is appropriate because it can guide the expatriate to manage their skills. 

	Using social media and online collaboration technology in expatriate management: Benefits, challenges, and recommendations. 
	Thunderbird International Business Review
	Sahakiants, I. and Dorner, G., 2021
	The importance of social media and online collaboration technology has been discussed in this article in the case of expatriate management.  
	The discussion is valid because in making collaboration among expatriates the using of social media channels is effective.  

	Cultural intelligence, global mindset, and cross-cultural competencies: A systematic review using bibliometric methods
	European Journal of International Management
	Yari et al. 2020
	Three most important aspects like Cultural intelligence, global mindset, and cross-cultural competencies have been discussed with their importance in expatriate management. 
	These three aspects develop skills, competencies and growth of expatriates to deal with international business. 

	Increasing cultural awareness: qualitative study of nurses’ perceptions about cultural competence training. 
	BMC nursing
	Kaihlanen et al. 2019
	The focus has been given to the cultural awareness aspects for increasing cultural competencies 
	Increasing cultural awareness helps expatriates to manage their perspectives with different cultures. Discussion is relevant to solve cultural issues faced by expatriates. 

	Expatriates managers’ cultural intelligence as promoter of knowledge transfer in multinational companies. 
	Journal of Business Research
	Vlajčić et al. 2019
	In this article the cultural intelligence has been denoted as the promoter of knowledge transfer. This aspect helps expatriates to develop knowledge about other cultures. 
	Growing and transferring knowledge about cultural awareness helps expatriate  managers to deal with situations.

	Impact of workplace acculturation on expatriate job performance: does inter-cultural consciousness and self-efficacy play a role?.
	International Journal of Work Organisation and Emotion
	Vihari et al. 2022
	The impact of workplace acculturation on job performance of expatriates has been discussed in this article. Moreover, the perspectives of inter-cultural consciousness have been highlighted. 
	The description of these aspects are relevant to this research because these aspects grow cultural and adjustment knowledge among expatriates. 

	International management strategies and expatriate practices of Taiwanese multinational corporations: a contingency perspective. 
	Asian Business & Management
	Wang, C.H. and Varma, A., 2022
	The main focus has been given to understand how international management strategies affect the expatriate management of MNC. 
	The discussion and evaluation of these factors is effective in this research because managers can develop some strategies to manage expatriates. 

	Managing international assignments (expatriates and inpatriates): Effect of cultural diver-sity. 
	International Journal of Business and Management
	Jawad, A.M., 2020
	The effect of cultural diversity has been highlighted in this case to manage international assignments. 
	Cultural diversity promotes various cultures in the workplace which is helpful in expatriate management. 

	Mapping the expatriate literature: A bibliometric review of the field from 1998 to 2017 and identification of current research fronts. 
	The International Journal of Human Resource Management
	Andersen, N., 2021
	Quantitative analysis has been done in this article to understand various context of expatriate management. 
	Exploring expatriate literature is effective to enhance knowledge about this topic. 

	Agile vs traditional project management approaches: Comparing human resource management architectures. 
	International journal of organizational analysis
	Zavyalova, E., Sokolov, D. and Lisovskaya, A., 2020
	A comparison has been done between Agile vs traditional project management approaches. 
	This article is relevant to this research because the application of effective project management style brings innovation in expatriate management.  

	Cross‐cultural leadership adjustment: A strategic analysis of expatriate leadership at a British multinational enterprise. 
	Thunderbird International Business Review
	Rao‐Nicholson, R., Carr, C. and Smith, S., 2020
	The importance of Cross‐cultural leadership adjustment has been discussed. 
	Developing understanding about expatriate leadership is effective to manage employees of various cultures. 

	Metacognition fosters cultural learning: Evidence from individual differences and situational prompts. 
	Journal of personality and social psychology
	Morris, M.W., Savani, K. and Fincher, K., 2019
	The impact of the metacognition process has been discussed for understanding new cultural norms.  
	The understanding of this factor is effective for boosting vulture learning among employees which help them to work in different cultures.  

	Expatriate management and national culture: a bibliometric study of prolific, productive, and most cited authors and institutions. 
	The international journal of human resource management
	López-Duarte et al. 2020
	Linking has been done between Expatriate management and national culture. 
	Understanding the national culture of any country helps employees more, especially expatriates, to adjust with their cultural background. 

	Identifying strategies for selecting expatriate employees
	Vértice universitario
	Tocaven Gonzalez, and Kasteren. 2021
	The selection processes have been recognised for selecting expatriates.  
	Discussion of this article is  effective for expatriate managers to select apt expatriates from other countries. 

	Do global talent management programs help to retain talent? A career-related framework. 
	The International Journal of Human Resource Management
	Bonneton et al. 2022. 
	The effectiveness of talent management programs has been discussed in this article which promotes and retains talented employees in the workplace.
	This aspect is important in the process of retaining talented expatriates. 

	How perceptions of training impact employee performance: Evidence from two Chinese manufacturing firms. 
	Personnel review
	Guan, X. and Frenkel, S., 2019
	The perception of training programs has been discussed in this case on the employee performance. 
	The discussion of this topic is vital because the impact of training can be known on changing the performance of employees. 

	Language, Identity, and Transnational Communication: Chinese Business Expatriates in Africa. 
	IEEE Transactions on Professional Communication
	Ai, B., Cui, C. and Wang, L., 2019
	The focus has been given to understanding the concepts of Language, Identity, and Transnational Communication. 
	In the case of expatriate management, development ideas about these concepts are crucial to make a position among expatriates. 

	Impact of training on employee motivation in human resources management.
	Procedia Computer Science
	Ozkeser, B., 2019
	The focus has been given to the impact of training on the motivation of employees. 
	Proper training not only develops knowledge of employees but also motivates them to retain in the workplace which is indirectly effective for talent retention. 

	A role of competency-based recruitment screening: a case study on Indian manufacturing unit. 
	International Journal of Indian Culture and Business Management
	Maheshwari, N. and Haque, M.M., 2020
	The main subject of this article is competency-based recruitment screening. 
	The application of this screening program is effective to properly recruit employees from different cultures. 

	From expatriation to global migration: The role of talent management practices in talent migration to Ghana. 
	Journal of Global Mobility: The Home of Expatriate Management Research
	Latukha et al. 2019
	The main focus has been given to the role of talent management practices in expatriate management. 
	Developing knowledge about talent management is crucial to retain the talents of expatriates in business. 

	Global talent management and performance in multinational enterprises: A multilevel perspective. 
	Journal of management
	Collings, D.G., Mellahi, K. and Cascio, W.F., 2019
	In this article the focus has been given to the global talent management practice. Moreover, the performance of employees has been discussed in multinational companies.
	The selection of this article is justified for this research because the global talent management aspect helps companies to manage international employees. 

	Similarities and differences in international and comparative human resource management: A review of 60 years of research
	Human Resource Management
	Sanders, K. and De Cieri, H., 2021
	The similarities and differences have been recognised in human resource management. Focus has been given to the comparative HRM.
	Effective HRM practice is crucial in expatriate management. 

	Expatriates' families: A systematic literature review and research agenda.
	Human resource management review
	Dang, Q.T., Rammal, H.G. and Michailova, S., 2022
	In this article the focus has been given to the families of expatriates. 
	Relevant factors with expatriate families are needed to know to recruit them in business. 

	Mapping the terrain of international human resource management research over the past fifty years: A bibliographic analysis
	Journal of World Business
	Fan, D., Zhu, C.J., Huang, X. and Kumar, V., 2021
	The gaps in the human resource department have been discussed in this article. 
	Knowing the gaps help managers and the HR department to improve the drawbacks. 

	Japanese expatriates' management in global assignments: A review and research agenda. 
	Thunderbird International Business Review
	Dang, Q.T. and Rammal, H.G., 2020
	The context of the Japanese expatriates' management has been discussed in this case. 
	By this discussion, various contexts of Japanese expatriates' management can be known which will help companies to recruit Japanese employees. 

	Experimental research in expatriation and its challenges: A literature review and recommendations. 
	German Journal of Human Resource Management
	Noethen, D. and Alcazar, R., 2020
	Experimental research and study has been done in this case to understand various aspects in the field of expatriate management. 
	It is effective to grow knowledge about managing expatriates for business. 

	Inclusive talent development as a key talent management approach: A systematic literature review. 
	Human Resource Management Review
	Kaliannan et al. 2023
	It has been said that inclusive talent development is the key of the talent management practice that can change the old structure of talent management. 
	This discussion can develop ideas about new aspects of talent management practice. 

	Managing human resources during a global crisis: A multilevel perspective
	British Journal of Management
	Malik, A. and Sanders, K., 2021
	It has been mentioned that in the global crisis the management of HR is essential as it stabilises the business. 
	Some knowledge can be developed about the practices of human resources. 

	International and comparative human resource management: an Asia‐Pacific perspective. 
	Asia Pacific Journal of Human Resources
	De Cieri, H., Sanders, K. and Lin, C., 2022
	The focus has been given to the international and comparative human resource management which is an aspect of expatriate management. 
	This article can be effective to develop ideas about HRM. effective contributions of HRM improve expatriate management. 

	The effects of cultural intelligence on leadership performance among Chinese expatriates working in Thailand
	Asian Business & Management
	Guang, X. and Charoensukmongkol, P., 2020
	Focus has been given to cultural intelligence as well as the leadership performance. 
	Effective guidance of leaders is effective for expatriates to manage in other cultures. 

	Expatriates' adjustment and performance in risky environments: the role of organizational support and rewards, risk propensity and resilience.
	Personnel Review
	Sarfraz, M., Nisar, Q.A. and Raza, A., 2023
	Expatriates' adjustment and performance related risks have been analysed in this article. 
	Understanding these risks can help both HR and management teams to take apt strategies and it are relevant.  

	Cognitive adjustment and psychological capital influences on expatriate workers’ job performance: An Ethiopian study. 
	Journal of Psychology in Africa
	Tsegaye, W.K., Su, Q. and Ouyang, Z., 2019
	Cognitive adjustment and psychological capital factors and their influence has been discussed in this article. 
	The discussion of these factors is relevant because it can improve the performance of expatriates.  

	Learning orientation and self-initiated expatriates’ work performance: A moderated-mediation model. 
	International journal of hospitality management
	Haldorai et al. 2021
	The impact of learning orientation and self-initiation has been discussed on the performance of expatriates. 
	It can improve their performance and adjustment. 

	Expatriate career development: Self efficacy, multicultural personality, collective efficacy, and individual expatriate performance
	International Journal of Trade and Global Markets
	Utami et al. 2019
	The context of Expatriate career development: Self efficacy, multicultural personality, collective efficacy and many more have been highlighted. 
	Discussion can be effective in managing expatriates. 




[bookmark: _Toc164160404]4.3 Generation of themes
Thematic analysis is a part of qualitative research. Generally, qualitative methods are used in learning and academic research. This particular method generates text-based research and resources by which assumptions and accurate information can be obtained. In this section, the focus is given to thematic analysis which is a vital process for identifying patterns and themes of qualitative data. A definite perspective of learning is generated through this method. For conducting thematic analysis, some themes are developed based on the research objectives. For this purpose, the six-phase model of theme generation is used (Ojs.aishe.org 2017). It is the most valid framework for conducting this kind of analysis. Six different steps are included in this framework which is described below. 
Familiarisation: It is the first step of theme generation which is associated with reading and understanding the research transcripts. Before analysing the data and information, it is necessary to understand the overall context of the research because it helps to develop a broad understanding of the research content. At this stage, initial notes have been taken. Moreover, the subject matters and main findings of the selected journal articles have been read and understood.  
Generate initial codes: The main purpose of this step is to organise data in a meaningful as well as systematic way. Following this step and generating codes are effective as they reduce vast amounts of data into small chunks. Developing codes is also good for finding appropriate and topic-related journal articles from the database. In this case, some codes have been developed like expatriate, HR department, selection process, change management, recruitment process and many more. 
Theme development: Thematic analysis is a pattern which captures significant content and interesting facts about data. For this reason, meaningful themes are mainly developed to solve the queries of research objectives and meet the research questions. In this step, based on the codes and research objectives some themes have been developed to describe the core findings of the research topic. 
	Codes
	Themes
	Objective

	E
	Expatriate management is beneficial for the growth of UK MNCs 
	Objective 1

	Decades, change management 
	The process of expatriate management has changed over the decades. 
	Objective 2

	Innovative selection process, HR, expatriate recruitment  
	HR of MNCs use innovative selection criteria and processes for expatriate recruitment 
	Objective 3

	HR department, issues, 
	HR department faces issues in the expatriate selection process 
	Objective 4



Rechecking and reviewing the themes: This step is responsible for reviewing, modifying and checking the preliminary themes in order to evaluate their errors and areas of improvement. In addition, in this step, a sense is developed about the content of themes. 
Giving names to themes: Proper names have been given to each theme to make it understandable for readers. Simple words have been used to avoid any confusion and simply describe the themes. 
Writing up:  It is the last step and also the end-point of this model. The generated themes have started to be explained with the help of journal articles. 
[bookmark: _Toc164160405]4.4 Explanation of themes and secondary data
Leadership growth in the UK MNCs can be possible by embracing expatriate management concepts because in dealing with international employees, leaders of this sector can modify their roles and responsibilities which are ultimately beneficial for achieving business goals.Some changes have been introduced in the business structure and the HR department has already introduced dual career support. In this approach, job opportunities have been provided to the partners of expatriates. It is a good policy for expatriate retention and generates good experience.The online channels and employment platforms help the HR department to find the right employees. The learning, qualifications and other skills are also analysed by the HR department before recruiting.Some international organisations and their HR department do not arrange any adequate pre-departure training programs or arrangements for solving the navigation related challenges of employees and supporting their work in the new country.  In this case, expatriates face legal and administrative issues in host countries which not only hamper their professional career but also lose personal time. Along with this the importance of diversity and inclusion practices has been mentioned. To create a good organisational culture and give cultural value to expatriates, multinational companies have developed a diverse culture in the workplace. Therefore, it can be said that enough evolution processes have been known through this discussion.
[bookmark: _Toc164160406]4.5 Summary
In this particular chapter, the focus has been given to the data analysis method. The qualitative method of data analysis has been used in this case. For this purpose, the thematic analysis technique has been chosen. The thematic analysis section has been designed. The six-phase model of theme generation has been used to make some effective themes by which the accurate outcomes of the research topic can be gained.  The framework has been briefly illustrated with each step. In addition, the data extraction table has been designed in which valid and topic-relevant journal articles have been included for further analysis in the thematic analysis section. The article names, journal names, main context and relevance of the selected journal articles have been explained with the research context. In next chapter, thematic analysis is explored with different themes. 



[bookmark: _Toc164160407]Chapter 5: Findings and Analysis
[bookmark: _Toc164160408]5.1 Introduction
The fundamental purpose of this chapter is to extract meaningful information from the collected information. Knowledge is generated from comprehensive information. In this chapter, accurate data analysis tools are used to evaluate information regarding the research topic. In this case, the thematic analysis is done to describe some themes and make common patterns of the secondary resources. The actual context of the secondary resources is known through this approach. At the same time, the discussion section is included in which the themes are discussed to get some informative outcomes. This chapter is reasonable for making conclusions in the next chapter. 
[bookmark: _Toc164160409]5.2 Thematic analysis
Theme 1:  Expatriate management is beneficial for the growth of UK MNCs
In the process of internationalisation, expatriate management is one of the most usable and popular concepts. It is not possible for business organisations to know the cultural preferences, the needs of customers and the market situation of foreign countries and for this purpose, the management team of international organisations recruit international and foreign employees to get information from them. At the same time, many companies recruit local employees in the host countries to maintain talent as well as use their knowledge. In this context, it can be said that the maintenance of expatriate management is beneficial for the growth of MNCs in the UK. With the help of this concept, the multinational companies of the UK access the global talents and recruit diverse people to maintain diversity and use their talent for organisational growth. In this context, Latukha et al. (2019) have said that effective talent management practices of companies are good for expatriate management as they help in the knowledge transfer process. Collings, Mellahi and Cascio (2019) have also made a link between global talent management and multinational enterprises' performance because both factors are related to each other. Talent management acts as a catalyst for the economic and economic growth of MNCs. 
Building strong relationships with stakeholders is necessary in international business and for this purpose; the management team should understand the cultural heritage and preferences of international countries. In this case, expatriate management is beneficial to understanding cultural sensitivity and creating cultural awareness among employees. Through this approach, cross-cultural awareness can be developed which helps companies to open new branches in other countries. Setti, Sommovigo and Argentero (2022) have supported this statement and said that enhancing expatriates' assignment success is important to build relationships between cultural intelligence and cross-cultural adaptation. Innovation and diverse cultural oriented performance can be maintained in the UK MNCs. Through the recruitment of expatriates or introducing the concept of expatriate management, MNCs of the UK can strengthen their international presence. The feedback and suggestions of expatriates can support these companies in designing the internationalisation strategies and foreign market contexts. Based on that, UK MNCs can navigate the international market and ensure their global presence. In this context, Wang and Varma (2022) have made a connection between international management strategies and expatriate practices of multinational corporations in Taiwan. 
Therefore, it can be highlighted that the management of expatriates is beneficial for UK MNCs in talent management, leadership development, global presence, cultural awareness and many more segments.       
Theme 2: The process of expatriate management has changed over the decades
The market value, market orientation and requirements of clients are changing every day and for this purpose, organisations have to increase their ability and production volume to meet the changing needs. In that context recruitment of more employees is becoming necessary and focusing on these context international organisations recruit employees from foreign countries. The management process of expatriates has changed over the decades according to the transformation of workforce demographics and business dynamics. Over the past two decades, enough revolution has occurred in the technology segment. Advanced technologies have been used by organisations to improve the recruitment process and solve the culture or other issues among expatriates.  Therefore, it can be said that the technological revolution plays a significant role in the evolution of this management practice. Supporting this statement Coughlan, Fogarty and Fogarty (2019) have said that virtual proximity is used by organisations for cultural adjustment, maintaining innovation and reducing stress levels of expatriates. Focusing on the change management practice, the HR departments of international companies have already introduced the flexible assignment model in the business culture to provide more flexible assignments and projects to expatriates by which they can adjust to the changing business norms and organisational culture. This particular model offers better flexibility and job opportunities to employees. Jooss, McDonnell and Conroy (2021) have also highlighted the importance of flexible working agreements for maintaining the integrity view in expatriate management. 
In the retention and selection process of expatriates, cultural adjustment is one of the most critical issues for employees. Due to this reason employees turn down their jobs and prefer to go to their home countries. Focusing on this context, the diversity and inclusion practices have been introduced in the business structure and especially in the expectorate management process. A proper organisation code of conduct and policies have been made focusing on promoting ethnic diversity and supporting the LGBTQ community. This type of initiative has solved the gender imbalance issues and provides proper value to people of diverse backgrounds therefore cultural bonding is noticed in international business. Utam et al. (2020) have supported the initiative of diversity management practice. The authors have stated the importance of diversity and inclusion practice, ethnic diversity and inclusion policies for promoting the value of migration workers and expatriates. 
Theme 3: HR of MNCs use innovative selection criteria and processes for expatriate recruitment
The recruitment and selection of expatriates is not a simple job for the HR department as they have to understand the internal and external factors like the perspective of employees, cultural preferences, administrative and legal factors and many more. Multinational organisations recruit foreign employees to change the business culture according to the market trend as well as connect with global customers. The human resource department of multinational corporations uses multiple innovative selection processes and criteria for recruiting expatriates. The use of innovative techniques not only ensures the recruitment of the right candidates but also maximises the success of international assignments. In this particular theme, some innovative approaches are discussed. The HR department of this industry mainly uses various competency assessment tools and, in this case, the use of cultural intelligence assessment is the most innovative and usable (Ali et al. 2019). With the help of this tool, they can easily identify those employees who have a sense of cultural sensitivity and have a good ability for cultural adaptation. This particular tool is effective for addressing the capability of employees to adjust to a diverse environment. 
Nowadays different social media platforms are used in the business sector in order to maintain better communication with clients and customers. These tools are also used by employees to exchange knowledge and ideas. The HR department uses different social media channels to understand the profiles and online presence of employees to get information about their activities and global mindset. By checking the social media accounts, the HR department develops a sense of the experiences and professional growth of expatriates. Hu et al. (2021) have supported this statement and said that social media use is seen in international business and it enhances the creativity level of expatriates in cross-cultural settings. Different online platforms are introduced in the business segment in which employees show their interest in international assignments and describe their skills and preferences for international business. HR managers check mobility platforms and analyse the skills of employees. They match the skills of expatriates according to the criteria of organisations and provide job opportunities.  Morris Savani and Fincher (2019) have said that the role of metacognition and reflective behaviour is helpful in transforming the experience of expatriates into cultural learning and it is beneficial for them to get job opportunities. In order to maintain fairness in the selection process the HR department also arranges diverse interview panels and select committees from diverse backgrounds and hierarchy levels.  It is a good approach to maintain the diversity objective as well as inclusion culture in the workplace and provide proper job opportunities to expatriates. 

[bookmark: _Toc164160425]Figure 4.1: Innovative tools and processes used by HR managers
(Source: Self-developed)
Theme 4: The HR department faces issues in the expatriate selection process 
Recruiting international employees or managing expatriates in organisations is quite difficult for the HR department.  The lack of proper recognition of the problems maximises complexity in the organisational culture and it can be the major issue of talent retention programs.  In this theme, some core challenges are mentioned in the selection process of expatriates. The HR department of multinational organisations faces cultural fit related issues. In the selection process, the HR department observes that candidates have enough technical qualifications however they have no knowledge about cultural sensitivity and poor adaptability skills which create difficulties for integrating them into the culture of the host country. Chew et al. (2021) have highlighted the importance of cross-cultural adjustment for building relationships with expatriates. In the same context, Fenech, Baguant and Abdelwahed (2020) have said that cultural learning is very effective in the adjustment process and it develops knowledge about cultural orientations among expatriates. Therefore, it can be said that this prominent and remarkable issue should be solved by the HR department with some important strategies. 
In the same discussion, it can be also highlighted that the language barrier is another prominent problem faced by the HR department at the time of interacting with expatriates. As per Ai, Cui, and Wang (2019), language defines the identity of expatriates in international business. Language differences and barriers hamper the ability of expatriates to communicate with colleagues and clients. Moreover, HR managers cannot freely discuss with expatriates about organisational issues or requirements of clients and this particular problem may hamper the quality of work. 
Every multinational organisation wants to recruit the best talent and knowledgeable employees from the foreign and host countries to enhance profitability and production growth.  It is very difficult for the HR department to find appropriate expatriates who have the right skills and an excellent combination of experience and knowledge. Therefore, a limited talent pool or qualified candidates creates issues for HR managers in the selection and recruiting process. For doing jobs in the international market the families of expatriates play a pivotal role in their success. In this case, sometimes the HR department does not focus on the needs and concerns of families of expatriates.  It creates the tendency of high turnover among expatriates therefore this particular issue is faced by the HR department in the selection process. The addressing of these challenges is quite important for this department to perfectly conduct the selection process and ensure success in the market. 

[bookmark: _Toc164160426]Figure 4.2: Main challenges faced by the HR department in the expatriate selection process
(Source: Self-developed)
[bookmark: _Toc164160410]5.3 Discussion
The main aim of the discussion section is to analyse the discussion of thematic analysis. Moreover, in this chapter, a comparison is conducted between the discussion of the literature review and findings of the thematic analysis. In the theme 1, the beneficial sides of expatriate management have been discussed. It has been mentioned that the expatriate management provides scope to multinational companies to use global talent and expand their knowledge in the productivity section. Moreover, the introduction of this concept is effective in talent management practice and maintaining organisational diversity. In addition, in this particular theme, it has been highlighted that expatriate management is effective in creating cultural sensitivity and cultural awareness. In boosting the organisational leadership practice this particular approach is effective because by dealing with expatriates, leaders of MNCs can develop their skills and knowledge which can create strategic decisions for organisational success. The discussion of this theme is effective in understanding the fundamental effects and scopes for introducing this innovative management practice. 
On the other hand, in the literature review section, the concept and purposes of using expatriate management have been discussed. In this section, the focus has been given to the global talent management context therefore similarity is noticed between the literature review and theme 1. In the literature review, it has been mentioned that expatriate management is used to transfer knowledge among employees and boost organisational learning. This particular aspect has not been highlighted in the theme 1. Therefore, dissimilarity is seen in this context. Some MNCs in the UK use this concept to understand the competitive environment and regulatory landscape of other countries while this aspect has not been mentioned in the theme 1. Huge dissimilarities are noticed in discussing the purposes of expatriate management between the two sections.  
In theme 2, the evolution process of expatriate management has been discussed. A brief discussion has been given about the change process. It can be said that the change management concept influences companies to introduce changes in the expatriate management practice. It has been mentioned that the involvement of advanced technologies has changed the recruitment and selection process of employees. Using innovative tools and techniques has helped the HR managers of MNCs in conducting interviews. At the same time, HR managers have used the flexible business model to create a flexible environment for employees to adjust. 
On the other hand, in the literature review, the shed has been given to the technological infrastructure and its importance in expatriate management. Similarity is noticed between the two sections. Moreover, the importance of a customised decision-making process and policy development approach has been mentioned for changing the selection and appointment process. According to the preferences of expatriates, organisations have developed multiple policies. This aspect has not been highlighted in the theme 2 therefore dissimilarity is seen between the two sections. 
The third theme has highlighted the innovative selection and recruitment processes by using the HR department in appointing expatriates. It is one of the crucial discussions of this research because through this approach the popular policies and initiatives can be known by managing expatriates and maintaining talent management. In this section, it has been mentioned that the HR managers mostly use competence assessment tests and tools to understand the cultural awareness and learning of employees. Moreover, social media platforms are checked by them to know the cultural competencies and experience of expatriates. In addition, the HR department uses the diverse interview panel to maintain diversity practices and fairness in the selection process. 
In the literature review, it has been mentioned that the cross-cultural competencies tests are conducted by the HR department in the recruitment process. Moreover, the language proficiency test is conducted to understand the communication skills and language knowledge of expatriates. Hence, this selection approach has not been mentioned in the theme 3 therefore dissimilarities are noticed. In the literature review section, one of the innovation processes has been mentioned. The HR manager conducts a technological test to know the knowledge of expatriates in AI and machine learning technologies. Therefore, it can be said that dissimilarities are seen in several sections of these two sections. However, these sections provide knowledge about the appropriate and authentic selection processes. 
In the process of selecting and appointing employees of other cultures, HR managers face multiple issues. The theme four has been designed in order to understand and recognise these issues in this management approach.  Language barriers and language-related issues are faced by HR managers and it hampers the interaction process. Moreover, the lack of arrangements for pre-departure training creates lots of legal and administrative related issues for HR managers. Limited talent pool and qualified employees are other issues of the HR department in recruiting expatriates therefore it can be said that the issues not only lose the retention of employees but also create gaps in the production segment. 
This particular aspect has been also mentioned in the literature review section. In this section, multiple problems have been recognised. It has been highlighted that the poor confidence level of expatriates in international business creates issues for HR managers in managing jobs. Moreover, high operational costs are associated with international business and in recruiting expatriates, huge salaries and other incentives are offered by companies. Therefore, budget maintenance related issues are faced by the HR managers. This context has not been mentioned in theme four which creates dissimilarity between the two sections. Poor adaptability skills and poor cultural awareness among employees also cause issues in managing employees and talent. Therefore, from this section important aspects and issues are known. Based on the issues some recommendations will be suggested in the next chapter that should be followed by the HR department of the UK MNCs. 
[bookmark: _Toc164160411]5.4 Summary
The findings and analysis chapter are one of the crucial sections in the research project because in this chapter the main findings and the analysis of the findings are generally done. In this research, with the help of thematic analysis the important information about expatriate management and related issues has been recognised which can provide opportunities to the HR department to properly execute the problems. Four themes have been explained in the sections with the help of secondary resources, mainly journal articles.  At the same time, a discussion section has been also conducted in this chapter to make a comparison between the findings of the thematic analysis and the description of the literature review.  It is helpful for evaluating effective outcomes about the research topic. 


[bookmark: _Toc164160412]Chapter 6: Conclusion and Recommendations
[bookmark: _Toc164160413]6.1 Conclusion
In this research, one of the most sensitive and important topics has been selected according to the context of the recent business world. International business growth and expansion is the trend of the market and many multinational organisations focus on international business expansion which needs the recruitment of international and local employees. Therefore, proper management is necessary in the selection and recruitment process and in this case, the HR department of multinational organisations plays a crucial role. The HR manager and HR recruitment board are responsible for selecting and appointing appropriate talent and skilled employees to ensure the growth of organisations in the international market and deal with market-related risks. For discussion of this particular research topic, the entire research project has been divided into multiple chapters to briefly describe different aspects of expatriate management. It can be said that it is a good approach for explaining important factors of this management process and making outcomes of the research topic. Nowadays the concept of expatriate management is becoming very popular especially for the multinational organisations because by recruiting expatriates these organisations not only increase talent management but also provide job opportunities to local and international employees. In the employment sector, this particular approach is really significant. Therefore, it can be said that two vital concepts have been critically and briefly discussed in this research with proper justifications. 
After analysing themes and the entire research, it can be concluded that the selection and recruitment of expatriates is one of the most difficult and crucial for the HR management of multinational organisations in the UK. This particular approach has significance for maintaining cultural awareness, workplace collaboration, decision-making process and other business operations. The selection and recruitment process have been changed according to the changing market demands and involvement of technology and nowadays a more authentic and simple recruitment process is conducted by the HR department. It provides equal job opportunities to every individual and promotes a remote working nature in the employment segment. It can be also concluded that multiple cross-cultural and other issues are faced by the HR department for recruiting employees from different cultural backgrounds; however, strategic decisions and the experience of HR managers help to prevent those challenges in the recruitment process. Lastly, it can be said that cultural adaptively, cross-cultural training and equal job opportunities should be given to every employee, even the expatriates, to maintain their long-term engagement and collaborations with organisations. It will provide a better future for both business and employment segments and can be a good initiative for exchanging cultural values between countries. 
[bookmark: _Toc164160414]6.2 Linking with objectives
Objective 1: To evaluate the evolution of recruitment practices followed by UK MNCs in expatriate management over the past two decades.
The main aim of this objective is to describe the evolution process of recruitment practices followed by the MNCs of the United Kingdom over the past two decades. The discussion of the objective is important because the changes can be known in the expatriate management. This particular objective has been linked with the literature review subsection 2.4 in which a brief discussion about the evolution process has been mentioned.  Along with this, this objective has been also connected with the theme two in which the major changes in expatriate management have been highlighted. It is helpful for developing practical insights about the research topic. 
Objective 2: To identify the selection criteria and processes used by HR of MNCs for expatriate recruitment.
The introduction of innovative and authentic selection and recruitment processes and criteria is very much necessary to appoint the best talent and maintain talent management practices in the organisational culture. This particular responsibility is played by the HR department of any organisation. In addition, it is also important for the multinational organisations to recognise the best talent from the local and international segments. The main purpose of this objective is to recognise the best selection criteria used by the HR department of multinational organisations in the segment of recruiting expatriates. The specific objective has been linked with the literature review subsection 2.6 in which the most applicable processes have been discussed.  At the same time, with the theme 3, this objective has been also matched because in this theme the fundamental and effective selection processes have been mentioned. 
Objective 3: To recognise the challenges faced by the HR department of UK MNCs in the expatriate recruitment and selection process.
In the process of recruitment and selection of expatriates, the HR department of the multinational organisations faces multiple challenges due to the dissimilarities of cultural preferences, communication barriers, cultural distance and many more. The presence of these challenges hampers the main responsibilities of the HR department and also affects the selection of the best talents. The fundamental purpose of this research objective is to highlight the challenges in the expatriate recruitment and selection process. In the literature review, subsection 2.8 fundamental challenges have been mentioned therefore this section has been linked with this research objective. Moreover, this objective has been also connected with theme four because in this particular section, the light has been given to the description and recognition of core challenges faced by the HR department. 
[bookmark: _Toc164160415]6.3 Recommendations
Some remarkable issues have been pointed out in the thematic analysis section. In this section of this chapter, some recommendations are suggested for the HR department of the multinational companies in the UK in order to properly execute the expatriate management related challenges and ensure the profit and growth of organisations in the highly competitive business environment. The following of these recommendations will be effective for this department to understand the cultural perspective and cultural orientations of expatriates. The recommendations are listed below. 
· In order to enhance the cultural competencies and prevent the cultural fit issue among expatriates, the HR department should incorporate cultural assessment and interview processes to understand the cross-cultural needs and cultural thoughts of employees.  Cultural assessment develops knowledge of expatriates and they can be perfectly aligned with the thoughts of the clients of host countries. In this approach, expatriates should also take some initiatives like interaction with diverse groups and self-learning about different cultures. It can help them to understand the cultural values and perspectives of people in the international context. 
· Language barrier is another prominent issue in the management process of expatriates.  In this particular segment, the HR department of multinational companies should incorporate language proficiency programs and assessments in the selection and recruitment process by which the language-related knowledge of employees can be known. At the same time, they should provide language training as per the requirements of candidates to ensure the effective and transparent communication skills of employees. Vulchanov (2020) has also suggested that the integration of language-sensitive approaches can be a good initiative for global work. The HR department should influence employees to use the English language for communication in the workplace. 
· Limited talent pool or insufficiency of qualified candidates creates issues for HR managers in recruiting the best talent. In this case, they should take some effective strategies to mitigate the challenges. HR managers should expand the recruitment criteria and must contact international networks and global recruitment agencies by which the information and resumes can be obtained from the global network. At the same time, lucrative incentives should be provided to attract the best talent. Family benefits, health benefits and other criteria should be included in the selection process to win the trust of expatriates. In this discussion Maley, Moeller and Ting (2020) have highlighted that host country and foreign culture are uncertain for expatriates and the HR department should provide sustainable compensation like short-term incentives and long-term help benefits.  Income protection and long-term contractual relationships should be made. 
· The insufficient preparation in the pre-departure program can create complexity in connection with employees and in this case, the HR department should take some prominent and responsible initiatives.  Before recruiting expatriates in the work culture, they should provide and arrange a comprehensive cultural training and orientation program as well as must give some practical information about the rules and regulations of healthcare, housing and local customs. It can be beneficial for foreign employees to know the internal factors and social conditions of host countries. At the same time, it can be also suggested that the HR department should be concerned about the families of expatriates.  Proper supportive services should be offered to them so that the mental health and psychological well-being of expatriates can be maintained. By ensuring the protection of families, expatriates will be able to input their best efforts into the workplace. 
Addressing the challenges and proactively implementing some solutions can be beneficial for the HR department to improve the selection process and increase the retention rate of expatriates in international business. 
[bookmark: _Toc164160416]6.4 Limitations of the Study
In this study, multiple limitations are present. Some major areas have not been converted in this research. The secondary data collection process has been conducted in this research which is one of the big limitations. The primary process of data gathering has not been conducted therefore the perspectives and opinions of expatriates have not been known. Secondary research also has some limitations. The unavailability of topic-relevant information is the main limitation. Moreover, limited sources of information are another remarkable limitation of this research. Theory-based knowledge has been only included in this research which restricts the versatility of this study. In this context, it can be also mentioned that a limited budget is the most and highlighted limitation of this research and due to this reason, many subscribed journal articles have not been used and accessed for data collection purposes. At the same time because of the low budget, the primary data collection process has not been conducted and the research has no primary data or views of individuals about expatriate management. A short period of time has been given for completing the entire research. Limited time for completing the research is another limitation and an obstacle to maintaining the quality of this research. 
[bookmark: _Toc164160417]6.5 Future scopes of this research
The management of employees and expatriates is a broad research area and in the future different aspects of this research topic can be investigated. First of all, it can be mentioned that in future the primary process of data collection can be conducted and the opinions of the expatriates can be gained. Along with this, the opinions and responsibilities of the HR department of multinational organisations can be known for managing expatriates. Practical and real-world views can be maintained in the research. At the same time, the ethical considerations regarding this topic can be also investigated in future. Ethical concerns for managing expatriates can be highlighted in the future which will not only maintain an ethical perspective in the business but also give proper value to foreign employees. In this research the focus has not been given to the psychological factors of employee management therefore in future it could be a good research area. The psychological factors of expatriates can be investigated and based on that multinational companies can include psychological wealth related policies in organisational practice. This research has only focused on the context of the UK however in future the expatriate management strategies of other countries like India or Australia can be discussed. It can generate global views about managing expatriates and understanding the roles of HR. 
6.6 Contribution to literature 
The examination about the role of recruitment and selection process in the expatriate management is very important and the roles of the HR department in this process are significant. The entire discussion has a significant contribution to the literature. The entire research can analyse and summarise data from different studies and existing literature sources. At the same time the review can also identify different patterns and practices in the multinational organisations for recruiting and selecting foreign employees. Analysing existing research can also focus on the development of theories and different theoretical models related to expatriate management. Therefore this research could be helpful for developing advanced theoretical understanding in this particular research field.
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