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1. Introduction
1.1 Research Background and Purpose
In the current globalized business environment, international expansion has become a key part of a company's growth strategy. However, entering new markets is more than just a change in business model; it poses significant challenges for human resource management (HRM). The culture, laws, economic, and social environments of different countries are critical to the success of HR strategies. This paper will explore the HRM challenges that arise in the process of international expansion for publicly listed global/regional companies.

1.2 Scope of Research and Problem Statement
By examining the case of Starbucks' expansion from the United States into the Chinese market. In this paper, we will specifically focus on two key HRM issues: employee recruitment, and compensation and benefits.
Through an analysis of Starbucks' expansion from the United States to the Chinese market, we will delve into these HRM challenges and assess how they affect the success of company strategy and operations. We will explore how Starbucks adapted to the recruitment needs of the Chinese market, and how it established a competitive compensation and benefits system to attract and retain employees—key factors in its success in the region.

2. Background of Starbucks
2.1 Overview of Starbucks Corporation
Since its establishment in Seattle, USA in 1971, Starbucks Corporation has grown from a local coffee shop to the most famous coffee chain brand globally. As of 2023, Starbucks has more than 30,000 stores in over 70 countries and regions. Starbucks' business model includes not only coffee retail but also the wholesale of coffee beans and related products, and it has gradually expanded to the sale of tea beverages, food, and other drinks (Starbucks, 2023).

2.2 History - Starbucks Entering the Chinese Market
Starbucks entered the Chinese market in 1999 with its first store (Wang, 2012). The potential of the Chinese market is enormous, with consumers showing great interest in the Western lifestyle, which has led to Starbucks' rapid expansion in China. Starbucks has made a series of local adjustments for the Chinese market, including product selection, store design, and marketing strategies. By 2023, Starbucks had over 6,500 stores in China (Starbucks, 2023), becoming its largest market outside the United States.

3. Human Resource Management Challenges
3.1 Challenges and Solutions in Employee Recruitment
I believe that one of the most important challenges is recruiting, the considerations is the labor laws of different countries. Since employees represent the highest proportion of a company's operating costs 

and are the main source of productivity, understanding the differences between labor laws in the United States and China is crucial. Let's compare the similarities and differences in labor regulations between the United States and China, particularly in terms of working hours and overtime policies.

Similarities:
· Standard Working Hours: Both the United States and China have stipulated standard working hours per week: According to the “Wages and the Fair Labor Standards Act” of U.S. has a 40-hour working hour per week (U.S. Department of Labor, n.d.), and according to the Clause 36 of “Labor Law of the People's Republic of China” in China, similarly mandates not over 8-hour per workday, totaling not over 44 hours per week (www.gov.cn, n.d.).
· Overtime Pay: The laws in both countries dictate the payment of overtime wages, meaning that if employees work beyond the standard hours, employers are required to pay additional wages for overtime.
· Overtime Limitations: Both the United States and China have restrictions on the amount of overtime to protect employees' rights to rest and health.
Differences:
· Minimum Wage: The United States has a national minimum wage standard, protected under the Wages and the Fair Labor Standards Act, which entitles non-exempt workers to a minimum wage of no less than US$7.25 per hour (U.S. Department of Labor, n.d.). States, counties, and cities are allowed to set higher minimum wage levels, which, based on the minimum wage levels of different states, I have calculated to average about US$10.56 per hour (Employment Policies Institute, n.d.).
    China's minimum wage standards are localized, with different provinces, autonomous regions, and municipalities setting their minimum wage levels based on local economic development, without a unified national minimum wage. According to the data provided by the Ministry of Human Resources and Social Security of People's Republic of China on the minimum wage standards across various regions in the country, I have calculated an average of 19.95 RMB per hour based on the minimum wage levels in different locations (www.mohrss.gov.cn, n.d.).
· Overtime Pay Rates: In the United States, “Wages and the Fair Labor Standards Act” stated that overtime pay is typically 1.5 times the regular hourly rate (U.S. Department of Labor, n.d.).
     In China, according to the Clause 44 of “Labor Law of the People's Republic of China” in China the calculation of overtime pay is more complex: 150% of the wage for working days, at least 200% for rest days, and not less than 300% for statutory holidays (www.gov.cn, n.d.).
· Limits on Overtime Hours: U.S. overtime policy is more flexible, with no specific cap on the number of overtime hours per day or month, as long as the work exceeds 40 hours per week, overtime pay is required (www.dol.gov, n.d.).
China has strict limits on daily and monthly overtime hours, according to the Clause 41 of “Labor Law of the People's Republic of China”, generally no more than 1 hour per day, under special circumstances not more than 3 hours, and the total monthly overtime should not exceed 36 hours (www.gov.cn, n.d.).
· Law Enforcement: In the United States, the enforcement of labor laws is relatively decentralized, with both federal and state governments responsible, and private litigation plays an important role in the protection of labor rights.


In China, the enforcement of labor laws is more centralized, mainly by the national and local human resources and social security departments, with administrative means playing a dominant role in the protection of labor rights.
· Labor Contracts: In China, the use of labor contracts is mandatory, with clear legal requirements and terms.
In the United States, although labor contracts are also used, the requirements for the form and duration of contracts are not as strict as in China.
Affected Stakeholders
· Starbucks: Must comply with the labor law regulations, which affects their human resources management, cost structure, and operational strategies. The stringency of labor laws may increase the operational costs for the company, while also prompting them to improve working conditions. Due to differences from the labor regulations in the United States, Starbucks needs to establish a second set of recruitment requirements to adapt to the Chinese labor law regulations.
· As Starbucks expands into China, the recruitment process, based on the local labor law regulations and their implementation, will affect multiple stakeholders, including:
· Employees/Workers: They are the most directly affected group. Labor laws stipulate their working hours, rest periods, minimum wages, overtime pay, and social insurance, among other rights and benefits. These regulations ensure the basic working conditions and rights of the employees.
· Consumers: Labor law regulations may indirectly affect the pricing of products and services. If labor costs increase, businesses might pass these costs on to consumers.
Solution:
· Compliant Working Hours Arrangement:
1. Establish strict timekeeping systems to ensure all employees work within the legal limit of 8 hours per day and 44 hours per week.
2. Strictly control monthly overtime to not exceed the national regulation of 36 hours and ensure proper compensation and time off for any excess.
· Standardization of Overtime Compensation:
1. Calculate overtime pay according to the provisions of law.
2. Set up an automatic overtime pay calculation feature within the payroll system to ensure accurate and timely payment to employees.
· Normalization of Labor Contracts:
1. Sign labor contracts with all employees that comply with Chinese law, clearly defining job descriptions, working hours, compensation, and benefits.
2. Regularly review and update labor contracts to ensure compliance with the latest legal requirements.
· Regular Legal Training:
1. Provide regular training for management staff on labor laws to ensure they are familiar with the latest changes and can implement them correctly.
2. Compile key points of labor law and company policies into handbooks or electronic documents for all employees to access at any time.
· Enhancing Communication and Feedback Channels:
1. Establish effective internal communication channels such as staff meetings and internal online platforms to ensure employees are well informed about working hours and overtime policies.
2. Set up an anonymous feedback system to encourage employees to make suggestions or complaints about working conditions and overtime.



· Reasonable Human Resources Planning:
1. Schedule staffing based on the actual operational needs of the stores to minimize unnecessary overtime.
2. During peak periods or special projects, balance the workload with part-time or temporary workers to avoid excessive overtime for full-time employees.
With these measures, Starbucks can ensure that its operations in China comply with local labor laws while safeguarding the legal rights of employees, maintaining a good corporate image, and achieving high employee satisfaction.

3.2 Challenges and Solutions in Compensation and Benefits
In USA:
Starbucks offers a comprehensive benefits package to its employees, who are referred to as "partners." These include:
· Health Insurance: Including medical, dental, and vision coverage.
· Retirement Savings Plan: A 401(k) savings plan that is employer-sponsored, allowing employees to save and invest for retirement. (IRS, 2019)
· Stock Plan: The Starbucks Bean Stock program, which rewards and recognizes employees with shares of Starbucks stock for their contributions. (starbucksbeanstock.com, n.d.)
· Education Program: A full-tuition reimbursement program in partnership with Arizona State University, offering employees the opportunity to earn their bachelor's degree online with full tuition coverage. (Asu.edu, 2020)
· Paid Time Off: Including sick leave, holidays, and vacation.
· Employee Discount: Discounts on coffee and food, as well as other merchandise.
· Employee Assistance Program: Offering counseling and support services.

In China:
In China, Starbucks also provides a range of benefits to employees, which may be adjusted based on local laws and cultural differences, including:
· Social Insurance: According to Chinese law (Clause 73 of “Labor Law of the People's Republic of China”), which includes pension insurance, medical insurance, work-related injury insurance, unemployment insurance, and maternity insurance. (www.gov.cn, n.d.)
· Housing Fund: According to the "Decision of the State Council on Amending the Regulations on the Management of Housing Provident Funds" (Clause 1 of “Decision of the State Council on Amending the Regulations on Management of Housing Provident Fund”), aimed at helping employees with housing issues (周吉川, n.d.) (www.spfmc.com, n.d.).
· Stock Plan: The Starbucks Bean Stock program, a stock reward program (starbucksbeanstock.com, n.d.).
· Annual Bonus: In China, an annual bonus is a common benefit, often equivalent to one month or more of salary. In 2021, Starbucks China announced a "14th-month salary" bonus, an additional one-month salary on top of the existing 13th-month salary as a bonus, to be distributed at the end of each fiscal year to eligible employees (Times, 2022).
· Training and Development Programs: Starbucks heavily invests in employee training in China (Starbucks China University).



· Parent Care Program: Established in 2017, it offers critical illness insurance for parents of full-time partners who have worked in Starbucks China-owned markets for more than two years and whose parents are under the age of 75, fully funded by the company (Fortune, n.d.).

Similarities:
· Both countries offer health-related benefits at Starbucks.
· Employee training and development programs are a focus in both countries.
· The Starbucks Bean Stock stock reward program is common in both countries.
Differences:
· Starbucks in the US offers a 401(k) retirement plan, which aligns with the expectations of American employees, but this is not common in China.
· Starbucks in China offers a housing fund and annual bonuses, which meet the expectations of the Chinese labor market but are not standard benefits in the US.
· In terms of educational benefits, Starbucks in the US partners with universities to offer degree programs, which may appear in different forms in China, such as professional training or internal promotion opportunities.
Stakeholders Affected:
· Starbucks: Starbucks’ compensation and benefits in the US and China reflect the company's global strategy to maintain a degree of global consistency while adapting to local laws, culture, and market conditions. In the US, the benefits emphasize long-term value accumulation, such as retirement savings, reflecting American workers' focus on long-term wealth accumulation. In China, Starbucks’ benefits are more focused on immediate financial rewards and social security, such as annual bonuses and housing funds, reflecting Chinese workers' needs for current economic security.
· Employees: Employees in both locations are likely to experience increased satisfaction due to the appropriateness of Starbucks' adapted compensation and benefits systems to local needs, thus reducing the desire to leave the company.
Solutions and Conclusion:
As mentioned above, in general, Starbucks' compensation and benefits strategies in different markets demonstrate the flexibility of the company as a global entity and its commitment to employee welfare. As market conditions change, these benefits programs may continue to evolve to maintain their attractiveness to employees and remain competitive.

4. Recommendations for Solutions Action Plan
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4.1 Short-Term Action Plan (0-6 months)
Advantages:
· Quickly meets immediate staffing needs.
· Enhances market competitiveness in the short term.
· Increases employee satisfaction and rapidly establishes a positive company image.
Disadvantages:
· Increases initial recruitment costs, potential mismatch in long-term employee fit.
· May cause imbalance in existing employee salary structures.
· Raises company operational costs, benefits impact needs time to be assessed.
4.2 Mid-Term Action Plan (6-18 months)
Advantages:
· Improves recruitment quality and efficiency.
· Performance incentives align with the company's long-term goals.
· Enhances employee loyalty and job satisfaction.
Disadvantages:
· Building a talent pool and recruitment channels requires time and resources.
· Performance incentives may affect team collaboration atmosphere.
· Managing personalized benefits plans is complex and requires meticulous adjustment.
4.3 Long-Term Action Plan (18+ months)
Advantages:
· Improves employee career prospects and reduces turnover rates.
· Equity incentives strengthen the alignment of employee and company interests.
· Employee stock ownership plans increase the sense of belonging and long-term commitment.
Disadvantages:
· Internal promotion mechanisms require continuous training and development plans.
· Equity incentives involve complex legal issues and high management costs.
· Long-term benefits require substantial initial investment and legal compliance work.
The implementation of recruitment, compensation adjustments, and benefits enhancement strategies from short to long term can effectively boost employee satisfaction and team performance. Despite the potential increase in costs and management complexity in the short term, these strategies can help build a more stable, efficient, and loyal workforce over time. Properly executing these strategies is expected to positively influence the organization's ongoing success.

5. Conclusion
In this paper, we have delved into the human resource management challenges Starbucks faced during its expansion in the Chinese market, particularly in the key areas of employee recruitment, compensation, and benefits. The case of Starbucks provides practical insights into how effective human resource management can be conducted during globalization.


5.1 Summary of HR Management Challenges and Solutions
Starbucks' successful expansion in China has revealed the need for an in-depth understanding of the local market and finding the right balance between global consistency and localization. By localizing its employee recruitment strategy and flexibly designing compensation and benefits plans, Starbucks has shown how an international brand can successfully adapt to different cultural and economic environments.

5.2 Insights into International Human Resource Management
The findings of this study highlight the importance of finely tuning human resource policies and practices when expanding businesses across different countries. Additionally, it has shown the significance of ongoing market research and employee communication in global human resource management.
The case study of Starbucks in China provides a compelling example of how to overcome HR challenges in international expansion. With adaptable management strategies and a profound understanding of employee needs, Starbucks has not only solidified its foothold in the Chinese market but has also provided valuable experience for other companies aspiring to internationalize.
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