[image: Z:\TSD\Assessments and Samples Docs\UWTSD Logo International.jpg] 
	LEVEL 7 ASSESSMENT SPECIFICATION 



	Student name:
	Winnie Lau
	Student ID number:
	1812209

	Programme:
	MBA

	Module:
	Human Resource Management

	Module code:
	SBMA7101
	Contribution to Overall Module Assessment (%):
	50%

	Lecturer:
	Dr Leo Ho
	Internal Verifier:
	

	Assignment Title:
	Assignment 2
	Word count (or equivalent):
	2,500 words

	Submission deadline:
	3 May 2019
	Return date of provisional marks & written feedback:
	23 May 2019


	Submission method:
	All written assessments, where practical and possible, must be submitted via Turnitin unless otherwise instructed by the Lecturer. (Please DO NOT put this assessment specification into Turnitin or it will match many similarities with other students’ submissions.)
Alternative submission method (if applicable): 
Late submission of the assessment will result in a late penalty mark.  Penalties for late submission: Up to one week late, maximum mark of 50%.  Over one week late, 0%.  Only the Extenuating Circumstances Panel may approve a change to submission dates.

	Academic honesty / referencing:
	Academic honesty is required. In the main body of your submission you must give credit to authors on whose research and ideas your work is based. Append to your submission a reference list that indicates the books, articles, etc. that you have used, cited or quoted in order to complete this assessment.  


Title: A consultancy report of the Human Resources Management challenges from international expansion
Table of Contents
1. Executive Summary
2. The Background of the Companies
3. International Expansion of Both Companies
4. The scope of challenges
5. The Problem Solving and Improvement Areas
6. Conclusion and recommendation 

















1. Executive Summary
Globalization is the process of business to spread around the world. It has been a benefit for many countries that have access to different markets and different goods or services. Some of the benefits of globalization include increasing the growth in world trade, industrial restructuring, expansion of businesses and boost the technological innovation and development. Besides the benefits, DIXIT (2013) stated that globalization poses very specific challenges of HRM and the ways to address these challenges require additional and probably different set of competencies. This paper is a consultancy report that analysis two case studies of selected companies of their international expansion and focus on the challenges of the Human Resources Management (HRM) from the expansion. The selected companies are the Chinese tea chain brand HEYTEA and the one of the Big Four auditors names Deloitte. Follow with research of literature review, academic books, current news items and benchmark of both companies. It indicates the international expansion have posted different HRM challenges, and management problems. There are the actions indicated when the local HR Team upgrade into an international HRM. This paper also provides conclusion and further recommendation. 

2. The Background of the Companies 
The first case study is the expansion of HEYTEA. It was established in 2012 in the city of Jiangmen in China. It was a small tea shop that located in a lane named Jiangbianli along the riverside in Jiangmen and it is formerly known as ROYALTEA. It is the Starbucks-inspired Chinese tea chain brand that provides cheese-topped tea and fruit tea and it is operated by Shenzhen Meixixi Catering Management Co., Ltd., headquartered in Shenzhen, China. According to the company website of HEYTEA, it disclosed that the company received an investment funding of RMB 100 million from co-investors IDG Capital and Guangdong Nowaday Investment Co Limited in 2016. In the same year, new brand identity of the trade mark of HEYTEA was launched and more shop were opened at the premium locations in the major cities such as Shanghai and Shenzhen. For the marketing promotion strategy, the company goes for online advertising. It also relies on word of mouth marketing on social media by the wed celebrities and the tea marketed as a web celebrity food. Since the web celebrities have many followers and large volume of online attention in the form of comments and sharing. HEYTEA then received the help of the web celebrities and always appear in the hot topic section and the search column of social media. According to the research of Thibaud (2017), the china store’s turnover has reached over 1 million yuan per month per store and roughly 2000 cups per day in average. The highest turnover is realized in a single Shenzhen shop that located in a shopping mall that with RMB 1.5 million to 1.7 million average turnover per month. With popularity of the cheese tea from internet and the investment from venture capital, the HEYTEA founder Mr. Nie announced the international expansion plan in 2018. The company plans to expand to Hong Kong and later to Singapore across the place of origin from Guangdong in China. 

The other case study of international expansion is the auditor firm names Deloitte. It is a multinational professional services firm and is one of the Big Four auditors, along with PwC, EY and KPMG. The company was founded in 1845 and the first office was opened in 1890. Now the headquarter is in London, United Kingdom and area served worldwide. The services provided such as audit, tax, consulting, enterprise risk and financial advisory services globally. According to the company website of Deloitte (2019), Deloitte has had a presence in China since 1917. In 2005, Deloitte acquired Beijing Pan-China CPA to become the largest accountancy firm in China. From 2013 to 2015, the company invested in a strategic program with USD 160 million in China. The total investment amount for China added up to USD 250 million since 2004 with the company objective of expanding the breadth and depth of the firm’s offerings to its clients in the China marketplace. According to its press release, Deloitte (2018) stated that it has the largest professional services network in the world by revenue and number of professionals.  In fiscal year of 2018, Deloitte increased its workforce to approximately 286,000 professionals, an 8.4 percent increase. Growth occurred across all regions and practice areas, with more than 77,000 professionals hired. Among the regions, growth was led by Asia Pacific at 11.6 percent. Geographically, Asia-Pacific saw the largest share, with 242 professionals elevated to partner, representing a nearly 30 percent increase over last year. Deloitte believes its global strategy and multidisciplinary business model continued to deliver successes in the future. 

3. International Expansion of Both Companies 
Despite the difference in industry, company size and the services provided of the above companies, there are the HR challenges from international expansion they are both facing. Due to the global business environment is different from the local business environment, there are the impacts of HRM in the process of managing human resources in companies in the global environment. 
For the case of HEYTEA, it newly opened a shop in Sha Tin, Hong Kong in 2018. To keep a good control on quality, all shops are directly operated by the company itself, rather than relying on models such as franchising. Since the Hong Kong food and beverage industry especially leisure beverages and snacks often face a high demand, HEYTEA did attract lots of attention from young Hong Kong people to visit. According the report of Tao (2018), when the tea brand expanded to Shanghai in 2017, there were unreasonable long queues which had consumers waiting for up to 5 hours, a situation which attracted scalpers who queued up and resold drinks at inflated prices. Although it could be a tactic that let customers share pictures on social media while waiting in line might lead to a snowball effect that brought more customers to join the wait, these phenomena is not good for the brand image in long run. When the company expanded to Hong Kong, the same issue happened. Ko (2018) stated that the tea brand could not be able to handle the demand well. its customers waited up for average three hours to get the tea. The success of the tea brand has posted a HR challenge of staff recruitment when they expanded its business to Hong Kong. From the local HRM to international HRM (IHRM), the major challenge of HEYTEA is the staff recruitment. Since the news already reported the unusual long queues for the shop, HRM failed to recruit enough staffs for the expansion. The lack of headcount leads to employee retention issue. Employees may leave the job due to overloaded workload. Then results in longer waiting time for customers. Eventually it could become bad brand image. 
For the case of Deloitte, it has the successful expansion record among many countries in the world. However, there is challenge associated with the business expansion. According to the article of Sheedy (2018), it stated that talents were attracted to high-performing jobs. Back in 20 years ago the university graduates in China were keen to work for big-four firms such as Deloitte. But after many years later, the middle class has grown in China, they are more concern on the well-being of life. While the big-four accounting firms got a reputation for overtime working culture, it posed a HR challenge of staff recruitment and retention. In the tier one cities in China, flexibility working environment is the most important task of IHRM and as women are now allowed to have more than one child. Female employees may choose to have career breaks or choose to work for a company that with less working hours. 

4. The scope of challenges
In related to the recruitment issue of HEYTEA, there is negative impact on the employees and its customers. Employees experienced too much workload by handling excessive demand of consumers in the shop. They may have human errors in making tea or the quality of the tea may decrease due to high productivity. On the other hand, customers experienced the unreasonable waiting time for a cup of tea and not everyone want to experience again when they return to the shop next time. The HR of HEYTEA is facing the challenge of lack of human capital that slow down the company’s growth. According to Kaliprasad (2006), recruitment of staff is a risky aspect of IHRM. Much research and planning should conduct before further expansion of shops in Hong Kong and ensure there will be enough staffs to handle the customers. 
In related to the recruitment issue of of Deloitte, the negative impact on the long run grown of the company in the case of the potential talents choose to work in some small firms with less working hours. Also the female employees choose to quit the job for raising their kids. The long working hours issue is the major challenge for IHRM in China. TRAPHAGEN (2018) argued that recruiting and retaining qualified talent are the major issues affecting the big accounting firms. 

5. The Problem Solving and Improvement Areas
Regarding the case of HEYTEA, the founder Mr. Nie apologized for the long queue in the shops and announced that HEYTEA has been speeding up the opening of new stores in China to alleviate the long waiting times, which have had a negative impact on the brand image. In order the solve the recruitment problem, IHRM can take advantage of its online popularity for staff recruitment. The tea brand attracts young customers as well as employees from the online platforms. As the potential employees who are willing to work in the shop to make tea are relatively young and the young people focus on the use of social media and they are concern their social lives. HR managers now should apply new recruiting tactic and a different workplace culture to attract and retain its employees. For example, young people interested in a company will review its company website and search the online review before they enter the company. HR managers attract the target group of employees by actively manage the company website and actively post on social media. HR could also post a short video of employee experiences a day at the shop on social media to attract attentions. This move not only attract employees but also shows the core value of caring from the company and the passionately committing to its customers in speaking the same language in the online platforms. The other benefit is also cost savings that required less amount of money to post advertainment on newspaper or on some career websites. 
To cope with the issue of Deloitte, IHRM should change the mind set in staff recruitment and retention. HR managers should make use of employee referral programme for recruitment tactic. In the Chinese culture, building trust is very important in doing business. An engaged employee is the best recruiter to attract talents and the staff turnover will be lower. TRAPHAGEN (2018) stated that the trending issue is flexibility. HR managers should work on a considering flexible working arrangement. Hence, employees do not need to stay long hours at the office but also can deliver quality work. According to Sparrow (2007), case study demonstrated how ﬁrms can use the development of a multicultural workforce to the advantage of an internationalization strategy. IHRM should mix the talents by arranging more team-building activities with other regions to enhance the employee working experience. Moreover, China is considered as a large power distance country in doing business traditionally. IHRM should use the less hierarchical structure approach to reach its employees. Hence, there will be better communication in the process of staff retention by building the trust and better understand the underlying reason of why employees quit the job. 

6. Conclusion and recommendation
[bookmark: _GoBack]The global economy is a reality. From the research of Luthans, Marsnik and Luthans (1997), they mentioned that the challenge facing IHRM is not whether to use widely recognized HR concepts and techniques but rather how to effectively adapt and fit them across cultures.The enhanced IHRM competency as the ability to add value to the business. These competencies of IHRM start gaining importance when HR managers start helping the organizations scale up the business internationally. In order to succeed, Yuan, Chen and Chen (2018) stated that IHRM should have better understanding of the drivers of Globalization including the nature of expansion, associated compensation, cultural dimension of mobility of workforce and the strategic advantage of the company. The company should start with clearly establishing the linkages between drivers of global business and HR strategy. From the article of Chitakornkijsil (2010), the internationalization of HRM is considered in managing staffing, expatriate procurement, compensation, training and development, international labor relations, as well as performance evaluations and contributions. For short term, the company to overcome these HR challenges is dependent on several factors including the global economy, the competence of HR and senior managers and commitment of the recruiter and the attractiveness of the company to new employees. For long term, IHRM need to develop a global mind-set inside of HR functions to participant in the business expansion. By the process of globalization highlighting the difference between globally standardized and the localized HR processes.
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