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Introduction
An international posting by a multinational corporation is one high-end ticket to professional and career advancement. However, this can be detrimental in the instances that the corporation has not outlined distinct strategies traversing from staffing methods, management policies and compensation approaches. This is the case that comes with the analysis of the study given entailing a multinational company. The company, Chicago Food and Beverage Company (CFB Co), is an example of such entities that helps breaking down critical aspects that come with expatriation of human capital. Key concepts of the study are digested through the evaluation of questions whose answers are given in the subsequent paragraphs below.
Case Study Analysis and Case Question Responses
The staffing framework employed in this study involves the kind that deals with long term engagements. This is staffing that takes the employment terms from one year going forward. It conceptually begins with a one-year contract. Mr. Paul was given a term of three years to lead the Asian branches of the company based in three different parts of that continent. The advantage of using this type of staffing is that it prevents the firm from costs that come with short term approaches to staffing. A period of three years is enough to bring and count on the assets that come with such a deployment. Characteristically, the study on staffing framework estimates the period or terms of service long enough in years to present the firm’s desired results.
This type of staffing framework is likely to affect Paul’s abilities to deliver. Judging from what has been entailed as the personal qualifications of Paul, he is inexperienced and largely incognizant of the area he has posted. With a three-year term of service, he is to falter in between adopting the cultures, learning the languages spoken over the geographical area. He is also to face stiff market competition from the other firms trading in the same product. Eventually, by the end of his term, he may not deliver as had been expected, as is outlined by Wang and colleagues (2017).
Other staffing frameworks, such as succession planning, would be better than the one used in the study. The succession planning framework allows the firm to prepare before the retirement of a key figure that drives the firm. Having competent managers and keeping them are two different things.  The company (CFB Co) could have solicited through the right channels, the members that qualified for the position Paul filled. This solicitation is what is contained in the succession planning approach to staffing. Paul’s predecessor was a sign to be read by the mother company.
Paul wants this job for what it has been known to be. Job postings that transcend the national scale to the global arena are a dream come true for individuals that seek to grow their careers.  Apart from being a team leader occupying a desk in one of the domestic subsidiary offices, Paul would purportedly grow to becoming a regional head of a multinational corporation. This tied together with balance sheet compensation that awaits him; Paul is especially thrilled by this; thus, he has to take the job. Despite the prevailing challenges that come with unfamiliar cultures and orientations of Asian countries and their people, Paul has to get the job that will equip his skills and experience and it may eventually land him a promotion at the end of a three-year term. The promotion could best come from the company’s headquarters back in the United States. Contrary to the need by Paul to get the job, he only averagely meets the threshold of qualifying for the job.  This is a job that requires competent, internationally experienced, especially from the Asian countries to fill the post. It is a job that greatly will rely on the adaptability of the cultural sensibilities of the person and his family.  Furthermore, the job description though not professionally elaborate, aspires to hire someone with competent linguistic skills that encompass the languages spoken in the China, Singapore and Vietnam (the Asian subsidiaries for CFB Co.) Paul, however, does not meet the requirements just listed. There is a huge likelihood that Paul is headed for severe challenges in the job.
Expatriate management, in general, captures six domains that curtail all the endeavours that are put in place to achieve the ultimate or optimal objective that drives international/multinational corporations. These steps include taking into consideration the strategic planning that goes hand in hand with preparations with ready resources at the international subsidiaries to receive and disseminate information about happenings in the region. This can be done through the responsibilities accorded to the regional manager. In this study, that is missing. The second aspect of international management calls for proper staffing mechanisms that meet job analysis, recruitment and selection of qualified candidates (Harris 2020).  All these three have not been adequately put in place in the selection of Paul as the Asian regional magnet for the CFB Company. The third aspect tackles the training or orientation that is given to the qualified candidate. Paul learns about his new job mandates as he operates in the field. Adaptation to the position, support policies and management of performance are completing the expatriation management aspects. All these form part of the challenges and experiences gained by Paul as he peddles through the management storm that comes with his position.
Recruitment policies are universally purposed to be channeled through public pronouncements of the new posts whenever they occur. The study depicts a lackadaisical approach towards doing that. The company did not generate candidacies to contest for the position. The approach that has been used in this case is one which uses a closed recruitment system. It is like the company did not want to go public due to fear that comes with hiring extremely competent personnel that would ask for an international approach in relation to compensation methodology.
The different expatriate compensation methods that have been used in the case are a balance sheet approach for the juniors’ expatriates and international approach for the seniors. The balance sheet approach allows the expatriate to maintain or keep with his previous lifestyle. It also orients the adaptability of the family of the individual expatriate (Paul case exemplifies this approach). He is thus able to keep up with the kind of routines he had been used to before being transferred to the new post. He enjoys equal privileges like other colleagues within the same bracket. The only disadvantage of the balance sheet approach is that the motivations are not so promising. This way of publicly announcing its vacancy may not attract so many well-experienced candidates. The international approach, as has been used in this study, relates that the senior members of the corporation will have more first-hand or high-end privileges that envisage their roles in the company. It is one characterized by extreme affluence as it is a rare approach to be used in any company. It caters for all the foreign needs of the expatriates. The only disadvantage of using this compensation approach is that it is too expensive to maintain and CFB Company does not have it.
Conclusion
In conclusion, the United States headquarters’ human resource manager should outline procedural ways of advertising available positions. They should also allocate a time-frame that will allow the evaluation and verification of the qualified candidates whenever there is a vacant position to be filled. From what is revealed in the case study, the company, through its HR manager, should provide for ways of making regiocentric kind of leadership within the subsidiary countries (Harris 2020). This reduces friction that is constantly witnessed between the regional challenges and the expectations of the corporation.  The head office in the U.S should also decentralize certain responsibilities such as autonomy in decision-making for regional managers. When this is done, the results that will be recorded will surpass the kinds met by Paul’s time.
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