International Human Resources
Today, global business operations and strategy implementation across an array of cultures and products has increased the role human resources managers play in global companies. They are not only expected to handle recruitment processes, but also help enterprises handle issues related to diversity and legal restrictions. Effective relationship between enterprises and consumers in global markets rest on the enterprise’s ability to meet consumer demands. If an enterprise does not invest in its employees, then it is difficult to build a motivated workforce and this translates to a decline in productivity. 
One of the biggest challenges a global company faces is getting a human resource personnel who is capable of bringing together important ingredients that would help the company overcome challenges they encounter when trying to penetrate international markets, for example, issues related to diversity. As an enterprise expands internationally so does issues related to employee management and relations increases.  According to Skinner (2014), with global expansion comes organizational layers that sometimes fail to handle the needs of separate divisions. In a global company, a human resource manager fills the gap by ensuring that different needs are met and they do not cause conflicts of interest between different people working in various divisions (Caligiuri & Stroh, 2015). On the other hand, HR department ensures that there are polices stating how employees are expected to behave while at work or even handle business operations in a professional manner. 
As a function, human resource department in a global company should act as a “watchdog”, as he or she is expected to ensure that diversity is prioritized and people use proper communication procedures to prevent conflicts between different divisions and especially those involving people from different cultures. As an enterprise expands to foreign markets, a human resource manager should ensure that employees are familiar with labor laws in those markets just to avoid lawsuits should anything go wrong. 
There are a variety of laws that impact staffing practices in foreign markets, for example, Fair Labor Standards Act used in the United States to set minimum wages. A human resource manager should help the enterprise understand how such laws can affect the business, especially when the company is determining how much it should pay the employees in a chosen foreign market. Assuming that an enterprise wants to do business in China, then a HR manager should research about labour renumeration in that country and advise the enterprise on what to do to ensure that it complies with the standards set in place. According to Fan et al (2016), the role of human resource managers in foreign markets is to provide flexible guidelines on how well an organization can overcome challenges encountered when trying to enter the market. 
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