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1. [bookmark: _Toc7804501]Executive Summary
With increasing number of local companies pace to expand overseas to seek new markets and chances, the role of human resource management (HRM) should evolve into international human resource management (IHRM). 
Joyce Boutique Holding Limited and Groupon expanded into Mainland China in 2006 and 2011 respectively. Their development in China is absolutely different. What make this different? It is people. Groupon failed because its strategy to attract talent was not suitable in China.
We then look into short term, mid-term and long term action plan for IHRM in regarding talent attraction and talent management, what IHRM should do more compared to domestic HRM?
In long term, IHRM should build a global talent database, contract a mobility pyramid, do internal job posting & recruit regularly, and challenge & retain talents, in order to manage worldwide operations.


2. [bookmark: _Toc7804502]Introduction 
With increasing number of local companies pace to expand overseas to seek new markets and chances, human resources (HR) managers face more challenging problems in term of human issues.
Human resources management (HRM) aims to assure the availability of right talents suitable for right jobs, with utilizing their strength and ensuring that they are keeping competent and motivated employees while they are working for the company, to achieve the organizational goals effectively. (educba.com, n.d.) 
To support the company expand overseas, the role of HRM should evolve into international human resource management (IHRM) to crop with the ever changing work scene in the globe.
IHRM is playing a core role to achieve the balance between the need for control and coordination of foreign subsidiaries and the need to adapt to local environments. It also refers to the process of recruiting competent people among all the nations that the organization operated at and motivating the talents to enable the entity’s mission statement. (educba.com, n.d.)
In this paper, we would focus on looking into how IHRM recruits talents and manage talents when companies expand in Mainland China. 
Joyce Boutique Holding Limited’s (Joyce) originated in 1970 and headquartered in Hong Kong. The group is engaged in luxury retail market of selling international brand fashion, accessory and beauty product, mainly under exclusive franchise agreements. The group also operates as a wholesale distributor as well. Currently, 89% of the Group’s total annual revenue is contributed by Hong Kong distribution. (Joyce Boutique Holding Limited, 2018) 
The Group runs the buying offices in Milan and Paris and operates 39 shops in Greater China, comprising of 5 multi-label brick-and-mortar stores, 11 mono-brand boutiques, 9 Marni shops, 15 Joyce beauty and warehouse, carrying over 200 leading fashion, accessories and cosmetics brands. (irasia.com, 2017) 
On the China side, the Group has rolled out its direct retail portfolio in Shanghai, Beijing and Chengdu in 2006. The first Joyce multi-label flagship store has opened in Shanghai in March 2007. (Joyce Boutique Holding Limited, 2006)
To develop and maintain the sustainability, Joyce has developed a customer-loyalty program and professional personal-stylist services in which the knowledge of customer preferences and detailed customer data were captured by the Joyce Card which was introduced in the 1990s. (Joyce Boutique Holding Limited, 2018) In order to provide personal-stylist services for China customer, how did Joyce recruit suitable talent for the Mainland China stores?  
Founded in 2006, an American company Groupon started an e-commerce business which compares the several products/services’ prices online and offers discount sales every day to its subscribers. It serves as the intermediary between the retailers and consumers. (Mi, et al., n.d.)
Wang (2011) stated that group purchasing is a perfect fit for Chinese culture. Group purchasing behavior is very natural because of their collective culture. Moreover, Chinese are good bargainers and they are keen on going out of their ways to explore good deals. Under such culture, Groupon seemed would gain great success in China market. How does IHRM attract its right talent to successfully penetrate into the market? 


3. [bookmark: _Toc7804503]Analysis and Discussion
[bookmark: _Toc7804504]Scope
Since the Company expanded oversea, it would involve international staff, simply, IHRM works with a broader range of perspective than the domestic HRM. It is managing three types of employees; 
· Parent Country Nationals (PCN),
· Host Country Nationals (HCN),  
· Third Country Nationals (TCN).
Because such a workforce who is formed of different culture, languages, religion and tradition, it becomes more challenging for international HRM (Beehive HRMS, 2017) compared to domestic HRM whereas it only handles staff comes from same or similar culture and languages.
PCN is an employee, also known as an expatriate, who works in a country his origin is based. 
HCN is the citizen of the country in which the foreign subsidiary is located. 
TCN is the citizen of a country other than the country where the company is headquartered or the country that is hosting the subsidiary. (educba.com, n.d.)
[bookmark: _Toc7804505]Talent Attraction in China Retail Market
How should companies recruit retail employees in China? Wickertsheim (2014) mentioned that it depends on the kind of job role that it needs. For example, sales representatives or logistics assistants that are easily found on some online tools or websites like Zhaopin.com. For any critical roles of senior positions roles that affecting strategic development, it is recommended employing a recruitment service provider. This is because the business needs existing know-how from competitors as valuable additions to the business. For luxury retail field, a certain level of seniority is expected as their customers make relatively higher-value purchases. 
In the case of Joyce, the way of recruitment is nearly the same what it does in domestic HRM. However, to extend the customer loyalty program and professional personal-stylist services to China, utilizing expatriates (PCN) is an absolute must.  Ang (2015) depicted that PCN are typically required for their specialized skill sets that are not exist in the local workforce. From their delegations, expatriates would gain a global perspective and new ideas in regard of research, product innovation, or / and new customer approaches which would directly enhance the business revenue and overall productivity.
[bookmark: _Toc7804506]Talent Attraction Approach by Groupon in China
Groupon’s approach to headwind recruiting talent included announcing its strategy to offer employees from competitor’s huge salaries to join and work at Groupon so that to attract the best talents in the market. Although such strategy was great successful in other countries, competitors in China united to fight back by stating officially that warned any staff about the consequence of leaving their employer to work for Groupon, which entails not being employed by any alliance company, in case they separated with Groupon with whatever reason in the future. (Lee, 2018)
As a result, Groupon staffed its China offices with mostly expatriates who did not speak Chinese. Only two members of the senior management team were Asian, one was Mainland Chinese and another came from Hong Kong. Zhu (2011), quoted in Mi, et al., n.d) the Company failed introduce local personal into its management structure, which could accelerate the Groupon to have a better understanding of the local Chinese market, because of their expertise and knowledge. However, by relying too heavily on foreign managers to operate the business in China, Groupon failed to establish suitable strategy to connect with Chinese customers. (Lee, 2018) Meanwhile, their Chinese employees found themselves being managed in a western style, which was not very effective and not welcomed. As a result, some employees did not feel loyal to the Company and quitted their job. 
A business with an effective global work force framework would allow IHRM knows when should utilize expatriate when to employ local nations. It also helps to create new type of staff: the Glopats. (Quelch & Bloom, 1999) We would discuss the Glopats in later session. The challenge for an organization to expand abroad is creating an effective global work force. The way of balancing between the expatriates and local nationals is an art and science of international human resources management.


4. [bookmark: _Toc7804507]Recommendation 
[bookmark: _Toc7804508]Short Term Action Plan
While Joyce expanded in China, it encountered not standardized recruitment process and the employees’ qualities were vary because of no standard requirement among the chain stores in different province. Establishing a structured or even centralized hiring process across the chain stores was essential to consistence the Company’s standard and also cost effective. (Sharma, 2019)
[bookmark: _Toc7804509]Mid-term Action Plan
Sharma (2019) mentioned that IHRM somehow should build its talent pool by using some tactis like signing up the competitors’ job alerts, organizating local hiring events or networking activites so that proactively to gain more talent information in the market. Also, engaging the potential talents actively by sending SMS or email, making the talent alerts your organization, is also important. IHRM should keep monitoring the move and growth of the talent pool, once the organization has vancancy, it is the chance to pull in the talent from the talent pool.
[bookmark: _Toc7804510]Long Term Action Plan
4.1.1. [bookmark: _Toc7804511]Build a Global Talent Database 
The main tool to IHRM is the global talent database because companies operate abroad have many strategic position scattered around the globe. Building the global talent database simply ease for monitoring the career development of managers and hi-flyers.
To build such database, IHRM starts from the point of defining the job descriptions and designing a series of personal-profile templates so that determine employees’ cultural ties, language skills, competency, hobbies, interests, countries visited etc. 
To assign overseas expatriates, IHRM has to consider such soft skills and cultural adaptability of the employees as important as their functional skills. The fact that to determine an expatriate, IHRM are often based on their functional skills, that is one reason so many of them fail. (Quelch & Bloom, 1999)
Although some IHRM has been compiling global talent databases worldwide over the past decade, they still only tend to focus on senior positions in the organization. (Quelch & Bloom, 1999) It is suggested that we cannot neglect the middle managers and potential stars in the country coming through the ranks. 
4.1.2. [bookmark: _Toc7804512]Construct a Mobility Pyramid 
Quelch & Bloom (1999) depicted a mobility pyramid (figure 1) that catalogues employees into different level. At the bottle of the mobility pyramid, employee are rooted local national, they are functional expects and tied to their home base. The top of the pyramid is Glopats, they are local nationals ready to work abroad. 


[bookmark: _Toc7797557][image: ]Figure 1: Mobility Pyramid (Source: https://www.strategy-business.com)
[bookmark: _Toc7804513][image: https://www.strategy-business.com/media/image/231.gif]
IHRM should evaluate their employees in term of the willingness to move to new notional as well as their capabilities and experiences. Many of IHRM think mobility in black-or-white term, meaning willing to go or not willing to go. But in today’s global markets, employees may move along a mobility pyramid up or down at different stages of their career, most depending on their career commitments or their families status. It should be treated as graduated scale. IHRM needs constantly re-assess their employee because of alerting status in employees’ lives or organization opportunities. 
1. [bookmark: _Toc7804514]Internal Jobs Posting and Recruit Regularly 
Attract for new recruits in every local market as regularly as domestic HRM do in the Company home country. This practice can build up a reputation as “the company to join" among graduates of the best universities. (Quelch & Bloom, 1999) The best way to attract outstanding local national recruits is to show them how far they can be promoted up in the organization. In a large company, it is hard to keep track of the best performers. Advertises its posts on the worldwide Intranet would provide an opportunity to the high-flyers shift to new positions and avoiding them from jumping ship. (Quelch & Bloom, 1999)
Routine internal jobs posting also benefits on below aspects:
· Allows an internal job market competition across the sites, genders and other functions. 
· Shows ambitious employee they are able to plan the future in the company.
· Makes it harder for the bosses to hide the leading lights.
· Attracts the company’s high-flyers who are looking for opportunities to change
· Reduces the chance of inbreeding by transferring employees across divisions and functions.
· Allows better human resources allocation among the nationalities. 
· Solidifies the organizational culture.
· Gives back the responsibility to employees themselves to manage their careers.
1. [bookmark: _Toc7804515]Challenge and Retain Talents
Retaining good and stellar staff is a challenge job that IHRM’s planning and actions to fight for the resources to tackle the issue is inevitable.  Incentives with money only are not sufficient retaining the talents. Instead, their packages should also cover with challenge, career growth plan and job satisfaction.
Leadership program is vital for every entity. This is not only important element of talent management, but it is also crucial for talent attraction. The best and outstanding performers are not joining an organization wherein they do not see any rooms for their career growth and promotion.
The program establishes best practice, enables knowledge exchange and cultivates a cohesive collaboration ethos. It is also an official channel that highlighting a talent path. It aims to build a diverse leadership team which embraces best global practices. (Casati, 2017)
4. [bookmark: _Toc7804516]Stakeholders
IHRM has to consider and take into account the willingness of the expatriate’s family to relocate to a host country entirely, as well as helping them in adjusting to new culture of the country. Children often need extra care in the environmental change. IHRM, thus, is assigned the task of looking after their children in term of their daily life and studies ensure their progress in school is not hampered in the new country. (Beehive HRMS, 2017) Such action would make the expatriate intact with the entity.
On the other hand the domestic HRM is only responsible for 	conducting local insurance programs and transport facility while in a domestic transfer. (educba.com, n.d.)

5. [bookmark: _Toc7804517]Conclusion 
HRM acts as the core corporate strategy that ultimately helping the employees have better performances and utilizing their utmost potential. (Beehive HRMS, 2017) While good IHRM is able to get the right people in the right jobs in the right places at the right times and at the right cost, by being meshed into a cohesive network in which they are able quickly spot talents and leverage their skills in the globe. (Quelch & Bloom, 1999)
Sharma (2019) believed that the way the organization handle the recruitment directly impacts the business’s overall profitability. IHRM should put more focus building global talent database and mobility pyramid, doing recruitment regularly and challenging & retaining talent. Moreover, the direct and indirect cost incurred in the Company expand overseas are huge. Any financial loss caused by human mistake can be very with the result of spoilage the reputation for the IHRM in the Company and also the Company brand name in the global market. 
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