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Individual Assignment

[bookmark: _Toc72931252]Introduction
This assignment has been prepared to address the requirements of an Irish subsidiary that is interested to hire a qualified candidate, which the company wants to relocate to France to carry out a six-month assignment. In this regard, the assignment has provided a critical analysis of five key factors that should be utilised by the Irish subsidiary under the selection of the candidate that it wants to relocate to France to carry out the international assignment.
Likewise, these analyses have also been provided to examine those factors that can affect the success of the expatriate within the French headquarter of the company, for which the theory of Hofstede’s cultural dimension has also been utilised. Finally, the details of two important approaches related to designing an appropriate compensation package have also been provided under this assignment that the Irish company can use to reward/compensate the expatriate employee in return for his/her services.
[bookmark: _Toc72931253]Key Factors for Selecting the Expatriate Employee
[bookmark: _Toc72931254]Adaptability to Cultural Change
One of the important factors that should be considered by the Irish subsidiary during the selection of the candidate, which it wants to relocate to France for a six-month assignment is linked to the adaptability of the candidate to cultural change (Bierwiaczonek and Waldzus, 2016). This means that the Irish subsidiary should look for a candidate who not only demonstrates the ability to adapt to cultural change but he/she also possesses a degree of cultural toughness. This is because existing research has shown that initially most expatriate employees feel exhilarated during the initial days/weeks of their overseas assignment (Zhu, 2019). However, when they experience a cultural shock (after a few months), they begin to feel confused and even frustrated while performing their work in a new environment.
Thus, to deal with this problem, the Irish company/subsidiary during the selection process can analyse several important characteristics of the candidate which can help it to determine whether he/she will be able to adapt to the new environment or the French culture. An example of such a characteristic can include the candidate’s work experience with cultures other than his/her own. This can even include selecting a candidate who might have prior work experience related to working under French culture or work environment. This can also include a candidate who might have French heritage, etc.
[bookmark: _Toc72931255]Emotional and Physical Health
Another important factor that should be considered by the Irish subsidiary while selecting the candidate for the six-month assignment is linked with the physical and emotional health of the candidate. This is because most organisations usually try to avoid hiring those employees or expatriate workers that may have a physical condition, such as heart-related problems. This is because the health of these employees can deteriorate while performing the overseas assignment, which in turn, can compel the company to call back the employee, leading to wastage of resources and time (Alkhamis and Miraj, 2018). Likewise, the Irish company will also have to assess the mental health of the candidate, especially in terms of assessing their ability to withstand the cultural shock under the new environment or in this case France.
[bookmark: _Toc72931256]Motivation to Work on Foreign Assignment
Even though most expatriate employees or candidates who are sent overseas are usually found to demonstrate a desire to work abroad, this is generally not considered a factor to determine their motivation to work on international assignments (Linder, 2019). In this regard, it can be stated that while selecting the candidate, the Irish company should also assess whether the candidate realizes or understands the importance of the job that he/she needs to perform after getting relocated to France.
This also includes determining whether the candidate has a sense of mission in terms of performing the work abroad. Moreover, it will also be important for the Irish company to determine whether the candidate is happy with his/her current situation at home (Linder, 2019). This is because if the candidate is not satisfied with his/her current situation and wants to take the job just to get away from his/her unhappiness/dissatisfaction, then such a candidate would not perform effectively while working on an overseas assignment. Thus, if the Irish company wants to ensure that it sends the right candidate to France for its six months assignment, then it will have to focus on hiring those people that may have a pioneering spirit or a desire for adventure while performing the work abroad (Chan et al., 2018).
[bookmark: _Toc72931257]Leadership Ability
The Irish company/subsidiary should also assess the ability of the candidate in terms of influencing people to act in a certain way before selecting and relocating him/her to France to carry out the six-month assignment. However, determining whether the candidate (who might have good leadership skills in the home country) also performs effectively in an overseas assignment (or in this case France) can be difficult for the Irish company.
However, to address this problem, the Irish subsidiary can assess certain important characteristics under the candidate, which can range from emotional stability, maturity, creativity, as well as the ability to take initiative (Van Vianen et al., 2017). If these important characteristics related to leadership are present within the candidate, then the company can hire and relocate him/her to France to carry out the international assignment. This is because such a candidate will be more prone to demonstrate good leadership skills while performing overseas work and managing people in another country (Na-Nan and Ngudgratoke, 2017).
[bookmark: _Toc72931258]Language Training
The Irish company will also have to consider whether the candidate can speak the French language (i.e., the foreign language) before deciding to hire and relocate him/her to France to carry out the international assignment. However, if the candidate has no knowledge about speaking, writing, or understanding the foreign language but has the potential to effectively perform the international assignment, then the company can provide language training to such a candidate. This can help him/her to understand the language of the foreign country, perform his/her work without facing any problem, and communicate effectively with people in the foreign country (Tenzer and Schuster, 2017).
[bookmark: _Toc72931259]Factors Impacting the Success of Expatriate Employee (Hofstede's Cultural Dimensions)
[bookmark: _Toc72931260]Power Distance
	Power distance can be described as the degree to which less powerful individuals in an organisation under a given country accept and expect that power is distributed unequally (Beugelsdijk and Welzel, 2018). France possesses a high-power distance culture since the country is enriched in wealth and is also high in aristocracy. In other words, it can be stated that inequality is accepted by the people in France and the power is highly centralised in the country. In most organisations that are operating in France, the flow of information is found to be hierarchical and the attitude towards the manager tends to be more formal (Hofstede Insights, 2021).
Thus, to perform his/her work successfully, the expatriate employee in the French headquarters of the Irish company will have to respect the levels of hierarchy in the organisation and avoid making decisions without getting the approval of his/her reporting manager. Moreover, bypassing the levels of hierarchy to share views and opinions with the top management directly will also be viewed negatively in France, which will also make it difficult for the expatriate to survive and work effectively in this foreign country.
[bookmark: _Toc72931261]Individual Versus Group Orientation
France also possesses an individualistic culture, where people tend to emphasise their achievements and focus on reaching their personal goals in the workplace to increase their wealth, gain promotion, and recognition within their organisations (Hofstede Insights, 2021). Moreover, after arriving in France, the expatriate employee can experience competition from his/her colleagues at the headquarters of the company and he/she might have to perform his/her work alone as the employee may not be able to receive sufficient guidance or help from his/her supervisors or colleagues (Lyons, 2016). Thus, to become successful in France, the expatriate employee will have to prepare himself/herself for the international assignment before arriving in the country and he/she will also have to demonstrate the ability to perform his/her work effectively with little or no supervision.
[bookmark: _Toc72931262]Uncertainty Avoidance
The culture of France has a high score on the dimension of uncertainty avoidance. This means that while working in the French headquarters, the expatriate employee will have to give high emphasis on making appropriate plans and strategies (including contingency plans) to reduce the uncertainty associated with the outcomes of work-related decisions (Hofstede Insights, 2021). Moreover, the expatriate will also have to ensure that he/she has all the important information before conducting negotiations or business meetings with other people or stakeholders of the company (Matusitz and Musambira, 2013). Failing to do so will make the expatriate look unprepared, which in turn, will risk creating a negative perception among the people or the superiors of the expatriate about his/her work performance under the French headquarters of the Irish organisation.
[bookmark: _Toc72931263]Masculine versus Feminine Orientation
France has been regarded to possess a more feminine culture where both the purpose and quality of life are highly valued. Moreover, both females and males in France tend to have equal social roles. Furthermore, the emphasis on quality of life in France can be understood by its welfare system, 5 weeks of holidays every year, and 35 hours working week (Lepinteur, 2019). This can be a positive point for an expatriate worker, especially in terms of helping him/her to maintain a work-life balance, leading to enhanced motivation and job performance.
[bookmark: _Toc72931264]Long-term Orientation
France can be considered as a pragmatic society where people tend to think that truth depends on time, context, and situation. Moreover, people in France also feel comfortable adapting their traditions in response to changing conditions, and they also demonstrate perseverance in accomplishing their goals (Hofstede Insights, 2021). Thus, to become successful in France, the expatriate will have to demonstrate good capacity in terms of adapting to changing conditions and anticipating the future.
[bookmark: _Toc72931265]Indulgence
When it comes to restraint versus indulgence, the score of France lies somewhere in the middle, since French people have been noted to feel less relaxed and enjoy their lives less frequently than people in other countries (Hofstede Insights, 2021). This factor can impact the success of the expatriate worker negatively to some extent by reducing the opportunities for him/her to socialise with other people and enjoy life by engaging in leisure activities, leading to reduced motivation and job satisfaction.
[bookmark: _Toc72931266]Approaches Used for Designing Compensation Package
[bookmark: _Toc72931267]Home-based Approach
To design an appropriate compensation package for the expatriate employee, a home-based approach can be used by the Irish organisation/subsidiary. In this approach, the expatriate employee working under the French headquarters of the company can be given an expatriate compensation package that tends to equalise the difference in cost between the international assignments and the assignments that are performed by the employee in his/her home country (Mane and Arora, 2018). In other words, this approach can help the organisation in protecting expatriations from the differences in cost that occur between host and home countries.
[bookmark: _Toc72931268]Host-based Approach
The Irish subsidiary can also utilise the host-based approach where the expatriate employee is transferred to the payroll of the host country (or in this case France) and attains base pay (or incentives) based on the regulations and practices associated with providing compensation that is followed in the host country (Kang and Shen, 2017). This approach can provide benefit to the Irish company by ensuring that consistency is maintained under the treatment of the expatriate during the provision of compensation regardless of the locations or countries where the expatriate might be required to work. Moreover, this approach will also be easier for the Irish company to administer for compensating or rewarding the expatriate employee (Skomars, 2020).
[bookmark: _Toc72931269]Conclusion
From the above-conducted analyses, it can be concluded that to ensure that the Irish subsidiary hires the right candidate so that the six-month assignment in France can be executed successfully, the company will have to assess the ability of the candidate to adapt to the cultural change. This also includes his/her leadership ability, motivation to work on international assignments, as well as his/her emotional and physical health to perform the job effectively. Moreover, it can also be concluded from this assignment that the hired expatriate employee himself/herself will have to analyse and study the culture of the foreign country (or in this case France) to ensure his/her success. Finally, the assignment has also concluded that to design an appropriate compensation package, the Irish company can utilise either a home-based approach or host-based approach to reward or compensate the expatriate employee in return for his/her services.
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