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	                                                 Abstract
	Globalisation in the past century has seen the expansion of several companies based in the UK expand to several nations the globe, making such companies, multinational companies. However, there have been several challenges and problems that have come about as a result of such expansion especially in managing a workforce that is not only culturally different from the one based at home, but is culturally diverse even within one country. This paper critically analyses how HR managers can effectively manage such a workforce by analysing the issues of renumeration, contract negotiation, the employment of expats from other branches of a multinational company as well cultural adjustment. The paper also explores Andries J du Plessis and Bob Beaver’s transitional model from domestic to international human resource  management and how the model can be implemented to the benefit of the company.
Keywords: Globalisation, International Human Resource Management, Human Resource Management, Renumeration and Compensation ,Cultural diversity.
                                                       Introduction
	The rise of globalisation and internationalisation has seen companies that were once based only in the United Kingdom expand to several nations especially in the EU and the former British colonies.This has forced human resource managers to change the way they manage their workforce. These changes have been necessitated by the fact that only human resource managers of a multinational are managing a workforce that is culturaly different from the workforce they are used to at home.As a result, human resource managers have to have a global vision in order to effectively manage their staff and thus become international human resource managers. Such a shift in attitude and vision allows a multinational company to compete more effectively in the global maket place as well as develop a highly skilled workforce. However, in order to implement such a global vision, Andries J du Plessis and Bob Beaver(Du Plessis et al, 2007)  proposed that renumeration and working conditions should vary from country to country and the results of their research enforced their proposal.
                                       Social and Cultural Adjustment
	One area that Andries J du Plessis and Bob Beaver explored was social and cultural adjustment. International human resource managers have to have specific traits in order to succeed in managing a diverse and globalised workforce. These traits include, being culturally sensitive, open minded, flexible and interacting with a diverse workforce. (Dowling, 2008)This allows an international human resource manager to learn more about the people he or she is in charge of and how their culture influences their productivity in the workplace. Andries J du Plessis and Bob Beaver correctly  argued that the reason why American expartiates are not as successful as their Asian and European counterparts is because of having a ‘colonial mentality’ ,mainly due to the perception of American global dominance as well as lack of cultural awareness training. (Crowne, 2013). However, there are some cultural adjustments that are difficult or impossible to accept, especially if they go against the ethics of the company . This applies to Islamic countries like the UAE that are open to expatriates but have issues with female expats. In many middle and lower income nations, corruption is a cultural norm and a multinational company refusing to pay bribes or refusing to recruit people who have been recommended by the political elite may lead to the creation of barriers for the company when it comes to expanding their market share in that country. (Lagu Yanga, 2014)



                      Renumeration ,Compensation, Social Security and Benefits
	Cultural norms also have a lot of impact when it comes to renumeration,compensation as well as the social security and benefits system. One of the reasons why some companies have expanded globally is to take advantage of the low wage environment present in many countries especially in Asia and Africa. This environemt often goes hand in hand with poor protections for workers rights. While many companies often take advantage of this in the name of profit maximisation, In my opinion,this only works for a short time and such companies often gain a bad reputation and the locals may shun the company’s products and services. (Porter, 2011)  Systems of renumeration and compensation as well as social security varies from country to country. In countries where collectivism is dominant like China, employees often expect employment for life and also welfare provisions such as access to schools, free meals and paid sick leave (King, R.C., & Bu, N., 2005). However, chinese workers often do not demand high wages and trade unions, where they exist, have very little power.This means that recruitment is easier in China but the reward and benefits system is more complex. At the same time, attitudes towards expatriates are lax in most developing countries. This allows international HR managers to have a separate salary structure for expats and for locals as is the case in much of Asia and Africa.In more individualistic societies like the US as well as nations like South Africa, while some of the welfare provisions like sick leave and pensions are expected, others like schools and meals are not. In such countries , people easily move from job to job and thus unlike in China, HR mangers in such countries usually have to employ employee retention strategies. (Kehoe, R.R. and Wright, P.M., 2013) Unlike China and some developing countries however, trade unions often hold a lot of power especially in wage negotiations and representing worker’s rights. Such countries often have laws that force companies to have in place fair and equitable renumeration and reward systems and an expatriate’s salary may not differ by much from that of a local.
                                                      Coordination and Control Models
             International HR management may be influenced by the control models that each nation has. Some nations like the United states have both local and federal laws and in such a case, international HR managers must have a decentralised control model for greater efficiency. Most nations impose some form of limit of control on how multinationals operate. Some nations require that multinationals have a minimum percentage of locals hired in the company in order to operate there. (Cornell, 2005)This is the case in most African and Asian nations and thus International HR managers have to take this into consideration when recruiting. Some countries have gone further and usually demand that a multinational should ‘localise’ that is, not employ expat for more than a certain number of years during which the expat trains a local who replaces him or her. Subsidiaries of such multinational companies are also expected to have local HR managers who have a better understanding of the local labour market ,which can be an advantage to the multinational company. 
                                                     Conclusion
                 In conclusion, international human resource management entails taking into consideration ,local cultural norms and trying to incorporate them into the company’s aims and vision for that particular market. This way the company will be able to recruit and retain a global workforce that will enable the company to compete successfully in the global marketplace.
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