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[bookmark: _GoBack]The transition of expatriates from the home country to a foreign assignment is usually a big leap for both the organization and the individual going on foreign assignment. This is due to the nature of the challenges and the uncertainties that exist in foreign countries. Ohio is different from Hong Kong in many aspects and adjusting to these differences may prove difficult. As such, it is important to consider all angles and all the factors that may impact the transition. To begin with, Kugar should consider the market rates between Ohio and Hong Kong so as to know the compensation levels required for the expatriates. According to Reiche (2011), expatriates require an appropriate financial compensation considering the difficulties and changes that the transition requires. As such, Kugar should scan the standards of living, purchasing power, and the market rates so as to offer the expatriates an appropriate compensation.  Secondly, cultural differences are at the center of foreign assignments. Kugar must thus consider the cultural difference between Ohio and Hong Kong and plan appropriately on how to handle it. He should select culturally adaptive employees and train them to ensure that they transition smoothly. “assign international posts to individuals who not only have the necessary technical skills but also have indicated that they would be likely to live comfortably in different cultures” (Gregersen, 2018). Kugar should consider the depths of the cultural integration required before planning the transition to ensure that he selects the expatriates who are flexible enough to adapt. 

Expatriate compensation approaches used by an organization should ensure fairness on the part of the expatriate and cost-effectiveness in the part of the organization. There are three compensation approaches that can be used to establish salaries for expatriates. These include; the balance sheet approach and the host-based approach. The balance sheet approach equalizes the costs of living differences in the home country with those in the country of assignment. It mainly aims at maintaining the standards of living of the expatriate during the international assignment at the level at which they have been living while in the home country. “It is about ensuring the same purchasing power, which helps to maintain the home country’s lifestyle” (Reiche, 2011). Basically, the salary is adjusted to ensure that the expatriate’s income matches that of the peer’s in the home country and not in the host country.  The host-based approach, also known as the going rate approach, links the compensation of an expatriate to the host county’s salary structure. It equalizes the salaries of expatriates with that of local nationals. According to Reiche (2011), it encourages equity among different nationalities. This approach takes into account the local market rates thus localizing the compensation. 
Kugar should use the balance sheet approach to compensate its employees. This approach is recommended because it enables the expatriate to continue enjoying the same lifestyle in Hong Kong as they did in Ohio. It protects expatriates from cost differences that exist between the host country and the home country. This approach also ensures compensation equity amongst expatriates of the same nationality. 
Expatriates often face day- to-day challenges while living in foreign countries. Living in Hong- Kong is a great adjustment from the life that they are used to in Ohio. As such, the expatriates should receive incentives to appreciate them for bearing the challenges. “Organizations should not forget about the daily life challenges faced by employees in a foreign country, and hence there is a need for extra attention…” (Reiche, 2011).  Examples of incentives that Kugar should consider include; relocation allowance, hardship allowance, vacations, extended leave, and mobility allowance. These incentives act as a motivation to the employee that in turn boosts the performance.  
In some instances, expatriates return to the home countries before the assignment period is over due to job dissatisfaction or a lack of adaptation to the foreign culture. Such occurrences often hurt the career of the expatriates. Kugar should plan for the repatriation of the expatriates before they begin their assignments.  Kugar should ensure that the expatriates take on their career planning before leaving for Hong Kong so as to tune their minds to the end goal. It also clarifies the expectations of the career advancement opportunities available after the foreign assignment. The expatriates should also be matched with mentors who can help them optimize the opportunities presented by the Hong Kong work environment. This promotes career growth for the expatriates. 
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