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Topic: How does the HR team of Analogue transform from local practices to international standards after expanding its businesses to the United Kingdom?  
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[bookmark: _Toc155620873]Background
Founded in 1979, Analogue Holdings Limited (Analogue) (Stock Number: 1977) is one of the electrical and mechanical engineering services providers in Hong Kong. It provides total engineering solutions for its clients, including private developers, public sectors and overseas clients. One of its subsidiaries, Anlev Elevator Group (Anlev), has completed the acquisition of two lift companies in the United Kingdom (UK) in October 2023.  Anlev owns 51 % JWC Lifts Limited (JWC) and 100% Precision Lift Services Limited (Precision) (Analogue, 2023). 
[bookmark: _Toc155620874]Key HR Challenges After Cross-Country Acquisition
With the 45-engineering serving experience in Hong Kong, Analogue surely has their extraordinary practice in human recourse practice suiting for Hong Kong. It is a millstone for Analogue entering the UK. However, in a cross-country acquisition exercise, the human resources (HR) manager should acquire an international HR mindset to be aware of various core issues of staff management with different labour legislations, cross-cultural differences, and industry-specific regulations and even duplicate functions after acquisition (Spigarelli, Alon and Mucelli, 2013). The ill-conceived human resources and cross-cultural adjustments may fail to create value for the stakeholders after acquisition (Schuler and Jackson, 2017). 
Consequently, the talent from the newly acquired company may be lost, and the sense of belonging to the new mother company will fail to build. Analogue is a Hong Kong-based engineering company, and its business mainly focuses on Hong Kong, Macau, and China. It is the first time to expand its business scope in the United Kingdom. The awareness of HR practice in the UK will be a very core matter for the HR team of Analogue to enhance to sustain the businesses. Recruitment strategies and compensation strategies are the two vital factors that influence the staffing of JWC and Precision in the coming business operation after joining Analogue. Therefore, in this paper, the focus will be on how the regional HR team transfers to the international HR team when working with JWC and Precision in the UK. 
[bookmark: _Toc155620875]Recruitment Strategy differences in the UK
To become an international HR practitioner, policy differences in recruitment strategies should be considered, including legal concerns related to the hiring process and assumed qualifications and certifications for different professionals (Lim, Winter & Chan, 2006). Below are the core matters for new-entry international HR professionals:
a. [bookmark: _Toc155620876]Applicant’s right to work in the UK
The primary action for new entry international HP professionals is to learn how to check the right of applicants to work in the UK and how long they can work in the UK. The HR professionals need to use certified digital services providers (IDPs) to complete this exercise, including their right to work. Furthermore, different illegal working penalties will be applied for different regions in the UK, such as a £30,000 penalty for Bombay Restaurant in the Midlands and East of England regions (GOV. UK, 2023).
b. [bookmark: _Toc155620877]Recruitment platforms in the UK
Every region owns its specific recruitment platform for job matching between applicants and employers. In the UK, “Indeed UK” is one of the most common recruitment platforms for searching for general positions (SeeMeHired, 2021). Since JWC and Precision are engineering companies, another platform called Revorce, which is an engineering recruitment platform, may help in this area (Revorce, 2023). Therefore, to recruit a suitable talent in the UK, the HR practitioner should search for the right person on the right platform. 
c. [bookmark: _Toc155620878]Preventing Discrimination in recruitment
Different discrimination standards may also concern the interview process. Once the HR practitioner is not aware of them, they may commit the related offence unfortunately. In the UK, the HR practitioner can only ask for the date of birth on the application form directly unless it is related to the job description, such as selling alcohol (GOV.UK, 2023). They can ask for the date of birth on a separate equality monitoring form. Also, the HR practitioner must not ask the candidate about their protected characteristics, such as marital status and number of children, during the interview (GOV.UK, 2023).  
d. [bookmark: _Toc155620879]Disclosure and Barring Service
In the UK, an employer has a right to check the previous criminal records of the applicant through Disclosure and Barring Service, which will proceed within 14 days. The payments should be paid by the employer (GOV.UK, 2023).
e. [bookmark: _Toc155620880]Hiring an apprentice in the UK
In the engineering industry, apprenticeship training is a common way to nurture young engineering talent including Hong Kong and the UK. An international HR practitioner should clearly understand the apprenticeship training system differences between Hong Kong and the UK (Table 1). It will highly influence the staff planning, staff cost, and the operation included apprentices in future. 




Table 1: Apprenticeship training system between Hong Kong and the UK
	Items
	Hong Kong
	The UK

	Eligibility Age
	Aged 14 or above
	Aged 16 or above

	Salary arrangement
	Not included in the statutory minimum wage
	Pay for the minimum hourly wage (£5.28)

	Training institution 
	Vocation Training Council
	Multiple Training Providers

	Duration
	2 to 4 year training periods
	At least one year, up to 5 years


Created by the Author
To sum up the above-highlighted items, it appears that the recruitment requirements for employers in the UK are relatively higher in Hong Kong. Some practices are related to legal liability. If the HR practitioner fails to address them, the company may need to bear the legal consequences on it.
[bookmark: _Toc155620881]Compensation and Benefits
Apart from the recruitment strategies, compensation and benefits are other influential aspects affecting staff attraction and retention that will influence the competitiveness of a company (Lowe, Milliman, De Cieri & Dowling, (2002). It will highly influence the attractiveness and competitiveness of analogue in the UK’s market. An International HR practitioner should be aware of them and how to the pitfalls. Here are the differences in C&B aspects between Hong Kong and the UK. 
a. [bookmark: _Toc155620882]Maximum Weekly Working Hours
In the UK, an employee can’t work over 8 hours on average, normally averaging over 17 weeks (about 4 months). If the employee is under 18 years old, he can’t work more than 8 hours or 40 hours a week (GOV.UK, 2023). If an employee over 18 chooses to work over 8 hours on average, they need to sign an opting out of the 48-hour week agreement. But in Hong Kong, standard working hours haven’t yet been formalised. In a survey, more than half of employees work over 45 hours a week (SCMP, 2023). Regarding to the working quantity, the practice in Hong Kong may not apply in the UK. An international HR practitioner surely needs to be aware of this regulation that may cause a legal liability to a company. 
b. [bookmark: _Toc155620883]National Minimum Wage
Minimum Wage appears both in Hong Kong and in the UK for all eligible workers. In Hong Kong, it only has a sole rate, which is HK$40 (Labour Department, 2023). However, the calculation of minimum wage is more complicated than in Hong Kong. Different age groups of employers obtain different minimum wage rates (GOV.UK, 2023), for example. An employer who is over 23 years old can obtain £11.44 starting from April 2024. 
c. [bookmark: _Toc155620884]Compulsory Accounts for Employers
In the UK, an employer representative should prepare PAYE as part of the payroll for collecting Income Tax and National insurance from employment (GOV.UK. 2023). However, in Hong Kong, the responsibility of paying income tax is owned by the employee. National insurance is also not applicable. However, the Mandatory Provident Fund (MPF) is available in Hong Kong. An employer is responsible for collecting the contributions, at least 5 % of the salary from the employee and their contributions, at least 5 % pf the salary as well monthly (MPF, 2023).
d. [bookmark: _Toc155620885]Holiday Entitlement
In the UK, an employee who works a 5-day week is entitled to obtain at least 28 holidays, including bank holidays (GOV.UK, 2023). In Hong Kong, the annual leave is 7 days after serving every 12 months. The number of annual leave will progressively increase to a maximum of 14 days (about 2 weeks) according to the years of service (Labour Department, 2023). 
The above factors are the core concerns of compensation & benefits management for Analogue. An international HR practitioner should clearly classify their impacts when supporting business operations in different regions.
[bookmark: _Toc155620886]Industry-Specific Issues
a. [bookmark: _Toc155620887]Regulations related Construction Industry
Analogue is an E&M Company in which its business relates to construction elements. In the UK, the employer should be highly aware of the mechanism of the Construction Industry Scheme (CIS). If the subcontractor has been employed in the business, the main contractor should make the deduction in the advanced payment for the subcontractor’s tax and national insurance bill (GOV.UK, 2023). In Hong Kong, the tax or related insurance should be paid by the subcontractors themselves. However, the contractor should ensure that the payment is completed on time. Otherwise, the Labour Department and Construction Industry Council, the main construction organisation, may intervene in the issues which may affect their next business operation. 
[bookmark: _Toc155620888]Cross-Cultural Differences 
a. [bookmark: _Toc155620889]Management Styles
An International HR practitioner who will be involved in the UK’s business operations should be highly aware of the cultural differences between Hong Kong and the UK, such as living standard expectations, motivation, and performance (Mishra, Singh, & Sarkar, 2012). Synergy will be created if the cultural suit policies can be promoted for a multi-national company. For example, in China, managers are expected to be role models for leading a team. If a Western manager fails to present this expectation from the Chinese subordinates, he may appear an obstacle to leading a team.
b. [bookmark: _Toc155620890]Work Attitudes
Cultural Differences may also be reflected in the working attitudes of employees in the same company (HU, Qiao, et al, 2014). Working hard may focus on individual benefits in Western culture. However, Eastern employees may fight for shared goals with colleagues. When an international HR practitioner grasps this difference between two regions, it will influence how the company promotes some necessary changes to expand the business in different regions. 
c. [bookmark: _Toc155620891]Work-Family Balance
The balance between work and family in different cultures may also influence the work commitment for an employee (Hassan, Dollard & Winefield, 2010). In Western culture, due to Individualism, a Western employer may clearly separate the boundary between work and family. They may resist committing to additional work if family issues appear at the same time. However, in an Eastern culture, work may be a core factor in supporting the family. An eastern employer may be willing to give up family time to handle the immediate additional work at night. 
[bookmark: _Toc155620892]Impacts of those differences 
Analogue is a multi-national corporation (NMC) after expanding its business in the UK. The company culture has become more diversified, embedding Western and Eastern practices in the company. The company's effectiveness and profitability rely on how it can maintain cultural diversity and recognise its advantages (Raewf & Mahmood, 2021).
a. [bookmark: _Toc155620893]Providing International Service Standards to the Served Regions
NMC owns their talent with worldwide technical skills and customer service experience. Hong Kong is an international region in which the clients are not only limited to local but also come from different large-scale multinational corporation. If this is the situation, the talent from JWC and Precision may benefit the business operating in Hong Kong. On the hand, Hong Kong’s talent can serve Chinse clients in the UK with Eastern practices and service expectations. 
b. [bookmark: _Toc155620894]Diversified Perspectives Discussion before Actions
Before determining a critical business decision, several meetings can’t be excluded. Consolidating all precious suggestions is a vital task for the meeting owners. In the collective culture, Eastern colleagues tend to respect group decisions rather than individual thoughts (Darwish & Huber, 2003). They may be the right person to be a listener to all individual suggestions in a meeting. Western colleagues, embedding individualism, maybe an idea contributor in a meeting.  If an MNC can fully understand chemical reactions from different cultures, the operation efficiency will progressively increase. 
c. [bookmark: _Toc155620895]Effective Resources Allocation
Due to the policy differences between two regions, an NMC can grasp the differences effectively to use its limited resources to maximise its business profit. In Hong Kong, the standard working hours have not yet been formalised, and the minimum wage is relatively lower than in the UK. The management may consider moving certain supporting functions of JWC and Precision to Hong Kong, but they surely need to meet the standard for the operations in the UK. 
However, international HR practitioners should also be aware of the negative impact caused by cross-cultural cooperation in Analogue. It may cause a higher staff turnover rate and lower productivity (Avruch, 2009). 
d. [bookmark: _Toc155620896]Languages Differences
The main language used in Analogue may also create hidden internal conflict around colleagues. The performance of colleagues using non-mother language may be discounted (Wright,1997).  After merging the JWC and Precision, the main language for holding meetings may become English, which is an internal language, in Analogue. Some Chinese Colleagues who are not familiar with English may resist attending the meeting. Finally, it may influence their promotion opportunity in Analogue. 
e. [bookmark: _Toc155620897]Power distance 
Different cultures contain different levels of power distance. It highly affects the working relationship between the superior and subordinates. The power distance indexes of Hong Kong and the UK are 68 and 35, respectively (Power Distance Index, 2023). In Hong Kong, subordinates may tend to follow the decisions of their superiors, which may not favour them (Jaw, Bih‐Shiaw, et al.. 2007).  In the UK, subordinates may argue for their rights thoroughly. If they work together in a team, the superiors may tend to work closely with the Chinese with high loyalty.
f. [bookmark: _Toc155620898]Task Distribution Deviation 
Due to the labour policy differences, some functions may shift to Hong Kong because of lower labour costs. The workload in Hong Kong becomes higher and sometimes may be overloaded for colleagues. “Do more but pay the same” will appear. Hong Kong colleagues may leave the company if they can’t handle such a fierce workload. The staff turnover rate will also increase if they can't manage it properly. At the same time, if the analogue chooses to cut the departments in the UK, the working commitment and loyalty to an analogue of Western colleagues will decrease. If Analogue keeps the duplicate functions in two regions, the operation cost can't be addressed well. 
[bookmark: _Toc155620899]Recommendation for Solutions
To address the above negative impacts caused by M&A, several recommendations including cultural promotion and task implementations are suggested to integrate cultural differences smoothly. 
a. [bookmark: _Toc155620900]Think Globally, Act Locally
International HR practitioners should respect the local practices, not only imply their recent practices of Hong Kong in the UK (Zhu & Huang, 2007). Not all functions can be moved to Hong Kong due to cost management; for example, the UK has its own particular recruitment channels.  Hong Kong HR practitioners find it difficult to be involved in it. Talent management strategies can be promoted globally. Therefore, colleagues from the UK should be involved in the restructuring meeting to listen to their voices, which may cause fewer worries for both regions.
b. [bookmark: _Toc155620901]Using “us” rather than “them”
At the beginning stage of the integration, to build up a sense of belonging of both regions to new structure of Analogue, international HR practitioners should promote a “us” concept within the internal communication (Denison, Adkins & Guidroz, 2011). It may help to eliminate the resistance to “new” Analogue and enhance their sense of belonging to the company. 
c. [bookmark: _Toc155620902]Shared Values Creation
Creating shared value may enhance the involvement of colleagues to “new” analogue (Kim, Saito, & Avvari, 2020).  International HR practitioners can promote a “new shared value” activity between two regions. Both colleagues may vote on their ideal values after M&A. It can enhance their commitment to the “new” Analogue.
d. [bookmark: _Toc155620903]Pay for Performance
Due to the differences in working practices, the management should align the performance management for both regions. The purpose is to develop a fair and transparent appraisal system for colleagues from both regions. They can view the clear promotion ladder for the committed colleagues in the company, from which they will not have any benefits from whatever regions. 
[bookmark: _Toc155620904]Action Plan and Conclusion
To develop a clear and successful transition period for colleagues from two regions, the above recommendations should be implemented to adjust the negative impacts of the M&A process in a one-year action plan and evaluate the effectiveness after a period of time.  
	Recommendation
	Action
	Duration 
	In-charge

	Think Globally, Act Locally
	Management Talk: The management team can arrange a talk to share their great vision for this M&A action. The purpose is to stabilise the morale of the team and invite them to  strive for higher peak for a company. 
	2 months
	HR

	Using “us” rather than “them”
	Cross-Cultural Activities: we can invite significant colleagues from two regions to share their working life for different regions. Sometimes, we can arrange festival celebration for both regions to increase their bonding to each other
	3 months
	HR / Corporate Communication

	Shared Values Creation
	Competition for Creating Shared Values: This recommendation can be arranged as a cross-regions competition. Both colleagues can drive some core values for a new-born international company. The winner can be selected by the cross-regions management team. 
	3 months
	HR/ Management Team

	Pay for Performance
	Performance Appraisal Restructuring Exercise: This is an important and huge reforming exercise for a company. The HR and Management team shall develop a fair and reasonable appraisal system for a company. No matter what nationality you are, the company will largely recognise the efforts and performance you delivered. 
	4 months
	HR/
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