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International Human Resource
· If you create a presence in the foreign market, how would you staff it?
The biggest question the enterprise needs to deal with when staffing in the foreign market is whether or not to hire local people or relocate some of its expatriates. For locals, the big decision would come down to whether those people would be in a position to help meet sales objectives, and whether the company has the capacity to meet all their requirements, for example, minimum wage among other labour requirements.
Hiring locals is more affordable for enterprises because they do not have to incur additional costs of relocation as well other costs related to things like housing, taxes, the cost of living compensations etcetera (Fosfuri, et al 2001). The only challenge the enterprise would face with this option is lack of specific knowledge that locals would need to have to be able to produce quality product and understand company values. However, this challenge can be handled through employee training even if it can be a big trade-off in terms of the cost of training. 
Transcend is using a home replication strategy and, therefore, the combination of both ethnocentric and geocentric staffing is the most appropriate approach for staffing. It has to create a checklist of several things that would help determine if that choice would be viable. For example, it would need to determine whether expatriates will be able to communicate well in the foreign market given that Costa Rica is a Spanish-speaking country, whether they will be able to adopt the host country’s culture, understand market dynamics, and so forth. In their article Lakshman et al. (2017), explain that if enterprises can easily overcome such challenges, then they should implement the combination as that would really help with creating a strong brand equity. 
· If you suggest exporting or importing as your entry mode, how would you re-organize your human resources at home?
According to Schuler et al (2013), developing an integrative framework for helping manage human resource departments in different countries is vital. This is even so because the new entity may require unique management practices and requirements and therefore, unique solutions. The enterprise needs to create a new HR department in the host country to help manage employees more effectively, help the enterprise overcome challenges in the foreign market, for example, by ensuring that the company complies with legal requirements among other challenges. For greater success, the company should ensure that these departments work cohesively not as separate entities, but as one dependent entity. They should share and consult each other whenever there are critical decisions to be made (Briscoe & Schuler, 2004). 
· Would it be necessary to hire sales representatives, agents, managers, or other personnel in the foreign market?
It is recommendable for the company to hire sales representatives from the host country for it needs to have a team of personnel who understands their own market dynamics, culture and language. As mentioned earlier, it is a good idea to either focus on ethnocentric or geocentric approaches in recruiting sales persons in the foreign market. Ethnocentric approach would be more suitable if the cost of implementation is a factor of consideration for it is less costly compared to the geocentric approach (Myloni et al, 2004). 
According to Colakoglu & Caligiuri (2008), the geocentric approach is suitable only if an enterprise wants to rely on its expatriates. The problem with this approach is that it is not appropriate in cases where the company’s subsidiary performance is a function of how well the personnel is conversant with the culture of the host country (Thoo & Kaliannan, 2013). With this understanding, the company should consider hiring sales personnel from the host country, but also consider relocating of its sales managers to oversee the overall sales objectives, and operations in the foreign market. 
· If so, what is the best way to recruit them, and what compensation level and the system will ensure the optimal balance of motivation, retention, and cost?
If the company choses to hire sales personnel from the host country, then it has to budget enough money for their training. They have to be accustomed with values, which are the things the company expects them to do to help create a large customer base. Local sales persons know the dynamic of their market as well as consumer behaviours, but they do not know what the company wants to achieve in that market. Also, they do not know the product and so to speak the company values unlike expatriates who knows all these things like the back of their hands. 
Therefore, the first thing to do before even thinking how the sales force will rack up huge sales, it is to educate them. Local sales personnel need to be educated about the company values, the product itself, and even how to improve their customer service. On the other hand, if the company relocated some of its expatriates, then it has to make sure that they are educated about Costa Rica culture and market dynamics. According to the market is customer habits, their language, traditions, customs, competitors, infrastructure, and everything else that affects the sales process. All these are the things expropriates need to learn about if at all they will make sales a success in that particular market. 
Once the company has recruited and trained local sales personnel, then it has to put in place several strategies that would keep them motivated. For example, it can decide to offer higher sales commission for those who reach their sales target or even offer other benefits to high performing individuals. This way, it will be able to retain its employees and even motivate them to work harder to achieve sales targets. 
· Will you use locals or expatriates or a combination of both?
As discussed earlier, a combination of both locals and expatriates is the way to go. Locals would help the company overcome market challenges as they understand market dynamics, language, as well as consumer behaviours in the foreign market while expatriates are more accustomed with the company’s values and understand the product more than locals. 
· How would you compensate the expatriate workers if you use them?
The company should consider things like taxes, housing, and the cost of living in the foreign country. To cater for additional costs that comes with relocation, the company should provide a basic salary plus some incentives.
· How would you handle their training and future repatriation- if applicable?
[bookmark: _GoBack]The key things expatriates need to learn is how to fit well in the foreign market. Learning about the market dynamics, culture, and perhaps the language used in the region should be a key consideration as all these will determine how well they adapt to that particular market (Stoermer et al, 2020). One way to handle such things is to help them learn from the locals, for example, hiring a co-sales manager who is willing to work with the expatriate sales manager. It would be easier for the expatriate manager to learn from a local person how they do things and within no time, he or she would have no problem understanding market dynamics, consumer behaviours, speaking or understanding Spanish or even Costa Rica culture. For their future repatriation, the company should have some strategies in place that will help absorb expatriates should they come back from the foreign country. For example, creating a new position for them or even absorbing them in different divisions. 
· Addition Personnel management tip
Should the company choose to employ both ethnocentric and geocentric approaches it must also ensure that both groups work together cohesively. 


References
Briscoe, D. R., & Schuler, R. S. (2004). International human resource management: Policy and practice for the global enterprise (Vol. 5). Psychology Press.
Colakoglu, S., & Caligiuri, P. (2008). Cultural distance, expatriate staffing and subsidiary performance: The case of US subsidiaries of multinational corporations. The international journal of human resource management, 19(2), 223-239.
Fosfuri, A., Motta, M., & Rønde, T. (2001). Foreign direct investment and spillovers through workers’ mobility. Journal of international economics, 53(1), 205-222.
Lakshman, S., Lakshman, C., & Estay, C. (2017). The relationship between MNCs’ strategies and executive staffing. International Journal of Organizational Analysis.
Myloni, B., Harzing, A. W. K., & Mirza, H. (2004). Host country specific factors and the transfer of human resource management practices in multinational companies. International journal of Manpower.
Schuler, R. S., Dowling, P. J., & De Cieri, H. (2013). An integrative framework of strategic international human resource management. Journal of management, 19(2), 419-459.
Stoermer, S., Davies, S., & Froese, F. J. (2020). The influence of expatriate cultural intelligence on organizational embeddedness and knowledge sharing: The moderating effects of host country context. Journal of International Business Studies, 1-22.
Thoo, L., & Kaliannan, M. (2013). International HR Assignment in Recruiting and Selecting: Challenges, Failures and Best Practices. International Journal of Human Resource Studies, 3(4), 143.

