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UNIT:1

InternationalHumanResourceManagement Overview

InternationalHuman Resource Management(IHRM) can be defined as a setof

activitiestargetinghumanresourcemanagementattheinternationallevel.Itstrivesto

meetorganizationalobjectivesandachievecompetitiveadvantageovercompetitorsat

nationalandinternationallevel.

IHRM comprisesoftypicalHRM functionssuchasrecruitment,selection,trainingand

development,performanceappraisalanddismissaldoneattheinternationalleveland

additionalexercisessuchasglobalskillsmanagement,expatriatemanagementandso

on.

In short,IHRM is concerned with handling the human resources atMultinational

Companies(MNCs)anditincludesmanagingthreetypesofemployees−

 Homecountryemployees: Employeesresidinginthehomecountryofthecompany

wherethecorporateheadquarterissituated,forexample,anIndianworkinginIndiafor

somecompanywhoseheadquartersareinIndiaitself.

 Hostcountryemployees: Employeesresidinginthenationinwhichthesubsidiaryis

located,forexample,anIndianworkingasanNRIinsomeforeigncountry.

 Thirdcountryemployees: Thesearetheemployeeswhoarenotfrom homecountryor

hostcountrybutareemployedattheadditionalorcorporateheadquarters.

Forexample,anIndianMNC,whichhasitscorporateofficeinAmerica,mayemploya

FrenchpersonastheCEOtothesubsidiary.TheFrenchmanemployedisathirdcountry

employee.

IHRM vs.HRM
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TherearemanysimilaritiesbetweenHRM atthenationalaswellasinternationallevel.

However,letushavealookatthedifferencesbetweenthem withthehelpofpoints

givenbelow−

 DomesticHRM takesplaceatthenationallevel,thatis,withinacountryandIHRM takes

placeattheinternationallevel,thatis,inbetweentwoormorethantwocountries.

 DomesticHRM isbotheredaboutmanagingemployeesbelongingtoonenationand

IHRM isbotheredaboutmanagingemployeesbelongingthehomecountryandhost

countryaswellasthirdcountryemployees.

 DomesticHRM isconcernedwithmanaginglimitednumberofHRM activitiesatthe

nationallevelandIHRM isconcerned withmanaging additionalactivitiessuchas

expatriatemanagement.

 DomesticHRM islesscomplicatedduetolessimprintfrom theexternalenvironment.

IHRM iscomparativelymorecomplicated,asitisdeeplyaffectedbytheexternalfactors

suchasculturaldistanceandinstitutionalfactors.

WecanconcludethatbothIHRM andHRM sharesomegroundsofsimilaritiesaswell

asdissimilarities,butbothhavetheirownimportance.Further,theycontributetothe

developmentofacountryinacombinedmanner.

MajorfunctionsofInternationalHumanResourceManagement

In Internationalhuman resourcemanagement,therearefivefunctionalareasthat

includerecruitmentandselection,developmentandtraining,performanceevaluation,

remuneration and laborrelations.In the firstfunction ofIHRM,Recruitmentand

selection,companyemploysnewqualifiedcandidatesforinternationaloperations.

TheSelectionrequireschoosingfrom thispoolthecandidatewhosequalificationsmost

closelymatchthejobrequirements.Staffingisacomplexfunctionofinternational

humanresourcemanagement.
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Intheglobalfirms,themanagingandstaffingapproachstronglyaffectsthetypeof

employeethecompanyprefers.Inacompanywithanethnocentricapproach,parent

countrynationalsusuallystaffimportantpositionsatheadquartersandsubsidiaries.In

recruitmentandselectionmethods,firmsconsiderbothheadquarters’practicesand

thosewidespreadinthecountriesofitssubsidiaries.Localculturealsohavegreat

impactonrecruitmentandselectionpractices,andinsomecountries,locallawsrequire

aspecificapproach.Inchoosingthesuitablecandidate,itisneededtomakebalance

betweeninternalcorporateconsistencyandsensitivitytolocallaborpractices.

RemunerationandbenefitsisotherfunctionalapproachofIHRM.Remunerationof

employeesplaysanimportantroleinhiringnew employeesbecausepayisthemajor

source ofpeople to live in the world.To develop an internationalsystem of

compensationandbenefits,firmshavetwoprimaryconcerns.

The firstis comparability.A good compensation system disperses salaries to

employeesthatareinternallyequivalentandcompetitivewithinthemarketplace.The

internationalorganizationmustalsoconsiderthesalariesofpeoplewhomaytransfer

from otherlocations.Thesecondmajorconcerniscost.Organizationsstruggleto

reduceallexpenses,andpayrollisoneofthelargest.

AnothersignificantfunctionofIHRM isDevelopmentandtrainingwhichisaimedto

offersufficienttrainingtopersonnelinacompanyandenablethem tofulfiltheirgoals,

aswellasshowbetterperformanceandgrowthwiththeirwork.Atgloballevel,human

resourcedevelopmentexpertsmusthaveresponsibilityfortraininganddevelopmentof

employeeslocatedinsubsidiariesaroundtheworld,specializedtrainingtoprepare

expatriatesforassignmentsabroad,andlastlydevelopmentofaspecialgroupof

worldwidemindedmanagers.

InternationalHRdevelopmentprogramsmaybedoneintwowayssuchascentralized

anddecentralized.Inacentralizedapproach,trainingoriginatesattheheadquartersand

corporatetrainerstraveltosubsidiaries,oftenadaptingtolocalsituations.Thisfitsthe
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ethnocentricmodel.Ageocentricapproachisalsocentralized,andtrainerscouldbe

sentfrom variouspositionsineithertheheadquartersorsubsidiariestoanyother

locationinthecompany.Inadecentralizedapproach,trainingisgivenlocally,following

apolycentricmodel.Whentrainingisdecentralized,theculturalbackgroundsofthe

trainersandtraineesareusuallysimilar.Localpeopledeveloptrainingmaterialsand

techniquesforuseintheirownarea.Itisimportantthattrainermustbequalified.

Performance evaluation is the effective function ofinternationalhuman resource

management.Incompanies,theperformanceevaluationisregularlyperformedfor

administrationordevelopmentintentions.Usually,administrationconductevaluation

whenthereisdoubtofperformanceofcandidateandthereisaneedofperformance

evaluationonworkconditionsofemployees,promotions,rewardsand/orlayoffs.In

multinationalcompanies,performanceappraisalsareusuallydoneannuallyandusea

standardizedevaluationform.PerformanceevaluationiscomplextaskforInternational

HR managers because the organization mustevaluate employees from different

countriesworkingindifferentsubsidiaries.Performanceevaluationdependsonthe

organization’soverallhumanresourcemanagementstrategy.

HRM inGloballyCompetitive Environment

HRprofessionals arefacedwithaddressingglobalissuesonanever-increasingbasis.

This is true even fororganizations thathistoricallyonlyoperated in a domestic

environment.Issuesincludeglobalcompetitionforproductsandservices,globaltalent

management,risk and privacy,understanding globaldiversityand culturalissues,

flexible reward systems, leadership challenges, and managing international

assignments.WhilemanyoftheHRcompetenciesapplytodomesticHRpractitioners,

new and heightened globalskills are required forHR practitioners to dealwith

internationalissues.

Thisarticlewillprovideanoverviewofseveralkeyissuesandcompetenciesrequiredfor
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globalHRpractitioners.

GlobalTalentEnvironment

Challengesincludeworkingwithanever-increasingmobileworkforcewithtradeand

visarestrictionsgenerallymakingiteasierforemployeestomovefrom countryto

country.HRprofessionalsmustunderstandthevariousformsandmethodsofvisas

andtheemployerresponsibilitiestoeffectivelypromoteandmanagetalentacross

borders,includingemployeetaxationissues.

Technology advances have also increased the ability of remote

access, telecommunications,managingemployeesona24/7basisandprojecttransfer

to“follow thesun”asoperationsmovefrom onegeographicregiontoanotherduring

theworkdayinotherregions.

Differentgenerationsintheworkplace,combinedwithcountryandculturaldifferences

impactallaspectsoftalentmanagementincludingrecruitment,selection,onboarding,

coaching,training,performancemanagement,compensation,andretirementissues.A

“onesizefitsall”approachisnoteffectivesoabalancingactbetweenglobalizationand

localizationiscritical.Amongthetalentissuestobeaddressed:

 Dealingwith24/7globaloperations

 Millennial/generationaldifferencesregardingvaluesandworkplaceexpectations

 Intellectualcapitalandknowledgetransfer

 Mobilityissues

 Marketskillshortagesandcompetitionfortalent

 Phasedandearlyretirementissues
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TechnologyandPrivacyIssues

Globaltechnology,datacollection,andprivacyregulationsmustbeunderstoodand

followed.Identifytheft,hacking,privacynotification,anddatasecurityfactorsmustbe

takenintoconsideration.HRMStoolsmustbeconfiguredtodeterminedappropriate

system designaccountingfortrackingpersonaldata,currencyconversion,language,

payratesandfrequencymethodscombinedwithdataencryption.

GlobalEconomy

Newcompetitors,changinglabormarkets,laborforceavailability,currencyandinflation

factors,tariffs,customs and importlaws,grease payments and corporate social

responsibilitywithinglobalmarketsmustbeconsideredincluding:

 Newandemerginglabormarkets

 Inflationandcorporate/employeetaxation

 Newskillssets

 Unemploymentlevels

UnderstandingCulturalDiversity

Akeytraitofeffectivehumanresourcemanagementistounderstandandreconcile

culturaldifferenceswithintheorganizationandharmonizetheserelationships.Different

culturalnormsandnuances,colorandnumerologyissues,gestures,societalnorms,

power/distancerelationships,recruitingeffortsandperformancemanagementmustbe

clearlyunderstoodonacountrybycountrybasis.

AgilitywithRewardSystems

Onacountrybycountrybasis,totalrewardsystems(basecompensation,variablepay

andbenefits)mustbeeffectivelyapplied.Atotalrewardphilosophystatementmay

provideguidancetoassistindevelopingglobalsystemsbasedonwhatisprovidedby
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thehomecountry,normativepractices,taxationlevelsandemployeeexpectations.For

example,insomecountriesthegovernmentprovidescomprehensivehealthcare,life

insurance,disabilityandretirementplans.Inothercountries,minimum healthcaremay

beprovidedbythegovernmentwithacommonpracticetohavetheemployerprovide

supplementalhealthinsurance.

ManagingGlobalLeadership

Effectivegloballeadershaveseveralkeycharacteristics,manyofwhicharesimilarto

anyleadershiprolesuchasintegrity,trust,interpersonalcommunicationskills,people

development,vision,problem solving and strategic planning.Some ofthe key

differencesaregreaterflexibilityandagilitytoadapt,appreciationforsubtleandnotso

subtle cultural nuances, diversity and inclusion awareness, influencing skills,

internationalbusinessexperiencealongwiththeabilitytotravelinternationally.

ManagingInternationalAssignments

Mostorganizationsdonothandleexpatriationandrepatriationwell.Ingeneral,thereis

alackofassigneeassessmentandpreparationincludingfamilyinterviews,broader

culturalandlanguagetraining,ongoingfeedbackanddiscussion,visarequirements,

knowledgeoflocalcustomsand laws,taxreconciliation and identification ofthe

repatriationprocess.Internationalassignmentstypicallycostthreetimestheindividuals

basesalaryandroughly60% repatriationsresultintheassigneeleavingwithinsix

monthsafterreturn.Awarenessofcultureshockandreversecultureshockwillassistin

managingassignments.Havingadditionalresourcestoassistwithmanagingtravel,

emergency evacuations,language and culturaltraining along with balance sheet

evaluation ofappropriate compensation and living expenses,taxequalization and

lodgingassistanceareinvaluable.

CommunicationSkills
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Proficiencyinmultiplelanguageskillsareahugeplus.French,Spanish,Germanand

FlemisharepreferredinadditiontoEnglish.Butbeyondlanguageskills,understanding

culturalnuancesandavoidingUSbasedidiomsorphrasesmaycreatedifficultiesand

relationshipchallenges.Executiveswithexperiencesinlivinginmultiplecountrieswill

providegreaterunderstandingoftheissues.

InternationalHRM:RoleandDistinguishing Activities

Globalhumanresourcesmanagersareresponsibleforrecruitmentofnewemployees,

training,professionaldevelopment,benefitsandlegalcompliancejustlikeanyotherHR

team,buttheydosoonaglobalscale.

RecruitmentandOnboardingProcess

Attracting,hiringandretainingaskilledworkforceisperhapsthemostbasicofthe

human resources functions.There are severalelements to this task including

developingajobdescription,interviewingcandidates,makingoffersandnegotiating

salariesandbenefits.Althoughacomplextaskforanybusiness,itismademore

complexintheinternationalarenaduetodifferencesineducationalsystemsfrom one

countrytothenextand,ofcourse,differenceinlanguages.

Companiesthatrecognizethevalueoftheirpeopleplaceasignificantamountofstock

intherecruitmentfunctionofHR,nomatterwhereintheworldhiringtakesplace.There

isgoodreasonforthis–havingasolidteam ofemployeescanraisethecompany’s

profile,helpittoachieveprofitabilityandkeepitrunningeffectivelyandefficiently.

On-the-JobTraining

Evenwhenanorganizationhiresskilledemployees,thereisnormallysomelevelofon-

the-jobtrainingthatthehumanresourcesdepartmentisresponsibleforproviding.This

isbecauseeveryorganizationperformstasksinaslightlydifferentway.Onecompany

mightusecomputersoftwaredifferentlyfrom another,oritmayhaveadifferent
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timekeeping method.Whateverthespecificprocessesoftheorganization,human

resourceshasamainfunctioninprovidingthistrainingtothestaff.

Thetrainingfunctionisamplifiedwhentheorganizationisrunningglobaloperationsin

anumberofdifferentlocations.Multiplesessionsinnumerousinternationallocations

may be called for,although online webinars and training tools can sometimes

effectivelyreachanywhereontheglobe.Having streamlinedprocessesacrossall

locations makes communication and the sharing of resources a much more

manageabletask.

ContinuingProfessionalDevelopment

CloselyrelatedtotrainingisHR’sfunctioninprofessionaldevelopment.Butwhereas

trainingneedsarecenteredaroundtheorganization’sprocessesandprocedures,

professionaldevelopmentisaboutprovidingemployeeswithopportunitiesforgrowth

andeducationonanindividualbasis.Developmentoftenentailsmovinganemployee

betweendepartmentssothatheorshegainsskillsinmultipleareas.Foran

internationaloperation,thismayalsomeanmovingemployeesacrossboundaries.

Manyhumanresourcedepartmentsalsoofferprofessionaldevelopmentopportunities

totheiremployeesbysponsoringthem tovisitconferences,externalskillstrainingdays

ortradeshows.Theresultisawin-win:ithelpstheemployeefeellikesheisavitaland

cared-forpartoftheteam andtheorganizationbenefitsfrom theemployee’saddedskill

setandmotivation.

BenefitsandCompensation

Whilethemanagementofbenefitsandcompensationisagivenforhumanresources,

theglobalizationofcompaniesinthetwenty-firstcenturyhasmeantthatHRmustnow

adapttonewwaysofprovidingbenefitstoanorganization’semployees.Non-traditional

benefitssuchasflexibleworkinghours,paternityleave,extendedvacationtimeand

telecommutingarewaystomotivateexistingemployeesandtoattractandretainnew
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skilled employees.Balancing compensation and benefits for the organization’s

workforceisanimportantHRfunctionbecauseitrequiresasensitivitytothewantsand

needsofadiversegroupofpeople.

EnsuringLegalCompliance

Thefinalfunctionofhumanresourcemanagementisperhapstheleastglamorousbut

arguablyofutmostimportance.Ensuringlegalcompliancewithlaborandtaxlaw isa

vitalpartofensuringtheorganization’scontinuedexistence.Thefederalgovernmentas

wellasthestateandlocalgovernmentwherethebusinessoperatesimposemandates

oncompaniesregardingtheworkinghoursofemployees,taxallowances,required

breaktimesandworkinghours,minimum wageamountsandpoliciesondiscrimination.

Thistaskbecomesverymuchmorecomplexwhendifferentlawsindifferentcountries

needtobetakenintoaccountaswell.Beingawareoftheselawsandpoliciesand

workingtokeeptheorganizationcompletelylegalatalltimesisanessentialroleof

humanresources.

Activities

1.Staffing:

Staffingreferstotheprocessofdeterminingtheorganization’scurrentandfuture

humanresourcerequirementstomeettheorganizationalgoalsandtakingappropriate

stepssoastofulfilthoserequirements.Theprocessinvolvesidentifyingthehuman

resourcerequirementofanorganization,andrecruitment,selection,andplacementof

humanresources.

Humanresourceplanningreferstotheprocessofforecastingsupplyanddemandfor

theorganizationandtheactionplantomeetitshumanresourcerequirements.Itisthe

decision-makingprocessastowhatpositionsafirm hastofillandhowtofillthem and

placesoptimallythehumanresourcesystemsintheorganization.
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2.RecruitmentandSelection:

‘Recruitment’refers to the process by which an organization attracts the most

competentpeopletoapplyforitsjobopeningswhereas‘selection’referstotheprocess

bywhichorganizationsfilltheirvacantpositions.

Theprocessofrecruitmentandselectionvarieswidelyamongcountries.Forinstance,

extensive formaltesting and screening techniques are often employed in Asian

countrieswherepeoplearehighlytest-orientedandcomfortablewithformaltests.

TestingisoftendiscouragedintheUSduetoitsnegativeimpactonequalemployment

opportunitiesandaffirmativeactionefforts.Europeanstestconsiderablymorethan

AmericansbutnotasmuchasAsians.Rigorousstaffingpracticessuchasformal

testingareusedevenlessinCanadawhereequalemploymentandhumanrights

legislationisevenmorerestrictivecomparedtotheUS.

3.ManagingExpatriates:

Peopleworkingoutoftheirhomecountries,alsoknownasexpatriates,form anintegral

partofa firm’s internationalstaffing strategy,especiallyforhighermanagement

positions.Besideidentifyingandrecruitingtherightpersonnelwithdesiredskillsfor

internationalassignments,itis also extremelyimportantto provide them with a

conduciveenvironmenttogettheiroptimum output.

Expatriates also contribute significantly to internationalremittances.Worldwide

remittances are estimated to have exceeded US$318 billion in 2007,ofwhich

developingcountriesreceivedUS$240million.

4.TrainingandDevelopment:

‘Training’referstotheprocessbywhichemployeesacquireskills,knowledge,and

abilitiestoperform boththeircurrentandfutureassignmentsintheorganization.

Trainingaimsatalteringbehaviour,attitude,knowledge,andskillsofpersonnelsoasto

increasetheperformanceofemployees.
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Theneedforimpartingpre-departuretrainingto spouseandchildren,besidesthe

employee,isincreasinglyrecognized byMNEs.Pre-departure training isaimed at

smoothtransitionofexpatriatesandtheirfamiliestoaforeignlocation.

5.PerformanceManagement:

‘Performancemanagement’isacomprehensiveterm thatreferstotheprocessthat

enables a firm to evaluate the performance ofits personnelagainstpre-defined

parametersfortheirconsistentimprovementssoastoachieveorganizationalgoals.

Thesystem usedtoformallyassessandmeasureemployees’workperformanceis

termedasperformanceappraisal.

Evaluation ofan employee’s performance is required forassessing employee’s

contributiontoachieveorganizationalgoals,facilitateadministrativedecisionsrelated

tocompensation,promotionortransfer,etc.

Determinationoftheevaluationcriteria,thechoiceoftheevaluators,andthedeliveryof

timelyandculturallysensitivefeedbackconstitutetheprincipalchallengesrelatedtothe

performanceevaluationofexpatriates.

Intheinternationalcontext,performanceappraisalbecomesmorecomplexdueto

possibleconflictbetweentheobjectivesofanMNE’sheadquartersandsubsidiaries,

non-comparabilityofinformationbetweenthesubsidiaries,thevolatilityofinternational

markets,anddifferencesinlevelsofmarketmaturity.

Therefore,internationalHRmanagersneedtoreconcilethedifferencesbetweenthe

need foruniversalappraisalstandards and the specific objectives ofthe local

subsidiaries,andtorecognizethatmoretimemaybeneededtoachieveresultsin

markets,whichenjoylittlesupportinginfrastructurefrom theparentcompany.

MNEsneedtoevolvesystematicprocessesforevaluationofemployeesfrom different

countrieswho workin differentenvironments.Developing consistentperformance



KMBHR05:InternationalHumanResourceManagement

AkhileshGaur(MBADepartment)
RajivAcademyforTechnologyandManagement,Mathura13

evaluation methods often conflicts with the diverse culturalfactors ofthe host

countries.

Forinstance,itmaybeappropriateinacountrywithlow-contextcultureliketheUSto

preciselypointoutanemployee’sshortcomingsdirectlywhereaspubliccriticism inhigh

-contextcultures,such as China,Japan,and to some extent,India may prove

counterproductive;insuchculturestheopportunitytosaveone’sfaceisextremely

important.

6.Compensation:

Compensationreferstothefinancialremunerationthatemployeesreceiveinexchange

oftheirservicesrenderedtotheorganization.Itincludeswages,salaries,payrise,and

othermonetaryissues.

Agoodcompensationsystem shouldbedesignedwithintheregulatoryframeworkof

thecountryofoperationofanMNEandshouldbeabletoattractandretainthebest

availabletalent.Besides,itshouldbeequitableamongemployeesandmotivatethem to

achievehighlevelsofperformance

Organizationalstructureand HRM

Definingandcommunicatingthehumanresourcetermsanddefinitionsusedbya

companyensuresallpersonnelusethesameterminology.

HR professionalshelpcompanyleadersandtheirsubordinatesdefineaneffective,

cohesiveorganizationalstructurethatsupportsthecompanyinachievingitsbusiness

goals.

Industryassociations,suchastheSocietyforHumanResourceManagement,publish

tips,toolsandtechniquesfrom whichacompanycancreateitsownglossary.This
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helpscompanyleaderscommunicatewiththerestofthecompanyaswell.

FEATURES:

1.The organizationalstructure shouldbesetastheresultoftheHR Management

GoalsandthedefinedHRModel.

2. The HR Organization defines clear boundaries around HR Processes. The

Compensation and Benefits unitshould be clearly aboutthe compensation of

employeesandbuildingdifferentcompensationstrategies.

3.Each organizationalstructure restricts the free flow ofinformation.The clear

communicationchannelsshouldbedesignedasallHRemployeesknow information

significantfortheirjob.ManyHRFunctionsdosufferfrom theinsufficientinformation.

4.TheHROrganizationalStructureshouldbeasflataspossible.The decisionmaking

responsibility shouldbegiventothelowestlevelsoftheHROrganization.

5.The organizationalstructure hastobeflexible.Theprioritiesoftheorganization

shouldchangequicklyandthereactionisneeded.

TYPES

1.HorizontalOrganization: Inahorizontalorganization,onlyafewlayersexist.Insteadof

acomplexhierarchy,mostemployeesreporttothesameboss.Inthesetypesof

organizations,worktypicallygetsdonebyfunctionalprojectteams.Thisstructure

works wellforsmallcompanies buttends to become unwieldyas the company

becomeslarger,morediverseandlocatedinmorethanonelocation.

2.MatrixOrganization:Employeeswhoworkinamatrixorganizationreporttomore
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thanonemanager.  Thisallowsvaluable,highlytrainedresourcestosupportdifferent

departments.Employeeswhoworkinthistypeofstructuretendtorelyonprofessional

organizationsorinformalgroupmeetingswithpeopleperformingsimilarrolesfortheir

owndevelopment.

Forexample,anHRprofessionalmayreporttobothanHRdepartmentmanagerandthe

financedepartmentmanager.Theymayworkexclusivelywithfinanceprofessionals

andattendonlythefinanceteam meetings,relyingoninformalcommunicationfrom his

HRpeersaboutindustrytrendsandbestpractices.

3.DivisionalOrganisation:  Inthiscase,theorganisationisdividedintodivisionswhich

couldbebasedontheproduct,MarketsorGeographicarea.Eachdivisionhasitsown

setoffunctionslikefinance,marketingetc.,likesmallmicroorganisationswithinone

largeorganisation.

4.VerticalOrganization:Inatraditionalcompanystructure,eachfunctionhasitsown
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manager,whoreportstothecompany’sexecutiveleadership.Inlargecompanies,this

resultsinmultiplelayersofmanagers.Top-levelexecutivesmakesdecisionsforthe

subordinates.Departmentstendtofunctionindependentlyandnotshareresources,

toolsortechniques.Employeesineachdepartmenttendtorequirespecializedskills,

experienceandcompetencylevels
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GlobalHumanResource Planning

Withtheadventofglobalization,organizations–bigorsmallhaveceasedtobelocal,

theyhavebecomeglobal!Thishasincreased theworkforcediversityand cultural

sensitivitieshaveemergedlikeneverbefore.AllthisledtothedevelopmentofGlobal

HumanResourceManagement.

Eventhoseorganizationswhoconsiderthemselvesimmunetotransactionsacross

geographicalboundariesareconnectedtothewidernetworkglobally.Theyareinone

wayortheotherdependentuponorganizationsthatmayevennothaveheardabout.

Thereisinterdependencebetweenorganizationsinvariousareasandfunctions.

The preliminary function ofglobalHuman Resource Managementis thatthe

organization carries a localappealin the hostcountry despite maintaining an

internationalfeel.Toexemplify,anymultinational/internationalcompanywouldnot

liketobecalledaslocal,howeverthesamewantsadomestictouchinthehostcountry

andthereliesthechallenge.

Wemaytherefore,enumeratethe objectivesofglobalHRM asfollows:

1.Createalocalappealwithoutcompromisingupontheglobalidentity.

2.Generatingawarenessofcrossculturalsensitivitiesamongmanagersgloballyand

hiringofstaffacrossgeographicboundaries.

3.Traininguponculturesandsensitivitiesofthehostcountry.

The strategicroleofHumanresourcesManagement insuchascenarioistoensure

thatHRM policiesareintandem withandinsupportofthefirm’sstrategy,structureand

controls.Specifically,whenwetalkofstructuresandcontrolsthefollowingbecome

worthmentioninginthecontextofGlobalHRM.

 Decision Making: Thereisacertaindegreeofcentralizationofoperating decision
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making.Compare this to the Internationalstrategy,the core competencies are

centralizedandtherestaredecentralized.

 Co-ordination: Ahighdegreeofcoordinationisrequiredinwakeofthecrosscultural

sensitivities.Thereisinadditionalsoahighneedforculturalcontrol.

 IntegratingMechanisms: Manyintegratingmechanismsoperatesimultaneously.

GlobalHRM andtheStaffingPolicy

Herealsotheroleisnodifferenti.e.hiringindividualswithrequisiteskillstodoa

particularjob.Thechallengehereisdevelopingtoolstopromoteacorporateculture

thatisalmostthesameeverywhereexceptthatthelocalsensitivitiesaretakencareof.

Also,thedecidinguponthetopmanagementorkeypositionsgetsverytricky.Whether

tochoosealocalfrom thehostcountryforakeypositionordeployonefrom the

headquartersassumesimportance;andfinallywhetherornottohaveauniform hiring

policygloballyremainsabigchallenge.

Neverthelessanorganizationcanchooseto hireaccordingto anyofthestaffing

policiesmentionedbelow:

 Ethnocentric: HeretheKeymanagementpositionsarefilledbytheparentcountry

individuals.

 Polycentric: In polycentric staffing policy the host country nationals manage

subsidiaries whereas the headquarterpositions are held bythe parentcompany

nationals.

 Geocentric: Inthisstaffingpolicythebestandthemostcompetentindividualsholdkey

positionsirrespectiveofthenationalities.

GeocentricstaffingpolicyitseemsisthebestwhenitcomestoGlobalHRM.The

humanresourcesaredeployedproductivelyanditalsohelpsbuildastrongculturaland

informalmanagementnetwork.Theflipsideisthathumanresourcesbecomeabit
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expensivewhenhiredonageocentricbasis.Besidesthenationalimmigrationpolicies

maylimitimplementation.

GlobalHRM thereforeisaverychallengingfrontinHRM.Ifoneisabletostrikethe

rightchordindesigningstructuresandcontrols,thejobishalfdone.Subsidiariesare

heldtogetherbyglobalHRM,differentsubsidiariescanfunctionoperatecoherentlyonly

whenitisenabledbyefficientstructuresandcontrols.
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UNIT:2

InternationalStaffing

Staffing (orfinding,choosingandplacing)goodemployeesisdifficultevenathome.

However,itbecomesmoredifficultinothercountries.Forexample,untilrecentlyin

Russia,veryfewRussianshadresumesavailabletogivetoprospectiveemployerswith

vacantpositions.Consequently,recruitingisoftendoneonlybywordofmouth.Only

recentlyhavemoresophisticatedmethods—suchasstructuredinterviews,testingor

worksamples—beenusedonalimitedbasis.Moresystematicselectionisbecoming

necessaryinRussiaandmanyoftheformerSoviet-bloccountriesasyounger,more

highlyeducatedcandidatesarebeingneededbyinternationalfirms.

Decidingonthemixoflocalemployees,employeesfrom thehomecountry,andeven

peoplefrom thirdcountriesthatwillbestmeetorganizationalgoalsisachallenge.In

staffinganoverseasoperation,costisamajorfactortobeconsidered.Thecostof

establishingamanagerorprofessionalinanothercountrycanrunashighas$1million

forathree-yearjobassignment.Theactualcostsforplacingakeymanageroutsidethe

UnitedStatesoftenaretwicethemanager’sannualsalary.

Forinstance,ifthemanagerisgoingtoJapan,thecostsmaybeevenhigherwhen

housing costs,schooling subsidies,and tax equalization paymentare calculated.

Further,ifa managerorprofessionalexecutive quitsan internationalassignment

prematurelyorinsistsonatransferhome,associatedcostscanequalorexceedthe

annualsalary.“Failure”ratesformanagerssenttoothercountriesrunashighas45%.

Factorsthataremostlikelytobecausesofconcernforanemployeesentoverseasare

showninFigure.Thefigureshowsthatonlyroughlytwo-thirdstothree-fourthsof

employeessenttoanothercountryaresatisfiedwiththewaythetopfivesupportneeds

arebeingmet.Tomeettheseneeds,organizationsareoutsourcingvariousfunctions,

citinggainsincosteffectiveness,expertise,andefficiency.Severalrespondentstoa
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surveyonthesubjectsuggestedthatoutsourcingcertainHRfunctionstointernational

expertsmaybealong-term trend.

TypesofInternationalEmployees:Internationalemployeescanbeplacedinthree

differentclassifications. 

 Anexpatriate isanemployeeworkinginaunitorplantwhoisnotacitizenofthe

countryinwhichtheunitorplantislocatedbutisacitizenofthecountryinwhichthe

organizationisheadquartered.

 Ahost-countrynational isanemployeeworkinginaunitorplantwhoisacitizenofthe

countryinwhichtheunitorplantislocated,butwheretheunitorplantisoperatedbyan

organizationheadquarteredinanothercountry.

 Athird-countrynational isacitizenofonecountry,workinginasecondcountry,and

employedbyanorganizationheadquarteredinathirdcountry.Eachoftheseindividuals

presentssomeuniqueHRmanagementchallenges.Becauseinagivensituationeachis

a citizen ofa differentcountry,differenttax laws and otherfactors apply.HR

professionalshavetobeknowledgeableaboutthelawsandcustomsofeachcountry.

Theymustestablishappropriatepayrollandrecord-keepingprocedures,amongother

activities,toensurecompliancewithvaryingregulationsandrequirements.

EXPATRIATES 

(An expatriate (in abbreviated form, expat)is a person temporarilyorpermanently

residinginacountryandcultureotherthanthatoftheperson’supbringing.)(Aperson

wholeaveone’snativecountrytoliveelsewhere)ManyMNEsuseexpatriatestoensure

thatforeignoperationsarelinkedeffectivelywiththeparentcorporations.Generally,

expatriatesalsoareusedtodevelopinternationalcapabilitieswithinanorganization.

Experienced expatriates can provide a pooloftalentthatcan be tapped as the

organizationexpandsitsoperationsmorebroadlyintoevenmorecountries.Japanese-

ownedfirmswithoperationsintheUnitedStateshaverotatedJapanesemanagers
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throughU.S.operationsinordertoexpandtheknowledgeofU.S.businesspracticesin

theJapanesefirms.

Severaltypesofexpatriatesmaybedifferentiatedbyjobassignment,becausenotall

individualswhodecidetoworkasexpatriatesaresimilarintheassignmentsundertaken.

 Volunteerexpatriates: Thesearepersonswhowanttoworkabroadforaperiodoftime

becauseofcareerorself-developmentinterests.Often,theseexpatriatesvolunteerfor

shorter-term assignmentsoflessthanayearsothattheycanexperienceothercultures

andtraveltodesiredpartsoftheworld.

 Traditionalexpatriates: Theseareprofessionalsandmanagersassignedtoworkin

foreign operations forone to three years.They then rotate back to the parent

corporationinthehomecountry.

 Careerdevelopmentexpatriates: Theseindividualsareplacedinforeignjobstodevelop

theinternationalmanagementcapabilitiesofthefirm.Theymayserveonetothree

“tours”indifferentcountries,sothattheycandevelopabroaderunderstandingof

internationaloperations.

 Globalexpatriates: Thebroadcastcategorycomprisesthoseindividualswho move

from onecountrytoanother.Often,theyprefertoworkinternationallyratherthaninthe

homecountry.

HOST-COUNTRYNATIONALS

Usinghost-countrynationalsisimportantforseveralreasons.Itisimportantifthe

organizationwantstoestablishclearlythatitismakingacommitmenttothehost

countryandnotjustsettingupaforeignoperation.Host-countrynationalsoftenknow

theculture,politics,laws,andbusinesscustomsbetterthananoutsiderwould.Also,

tappingintotheinformal“power”networkmaybeimportant.InoneSoutheastAsian

country,foreigncompanieshavelearnedthatafirm’sproblemsareresolvedmore
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quicklyifafamilymemberofthatcountry’spresidentisaconsultanttothefirm ora

memberofitsmanagement.ButU.S.firmsmusttakecarethattheindividualsused

actuallyperform workforthecompany;the“salary”mustnotbeadisguisedbribepaid

inordertoobtaincontracts.Otherwise,thefirmscouldbeinviolationoftheFCPA

addressingforeigncorruptpractices.Anotherreasontousehost-countrynationalsisto

provideemploymentinthecountry.Inmanylesser-developedcountries,compensation

levelsaresignificantlylowerthanintheUnitedStates,soU.S.firmscangaincost

advantagesbyusinghost-countrynationalstostaffmanyjobs.

Recruitingthefirstgroupoflocalemployeescanbeachallenge.Theinitialgrouphelps

createacultureforthatorganization—forbetterorworse.Yet,theopportunityfor

seriouserrorsisgreat.Forexample,manycountrieshaveverydifferentemployment

laws,whichmaymakeitdifficulttodismissanemployee.Incountrieswherethereisa

shortage ofqualified candidates,good potentialemployees may be lostifnot

approachedcorrectly.Toaccomplishsuccessfulhiringofhost-countrynationals,many

firmsform partnershipswithlocalcompaniestohelpwithhiring.

THIRD-COUNTRYNATIONALS :

Usingthird-countrynationalsemphasizesthatatrulyglobalapproachisbeingtaken.

Often,theseindividualsareusedtohandleresponsibilitiesthroughoutacontinentor

region.Forinstance,a majorU.S.-based electronics companyhas its European

headquartersinBrussels,Belgium.

While mostemployees on the clericalstaffare Belgians,onlyabout20% ofthe

professionalsandmanagersarefrom Belgium.Mostoftherest,exceptforfiveU.S.

expatriates,arefrom otherWesternEuropeancountries.

Itisunusualtofindthird-countrynationalsinanew multinationalenterprise(MNE).

These are usuallystaffed with qualified nationals and expatriates.Third country

nationalsareoftenfirsthiredwhenacompanyhasseveralforeignoperationsand
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decidestoopenanother.Thechoiceisoftenbetweentransferringanotherexpatriate

from headquartersortransferringanemployeefrom anotheroverseasoperation.Third-

countrynationalsaremorecommoninMNEswithheadquartersinNorthAmericathan

inotherregions.

TRANSNATIONALPROJECTTEAMS:

Therehasbeenadramaticincreaseinthenumberandvarietyofmulticulturalor

“transnational”teams.Theseteamsmaybetemporaryorsomewhatpermanentandare

formedtosolveaspecificproblem ortohandleongoingactivities.Theyofteninclude

headquartersrepresentatives,host-countrynationals,andthird-countrynationals.They

areusefulnotonlyaspotentiallyvaluablebusinessunitsbutalsoasdevelopment

vehiclesforleaders.EastmanKodakformedatransnationalteam basedinLondonto

launchitsphotoCDatthesametimeinseveralEuropeancountries.Theteam dealt

withcomplexstrategicissuesacrossgeographicandculturalbarriers.

RecruitingandSelectingStafffor

international Assignments

 

Businessnewer-daysarerecognizedtobeinternationalandthereisauniversalbelief

thatthiswillprolonginthefuture.Thisiswhyorganisationsnow havetheneedfor

internationalmanagers,astheorganisationspreadworldwide,somusttheemployees.

Humanresourcemanagement(HRM)hasgrowntobeoneofthemostacceptedtopics

in internationalmanagement.Theemployeethatissend abroad isknown asan

expatriate.“Expatriatesareemployees/managerswhomovefrom thehomecountryto

anoverseaslocation.”(Tanner2009,360)Asuccessfulexpatriateusuallyentailavast

amountoftimeandmoney,however,abotchedexpatriatecanbeevenmoreexpensive
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foranorganisation.“Internationalbusinessisallthebusinesstransactionsinvolving

privatecompaniesorgovernmentsoftwoormorecountries.”(Daniels2009,864)

Internationalhuman resource management is an imperative aspect of MNE’s

internationalstrategiesandthedifficultyofmanaginginternationaloperations.The

determinationofthisstudyistogainabetterunderstandingofhow multinational

enterprises(MNE)selecttheirexpatriatemanagers.Itisimportanttonotethatthe

selection processisa discreteprocessand need to function successfullyin the

organisations.

1.MultinationalEnterprise.

Themultinational enterprise (MNE)canbemeasuredasthemostpowerfulorganisation

intheworldtoday.Globalizationisthe development thathasasignificantimpacton

how the world operates today and is mostly driven by the expansion ofMNE’s.

Internationalisationhaslinedthe technique fortheeradicationofboundariesbetween

countriesandnow multinationalenterprises(MNE’s)canbedistributedacrossthe

worldin exploration ofnewmarkets,opportunitiesandwherewithal.

“Amultinationalenterprise(MNE)takesaworldwideviewofmarketsandproduction.”

(Daniels 2009, 63) In simple terms, a Multinational enterprise (MNE)

will produce and market theirproductsanywhereintheworld.Operationscanalsotake

place in multiple countries, for example, in the wholesale trade Nestle is

an excellent exampleofanMNE.Nestlehasmarketingandproductionfacilitiesin

almosteverycountry,intheworld;NestleSwitzerlandoperationalplantsmustbe

managedtousethesamesetof management stylesastheirinternationalcounterpart

NestleSA.

A multinationalenterprise(MNE)isanorganisationthatholdsa hefty equityshare;

usuallyfiftypercentormoreofanotherorganisation,functioninginanoverseascountry.

Themultinational enterprise (MNE)canbeformedwhenanorganisationinonecountry

makesanimpartialityinvestmentinanorganisation,inanothercountry. Foreigndirect
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investment (FDI) is an investment in an overseas organisation where the

overseas financier holdsatleasttenpercentoftheaverageshares,acceptedwith

the objective of proven a ‘lasting interest’ overseas, a durable bond

and momentous influence on the management of the organisation.International

markets and foreign directinvestment(FDI)have amplified penetratingly in the

precedentdecades.Escalatinginternationalizationhashada remarkable influenceon

thecompetitive spot of numerous countries.

Roleof(MNE)instaffingapproaches.

Operatinginternationally,aMultinationalEnterprise(MNE)hasmany vital decisionsto

make,how to,beststructuretheorganisationinorderto manage business effectively.

“Accordingto(Schuleretal.1992,419-459),Themostinfluentialfactorthatdetermines

thesuccessoftheorganisation,isthewayin which theMultinationalEnterprise

differentiatesitsoperatingunitsinternationallyand,atthesametime,assimilates,

controland coordinate its activities.”Importantfactoris to balance the need for

diversity, to coordinate and manage to produce an organisation that is

internationally, flexible andcompetitive.Diversitybranchastheneedtooperateina

rejoinder manner in an array of environments occurs internationally arise.

Multinational enterprise’s(MNE’s)can supply resourcestohostcountriesthatother

organisations cannot. The host country can persuade them to transmit their

compensations in suitable forms. The compensation that a host country

can acquire from foreigndirectinvestment(FDI)isasfollow:1)Capital,2)Technology,

3)SkillsandManagementand4)Accesstomarkets.

*Capitals.

Foreign direct investment (FDI) brings to hand financialresources in the form

of capital forcountries who cannotafford the required capital.The capitalinflows

received from the FDIare more constant,and itis much easierto service than

trade debt or portfolio investment. In dissimilarity to other suppliers of capital,
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MNEs mostly investin long-standing assignments compelling risksandrepatriatingof

profitsonlywhenthe assignment yieldreturns.

*Technology.

Embryoniccountriestendto insulate intheuseoftechnology,eventhetechnologyin

developedcountriescanbeoutdated.TheMNEscanbring modern technologiesand

increase the effectiveness with which technologies can be used.

They modify technologies to local environments, depiction on their knowledge in

other embryonic countries. The MNE can improve technologies as modernization

materializeandspendingpatternschange,theycanalso rouse technicalcompetencies

in local organisationsbothsuppliersandcompetitors,bygivingsupport,actingasrole

modelsandincreasingcompetition.

*SkillsandManagement

Theneedfortraining,isregularlynotrecognisedbylocalorganisations,theMNE’s

is mostly in possession ofadvancedskillsandcan transfer theresourcestothehost

countries.They bring to hand experts,setuptrainingfacilitiesandhavesomeofthe

bestmanagementtechniques that offer the hostcountry a gargantuan competitive

advantage. Where association can be integrated into MNE’s networks, they

can cultivate capabilities to service the regional or international system in tasks,

productsormarkets.

*MarketAccess

The MNEs can provide access to exportmarkets,both forexisting activities

and new activities.InordertoattractMNEs,ahostcountrymustmakesurethatits

policiesandregulationsarebeneficial,whileatthesametimeprotectingthe state from

opportunistic entities. The process of internationalization and multinational

corporations influence the political areaofahostcountry,ahostcountrythatintendsto

attractmoreMNEsandinvestorsneedto generate animageof stability andreliability.



KMBHR05:InternationalHumanResourceManagement

AkhileshGaur(MBADepartment)
RajivAcademyforTechnologyandManagement,Mathura28

Thiscan bedonebyimplementing policiesand regulationsthatthe international

communityendorseandthatmakeMNE entry more advantageous forbothparties.The

main channelforthe transferofhuman resource management(HRM)across

internationalboundaries and various cultures is the MNE.Not only are MNEs

main cast lists in internationalbusiness,butthey are also crucialcastlists in

the practice ofhumanresourcemanagement(HRM)internationally.The procedure of

humanresourcemanagement(HRM)inothercountriesisoftenculturally specific,and

humanresource(HR)professionalsneedto take thisintoconsideration.

Themainfocusofanorganisation’shumanresources programme rightthroughallof

its progression and actionsshould bethe optimum support and reinforcement ofthe

organisation’sstrategy,inattemptsandactionsinvolvingboth strategy formulationand

implementation.The staffing approach has a significant impact on strategic

management, including selection of key MNE managers who have a

significant influence informulatingtheMNE’sstrategy,andthe selection ofmanagers

throughouttheMNE.

Staffingshould shape andstrengthenthe direction and main concernoftheMNE,such

asbeing steady withitsethnocentric,polycentric,region-centric,andgeocentricstaffing

approaches in operating international organisations.An organisation’s approach to

international endowment (staffing)mustsupportthe way ofdoingbusiness.Discussion

ontheorientationstowardstaffinginMNEcanbetracedtotheworkofHoward

Perlmutter,andhisworkrepresentstheseminaltheoreticalcontributiontothefield.He

introduceda classification ofmultinationalswhichdifferentiatedbetweenfirmsbased

ontheirattitudetowardgeographicsourcingoftheirmanagementteams.“Accordingto

Perlmutter,1969.Therearethree primary waysinwhichinternationalorganisationscan

be staffed;a fourth staffing approach was added later.”The connotations forthe

staffingfunctions,mainlyfor superior levelsofmanagement,heldbyregion-centric,

geocentric,ethnocentricandpolycentricstrategicapproachescanbediscussed.
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InternationalStaffingApproaches

Organisations involved in international business can be divided into four types

internationalstrategies,1) Global,2) Multi-domestic,3) Transnationaland 4)

Internationalstrategy.When a MNE has identified theirstrategy they look to

internationalmarketsfor potential growthstrategies.Managementbeliefsareaserious

matter,becauseitdecideshow an organisation viewsitselfinrelationtoitwantsand

needstomanagehumanresourcesindifferentcountries.Employeeswho mix withthe

organisation’scultureand havetheabilityto engagein theworking environment,

is extremely useful,foran international human resource managerin the selection

process.Nestle,forexample,is hiring employees who have the necessaryskills

requiredtoperform actualtasksandwhose style,beliefs,and value system needstobe

thesameastheorganisation.Factorssuchas local valuesandinternationaltrade

theoriesneed to betakeninto considerationwhenmanagers create astrategyfor

internationalmarkets.Ethnocentric,polycentric,geocentric and region-centric is

perspectivesthatmanagersthemselves present andcharacteriseintoquestion.

2.1Internationalstrategies.

2.1.1GlobalStrategy.

“Thisstrategydescribesthemostmatureinternationalstrategy,withhighlycoordinated

activities dispersed geographically around the world.”(Johnson 2008,306)This

strategyoffersastandardisedproductacrossanumberofnationalmarkets,withlittle

orno adjustment tolocalneedsorexpectations.Anexampleofacompanythatmake

useofthisstrategycanbeSony,astheycompeteineverycountry,intheworld,and

they regulate theirproductsforallmarketsindifferentcountries.

2.1.2Multi-DomesticStrategy.

“Thisstrategyissimilarlylooselycoordinatedinternationally,butinvolvesdispersion

overseas ofvarious activities,including manufacturing and sometimes product
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development.”(Johnson2008,305)Thisstrategyalsoaimsatadaptingaproductfor

usein national marketsrespondingtochangesinthelocal market environment.Local

adaption can makethe overall organisationalportfolio increasinglydiversified.This

strategy is most desirable in professionalservices,where localrelationships are

extremely valuable.

2.1.3TransnationalStrategy.

“Transnationalcompaniesoperateinmanycountriesanddelegatemanydecisionsto

localmanagers.”(Boddy2005,106)Thisstrategystrivestooptimisethetrade-offs

associatedwith productivity,localadaptationandlearning.

2.1.4InternationalStrategy.

Thisstrategycanbebased onthedisseminationand adaptationofacompany’s

knowledgeandexpertisetoforeignmarkets.

2.2Staffingapproaches.

Once the organisation has chosen their international strategy, they can

now choose and apply oneoffourstaffingapproachesinorderto manage theirstaffin

anefficientmannerintheorganisation.

2.2.1Ethnocentricapproach.

“Anethnocentricattitudeistheparochialistic beliefthatthebestworkapproachesand

practices arethoseofthehomecountry.”(Stephen2007,92)Anorganisationwith

a parent country strategy succeeds with this approach.The headquarter from

the parent country makes the key decisions, most employees from

the parent country have significant work, and the contributory support

the parent country,resourcemanagementprocedures.

The organisation procedure and culture values of
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the parent country are predominant when MNE follow the ethnocentric approach.A

managingandstaffingapproachcanbedevelopedbyheadquartersandissteadily

applied throughoutthe world. Organisations following this approach assume that

the parent country managementsystem isbetter,andthatstaffmembersfrom other

counterpartsoftheworldshouldfollowthesestyles.

2.2.1.1AdvantagesofusingEthnocentricapproach.

2.2.1.1.1Transmittingcorecompetencies.

Employeesthatcanbetransferredtoengageinan international strategy aremorelikely

tobeaufaitwithandprotecttheorganisation’scorecompetencies.Organisations

intendtocontinuewiththesuccessoftheorganisation,whenexpandingandoperating

ininternationalmarkets.They perpetuate the success bycontrollingandregulatingthe

useoftheorganisation’scorecompetencies.

2.2.1.1.2Counteringcognitivedissonance.

Organisationsmakeuseoftheethnocentricstaffing approach,tominimisethe level of

cognitivedissonance,asthereare various challengesoperatinginforeignmarkets;to

help them overcome these challenges, the organisation makes use

of reliable and competent employees to engage in proven working methods,in the

foreignmarket, . Anethnocentricstaffing approach isfrom timealmostimpossible.The

developmentandemployingoflocalworkerscanbealertedbythehostinggovernment,

thepreferencesofforeigncontributorytohirelocals.TheMNEisoftenpushedthrough

immigrationlawsandworkplacesetoflawstodoso.

2.1.1.2Disadvantageofusingethnocentricapproach.

2.1.1.2.1De-motivatestaff.

Theethnocentricstaffingapproachcande-motivatelocalmanagersandemployees.All

“smart”and competent employeeslivenearheadquarters,thissendsoutamessage,to
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lower-levelemployeesthattheorganisationdonot appreciate them whichleadtoless

motivatedstaff.

2.1.1.2.2Narrowinterpretationofforeignoperations.

Expatriate managers may struggle to oblige styles which are acceptable in the

organisation’sheadquarters,butwhichmaybeconsideredinappropriateinthehost

country.

2.2.2Polycentricapproach.

“A polycentricstaffingpolicyuseshost-countrynationalsto manage localsubsidiaries.”

(Daniels 2009,823)A local employee heads a contributorybecause headquarters’

managersarenotmeasuredtohavesufficientlocalknowledge.Contributorycontinually

cultivates human resource management procedures locally. A

polycentric staffing approach analysetheeffectivenessoftheorganisationsprocedures

ofthehostcountryoperationsasequivalenttothoseoftheparentcountry.

2.2.2.1AdvantagesofusingPolycentricapproach.

2.2.2.1.1Maintainmotivationandorganisational image.

Makinguseofthehostcountrymanagers,toengageinamulti-domesticstrategy,they

can assistand encourage localinitiative and commitment,and to perk up the

organisationslocal image.

2.2.2.1.2Continuityof management improves.

Itabolisheslanguagebarriers,eludeadjustmentproblemsofexpatriatemanagersand

theirfamilies,andeliminatetheneedforcostlyculturalconsciousnesstrainingcourses.

Bestow potentialforprofitproliferationthrough elasticity becauselocalmanagerscan

respond immediately tomarketneedsinthevicinityofpricing,production,productlife

cycle,and political bustle;deficiencyofproblemslinked with expatriatemanagers
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togetherwithculturalshort-sightedness.

2.2.2.2DisadvantagesofusingPolycentricapproach.

2.2.2.2.1Gapbetweenlocaland global operations.

With a polycentric approach, it is more trouble to bridge the gap (policies,

communication, coordination, control and culture etc.) between the

host country componentandtheorganisation’s parent headquarters.

2.2.2.2.2Leadtocorporatelethargy.

The organisation confines understanding ofhostnationals to theirown country.

Organisationsheadquartersmaybecomeisolatedfrom national component andleadto

lackofincorporation,this,inturn,mayleadtocorporatelethargy.

2.2.3Geocentricapproach.

A geocentricapproachcanbedefined as“A world-oriented view thatfocuseson

using thebestapproachesandpeople aroundtheglobe.”(Stephen2007,93)When

organisationsengageinageocentric approach theyseektheidealcandidateforprime

positionsthroughouttheorganisation,despitetheirorigin. Managersthatmakeuseof

this staffing approach believe that it is extremely valuable to have

an international perspective, both at the organisations headquarters in

the parent country aswellasintheforeignhostcountry.

2.2.3.1AdvantagesofusingGeocentricapproach.

2.2.3.1.1Endorse international learning.

Ageocentricstaffingapproachenablesfirmspursuingaglobalortransnationalstrategy

to establish the necessary framework of international management, who

can support globallearningbymovingbetweencountriesandcultureswithoutforfeiting
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theirsuccess.Thisapproachalsoallowstheorganisationtomakebestuseofits

humanresourcesandmakesemployeesfeelateaseworkinginanyculture.

2.2.3.2DisadvantagesofusingGeocentricapproach.

2.2.3.2.1Hardtodevelopandcostlytomaintain.

Theissuesthatmakethegeocentricstaffingapproachhardtodevelopandcostlyto

maintain can be issues such as,economic aspects,decision-making and legal

contingencies.

2.2.4Region-centricapproach.

Staffingapproachesmayalsooccurintheprocessunderanestablishedregion-centric

strategicapproach,wheretheorganisation’soperationsor meticulous functionscanbe

controlledby various country regionsor fundamental economicregions.Thisstaffing

approach can be viewed as the hostcountry has the predominance ata local

contributory,however,withanincreasedactivityof superior hostcountrymanagers

to top upoperationsin various countriesofthefiscalregion.

In this case, it can be noted that headquarter

employees signify at regional headquarters,which provide opportunities for cross-

culturaldealingsafarfrom whatcanbefoundinthepolycentricstaffing approach.The

previous host country managers and the international assignments

also acquire useful albeitlessculturallyremoteinternational career experience;however,

theyarestilllimitedtotheregionallevelwithaslightchanceofupgradingtothetop

managementstrategicworking party backattheircompanyheadquarters.

2.2.4.1AdvantagesofusingRegion-centricapproach.

2.2.4.1.1BuildCompetencies.

The region-centric staffing approach possibly will play a role, through this
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prolonged level of international assignments,to edifice competent international

competencies,signifying an obliging conversion to an ultimate global strategy

introducingageocentricapproachtostaffing.

2.2.4.1.2Encouragecommunication.

Itpermits interaction flanked bymanagers ofan organisation’s contributorythat

transmits to their organisation’s local headquarters, and managers from the

organisation’sheadquarterspositionedintheregionalheadquarters.

2.2.4.2DisadvantagesofusingRegion-centricapproach.

2.2.4.2.1Careerlimited.

Whenan organisation makesuseoftheregion-centricstaffing approach,thereisarare

occasionthattheycanbetransferredbetweenregions.This strategy shiftemployees

withindesignatedregions,ratherthantransferringinternationally.

Themultinationalenterprisecanengageinoneofnumerousapproachestoselect

internationalstaff.Itmayevencontinueonanunplannedcore,ratherthananalytically

selecting one ofthe above fourstaffing approaches.The jeopardy with these

approachescanbethattheorganisationwillchooseastaffingapproachofmakinguse

ofparentcountrynationalsininternationalmanagementpositionsbyfirm willchoose

forapolicyofusingparent-countrynationalsinforeignmanagementpositionsby

evasion,thatis,simplyasanroutineexpansionofdomesticstaffingapproach,rather

thanconsciouslylookingforbestpossibleexploitationofmanagementabilities.There

are both advantages and disadvantages ofmaking use oflocalnationals and

expatriates in foreign contributories.The majority organisations make use of

expatriatesonlyforimportantpositionsasseniormanagers.Expatriatesveertobevery

costly,itmakeslittlesensetohireexpatriatesforpositionsthatcanbeproficientlyfilled

byforeignnationals.Numerouscountriescompelthataevidentpercentageofthework

force need to be localemployees,with omissions frequentlymade forsuperior



KMBHR05:InternationalHumanResourceManagement

AkhileshGaur(MBADepartment)
RajivAcademyforTechnologyandManagement,Mathura36

management.

3.Criteriaforselectingexpatriates.

Internationalhuman resource isa decisive factorofan organisation’s position and is

widelyrecognizedasaninfluencingfactorforfailureandsuccessofinternational

business environments.Internationalhuman resource involves developing human

resourcecapabilitiestomeetthediverseneedsmultinationalsorganisations.Human

resourcesand competitive international economyarecannotbe easily tooduplicated,

asfactorsofproductionandcan,therefore, provide acompetitiveadvantageforthe

organisation.Whenlookingatinternationalstaffingcriteria’s,operatingandmiddle

managementemployeescanbeselectedlocally.Uppermanagementpositionscanbe

filled with parent countrynationals(PNC),hostcountrynationals(HCN)and third-

countrynationals(TCN).Thechoiceofwhom tohireisofteninfluencedbytheattitudes

oftopmanagementteamsandtheoverallstaffingpolicies.Theorganisationsstrategic

positionsand vision shouldtakethe view oninternationalhumanresourcemanagement

andhowitcanbeintegratedintotheorganisation.“AccordingtoDowlingandSchuler,

(1990)selection isthe processofgatheringinformationforthepurposeof evaluating

anddecidingwhoshouldbeemployedinaposition.”Whenhigh-technicalcapabilities

and when new international organisations recognize that adherence to the

organisationsisingreaterconcernastothe commitment tohostcountries;expatriates

are usually sendingabroad.(Deresky2003)Technicalexpertisecanbeseenasoneof

the mostcriticalcriteria when selecting employeesforinternationalassignments.

“Blacketal,1999,statedfocusingontechnicalskillscanresultinaninstantselection

process,wherepotentialcandidateswithcross-culturalskillsandsimilartechnicalskills

canbeoverlookedwhendecisionsmakersaretryingtofindsuitablecandidateswithin

theorganisation.”

Forthehumanresourcepractitionerincharge,itcanbechallengingtodeterminewhat

selectioncriteriatousewhenselectingemployeesforinternationalassignments.The

factorsinvolvedintheexpatriationselectionis,1)TechnicalAbility2)Cross-Cultural
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Suitability3)FamilyRequirements4)Organisation-SpecificRequirements5)Language

and 6)MNE requirements.These factors are allrelated so theyshould notbe

revised separately.TechnicalAbility,Cross-CulturalSuitabilityandFamilyRequirements,

arethefactorsrelatedtotheindividual,andtheOrganisation-SpecificRequirements,

LanguageandMNErequirementsare mostly influencedbytheworking situation they

needto enter.

3.1.1TechnicalAbility.

Fortheselected candidate toperform atask,technicalandtheneededmanagerialskills

is necessary. The assessment of the potential candidate is usually based on

their previous workingexperience,wherestatementsand evaluation recordsfrom the

candidatessuperiorsisavailable.Whenthecandidateneedstosolveaproblem ina

new internationalbusinessenvironment,itmustbenotedthat experience isnotthat

serious.Technicalabilitiesarefundamentallytheknowledgerequiredtocarryoutatask;

technicalabilitiesisassociatedtotheworkingoftools.Anexampleoftechnicalabilities

canbethatfinancialmanagersneedtomakeuseofbusinessappraisaltoolstoassess

andsetupfinancialstatementsliketheincomestatementandbalancesheet. 

3.1.2Cross-culturesuitability.

“AccordingtoDowlingandWelch,(2004)importantThingstoconsiderwhenassessing

thecandidatescross-culturesuitability,islanguageskills,cultureempathy,theattitude

towardnewculturesandthelevelofpersonnelandemotionalstability.”Inpractice,itis

not easy to evaluate the cross-culture suitability of a candidate as it

is hard precisely know whatfactorsshouldbeincluded.Themultinationalenterprise

(MNE)emphasizes the importance ofexpatriate’s abilities to create and maintain

a natural relationship,butmeansto measuresuchabilitiesisnotalwaysaccurate

enough.Efficientrelationshipsforexample,ananalysisofthehypothesisthatculture

withevidentmaledominanceismorebelligerentanditcanbeperplexed,becausethe

mock-upofculturesisnotautonomous.



KMBHR05:InternationalHumanResourceManagement

AkhileshGaur(MBADepartment)
RajivAcademyforTechnologyandManagement,Mathura38

3.1.3FamilyRequirements.

The success,ofthe expatriate abroad can be influenced byspouse/family,MNE’s

sometimes focuses too little on the impact that family may have on the

expatriate. Familiesfinditdifficultto adjust astheycansufferfrom segregationdueto

thesubjection to integrate into new environments.A higherleveloforganisational

assistance in the primitive phases ofexpatriation usually links with a higherlevel

of adjustment bythespouse.

3.1.4Organisation-SpecificRequirements.

Thehumanresourcepractitionerneedstoconsidertheorganisationsrequirements

before selecting a candidate,hostcountrygovernmentscan stop the transferof

expatriates.Thehostgovernment,istheonesthatissuetheworkingpermitsandvisas

to the expatriates,therefore,the parent country need to prove that there is

no available host national country.Legislationsandchangesoftheemployeemustbe

addressed;assignments abroad means thatthe expatriate must move to another

countrywith family to remote orwar-tornenvironments,whereliving conditionscan

be challenging. Some hostcountries do notissue work permits to females,this

can make itdifficult,forthespouseto adapt.Anorganisation-specificrequirementis

implementedduringtheformationofanindependentrelationshipflankedbycomputer

resources,which includesthe evaluation ofthe comparative precedence between

defaultrecommendation and alternative recommendation;and using the highest

precedencerecommendationstosetupalinkamongthecomputerresources.

3.1.5Languageskills.

Languageskillisasignificantfactor,knowledgeofthehostcountry’s language canbe

considered essential for many top level management positions, along with

the aptitude tocommunicatesuccessfully.Knowledgeofthehostcountry’sforeign

languagehelpstheexpatriatesandtheirfamilies/spousefeelmorecontentedinthe

new environment. Whenadoptingacorporatelanguage,whichisdifferentfrom what
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the,expatriatelocal,language,isa fundamental that language skillsneedtobeviewed

asselectioncriteria.

3.1.6Multinationalenterprise(MNE)requirements.

The MNE’s requirements have an enormous impacton the decisions and which

selection criteria to use.Training skills are very important,so that expatriates

can train locals and emphasize negotiating skills in new internationalbusiness

environments.Theperiodoftheassignmentisanotherfactorinfluencingfamily/spouse.

“AccordingtoHarrisandBrewster,(1999)theysuggestedthatinternationalmanagers

has many similarcharacteristics as those managers working in less complex

environments,butareinneedofadditionalskillsregardingto handle theproblemsthat

mayariseinternationally.”

Technicalabilitiesisanimportantfactorinthecaseofselectinginternationalstaff,it

providestheemployeewiththebasicunderstandingofwhatisincludedintheirtasks

andwhattheybelievetheyarecapableofdoing.Themultinationalenterprise(MNE)

view theexperienceofexpatriateasveryimportant,prolongexperienceisneededto

havetheappropriateknowledgetodevelopasuccessfulorganisation

Globalstaffingpractices

There are fourprimaryapproaches thatmultinationalcompanies use in staffing

decisions,Including geocentric,ethnocentric,polycentric,andRegiocentric approaches.

The geocentricstaffingapproach doesnotfocusononenationalityovertheother.

 Instead,upperlevel management positionsareheldbythemostqualifiedemployees

selected form aglobalpoolofcandidates. Thesemanagersareconsidered third

countrynationals,orTCNs. Themostqualifiedcandidatesareselected,butnosingle

nationalityisstressed.
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The GeocentricApproach isoneofthemethodsofinternationalrecruitmentwherethe

MultiNationalCompaniesrecruitthemostsuitableemployeeforthejobirrespectiveof

theirNationality.

Whenacompanyadoptsthestrategyofrecruitingthemostsuitablepersonsforthe

positionsavailableinit,irrespectiveoftheirnationalities,itiscalledageocentric

approach.Companiesthataretrulyglobalinnatureadoptthisapproachsinceitutilizes

agloballyintegratedbusinessstrategy.SincetheHRoperationsareconstrainedby

severalfactorslikepoliticalandethnicalfactorsandgovernmentlaws,itisdifficultto

adoptthis approach.However,large internationalcompanies generallyadoptthe

geocentricstrategywithconsiderablesuccess.Forinternationalrecruitment,especially

onforeignsoil,organizationsgenerallyusemanpoweragenciesorconsultantswith

internationalconnections and repute to source candidates,in addition to the

conventionalsources.Foraneffectiveutilizationoftheinternalsourceofrecruitment,

globalcompaniesneedtodevelopaninternaldatabaseofemployeesandaneffective

trackingsystem toidentifythemostsuitablepersonsforglobalpostings.

The ethnocentricstaffingapproach heavilyfocusesonthenormsandpracticesofthe

parentcompanywhereuppermanagementpositionsaretypicallyheldbycorporate

personnelfrom thehomecountry. Thesemanagersareconsideredparentcompany

nationals,orPCNs. Japanese andKoreanfirmsfollowthisapproachquiteoften.

Countrieswithbranchesinforeigncountrieshavetodecidehowtoselectmanagement

levelemployees. Ethnocentric staffingmeansto hiremanagementthatisofsame

nationalityofparentcompany.

Whenacompanyfollowsthestrategyofchoosingonlyfrom thecitizensoftheparent

countrytoworkinhostnations,itiscalledanethnocentricapproach.Normally,higher-

levelforeignpositionsarefilledwithexpatriateemployeesfrom theparentcountry.The

generalrationalebehindtheethnocentricapproachisthatthestafffrom theparent

countrywouldrepresenttheinterestsoftheheadquarterseffectivelyandlinkwellwith
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theparentcountry.Therecruitmentprocessinthismethodinvolvesfourstages:self-

selection,creatingacandidatepool,technicalskillsassessment,andmakingamutual

decision.Self-selectioninvolvesthedecisionbytheemployeeabouthisfuturecourseof

actionintheinternationalarena.Inthenextstage,theemployeedatabaseisprepared

accordingtothemanpowerrequirementofthecompanyforinternationaloperations.

Thenthedatabaseisanalysedforchoosingthebestandmostsuitablepersonsfor

globalassignmentsandthisprocessiscalledtechnicalskillsassessment.Finally,the

bestcandidateisidentifiedforforeignassignmentandsentabroadwithhisconsent.

The polycentricstaffingapproach heavilyfocusesonthenormsandpracticesofthe

hostcompanywhereuppermanagementpositionsaretypicallyheld bycorporate

personnelfrom the localcountry. These managers are considered hostcountry

nationals,orHCNs. Europeanfirmsoftenfollowthisapproach. 

Whenacompanyadoptsthestrategyoflimitingrecruitmenttothenationalsofthehost

country(localpeople),itiscalledapolycentricapproach.Thepurposeofadoptingthis

approach is to reduce the cost of foreign operations gradually.Even those

organizationswhichinitiallyadopttheethnocentricapproachmayeventuallyswitch

overlothepolycentricapproach.Theprimarypurposeofhandingoverthemanagement

to thelocalpeopleisto ensure thatthecompanyunderstandsthelocalmarket

conditions,politicalscenario,culturalandlegalrequirementsbetter.Thecompanies

thatadoptthismethodnormallyhavealocalizedHRdepartment,whichmanagesthe

human resources ofthe companyin thatcountry.Manyinternationalcompanies

operatingtheirbranchesinadvancedcountrieslikeBritainandJapanpredominantly

adoptthisapproachforrecruitingexecutiveslomanagethebranches.”

The regiocentricstaffingapproach, amorerecentlyidentifiedapproach, iswhereupper

levelmanagementpositionsareheldbyemployeesfrom aparticularregion(North

Americanregion,EuropeanRegion,Asianregion,etc.). Thisapproachissimilartothe

polycentricapproach,butitreflectsaspecificregionratherthanaspecificcountry. For
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instance,aU.S.companyinMexicomayconsiderhiringanemployeefrom Canadatofill

amanagementrole.

The Regiocentric approach uses managers from various countries within the

geographic regions of business. Although the managers operate relatively

independentlyintheregion,theyarenotnormallymovedtothecompanyheadquarters.

TheRegiocentricapproachisadaptabletothecompanyandproductstrategies.When

regionalexpertiseisneeded,nativesoftheregionarehired.Ifproductknowledgeis

crucial,thenparent-countrynationals,whohavereadyaccesstocorporatesourcesof

information,canbebroughtin.

OneshortcomingoftheRegiocentricapproachisthatmanagersfrom theregionmay

notunderstandtheviewofthemanagersatheadquarters.Also,corporateheadquarters

maynotemployenoughmanagerswithinternationalexperience.

InternationalTransferandRepatriation strategies

InternationalTransferstrategies

Oneoftheinternalmobilityoftheemployeeistransfer.Itislateralmovementofemployee

inanorganizationbytheemployee.“Atransferinvolvestheshiftingofanemployeefrom

onejobtoanotherwithoutchangingtheresponsibilitiesorcompensation”.

Transfersofemployeesarequitecommoninallorganizations.Thiscanalsobedefinedas

achangeinjobwithintheorganizationwherethenewjobissubstantiallyequaltotheoldin

termsofpay,statusandresponsibilities.Transfersofemployeescanpossiblefrom one

departmentto anotherfrom one plantto another.Transfermaybe initiated bythe

organizationorbytheemployeeswiththeapprovaloftheorganization.Itcanbealsodueto

changesinorganizationalstructureorchangeinvolumeofwork,itisalsonecessarydueto

varietyofreasons.Butbroadlycanbedoneeithertosuittheconveniencesoforganization

andtosuittheconvenienceofemployees.
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ThepurposesoftheTransfer

Thetransferaregenerallyaffectedtobuildupamoresatisfactoryworkteam andto

achievethefollowingpurposes:

  Toincreasetheeffectivenessoftheorganization.

  Toincreasetheversatilityandcompetencyofkeypositions.

  Todealwithfluctuationsinworkrequirements.

  Tocorrectincompatibilitiesinemployeerelations.

  Tocorrect,erroneousplacement.

  Torelievemonotony.

  Toadjustworkforce.

  Topunishemployees.

TypesofTransfers mostofthetransfersgenerallycarriedoutfourtypesoftransferswhich

arediscussedbelow:

ProductionTransfer: Suchtransfersareresortedtowhenthereisaneedofmanpowerin

onedepartmentandsurplusmanpowerinotherdepartment.Suchtransfersaremadeto

meetthecompanyrequirements.Thesurplusemployeesinonedepartment/sectionmight

beobservedinotherplacewherethereisarequirement.

ReplacementTransfers: Thistakesplacetoreplaceanewemployeewhohasbeeninthe

organizationforalongtimeandtherebygivingsomerelieftoanoldemployeefrom the

heavypressureofwork.

RemedialTransfers: Asthenamesuggest,thesetransfersaremadetorectifythesituation

causedbyfaultyselectionandplacementprocedures.Suchtransfersaremadetorectify

mistakesinplacementandrecruitments.Iftheinitialplacementofanindividualisfaultyor

hasnotadjustedtowork/job,histransfertoamoreappropriatejobisdesirable.

VersatilityTransfer: Suchtransfersaremadetoincreaseversatilityoftheemployeesfrom
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onejobtoanotherandonedepartmenttoanotherdepartment.Transfer(JobRotation)are

thetooltotraintheemployees.Eachemployeeshouldprovideavariedandbroaderjob

experiencesbymovingfrom onedepartmenttoanother.Thisisforpreparingtheemployee

forpromotion,thiswilldefinitelyhelptheemployeetohavejobenrichment.

TransferPolicy

Everyorganizationshouldhaveafairandimpartialtransferpolicywhichshouldbeknown

toeachemployee.Theresponsibilityforeffectingtransfersisgenerallyentrustedtoan

executivewithpowertoprescribetheconditionsunderwhichrequestsfortransferredare

approved.Careshouldbetakentoensurethatfrequentorlargescaletransfersareavoided

bylayingdownadequateselectionandplacementproceduresforthepurpose.A good

transferpolicyshould:

  Specificallyclarifythetypesoftransfersandtheconditionsunderwhichthesewillbemade.

  Locatetheauthorityinsomeofficerwhomayinitiateandimplementtransfers.

  Indicatewhethertransfers, i.e.,whetheritwillbebasedonseniorityorontheskilland

competencyoranyotherfactor.

  Decidetherateofpaytobegiventothetransfere.

  Intimatethefactofthetransfertothepersonconcernedwellinadvance.

  Beinwritinganddulycommunicatedtoallconcerned.

  Notbemadefrequentlyandforsakeoftransferonly.

Asound,justandimpartialtransferpolicyshouldbeevolvedintheorganizationtogovern

alltypesoftransfers.Thispolicyshouldbeclearlyspecifiedsothatthesuperiorscannot

transfertheirsubordinatesarbitrarilyandsubordinatesmaynotrequestfortransferseven

forthesmallissues.Themanagementmustframepolicyontransfersandapplyittoallthe

transfersinsteadoftreatingeachcaseonitsmerit.Suchapolicymustbebasedonthe

followingprinciples:

1.Transferpolicymustbein writing and bemadeknown to alltheemployeesofthe

organization.
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2.Thepolicymustveryclearlyspecifythetypesandthecircumstancesunderwhichcompany

initiatedthetransferwillbemade.

3.Basisofthetransfershouldbeclearlymentionedinthepolicy,whetheritwillbebased

seniorityorontheskillandthecompetencyoranyotherfactors.

4.Itshouldindicatetheexecutiveswhowillberesponsibleforinitiatingandapprovingthe

transfers.

5.Thepolicyshouldspecifytheregionorunitoftheorganizationwithinwhichtransferswill

beadministered.

6.Theeffectofthetransferonthepayandseniorityofthetransferredemployeemaybe

clearlyevaluated.

7.Itshouldbeprescribedinthepolicywhetherthetrainingorretrainingisrequiredonthenew

job.

8.Transfershouldbeclearlydefinedastemporaryorpermanent.

9.Theinterestoftheorganizationarenottobeforgotteninframingapolicyoftransfer.

10.Reasonsforthemutualtransferofemployeesorreasonstobeconsideredforthepersonal

transfersshouldbespecified.

11.Thefactofthetransfershouldbeintimatedtothepersonconcernedwellinadvance.

12.Transfershouldnotbemadefrequentandnotforthesakeoftransferonly.

InternationalRepatriationstrategies

A successfulrepatriationnotonlysecuresthecontinuedemploymentoftheexpat,but

resultsinanadvocatewhothrivesandbecomesapositivepromoteroftheprogram.This

requiresplanningbeforetheexpatgoesonassignmentaswellasamutualunderstanding

ofwhathisorherreturnwilllooklikeandthecommitmentsthecompanyiswillingtomake

upontheexpat’sreturn. 

Whilenearlythree-quartersofcompanieswithexpatprogramshaveformalrepatriation

policies,onlyone in five have repatriation discussionswith theirexpatsbefore their

assignmentsbegin,accordingtoasurveybyBrookfieldGlobalRelocationServices.Whileit

isdifficulttoproveacorrelationbetweenformalcareermanagementandexpatattrition,the

surveynotesthattwo-thirdsofcompanieswithhighexpatattritionrateshadnoformal
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strategylinkedtocareermanagement.

Showingparticipantsatthebeginningoftheirassignmentsthatthecompanyiscommitted

totheirprofessionaldevelopmentwillhelpensurethatexpatprospectsarecomfortablein

acceptingtheassignment.Followingaresixprimaryareasthatshouldbeconsideredwhen

planningrepatriation: 

1.Educateandengageothers:

Itsoundssimple,butapersonalthankyouandmeetingwithseniorleadershipatthe

companycangoalongwaytomakingtheexpatfeelvaluedandwelcomedbackhome.

Further,companies should encourage and help the expatprovide colleagues and

prospectiveexpatswitharealisticpictureofwhattheyachieved,how theydeveloped

professionally,whattheyhadtogiveuporputonholdtoparticipate,andthecultural

experience ofthe assignmentlocation.Involve familymembers where possible and

appropriatetofillinthepicture.

2.Compensation

Byensuringatthestartoftheassignmentthatalloftheassignment-relatedcompensation

isbrokenout,itwillbeeasiertoavoidcompensationissuesuponreturntothehome

location and helpfulin avoiding discontentfrom the expat.Thatsaid,a short-term

repatriationallowancecanhelpeasethetransitionaswell.Inaddition,managementshould

considerofferingaretentionbonusforstayingwiththecompanyforanadditionaltwo

yearsaftertheassignment.Continuingtaxsupportisessentialfortrailingtaxliabilitiesin

the host and home countries.Through this benefit,management may also find

opportunitiestobringcashbacktothecompanyandreducesomeofthetaxcostsofthe

assignment.

3.Careerdevelopment:

AccordingtotheBrookfieldsurvey,thebestmethodforretainingexpatsaftertheyreturnto

theirhomelocationsistoofferopportunitiestousetheirinternationalexperience.Agood

repatriationprogram willensuretheexpatcomesbacktoanavailablepositionthatis
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consideredanadvancementfrom pre-assignment;offeringagreaterchoiceofpositionsis

effectiveaswell.Inanyevent,careerdiscussionsshouldstartinearnestsixto12months

beforereturntothehomelocation.

4.Ongoingsupport:

Regularbusinesstripsbacktothehomecountrythroughouttheassignmentcanensurethe

expatdoesnotreturntoanunfamiliarandisolatingenvironment.Ifthereturnisnottothe

originallocationofdeparture,continuedlogisticalsupportcanhelpeasethistransition.For

example,connectingexpatswithmentorswhoarebasedinthehome(oreventual)location

canhelpkeepexpatsintheloopandinthemindsoftheirhome-countrycolleagues

throughouttheirassignments.Transitioncounselingcanhelpcounterthenegativeculture

shockthatareturnhomecanoftenhaveonexpatsandtheirfamilies. 

5.Families

Itcanbedifficulttooverstatetheimpactoftheexpat’sfamilymembers’opinionsofthe

repatriationonthereturningexpat.Afterall,familymemberslivingwiththeexpat(and,to

someextent,thosewhostaybehindinthehomecountry)madeacommitmenttothe

sponsoringfirm aswell.Immediatefamilymembersmaybeaskedtoputtheirowncareers

onholdorraisefamiliesinaforeignlocation.Extendedfamilymembersmaynotseetheir

lovedonesformonthsoryearsatatime.Theimpactthatfamilieshaveontheexpat’s

futurecan besignificant,and theimportanceofseeing thereturn homeaspositive

experienceshouldnotbeunderestimated.

6.Continuousimprovement:

Candidlyasktheexpatforfeedbackontheassignmentandhowitcanbeimproved,then

engagetheexpatinhelpingtoimplementthosechanges.Involve theexpat(and,where

appropriate,theexpat’sfamily)inshapingandsupportingthenextgroupofexpats.
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GlobalWorkforceTraining

and Development

TrainingandDevelopingaGlobalWorkforce

Companieswithmulticulturalworkforcesfaceanumberofissueswiththeironboarding,

traininganddevelopmentprograms.Companiesmustensurethatthelevelofqualityof

orientationandtrainingprogramsisconsistentforemployeesregardlessoftheircountryof

origin.Further,whenanemployeeissenttoworkinaforeigncountry,abusinessmust

provideculturalandoccupationaltrainingthattheworkerwillneedtobesuccessful.

TrainingInternationalEmployees

Whendevelopingtrainingprogramsforforeignemployees,developersshouldbeawareof

thedifferencesbetweenhighcontextandlowcontextcultures.Theymustalsorecognize

how thedesignofatrainingprogram caninfluencetheparticipationandeffectivenessof

particularcultures.Thus,trainingmustbestrategicallyplannedforinternationalemployees.

Thegoalmustbeclearlydefinedandobjectivesmustbeestablishedthatsupportthegoal.

Theobjectivesshouldspecifythetrainingmethods,mediaandsupportmaterialtobe

utilized.Dependingonanemployee’slanguageandculture,carefullytailoredapproachesto

trainingwillyieldmoreeffectiveresults.

Acompanymustbepreparedtohave slides,employeemanuals,onboardingmaterials

andothermaterialstranslated intothelanguagesofparticipantsand,whennecessary,

haveinterpreterspresentfortrainingevents.IntheUnitedStates,companiesroutinelyorder

the English to Spanish translation of employee manuals,safety manuals,standard

operatingproceduresandqualitymanualstosupporttheirdomesticworkers.

Inadditiontofocusingonculturalandsocioeconomiccharacteristicsofnew employees,
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attentionshouldalsobefocusedonthebackgroundsofthetrainers.Alsocharacteristics,

includinglevelofeducationattained,readingcomprehensionandaccesstotheInternetat

home,willdeterminethefeasibilityofonlinetraining.

Throughoutthedevelopmentofthetrainingprogram,managersshouldbemindfulof

situationsandconditionsthatcoulddistracttheprogram from meetingsitsgoal.Toensure

theprogram staysoncourse,thegoalsoftheprogram shouldbemeasurable,linkedto

performanceandapprovedbytopmanagement.

Theprimaryreasonsforthefailureofanassignmentabroadandthepre-returnofan

expatriateincludeculturaldifferences,loneliness,highcostoflivingandrelationship

problems.

Cross-CulturalPreparation

Priortorelocatinganemployeetoaforeigncountry,abusinessoftenprovidescross-

culturalpreparationtotheworkerandhisfamily.Inthepast,cross-culturalpreparation

wasn’tsomething thatU.S.businessesprovided.However,American companieshave

witnessed large numbers of employees returning home prior to completing their

assignments.One studysuggests thatU.S.companies lose $2 billion annuallyfrom

overseasassignmentsthatwereterminatedprematurelybytheemployee.Cross-cultural

preparation teachesthe employee how to conductbusinessand getthingsdone by

introducingbusinesspracticesandculturalnormsoftheforeigncountry.

TrainingandDevelopmentininternational
context
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InternationalTransferandRepatriation strategies

InternationalTransferstrategies

Oneoftheinternalmobilityoftheemployeeistransfer.Itislateralmovementof

employeeinanorganizationbytheemployee.“Atransferinvolvestheshiftingofan

employee from one job to another without changing the responsibilities or

compensation”.

Transfersofemployeesarequitecommoninallorganizations.Thiscanalsobedefined

asachangeinjobwithintheorganizationwherethenew jobissubstantiallyequalto

theoldintermsofpay,statusandresponsibilities.Transfersofemployeescanpossible

from onedepartmenttoanotherfrom oneplanttoanother.Transfermaybeinitiatedby

theorganizationorbytheemployeeswiththeapprovaloftheorganization.Itcanbe

alsoduetochangesinorganizationalstructureorchangeinvolumeofwork,itisalso

necessarydue to varietyofreasons.Butbroadlycan be doneeitherto suitthe

conveniencesoforganizationandtosuittheconvenienceofemployees.

ThepurposesoftheTransfer

Thetransferaregenerallyaffectedtobuildupamoresatisfactoryworkteam andto

achievethefollowingpurposes:

  Toincreasetheeffectivenessoftheorganization.

  Toincreasetheversatilityandcompetencyofkeypositions.

  Todealwithfluctuationsinworkrequirements.

  Tocorrectincompatibilitiesinemployeerelations.

  Tocorrect,erroneousplacement.

  Torelievemonotony.

  Toadjustworkforce.

  Topunishemployees.
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TypesofTransfers

 Mostofthetransfersgenerallycarriedoutfourtypesoftransferswhicharediscussed

below:

ProductionTransfer: Suchtransfersareresortedtowhenthereisaneedofmanpower

inonedepartmentandsurplusmanpowerinotherdepartment.Suchtransfersaremade

tomeetthecompanyrequirements.Thesurplusemployeesinonedepartment/section

mightbeobservedinotherplacewherethereisarequirement.

ReplacementTransfers: Thistakesplacetoreplaceanewemployeewhohasbeenin

theorganizationforalongtimeandtherebygivingsomerelieftoanoldemployeefrom

theheavypressureofwork.

RemedialTransfers: Asthenamesuggest,thesetransfersaremadetorectifythe

situationcausedbyfaultyselectionandplacementprocedures.Suchtransfersare

madetorectifymistakesinplacementandrecruitments.Iftheinitialplacementofan

individualisfaultyorhasnotadjustedtowork/job,histransfertoamoreappropriate

jobisdesirable.

VersatilityTransfer: Suchtransfersaremadetoincreaseversatilityoftheemployees

from onejobtoanotherandonedepartmenttoanotherdepartment.Transfer(Job

Rotation)arethetooltotraintheemployees.Eachemployeeshouldprovideavaried

andbroaderjobexperiencesbymovingfrom onedepartmenttoanother.Thisisfor

preparingtheemployeeforpromotion,thiswilldefinitelyhelptheemployeetohavejob

enrichment.

TransferPolicy

Everyorganizationshouldhaveafairandimpartialtransferpolicywhichshouldbe

known to each employee.The responsibility foreffecting transfers is generally
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entrustedtoanexecutivewithpowertoprescribetheconditionsunderwhichrequests

fortransferredareapproved.Careshouldbetakentoensurethatfrequentorlargescale

transfersareavoidedbylayingdownadequateselectionandplacementproceduresfor

thepurpose.Agoodtransferpolicyshould:

  Specificallyclarifythetypesoftransfersandtheconditionsunderwhichthesewillbe

made.

  Locatetheauthorityinsomeofficerwhomayinitiateandimplementtransfers.

  Indicatewhethertransfers, i.e.,whetheritwillbebasedonseniorityorontheskilland

competencyoranyotherfactor.

  Decidetherateofpaytobegiventothetransfere.

  Intimatethefactofthetransfertothepersonconcernedwellinadvance.

  Beinwritinganddulycommunicatedtoallconcerned.

  Notbemadefrequentlyandforsakeoftransferonly.

A sound,justandimpartialtransferpolicyshouldbeevolvedintheorganizationto

govern alltypesoftransfers.Thispolicyshould be clearlyspecified so thatthe

superiors cannottransfertheirsubordinates arbitrarilyand subordinates maynot

requestfortransfersevenforthesmallissues.Themanagementmustframepolicyon

transfersandapplyittoallthetransfersinsteadoftreatingeachcaseonitsmerit.Such

apolicymustbebasedonthefollowingprinciples:

1.Transferpolicymustbeinwritingandbemadeknowntoalltheemployeesofthe

organization.

2.Thepolicymustveryclearlyspecifythetypesandthecircumstancesunderwhich

companyinitiatedthetransferwillbemade.

3.Basisofthetransfershouldbeclearlymentionedinthepolicy,whetheritwillbebased

seniorityorontheskillandthecompetencyoranyotherfactors.

4.Itshouldindicatetheexecutiveswhowillberesponsibleforinitiatingandapprovingthe

transfers.

5.Thepolicyshouldspecifytheregionorunitoftheorganizationwithinwhichtransfers
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willbeadministered.

6.Theeffectofthetransferonthepayandseniorityofthetransferredemployeemaybe

clearlyevaluated.

7.Itshouldbeprescribedinthepolicywhetherthetrainingorretrainingisrequiredonthe

newjob.

8.Transfershouldbeclearlydefinedastemporaryorpermanent.

9.Theinterestoftheorganizationarenottobeforgotteninframingapolicyoftransfer.

10.Reasonsforthemutualtransferofemployeesorreasonstobeconsideredforthe

personaltransfersshouldbespecified.

11.Thefactofthetransfershouldbeintimatedtothepersonconcernedwellinadvance.

12.Transfershouldnotbemadefrequentandnotforthesakeoftransferonly.

InternationalRepatriationstrategies

Asuccessfulrepatriationnotonlysecuresthecontinuedemploymentoftheexpat,but

resultsinanadvocatewhothrivesandbecomesapositivepromoteroftheprogram.

Thisrequiresplanningbeforetheexpatgoesonassignmentaswellasamutual

understandingofwhathisorherreturnwilllooklikeandthecommitmentsthecompany

iswillingtomakeupontheexpat’sreturn. 

Whilenearlythree-quartersofcompanieswithexpatprogramshaveformalrepatriation

policies,onlyoneinfivehaverepatriationdiscussionswiththeirexpatsbeforetheir

assignmentsbegin,accordingtoasurveybyBrookfieldGlobalRelocationServices.

Whileitisdifficulttoproveacorrelationbetweenformalcareermanagementandexpat

attrition,thesurveynotesthattwo-thirdsofcompanieswithhighexpatattritionrates

hadnoformalstrategylinkedtocareermanagement.

Showing participants atthe beginning oftheirassignments thatthe companyis

committedtotheirprofessionaldevelopmentwillhelpensurethatexpatprospectsare

comfortableinacceptingtheassignment.Followingaresixprimaryareasthatshould

beconsideredwhenplanningrepatriation: 
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1.Educateandengageothers

Itsoundssimple,butapersonalthankyouandmeetingwithseniorleadershipatthe

companycangoalongwaytomakingtheexpatfeelvaluedandwelcomedbackhome.

Further,companies should encourage and help the expatprovide colleagues and

prospectiveexpatswitharealisticpictureofwhattheyachieved,how theydeveloped

professionally,whattheyhadtogiveuporputonholdtoparticipate,andthecultural

experienceoftheassignmentlocation.Involvefamilymemberswherepossibleand

appropriatetofillinthepicture.

2.Compensation

By ensuring atthe startofthe assignmentthatallofthe assignment-related

compensationisbrokenout,itwillbeeasiertoavoidcompensationissuesuponreturn

tothehomelocationandhelpfulinavoidingdiscontentfrom theexpat.Thatsaid,a

short-term repatriationallowancecanhelpeasethetransitionaswell.Inaddition,

managementshouldconsiderofferingaretentionbonusforstayingwiththecompany

foranadditionaltwoyearsaftertheassignment.Continuingtaxsupportisessentialfor

trailingtaxliabilitiesinthehostandhomecountries.Throughthisbenefit,management

mayalsofindopportunitiestobringcashbacktothecompanyandreducesomeofthe

taxcostsoftheassignment.

3.Careerdevelopment

AccordingtotheBrookfieldsurvey,thebestmethodforretainingexpatsafterthey

return to theirhome locations is to offeropportunities to use theirinternational

experience.A good repatriationprogram willensuretheexpatcomesbackto an

availablepositionthatisconsideredanadvancementfrom pre-assignment;offeringa

greaterchoiceofpositionsiseffectiveaswell.Inanyevent,careerdiscussionsshould

startinearnestsixto12monthsbeforereturntothehomelocation.

4.Ongoingsupport
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Regularbusinesstripsbacktothehomecountrythroughouttheassignmentcanensure

theexpatdoesnotreturntoanunfamiliarandisolatingenvironment.Ifthereturnisnot

totheoriginallocationofdeparture,continuedlogisticalsupportcanhelpeasethis

transition.Forexample,connectingexpatswithmentorswhoarebasedinthehome(or

eventual)locationcanhelpkeepexpatsintheloopandinthemindsoftheirhome-

country colleagues throughouttheirassignments.Transition counseling can help

counterthenegativecultureshockthatareturnhomecanoftenhaveonexpatsand

theirfamilies. 

5.Families

itcanbedifficulttooverstatetheimpactoftheexpat’sfamilymembers’opinionsofthe

repatriationonthereturningexpat.Afterall,familymemberslivingwiththeexpat(and,

tosomeextent,thosewhostaybehindinthehomecountry)madeacommitmenttothe

sponsoringfirm aswell.Immediatefamilymembersmaybeaskedtoputtheirown

careersonholdorraisefamiliesinaforeignlocation.Extendedfamilymembersmay

notseetheirlovedonesformonthsoryearsatatime.Theimpactthatfamilieshaveon

theexpat’sfuturecanbesignificant,andtheimportanceofseeingthereturnhomeas

positiveexperienceshouldnotbeunderestimated.

6.Continuousimprovement

Candidlyasktheexpatforfeedbackontheassignmentandhow itcanbeimproved,

thenengagetheexpatinhelpingtoimplementthosechanges.Involvetheexpat(and,

whereappropriate,theexpat’sfamily)inshapingandsupportingthenextgroupof

expats
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GlobalWorkforceTrainingand Development

TrainingandDevelopingaGlobalWorkforce

Companies with multiculturalworkforces face a numberofissues with theiron

boarding,traininganddevelopmentprograms.Companiesmustensurethatthelevelof

qualityoforientationandtrainingprogramsisconsistentforemployeesregardlessof

theircountryoforigin.Further,whenanemployeeissenttoworkinaforeigncountry,a

businessmustprovideculturalandoccupationaltrainingthattheworkerwillneedtobe

successful.

TrainingInternationalEmployees

Whendevelopingtrainingprogramsforforeignemployees,developersshouldbeaware

ofthedifferencesbetweenhighcontextandlow contextcultures.Theymustalso

recognizehow thedesignofatrainingprogram caninfluencetheparticipationand

effectivenessofparticularcultures.Thus,trainingmustbestrategicallyplannedfor

internationalemployees.Thegoalmustbeclearlydefinedandobjectivesmustbe

establishedthatsupportthegoal.Theobjectivesshouldspecifythetrainingmethods,

mediaandsupportmaterialtobeutilized.Dependingonanemployee’slanguageand

culture,carefullytailoredapproachestotrainingwillyieldmoreeffectiveresults.

Acompanymustbepreparedtohave slides,employeemanuals,onboardingmaterials

andothermaterialstranslated intothelanguagesofparticipantsand,whennecessary,

haveinterpreterspresentfortrainingevents.IntheUnitedStates,companiesroutinely

orderthe EnglishtoSpanishtranslation ofemployeemanuals,safetymanuals,standard

operatingproceduresandqualitymanualstosupporttheirdomesticworkers.
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Inadditiontofocusingonculturalandsocioeconomiccharacteristicsofnewemployees,

attention should also be focused on the backgrounds of the trainers.Also

characteristics,including levelofeducation attained,reading comprehension and

accesstotheInternetathome,willdeterminethefeasibilityofonlinetraining.

Throughoutthedevelopmentofthetrainingprogram,managersshouldbemindfulof

situationsandconditionsthatcoulddistracttheprogram from meetingsitsgoal.To

ensuretheprogram staysoncourse,thegoalsoftheprogram shouldbemeasurable,

linkedtoperformanceandapprovedbytopmanagement.

Theprimaryreasonsforthefailureofanassignmentabroadandthepre-returnofan

expatriateincludeculturaldifferences,loneliness,highcostoflivingandrelationship

problems.

Cross-CulturalPreparation

Priortorelocatinganemployeetoaforeigncountry,abusinessoftenprovidescross-

culturalpreparationtotheworkerandhisfamily.Inthepast,cross-culturalpreparation

wasn’tsomethingthatU.S.businessesprovided.However,Americancompanieshave

witnessed large numbers ofemployees returning home priorto completing their

assignments.OnestudysuggeststhatU.S.companieslose$2billionannuallyfrom

overseas assignments thatwere terminated prematurelybythe employee.Cross-

culturalpreparationteachestheemployeehow toconductbusinessandgetthings

donebyintroducingbusinesspracticesandculturalnormsoftheforeigncountry.
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Generally,thefirststepinaprogram involvesidentifyingcandidateswhoaremostlikely

tosucceedoverseas.Idealcandidatesarehighlyproficientintheirjob,effectively

communicateathomeandabroad,displaypatienceratherthanvagueness,express

culturalsensitivity,showenthusiasm andself-motivationandareinterestedinlearning

newlanguagesandcultures.However,themostimportantdeterminanttothesuccess

ofacandidateisthelong-term supportoftheemployee’sspouse.
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Aftercarefulscreeningofemployeeandspouse,across-culturalpreparationprogram

should be designed that includes three stages:Preparation,Acclimation and

Repatriation.

Preparation

Preparationtakesplacebeforetheemployeeissentoverseas.Thistrainingincludes

trainingonthelanguage,cultureandcustomsofthecountry.Theemployee,spouse

and children are briefed on housing,shopping,healthcare,education and other

informationneededforgeneraldailylife.Employeesmeetwithmanagerswhobriefthe

employeeoncareergrowthprojections.Instructiontypicallyincludespresentationsand

exercisesthatallowforinteractionwithotherswhohavesuccessfullycompletedsimilar

assignments.

Acclimation

Theemployeeandfamilyreceivemorecomprehensivetrainingoncetheyarriveinthe

hostcountry.Thehostfamilyentersamentoringprogram thathelpsthem assimilate

intotheirnewenvironment.Theemployeeistypicallyassignedtoamentoratworkwho

counselstheemployeeonthenewworkenvironment.

Repatriation

Comingbackhomecansometimesbeatraumaticexperience.Whiletheemployeeand

familyhavebeen away,sometimesforseveralyears,significantchangesin their

communityandinthecompanymayhaveoccurred.Colleagues,managersandother

confidantsmayhaveleftthecompany.Duringtheirtimeaway,employeesshouldbe

encouragedtostaycurrentandbuildrelationshipswithchangesathome.Thiscanbe

donethroughemployeenewslettersandbymakingeffectiveuseoftheoccasional

returntrips.
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InternationalPerformanceManagement

PerformanceManagementinInternational Organization
 

A MNE is notuniform across allofits subsidiaries and therefore,a numberof

environmentalcontingenciesmustbeconsideredinrelationtothevarioussubsidiaries.

Thesecontingenciesarethementaldistancebetweentheparentandhostcountry,

entrymodesandtheroleofthesubsidiaries(Colakogluetal.,2009).Thereareseveral

staffingmodelsthatareconsideredwhilefillinguppositionsinthesubsidiaries.Inthe

geocentricstaffingmodel,companiesemploythemostcompetentpersonirrespective

ofthecountrytheemployeeactuallybelongsto.Ontheotherhand,regiocentricisa

geographicstrategyandasubsetofthegeocentricapproachwherebyemployees

remain within aparticulargeographicregion,allowing managersto enjoyregional

autonomy(Schuleretal.,2002).Intheethnocentricstaffingmodel,parent-country

nationals(PCNs)areemployedtofillupthehigherlevelpositions,whereasinthe

polycentricstaffingmodel,host-countrynationals(HCNs)areemployedwiththebelief

thatthe company willbenefitfrom theirlocalknowledge (Varma etal.,2005).

Furthermore,theethnocentricandgeocentricstaffingmodelsalsorequireintegration

and transferofknowledgeinside the hostcountryunitin orderto enable better

performancefrom thesubsidiary.Moreover,thiswillmeanthattheparticularstaffing

strategyadoptedwillhaveanimpactonthesubsidiariesperformance(Colakogluetal.,

2009).

Thediversebusinessstrategiesofanorganisationalongwiththedynamicglobal

environmentcreate the need forstrategic HRM.Ithas become necessary to

strategicallymanagethehumanresourcesofanorganisationwiththeaim thattheyfit

intotheglobalenvironmentandperform well.TheoperationofMNEsinvolvestwo

dimensions,these being multiculturalism and geographic dispersion.These two

aspectsarebalancedbyadoptingamixofacentralisedanddecentralisedapproach

sincetheybothhavetheirownbenefits.Strategically,itisvitalthattheHRM fitswiththe
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businessstrategyoftheorganisation.Furthermore,thereiscompletecontrolfrom the

headquartersandthiscentralisedapproachmakesitimperativetodevelopuniform

performanceevaluationcriteriaallthroughoutthesubsidiariesoftheMNE(Caliguiri,

2006).In this strategy localresponsiveness is very important,whereas global

integration is not required.The decentralised approach makes them develop

performanceevaluationcriteriadependingonthehostcountry,withtheperformance

evaluationbeingalignedwiththesubsidiary’sstrategy.Moreover,theseorganisations

experienceimmensepressureforlocalresponsivenessalongwithglobalintegration

andtherefore,performanceevaluationwillalsotakeintoconsiderationtheglobalas

wellasthelocalperspectives(Caliguiri,2006).ThismeansthatthesuccessofMNEs

canverymuchdependontheperformanceofexpatriates.

Performanceappraisal ofanexpatriateisacrucialtask,withthepossibilityofconflict

betweenthesubsidiarymanagerandtheheadquarters.Butitisuptothesubsidiary

managers to set precise targets and establish clear criteria for performance

measurementinordertoavoidsuchconflict.Furthermore,thementaldistancebetween

theparentandhostcountrycanmakemanagingthesubsidiaryadifficulttaskdueto

the culturaldifferences,language barriers,as wellas the socialand political

conditions. Itis forthis reason thatcompanies tend to hire more PCNs within

subsidiaries,astheyaremoreabletocreateaninformalcommunicationnetworkinthe

organisationandbuildsocialcapitalinthecorporation,allthewhilehavingadual

commitmenttoboththesubsidiaryandtheorganisationasawhole(Colakogluetal.,

2009).Asaresult,thePCNwillfurtherenablethesubsidiarytohavegreaterknowledge

ofwhatishappeningintheMNE.Therefore,subsidiarieswillnolongerexistinisolation

withstrongcontrolfrom headquarters,sincetheywillexperiencegreaterintegrationand

autonomy.However,thereisattimesaconflictofinterestbetweentheheadquarters

and the subsidiaries which can make managing internationaloperations a huge

challenge(Boussebaa,2009).

Performancemanagementofexpatriatesisundoubtedlymoredifficultthaninthecase
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ofdomesticmanagers.Theperformanceofanexpatriatewilldependonavarietyof

issuessuchasthecompensation,culturaladjustments,tasksandjobroles,aswellas

supportfrom headquartersandthehostenvironment.Theexpatriatewillfaceanumber

ofproblemswhentheytakeupajobwithinaforeigncountry.Forexample,thetasks

andjobrolesareoftendefinedinthecontextoftheexpatriate’shomecountryand

thereforetheymaynotbeabletounderstandtheirparticularjobroleintheforeign

environment(Newlands and Hooper,2009).Furthermore,the expatriate mayface

difficultyinadjustingtotheforeignculture,anditwillbeuptotheMNEtoensurethat

theyacclimatise,asthisisvitaltotheexpatriatebeingabletoperform attheirbestin

termsofthejobinhand.Thehostenvironmentwillalsoposechallengesduetoa

combinationofseveralotherfactorssuchas,social,economic,legal,technologicaland

physicalcomplications.Therefore,takingeverythingintoaccountitisabsolutelyvitalas

wellasacrucialperformancevariablethatasufficientlevelofsupportisprovidedtothe

individualandtheirfamilybyboththeheadquartersandhosts(Dowlingetal.,2008).

InternationalPerformanceAppraisalMethods

Theperformanceappraisalofexpatriatescaninvolveanumberofcomplicatedissues.

Assuch,the data available forcarrying outthe appraisalmaybe unreliable,the

internationalenvironmentcanbecomplexanddynamic,itisdifficulttocarryoutan

appraisalin a volatileenvironment,and thegeographicaldistance along with the

differenttimezonesoftenmaketheappraisaldifficulttoconduct.Furthermore,as

mentionedearlier,thelocalculturecanalsohaveasignificantimpactonappraisals.

AMNEmaycarryoutanappraisalusingthehome-basedapproachorthehost-based

approach.Inpractice,theseappraisalswouldbecarriedoutonceayearinorderto

ensure betterperformance managementofthe expatriate (Dowling etal.,2008).

Alternatively,expatriateappraisalsmaybecarriedoutusingthehome-basedapproach,

whilethehostsystem isusedforappraisingthird-countrynationals(TCN)andHCN.An

integrative approach can also be used by combining both the home and host

performanceappraisalpoliciesinordertocreateaneffectivebalance.Furthermore,in



KMBHR05:InternationalHumanResourceManagement

AkhileshGaur(MBADepartment)
RajivAcademyforTechnologyandManagement,Mathura63

termsofwhowillcarryouttheappraisal,HCNsmaybemadetoconductappraisalsas

theycanhelpindevisingasuitableappraisalsystem whilehelpingtheacculturation

process.Anex-expatriatemayalsobeanoption,whileself-evaluationmayadditionally

beused,allowingtheexpatriatetoevaluatethemselves(Armstrong,1998).Moreover,

the360-degreefeedbackcouldalsobeemployed.Thiscanassistintheissueof

biasnessasitinvolvesmultiplesourcesforfeedback,includingpeer’swhoworkwithin

closeproximityoftheexpatriate.

Nevertheless,anIPAwillgenerallybecarriedoutbydifferentnationals,includingHCNs

andPCNs.However,theremaybeconflictingopinionsandperspectives,andseveral

biasesmaytakeplacewhenaPCNconductstheappraisal.Thegeographicaldistance

canalsomakeitdifficultforthePCNtocarryouttheappraisalinaneffectivemanner

andtherefore,notallowinganappropriateevaluationcriteriatobeset.Furthermore,itis

difficultforthe PCN to understand the globalbusiness scenario and evaluate

performanceincontexttotheinternationalscenario astheymayfailtounderstandthe

businesschallengesthatexistintheglobalenvironment(Shen,2005).ThePCN is

forcedtorelyonlyonsubsequentdatawhilemakingtheevaluation,andthereforethey

areonlyabletojudgetheperformanceonthebasisofquantitativedataandnot

qualitative data.On the otherhand,despite overcoming the dilemma ofcultural

adaptation,aHCN mayalso havecertainbiaseswhileconducting aperformance

appraisal,astheymaynotfeeltrustingtowardstheexpatriate,whiledoubtingtheir

intentions.

Performanceappraisal inMNEscanalsoofteninvolveassessmentbytheimmediate

manager,whereanarrativereportispreparedbythemanagerannuallyregardingthe

expatriatesworkqualityandoutput.Measurementtechniqueslikesimplerankings,

behaviouralchecklist,andcomparisonwithobjectivesareused.Thisislikelytobe

basedontheappraisalpracticeswithinthehostcountry,whichcaninvolvecertain

culturalissues.Wealreadyknowthatlanguagebarrierscanposeaproblem,however,a

MNEmayalsofacedifficultiesindevelopingcountrieswhereperformanceappraisal
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constraintsexistsintheform of‘facesaving’,aswellasintheauthoritariansocieties

whereemployeeinvolvementinappraisalsisverylimited(BrewsterandHarris,1999).

However,themainchallengeisinmaintainingglobalconsistencyandlocalfit.AMNE

realises thatperformance appraisals require localadaptation,and consequently

managers from differentcultures willperceive different appraisalmethods as

appropriate.The performance evaluation criteria should therefore be easy to

understandandshouldmotivatemanagersirrespectiveoftheircultureandnationality

(Paauwe and Dewe,1995 cited in Shen,2005).Furthermore in terms ofsetting

performancegoals,MNEsmayeithersethardgoalsorsoftgoals.Hardgoalsare

quantifiablegoalsandcanbemeasuredthroughreturnoninvestments,profitsand

marketshare,whereas,softgoalsarequalitativeandbasedonrelationshipsortraits,

includingcustomerrelations,effort,cooperation,initiativecommunicationskillsand

leadershipskills.MNEswillhavethethreechoicesofhoststandards,homestandards

orintegrativestandardswhendeterminingthecriteriaforexpatriates.Theperformance

expectation should therefore be effectively communicated to expatriates,while

appraisalformsshouldalsobecustomisedaccordingtotheunderstandingoftheHCN

andPCN,anditshouldbeensuredthattheappraisalisconductedinanon-biased

manner (Shen,2005).Moreover,MNEs willoften exempt the expatriate from

managementdutiesandappraisalinordertoenablethem toadjustintothenew

environment.Consequently,itcouldalsobearguedthatperformanceappraisalcanbe

improvedinthesubsidiariesoftheMNEsbysettingclearevaluationcriteria.
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GlobalCompensationPractices

ApproachestointernationalCompensationand Benefits
 

Therearetwobasicapproachestodeterminetheinternationalcompensationpackage:

1. GoingRateApproach

Thisisbasedonthelocalmarketrates.Itreliesoncomparisonsofsurveyofthelocal

nationals,expatriatesofsamenationalityandexpatriatesofallnationalities’pay

packages.Inthisapproach,thecompensationisbasedontheselectedsurvey

comparison.Thebasepayandbenefitsmaybesupplementedbyadditionalpayments

forlowpaycountries.

TheadvantagesofGoingRateApproachare,

 Equalitywithlocalnationals

 Simplicity

 Identificationwiththehostcountry

 Equityamongstdifferentnationalities

ThedisadvantagesofGoingRateApproachare,

 Variationbetweenassignmentsforthesameemployees

 Rivalrybetweenexpatriatesofthesamenationalityingettingassignmentstosome

countries

 Potentialre-entryproblemsinthehomecountry

2.BalanceSheetApproach:

TheBalanceSheetApproachtointernationalcompensationisasystem designedto

equalizethepurchasingpowerofemployeesatcomparablepositionlevelslivingabroad
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andinthehomecountryandtoprovideincentivestooffsetqualitativedifferences

betweenassignmentlocations.Thebalancesheetapproachiswidelyusedby

internationalorganizationstodeterminethecompensationpackageoftheexpatriates.

Thebasicobjectiveisthemaintenanceoflivingstandardsofthehomecountryplus

financialinducement.

1.GoodsandServices:Outlaysincurredinthehomecountryforfood,personalcare,

clothing,householdfurnishing,recreation,transportationandmedicalcare.

2.Housing:Allmajorcostsassociatedwithhousinginthehostcountry.

3.IncomeTaxes:Parentcountryandhostcountryincometaxexpenditures.

4.Reserve:Contributiontosavings,paymentsforbenefits,pensioncontributions,

investments,educationexpenses,socialsecuritytaxesetc.

TheadvantagesoftheBalanceSheetApproachare:

 Equalitybetweenassignmentsandbetweenexpatriatesofthesamenationality.

 Facilitatesexpatriatereentry

 Easytocommunicatetotheemployees

ThedisadvantagesoftheBalanceSheetApproachare:

 Itcanresultinconsiderabledisparitiesbetweentheexpatriatesofdifferentnationalities

andbetweenexpatriatesandlocalnationals.

 Itcanbequitecomplextoadministerduetochangingeconomicconditions,taxation

etc.
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UNIT:3

IndustrialrelationandInternational
practicesinIndustrialrelation

IndustrialrelationandInternationalpracticesinIndustrial relation
 

Anumberofhumanresourcesbestpracticescanhelpyoudevelopaproductiveand

collegialrelationshipbetweenmanagementandorganizedlabor.Up-to-dateinformation

aboutlaborlaws,leadershiptrainingonbasicindustrialrelationspracticesandwell-

constructednegotiationstrategyareelementsthatwillimproveyourorganization’s

labor-management relations. Turn what traditionally has been an adversarial

relationshipintoonethatbenefitsyourcompanyandemployees.

LaborLaws

Fundamentaltothelabor-managementrelationshipisclarityaboutapplicablelaws,

suchastheNationalLaborRelationsAct.Theactestablishesemployees’rightsand

setsouttheobligationsandresponsibilitiesofemployersandlaborunions.Inaddition

tounderstandingbasiclaborlaw,HRbestpracticesincludestayingabreastofchanges

inthelawsanddecisionsoftheNationalLaborRelationsBoardthataffectyourindustry

andyourworkplace.

LeadershipTraining

Muchofleadershiptrainingcovershow toassignworkandprovidefeedbackabout

performanceandbasicemploymentlaw,suchasTitleVIIoftheCivilRightsActand

preventingworkplaceharassment.Supplementyoursupervisorytrainingwithlabor-

management-related components,such as union contractinterpretation,conflict
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resolutionand,ifyourworkforceisn’tunionized,howtomaintainaunion-freeworkplace.

Supervisorsandmanagershavethemostdirectcontactwithworkers,andworkforce

managementprinciplessuggestthatHRequipthem withtheskillsnecessarytobefirst

respondersconcerninglabor-managementissues.

CollectiveBargaining

HRbestpracticesincollectivebargainingincludedevelopingmanagementstrategyand

proposalsforcontractnegotiationatleastsixmonthsbeforethecontractexpiration

date.Assessthenegotiatingteam’sworkloadandreassignlong-term projectsthat

couldinterferewiththeiravailabilityforbargainingsessions.TheNLRArequiresthat

bothmanagementandtheunionmakethemselvesavailableforcontractnegotiations,

asthatdemonstratesgoodfaith.Ifyouanticipatechangesinyouremployeebenefits

package,getclarificationfrom yourcompensationandbenefitsspecialistonhow the

grouphealthplan,pensionandotherbenefitswillaffectnegotiations.

Resources

Take advantage ofresources available to HR staff,supervisors and managers.

Continuingeducationcourses,workshopsandseminarsonbuildingrelationshipswith

laborunion representatives generally are sponsored by law firms,management

consultinggroupsandcolleges.UsesocialmediaandInternetresearchtolearnabout

union-organizingdrives,includingtheoccupationsandindustriesthatlaborunionsare

targeting.

Union-FreeWorkplace

Ifyouremployeesaren’tunionworkers,improveyouremployeerelationspractices.

Strengthentheemployer-employeerelationship byaddressing workplaceissuesas

soonaspossibletoavoidthelingeringeffectsofconflictthatoftenleademployeesto

seek unionization.Conduct routine vulnerability assessments to determine the
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likelihoodofyouremployeessupportingaunion.Vigilancepaysoff—showinginterest

inandappreciationforyouremployeeskeepsjobsatisfactionhighsotheywon’tseek

unionrepresentation.

GrievanceHandling

HRmanagementshouldaddressuniongrievancesassoonastheyarise.Whenaunion

employeefeelsthathehasbeenunjustlyreprimandedorterminated,hecanfilea

grievance.TheHRmanageroralaborrelationsspecialistisresponsibleforprocessing

a union-employee grievance,which usuallyis a three-step process.The process

includesaunionstewardwhorepresentstheemployee’sinterests.Ifthematterisn’t

resolvedwithintheallottedthreesteps,thecasegoestoarbitration.Thearbitration

processcanbeaslengthyandcostlyaslitigation,bothbeingprocessesthatHR

managementwouldliketoavoidwheneverpossible.

Internationalstrategichumanresource
management

SHRM:Definition,Needand Importance
 

StrategichumanresourcemanagementorSHRM isabranchofHRM.Itemergedfrom

thedisciplineofhumanresourcemanagementandisafairlynewfield.StrategicHRM is

definedas“thelinkingofhumanresourceswithstrategicgoalsandobjectivesinorder

to improve business performance and develop organizationalculture thatfoster

innovationandcompetitiveadvantage.”SHRM inanorganizationmeans“toacceptand

involvethefunctionsofHRasastrategicpartnerinformulatingandimplementingthe

company’sstrategiesthroughhumanresourceactivitieswhichmayinvolverecruiting,

selecting,rewardingandtrainingcompanypersonnel.Inspiteofthesimilarityinnames,

HRM andSHRM aretwodifferentpractices;SHRM isbasicallyapartofthecomplete

HRM process.BesidesthatSHRM focusesmoreonlong-term objectivesratherthanthe
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in-houseobjectiveswithemployeesdealtbyHRM.Inthelate1980’swritersstarted

statingstrongopinionsforamuchmorestrategicapproachtomanagingpeoplethan

wasthestandardpracticeofthattime.Theyclamoredforthechangeoftraditional

managementpracticesofindustrialrelationsandpeopletothemodernmoreimproved

ones.

ThecenterpointofSHRM istoaddressandsolveproblemsthateffectmanagement

programscenteringonpeopleinthelongrunandmorethanoftenglobally.Wecansay

thatthemaingoalorobjectiveofSHRM istoincreaseproductivitynotonlyinthe

employees butin the business overall,itachieves this byfocusing on business

problems and obstacles outside ofthe human resources range.SHRM identifies

importanthumanresourceareaswherestrategiescanbeimpliedfortheimprovement

ofproductivityand employeemotivation.To achievegood resultscommunication

between human resource and top managementofthe organization is ofutmost

importanceascooperationisnotpossiblewithoutactiveparticipation.

KEYFEATURESOFSHRM

Thekeyfeaturesofstrategichumanresourcemanagementaregivenbelow:

 Someorganizingstrategiesorschemeslinkindividualhumanresourceinterventionsso

thattheyare‘mutuallysupportive’

 AgreatamountofresponsibilityistransferreddownthelineforthemanagementofHR

 Thereisapreciselinkbetweenoverallorganizationstrategy,organizationenvironment,

HRpoliciesandpractices.

DEVELOPMENTINSHRM

In recenttimes HRM professionals have been facing challenges with employee

participation,performancemanagement,employeerewardsystems,highcommitment

worksystemsandhumanresourceflow becauseofglobalization.Traditionalmodels
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andtechniqueshavenoplaceintoday’sbusinessworld;alsolocalcompanieswhichgo

globalcannotusethesametacticsintheglobalbusinessworld.Topmanagementsand

HRprofessionalsthatareinvolvedinstrategichumanresourcemanagementfacea

widerangeofissueswhichincludesomeofthefollowing:

 Rapidchangeintechnology

 Introductionofnewconceptsofgeneralmanagement

 Globalizationofmarketintegration

 Increasedcompetition,whichmaynotnecessarilybelocal

 Resultantcorporateclimates

 Constantlychangingownership

InternationallabourStandards
 

Internationallabourlaw isthebodyofrulesspanningpublicandprivateinternational

law whichconcerntherightsanddutiesofemployees,employers,tradeunionsand

governmentsinregulatingtheworkplace.TheInternationalLabourOrganizationandthe

WorldTradeOrganizationhavebeenthemaininternationalbodiesinvolvedinreforming

labourmarkets.TheInternationalMonetaryFundandtheWorldBankhaveindirectly

drivenchangesinlabourpolicybydemandingstructuraladjustmentconditionsfor

receivingloansorgrants.IssuesregardingConflictoflawsarise,determinedbynational

courts,when people work in more than one country,and supra-nationalbodies,

particularlyinthelaw oftheEuropeanUnion,hasagrowingbodyofrulesregarding

labourrights.

Internationallabourstandardsrefertoconventionsagreeduponbyinternationalactors,

resultingfrom aseriesofvaluejudgments,setforthtoprotectbasicworkerrights,

enhanceworkers’jobsecurity,andimprovetheirtermsofemploymentonaglobalscale.

Theintentofsuchstandards,then,isto establishaworldwideminimum levelof

protectionfrom inhumanelabourpracticesthroughtheadoptionandimplementationof
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said measures.From a theoreticalstandpoint,ithasbeen maintained,on ethical

grounds,thattherearecertainbasichumanrightsthatareuniversaltohumankind.

Thus,itistheaim ofinternationallabourstandardstoensuretheprovisionofsuch

rightsintheworkplace,suchasagainstworkplaceaggression,bullying,discrimination

andgenderinequalityontheotherhandsforworkingdiversity,workplacedemocracy

andempowerment.

While the existence ofinternationallabourstandards does notnecessarilyimply

implementation orenforcementmechanisms,mostrealworld caseshave utilised

formaltreatiesandagreementsstemmingfrom internationalinstitutions.Theprimary

internationalagencychargedwithdevelopingworkingstandardsistheInternational

LabourOrganization (ILO).Established in 1919,the ILO advocates international

standardsasessentialfortheeradicationoflabourconditionsinvolving“injustice,

hardshipandprivation”.AccordingtotheILO,internationallabourstandardscontribute

to thepossibilityoflasting peace,help to mitigatepotentiallyadverseeffectsof

internationalmarketcompetitionandhelptheprogressofinternationaldevelopment.

Implementation,however,isnotlimitedtotheILOnorisitconstrainedtothelegislative

modelthatthe ILO represents.Otheralternatives include directtrade sanctions,

multilateralenforcement,andvoluntarystandards.Inadditiontocontroversiesthat

ariseovereachofthesemodels,greaterissueshavealsobeenraisedconcerningthe

debateovertheneedforinternationallabourstandardsthemselves.However,while

criticshavearisen,theinternationalcommunityhaslargelycometoaconsensusin

favourofbasicprotectionoftheworld’slabourforcefrom inhumanepractices.

Associatedwiththedevelopmentofsuccessfulinternationallabourstandardsisproper

monitoringandenforcementoflabourstandards.Mostmonitoringoccursthroughthe

ILO,butdomestic agencies and otherNGOs also playa role in the successful

monitoringofinternationallabourstandards.

ObjectiveofILO
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 Formulationofinternationalpoliciesandprogrammestopromotebasichumanrights,

improveworkingandlivingconditions,andenhanceemploymentopportunities;

 Creation of international labour standards in the form of Conventions and

Recommendations,backedbyauniquesystem tosupervisetheirapplication;

 Anextensiveprogrammeofinternationaltechnicalcooperation.

 Training,education,research,andpublishingactivitiestohelpadvanceallofthese

efforts.

 Topromoteandrealizestandardsandfundamentalprinciplesandrightsatwork;

 Tocreategreateropportunitiesforwomenandmentosecuredecentemployment;

 Toenhancethecoverageandeffectivenessofsocialprotectionforall.

STRUCTUREOFILO

SomeofthemostimportantorganisationalstructureofILOareasfollows:

1.InternationalLabourConference(ILC)

2.GoverningBody

3.InternationalLabourOffice(ILO).

(1)INTERNATIONALLABOURCONFERENCE(ILC)

ThisistheApexbodyofILOwhichmakeslabourpoliciesforinternationallabour.The

ILCholdsitssessionsatafrequencynotlessthanonceinayear.Thedelegatesfrom

threegroup’sviz.thegovernment,theemployers’andtheworkersattendILCsessions

intheratioof2:1:1respectively.Eachrepresentativehasavote.Therepresentatives

from theGovernmentaremostlyministers,diplomatsorofficials.

Theconferenceisempoweredtoappointcommitteestodealwithdifferentmatters

relatingtolabourduringeachsession.Examplesofsuchcommitteesaretheselection

committee,The CredentialCommittee,The Resolution Committee,The Drafting

Committee,TheFinanceCommittee,etc.AllcommitteesexceptFinanceCommitteeare
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tripartiteinnature.

ThefunctionsperformedbytheILCareto:

1.Formulateinternationallabourstandards.

2.Fixtheamountofcontributiontobepaidbythememberstates.

3.DecidebudgetandsubmitthesametotheGoverningBody.

4.Studythe labourproblems submitted bythe DirectorGeneraland assistin their

solutions.

5.Appointcommitteestodealwithdifferentproblemsduringitssessions.

6.Electthepresident.

7.SelectmembersoftheGoverningBody.

8.Developpoliciesandprocedures.

9.Seekadvisoryopinionfrom InternationalCommitteeofJustice.

 Confirm thepowers,functionsandprocedureofRegionalConference.

(2)GOVERNINGBODY

Itisalsoatripartitebody.ItimplementsdecisionsoftheILC withthehelpofthe

InternationalLabourOrganization.Itconsistsof56membersinthesameratioof2:1:1,

i.e.28representativesoftheGovernment,14oftheemployersand14oftheworkers.

Ofthe28representativesoftheGovernment,10areappointedbythemembersofthe

StatesofChiefIndustrialImportanceandremaining18aredelegatesoftheother

governments.

IndustrialpopulationisthecriteriaforchiefIndustrialImportance.Indiaisoneoftheten

statesofchiefIndustrialImportance.Thetenureoftheofficeofthisbodyis3years.It

meetsfrequentlyinayeartotakedecisionsontheprogrammesoftheILO.

ThefunctionsoftheGoverningBodyareto:
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1.Co-ordinateworkbetweentheILCandILO.

2.PrepareagendaforeachsessionoftheILC.

3.AppointtheDirectorGeneraloftheoffice.

4.Scrutinizethebudget.

5.Follow upwithmemberstatesinregardtoimplementationoftheconventionsand

recommendationsadoptedbytheILC.

6.Fixthedate,duration,scheduleandagendafortheRegionalConferences

7.Seekasandwhenrequired,advisoryopinionfrom theInternationalCourtofJusticewith

theconsentoftheILC.

(3)InternationalLabourOffice:

ThisisthesecretariatoftheILOinGenevaandisthethirdmajororganoftheILO.The

DirectorGeneral(DG)oftheILO istheChiefExecutiveOfficeroftheSecretariat

appointedbytheGoverningBody.HealsoservesastheSecretaryGeneraloftheILC.

Histenureisfor10yearsandextendablebytheGoverningBody.

TheDirectorGeneralisassistedbytwoDeputyDirectorGenerals,sixAssistantDirector

Generals,oneDirectoroftheInternationalInstituteofLabourStudies,andoneDirector

oftheInternationalCentreforAdvancedTechnicalandVocationalTraining,Advisors,

ChiefofDivisionsfrom 100nations.

Followingarethemainfunctionsofthisoffice:

1.PreparebriefsanddocumentsforagendaofILC.

2.Assist the Governments of the States to form labour legislation based on

recommendationsoftheILC.

3.Bringoutpublicationsrelatingtoindustriallabourproblemsofinternationalnatureand

interest.

4.Carryoutfunctionsrelatedtotheobservanceoftheconventions.

5.Collectanddistributeinformationoninternationallabourandsocialproblems.
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6.Topromoteandrealizestandardsandfundamentalprinciplesandrightsatwork;

THEROLEOFTHEILO

ThemissionoftheInternationalLabourOrganization(ILO)istopromotesocialjustice

andinternationallyrecognizedhumanandlabourrights,basedonthefoundingprinciple

thatsocialjusticeisessentialtouniversalandlastingpeace.

DecentWorkAgenda

Aspartofitsmission,theILOaimstoachievedecentworkforallbypromotingsocial

dialogue,socialprotectionandemploymentcreation,aswellasrespectforinternational

labourstandards.TheILOprovidestechnicalsupporttomorethan100countriestohelp

achievetheseaims,withthesupportofdevelopmentpartners.

Internationallabourstandards

TheILO setsinternationallabourstandardswithConventions,whichareratifiedby

memberstates,orRecommendations,whicharenon-binding.

Conventionsaredrawn up with inputfrom governments,workers’and employers’

groupsattheILO.ConventionsareadoptedbytheInternationalLabourConference,

whichmeetseveryyearinGeneva.

TheILO’ssupervisoryrole

TheILOmonitorstheimplementationofILOConventionsratifiedbymemberstates.

Thisisdonethrough:

 TheCommitteeofExpertsontheApplicationofConventionsandRecommendations

 The InternationalLabourConference’s Tripartite Committee on the Application of

ConventionsandRecommendations
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 Memberstatesarealsorequiredtosendreportsontheprogressoftheimplementation

oftheConventionstheyhaveratified.

ILODeclarationonFundamentalPrinciplesandRightsatWork          

Adoptedin1998,theDeclarationcommitsmemberstatestorespectandpromoteeight

fundamentalprinciplesandrightsinfourcategories,whetherornottheyhaveratified

therelevantConventions.

Theyare:

 Freedom ofassociationandtherighttocollectivebargaining(Conventions87and98)

 Theeliminationofforcedorcompulsorylabour(No.29andNo.105)

 Theabolitionofchildlabour(ConventionsNo.138andNo.182)

 Theeliminationofdiscriminationinrespectofemploymentandoccupation 

RegionalintegrationandFramework
Agreements

 

RegionalIntegrationisaprocessinwhichneighboringstatesenterintoanagreementin

ordertoupgradecooperationthroughcommoninstitutionsandrules.Theobjectivesof

theagreementcouldrangefrom economictopoliticaltoenvironmental,althoughithas

typicallytakentheform ofapoliticaleconomyinitiativewherecommercialinterestsare

thefocusforachievingbroadersocio-politicalandsecurityobjectives,asdefinedby

nationalgovernments.Regionalintegrationhasbeenorganizedeitherviasupranational

institutionalstructuresorthroughintergovernmentaldecision-making,oracombination

ofboth.

Pasteffortsatregionalintegrationhaveoftenfocusedonremovingbarrierstofree

tradeintheregion,increasingthefreemovementofpeople,labour,goods,andcapital
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acrossnationalborders,reducingthepossibilityofregionalarmedconflict(forexample,

throughConfidenceandSecurity-BuildingMeasures),andadoptingcohesiveregional

stancesonpolicyissues,suchastheenvironment,climatechangeandmigration.

Intra-regionaltradereferstotradewhichfocusesoneconomicexchangeprimarily

betweencountriesofthesameregionoreconomiczone.Inrecentyearscountries

withineconomic-traderegimessuchasASEAN inSoutheastAsiaforexamplehave

increased theleveloftradeand commodityexchangebetweenthemselveswhich

reducestheinflationandtariffbarriersassociatedwithforeignmarketsresultingin

growingprosperity.

Regionalintegration hasbeen defined astheprocessthrough which independent

nationalstates“voluntarilymingle,mergeandmixwiththeirneighborssoastolosethe

factualattributesofsovereigntywhileacquiringnewtechniquesforresolvingconflicts

amongthemselves.”DeLombaerdeandVanLangenhovedescribeitasaworldwide

phenomenon ofterritorialsystems thatincreases the interactions between their

componentsandcreatesnewformsoforganization,co-existingwithtraditionalforms

ofstate-ledorganizationatthenationallevel.Somescholarsseeregionalintegration

simplyastheprocessbywhichstateswithinaparticularregionincreasetheirlevel

interactionwithregardtoeconomic,security,political,orsocialandculturalissues.

Inshort,regionalintegrationisthejoiningofindividualstateswithinaregionintoa

largerwhole.Thedegreeofintegrationdependsuponthewillingnessandcommitment

ofindependentsovereignstatestosharetheirsovereignty.Thedeepintegrationthat

focusesonregulatingthebusinessenvironmentinamoregeneralsenseisfacedwith

manydifficulties.

Regionalintegrationinitiatives,accordingtoVanLangenhove,shouldfulfillatleasteight

importantfunctions:

 Thestrengtheningoftradeintegrationintheregion
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 Thecreationofanappropriateenablingenvironmentforprivatesectordevelopment

 Thedevelopmentofinfrastructureprogrammesinsupportofeconomicgrowthand

regionalintegration

 Thedevelopmentofstrongpublicsectorinstitutionsandgoodgovernance

 Thereductionofsocialexclusionandthedevelopmentofaninclusivecivilsociety

contributiontopeaceandsecurityintheregion

 Thebuildingofenvironmentprogrammesattheregionallevel

 Thestrengtheningoftheregion’sinteractionwithotherregionsoftheworld.

Thecrisisofthepost-warorderledtotheemergenceofanewglobalpoliticalstructure.

ThisnewglobalpoliticalstructuremadeobsoletetheclassicalWestphalianconceptof

a system ofsovereign states to conceptualize world politics.The conceptof

sovereigntybecamelooserand theold legaldefinitionsoftheultimateand fully

autonomouspowerofanation-statearenolongermeaningful.Sovereignty,which

gainedmeaningasanaffirmationofculturalidentity,haslostmeaningaspowerover

theeconomy.AllregionalintegrationprojectsduringtheColdWarwerebuiltonthe

Westphalianstatesystem andweredesignedtoserveeconomicgrowthaswellas

securitymotivesintheirassistancetostatebuildinggoals.Regionalintegrationand

globalizationaretwophenomenathathavechallengedthepre-existingglobalorder

baseduponsovereignstatessincethebeginningofthetwenty-firstcentury.Thetwo

processesdeeplyaffectthestabilityoftheWestphalianstatesystem,thuscontributing

tobothdisorderandanewglobalorder.

Regionalintegrationagreements

Regionalintegrationagreements(RIAs)haveledtomajordevelopmentsininternational

relationsbetweenandamongmanycountries,specificallyincreasesininternational

tradeandinvestmentandintheformationofregionaltradingblocs.Asfundamentalto

the multi-faceted process ofglobalization,regionalintegration has been a major

developmentintheinternationalrelationsofrecentyears.Assuch,RegionalIntegration

Agreementshasgainedhighimportance.Notonlyarealmostalltheindustrialnations
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partofsuchagreements,butalsoahugenumberofdevelopingnationstooareapartof

atleastone,andincases,morethanonesuchagreement.

Theamountoftradethattakesplacewithinthescopeofsuchagreementsisabout35%,

whichaccountstomorethanone-thirdofthetradeintheworld.Themainobjectiveof

theseagreementsistoreducetradebarriersamongthosenationsconcerned,butthe

structuremayvaryfrom oneagreementtoanother.Theremovalofthetradebarriersor

liberalizationofmanyeconomieshashadmultipleimpacts,insomecasesincreasing

Gross domestic product(GDP),butalso resulting in greaterglobalinequality,

concentrationofwealthandanincreasingfrequencyandintensityofeconomiccrises.

ThenumberofagreementsagreedundertherulesoftheGATTandtheWTOandsigned

ineachyearhasdramaticallyincreasedsincethe1990s.Therewere194agreements

ratifiedin1999anditcontained94agreementsform theearly1990s.

Thelastfewyearshaveexperiencedhugequalitativeaswellasquantitativechangesin

the agreementsrelated to the RegionalIntegration Scheme.The top three major

changeswerethefollowing:

 DeepIntegrationRecognition

 Closedregionalism toopenmodel

 Adventoftradeblocs

Recentregionalintegration

RegionalintegrationinEuropewasconsolidatedintheTreatyontheEuropeanUnion

(theMaastrichtTreaty),whichcameintoforceinNovember1993andestablishedthe

EuropeanUnion.TheEuropeanFreeTradeAssociationisafreetradeblocoffour

countries(Iceland,Liechtenstein,SwitzerlandandNorway)whichoperatesinparallel

andislinkedtotheEuropeanUnion.InJanuary1994,theNorthAmericanFreeTrade

AgreementwasformedwhenMexicoaccededtoaprior-existingbilateralfreetrade
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agreementbetweentheUSandCanada.InThePacifictherewastheASEANFreeTrade

Area(AFTA)in1993whichlookedintoreducingthetariffs.TheAFTAstartedinfull

swingin2000.

AlternativeRegionalIntegration

Inthelastdecaderegionalintegrationhasacceleratedanddeepenedaroundtheworld,

inLatinAmericaandNorthAmerica,Europe,Africa,andAsia,withtheformationofnew

alliancesandtradingblocks.However,criticsoftheformsthisintegrationhastaken

haveconsistentlypointedoutthattheformsofregionalintegrationpromotedhave

oftenbeenneoliberalincharacter,inlinewiththemotivesandvaluesoftheWorldTrade

Organization,theInternationalMonetaryFundandtheWorldBank–promotingfinancial

deregulation,theremovalofbarrierstocapitalandglobalcorporations,theirowners

and investors;focusing on industrialisation,boosting globaltrade volumes and

increasingGDP.Thishasbeenaccompaniedbyastarkincreaseinglobalinequality,

growing environmental problems as a result of industrial development, the

displacementofformerly ruralcommunities,ever-expanding urban slums,rising

unemploymentandthedismantlingofsocialandenvironmentalprotections.Global

financialderegulationhasalsocontributedtotheincreasingfrequencyandseverityof

economiccrises,whileGovernmentshaveincreasinglylostthesovereigntytotake

actiontoprotectandfosterweakenedeconomies,astheyareheldtotherulesoffree

tradeimplementedbytheWTOandIMF.

Advocatesofalternativeregionalintegrationarguestronglythatthesolutionstoglobal

crises(financial,economic,environmental,climate,energy,health,food,social,etc.)

mustinvolveregionalsolutionsandregionalintegration,sincetheytranscendnational

borders and territories,and require the cooperation ofdifferentpeoples across

geography.However,theyproposealternativestothedominantformsofneoliberal

integration,whichattendsprimarilytotheneedsoftransnationalcorporationsand

investors.Renownedeconomist,Harvardprofessor,formerseniorvicepresidentand
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chiefeconomistoftheWorldBank,JosephStiglitzhasalsoarguedstronglyagainst

neoliberalglobalisation.Stiglitzarguesthatthederegulation,freetrade,andsocial

spendingcutsorausteritypoliciesofneoliberaleconomicshaveactuallycreatedand

worsenedglobalcrises.Inhis2002bookGlobalizationandItsDiscontentsheexplains

how theindustrializedeconomiesoftheUS,Europe,Japan,SouthKoreaandTaiwan

developednotwiththeneoliberalpoliciespromotedindevelopingcountriesandthe

globalSouth bytheWTO,IMF and World Bank,butratherwith acarefulmixof

protection,regulation,socialsupportandinterventionfrom nationalgovernmentsinthe

market.

 ShiftsinIHRM andIR gothroughwithyourbook

GlobalUnions

UNIT:4

EqualopportunityandDiversity
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managementinglobal context

 

Emergingfrom theUSA duringthelate1980s,the‘diversityapproach’begantobe

discussedasameansofprovidingbothabusinessandsocial-justiceincentivetodrive

equalitywithinorganisations.Unlikeequalopportunitiesapproaches,whichaim for

workplaceswhereanindividual’ssexandraceisofnogreatersignificancethanthe

colouroftheireyesindeterminingthetreatmenttheyreceive,thecoreideabehind

managingdiversityseemstobetoencourageorganizationstorecognizedifferences.

Managingdiversityisgenerallyseenas“proactivelycapitalizingonthedifferentskills,

qualitiesandviewpointsthatadiverseworkforcehastooffer”.ManagingDiversityis

abouttherealizationofthepotentialofallemployeeswherecertaingroupbasedequal

opportunitiesneed to beseriouslyquestioned,in particularaffirmativeaction and

targets.Diversityapproaches thatencourage managers to ignore the realities of

inequalityanddiscriminationwillmeanthatthestatusquoismaintained.

Differencesexistbetweenpeople,andinlinewiththediversityapproachareseenas

importantissuesformanagementtorespondto.However,thesedifferencesarenot

seenasdistributedthoroughlyassuch,whiletheintentionofsuchanapproachisan

environmentinwhicheverybodyfeelsvalued,socialgroupequalityisnotbeinggiven

anyspecificsignificanceasanobjectiveoforganizationalpolicies.Insteaddiversity

issues are said to “exceed beyond obvious physicaldifferences and include

communication styles,problem solving,professionalexpertise,managementlevel,

trainingandeducation,andworkprinciples”.Managingdiversitypoliciesattemptto

discoverindividualneedsanddesireswhichwouldhelppeopleworkmoreeffectively

andrespondthrough,forexample,careermanagementorbenefitschemes.

GlobalizationhasaffectedtheareaofEEO intermsofformalapplicabilityofone

country’sEEOlawstopersonsworkinginanothercountryandintermsofexpectations
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abouttheextentto which equalemploymentopportunityshould beasocietalor

organizationalnorm.

Insomeinstances,forexample,discriminationisprohibitedagainstthecitizensofthe

nativecountrybutexplicitlypermittedwhenitcomestoimmigrants,especiallyillegal

immigrants.ThereiscurrentlydebateintheU.S.astowhatrightsimmigrants—both

legalandillegal—shouldhaveintermsofEEO.Therighttoworkinaforeigncountryis

subjecttothatcountry’simmigrationlaws,whichvarywidelyfrom countrytocountry.

TheoriesofEmploymentDiscrimination

SincetheenactmentofTitleVIIoftheCivilRightsAct,fourtheoriesofemployment

discriminationhaveemergedunderU.S.law:disparatetreatment,disparateimpact,

harassmentandretaliation.

Disparatetreatment

Disparatetreatmentdiscriminationoccurswhenanemployerintentionallytakesan

employee’sprotectedstatusintoconsiderationwhentakinganadverseemployment

action,such as a termination or layoff decision.An example of intentional

discriminationisanemployerthatlearnsofanemployee’spregnancyand,basedat

leastinpartonthatknowledge,selectsthepregnantemployeeforlayoffratherthana

less-qualified employee who is notpregnant.See Whatare disparate impactand

disparatetreatment?

Disparateimpact

Disparateimpactdiscrimination,alsoknownasadverseimpactdiscrimination,occurs

whenanemployeradoptsapolicyorpracticethatseemsneutralandnondiscriminatory

onitssurfacebuthasadisproportionatelynegativeeffectonmembersofaprotected

class.Practicesthathavebeenfoundtohaveadisparateimpactonprotectedgroups
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include:

Minimum heightrequirements. Thesehavebeenfoundtodisproportionatelyaffect

women,HispanicsandAsians.

Physicalagilitytests. Thesecanhaveadisparateimpactonwomen.

Clean-shaven requirements. These have been found to adversely affectAfrican-

American men who are disproportionately affected by a skin condition thatis

aggravatedbyshaving.

In a courtproceeding,once disparate impactis established,the employermust

demonstratethatthechallengedrequirementisjobrelatedforthepositioninquestion

and consistentwith business necessity.Ifthe employee can pointto a less

discriminatorywaytosatisfythebusinessneeds,theemployermaybeobligatedto

adoptthatalternative.See AvoidingAdverseImpactinEmploymentDecisions.

Harassment

Harassmentisaform ofdisparatetreatment(i.e.,intentional)discrimination.Thetheory

hasitsrootsinsexualharassmentcasesunderTitleVII,butcourtshaveappliedthe

samereasoningtoharassmentonthebasisofotherprotectedcharacteristics,suchas

raceorreligion.Sexualharassmentcanoccurintwoforms:bytheoppositesexorby

thesamesex.

Quid pro quo harassment. This type ofharassmentinvolves unwelcome sexual

advances,requestsforsexualfavors,orotherverbalorphysicalconductofasexual

naturewhensubmissiontosuchconductismadeeitherexplicitlyorimplicitlyaterm or

conditionofemployment,orwhensubmissiontoorrejectionofsuchconductbyan

employeeisusedasthebasisforemploymentdecisions,includingtermination.
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Hostileenvironmentharassment. Ahostileworkenvironmentexistswhenconducthas

thepurposeoreffectofunreasonablyinterferingwithanindividual’sworkperformance

orcreating  an intimidating,hostile oroffensive work environment.Fora hostile

environmenttobeunlawful,itmustbesopervasiveandseverethatiteffectivelyalters

thetermsofemployment.Theenvironmentmustbesuchthatareasonableperson

wouldfindithostileorabusive.

Retaliation

MostU.S.lawsthatprohibitemploymentdiscriminationalsoprohibitretaliationagainst

anemployeebecausetheemployeehasexercisedrightsunderthestatuteatissue.

Forexample,TitleVIIoftheCivilRightsActmakesitillegalforan employerto

discriminateagainstanemployeebecausethatemployeeopposedanydiscriminatory

practice;madeachargeofdiscrimination;ortestified,assistedorparticipatedinany

mannerinaninvestigation,proceedingorhearing.Theindividualemployeewhoclaims

tobethevictim ofdiscriminationcanalsoclaim tobethevictim ofretaliationfor

complainingaboutit.

Lawsuitsbasedonretaliationcanbeevenmoredifficultforemployerstodefeatthan

lawsuits based on directdiscrimination.Employers mustexercise caution notto

attempt,orappeartoattempt,to“geteven”whenconductingdisciplinaryterminations

orlayoffsinwhichtheaffectedemployeeshaveparticipatedinprotectedactivities.

See RetaliationPreventionQuestionnaire  

PreventingViolationsandManagingRisk

JustasviolationsofEEOlawscanbesystemic,adherencetoEEOrequirementsismost

effectivewhensystemic.EmployerscantakemanyactionstopreventEEOviolations

andchargesofdiscrimination,including:
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 Adoptinganorganizationalphilosophythattreatsemployeesasindividualsentitledto

respectandfairtreatment,notascommodities.

 Establishingclearwrittenpoliciesandpracticesthatgenuinelyreflecttheemployer’s

EEOvalues,andthenstickingtothem andcreatingthoroughdocumentationofhuman

resourcedecisions.

 Emphasizingtheemployer’sEEO values,policiesandproceduresinnew-employee

onboardingandtraining.See EEOPolicyStatement.

 Providingongoingtrainingatalllevelsabouttheemployer’sEEOvalues,policiesand

procedures.

 CreatinganEEOconflictresolutionprocessthatistrulyopen-door.

 DesignatingandempoweringaresponsibleindividualtoaddressEEOissues:anethics

officer,EEOofficer,affirmativeactionofficer,diversityofficer,ombudsmanordirector

ofhumanresources.

 Investigatingemployeecomplaintsthoroughlyandconsistently.

Inadditiontothestepsdescribedabove,employersalsomanagetheirEEOriskthrough:

 Internaldisputeresolutionprograms,suchasgrievanceprocedures,mediationand

arbitration.

 Employerpracticesliabilityinsurance.

 UsingreleasesofclaimsaspartofaseverancepayplanoradhocsettlementofEEO

claims.

 OngoingmanagementofEEOissues.

Enforcement

IntheUnitedStates,EEOlawsareenforcedbothbypublicagenciesandprivatelawsuits.

Administrativeagencies

FederalEEOlawsaregenerallyadministeredbythe U.S.EqualEmploymentOpportunity
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Commission(EEOC).See EEOCCoordinationofFederalGovernmentEqualOpportunity.

Moststategovernmentshaveoneormorecivilrightsenforcementcounterpartstothe

EEOC,referredtobytheEEOCas FairEmploymentPracticeAgencies.Statecivilrights

agenciesusuallyhaveconcurrentjurisdictionwiththeEEOCtoinvestigatechargesof

discrimination underthe laws administered by the EEOC,as wellas exclusive

jurisdictiontoadministertheirownlaws.

Chargeofdiscrimination

Employeesorotherpersonswhobelievetheirrightstoequalemploymentopportunity

have been violated may file a Charge ofDiscrimination with the EEOC,with the

appropriatestateagencyorwithboth.AdiscriminationchargefiledwiththeEEOCisa

swornstatementoutlininginverygeneraltermswhythechargingpartybelieveshisor

herEEO rightshavebeenviolated.TheEEOC willassistthechargingpartyinthe

preparation ofthis form based on an interview with the charging party.The

discriminationchargeisoftenaccompaniedbyamoredetailedswornstatement,or

affidavit,especiallyifthechargingpartyhaslegalcounsel.

Agencyinvestigation

TheEEOCorstatecounterpartwillnotifytheemployerorotherpartybeingcharged—the

respondent—ofthe allegations made bythe charging partyand requestthatthe

respondentprovidea written responseto theallegationsand copiesofpertinent

documents such as policies,performance evaluations and documentation ofany

disciplinaryactions.In someinstances,theinvestigating agencywillalso request

informationaboutworkforcedemographics.

RespondingtoEEOComplaints

Anemployer’sobligationsinthefaceofanEEOcomplaintaretodothefollowing:
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 Conductaninvestigationthatisprompt,fairandthorough.

 Takeappropriateremedialmeasures.

Conciliationefforts

Beforeoraftertherespondentsubmitsitsresponsetothechargeofdiscriminationand

agencyrequestforinformation,theagencytypicallyofferstoassistthepartiesin

reaching a negotiated resolution.Sometimes the agency investigatorfacilitates

conciliation;sometimestheagencyprovidesanexperiencedmediatorandfacilitiesfor

thepartiestomeetandtoattempttonegotiatearesolutionsatisfactorytobothsides.

Agencydetermination

Ifthepartiesdonotagreetoanegotiatedresolution,theagencywillproceedtomakea

determination aboutwhetheritbelieves there is probable cause to believe the

respondentviolatedthechargingparty’sEEOrights.Althoughthesituationunderstate

lawsmaybedifferent,adeterminationthatdiscriminationeitherdidordidnotoccuris

nonbindingandisprobablynotadmissibleincourtproceedings.

Therighttosue

TheagencychargedwithadministeringtheparticularEEOlaw mustbegiventhefirst

opportunitytoaddresstheissue(i.e.,achargingpartycannotbypasstheagencyand

immediatelyfilealawsuit).Attheendoftheinvestigationandissuanceofitscharge

determination,theagencywillnotifythechargingpartyinaright-to-sueletterthatheor

shemaynowproceedtofilealawsuit,ifdesired,andwillalsostatehowmuchtimethe

chargingpartyhastodoso,typically90days.

Privateandagencylawsuits

UnderthelawsadministeredbytheEEOC,theissuanceoftheright-to-sueletterstarts

theclockrunningforanaggrievedpersontofileacomplaintwithanappropriatecourt



KMBHR05:InternationalHumanResourceManagement

AkhileshGaur(MBADepartment)
RajivAcademyforTechnologyandManagement,Mathura90

oflaw.Thisprocessordinarilyrequireshiringanattorneyonacontingent-feebasis.In

certaincircumstances,though,theagencywillfilealawsuitonthechargingparty’s

behalf,therebyprovidingtheemployeewithexpertgovernment-paidlegalcounsel.

FactorsintheEEOC’sdecisiontofilesuitonanemployee’sbehalfinclude:

 Thenumberofemployeesaffected(especiallyifaclassaction).

 Thetypeofviolationalleged.

 Theagency’sdesiretofleshoutunansweredquestionsunderthelawortofurtherthe

publicinterestintargetingcertainhigh-priorityfieldsorindustries.

ManagingCulturalDiversityintheWorkplace

Developingculturalcompetenceresultsinanabilitytounderstand,communicatewith,

andeffectivelyinteractwithpeopleacrosscultures,andworkwithvaryingcultural

beliefs and schedules.While there are myriad culturalvariations,here are some

essentialtotheworkplace:

1.Communication: Providinginformationaccuratelyandpromptlyiscriticaltoeffective

workandteam performance.Thisisparticularlyimportantwhenaprojectistroubled

andneedsimmediatecorrectiveactions.However,peoplefrom differentculturesvaryin

how,forexample,theyrelatetobadnews.Peoplefrom someAsianculturesare

reluctantto give supervisors bad news – while those from othercultures may

exaggerateit.

2.Team-Building: Somecultures–liketheUnitedStates–areindividualistic,andpeople

wanttogoitalone.Otherculturesvaluecooperationwithinoramongotherteams.

Team-buildingissuescanbecomemoreproblematicasteamsarecomprisedofpeople

from amixoftheseculturaltypes.Effectivecross-culturalteam-buildingisessentialto

benefitingfrom thepotentialadvantagesofculturaldiversityintheworkplace

3.Time: Culturesdifferinhow theyview time.Forexample,theydifferinthebalance

betweenworkandfamilylife,andtheworkplacemixbetweenworkandsocialbehavior.
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Otherdifferencesincludetheperceptionofovertime,oreventheexactmeaningofa

deadline.Differentperceptionsoftimecancauseagreatmisunderstandingandmishap

in the workplace,especially with scheduling and deadlines.Perceptions oftime

underscoretheimportanceofculturaldiversityintheworkplace,andhowitcanimpact

everydaywork.

4.Schedules: Workcanbeimpactbyculturaland religiouseventsaffectingtheworkplace.

Thebusinessworldgenerallyrunsonthewesternsecularyear,beginningwithJanuary

1andendingwithDecember31.Butsomeculturesusewildlydifferentcalendarsto

determine New Yearsorspecificholydays.Forexample,EasternOrthodoxChristians

celebrateChristmasonadifferentdayfrom westernChristians.ForMuslims,Fridayisa

dayforprayer.Jewsobserveholidaysrangingfrom RoshHashanahtoYom Kippur.

Thesevariationsaffecttheworkplaceaspeoplerequiretimeoffto observetheir

holidays.

Todevelopculturalcompetence,trainingshouldfocusonthefollowingareas:

1.CulturalAwarenessistheskilltounderstandone’sreactionstopeoplewhoaredifferent,

andhowourbehaviormightinterferewitheffectiveworkingrelationships.Weneedto

learntoovercomestereotypes?Weneedtoseepeopleasindividualsandfocuson

actualbehavior,ratherthanourpreconceivedandoftenbiasednotions.

2.Thisisthecompanionskilltoawareness.Attitudeenablespeopletoexaminetheir

values and beliefs aboutculturaldifferences,and understand theirorigins.Itis

importantthattofocusonfacts,ratherthanjudgment.Also,notethatsuggestingthat

somepeoplearemorebiasedandprejudicedthanotherscanquicklysabotagecultural

training. Thegoalismanagingculturaldiversityintheworkplace,andcreatingeffective

workingrelationships–nottomakeconverts.

3.Knowledge Socialscienceresearchindicatesthatourvaluesandbeliefsaboutequality

maybeinconsistentwithbehavior.Ironically,weareoftenunawareofthis.Knowledge

aboutourownbehavior–andhowitrelatestofairnessandworkforceeffectiveness–

isanessentialskill. It’salsoessentialtobeknowledgeableaboutothercultures,from
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communicationstylestoholidaysandreligiousevents. Theminimum objectiveis

tolerance,which is essentialforeffective teamwork.Differences are whatmake

tolerancenecessary,andtoleranceiswhatmakesdifferencespossible.

4.Skills Thegoaloftraining–inawareness,attitude,andknowledge–shouldbeskills

thatallow organizationalleaders and employees to make culturalcompetence a

seamlesspartoftheworkplace.Thenewworkenvironmentisdefinedbyunderstanding,

communicating,cooperating,and providing leadership across cultures. Managing

culturaldiversityintheworkplaceisalsothechallengefororganizationsthatwantto

profitfrom acompetitiveadvantageinthe21stcenturyeconomy.

StructureofGlobal Organization
 

#1Expo-documentsagainstacceptancertDepartment:

Exportsareoftenlookedafterbyacompany’smarketingorsalesdepartmentinthe

initialstageswhenthevolumeofexportssalesislow.However,withincreasein

exportsturnover,anindependentexportsdepartmentisoftensetupandseparatedfrom

domesticmarketing,asshowninFig.17.2
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Exports activities are controlled by a company’s home-based office through a

designated head ofexportdepartment,i.e.Vice President,Director,orManager

(Exports).TheroleoftheHRdepartmentisprimarilyconfinedtoplanningandrecruiting

staffforexports,traininganddevelopment,andcompensation.

Sometimes,someHRactivities,suchasrecruitingforeignsalesoragencypersonnel

arecarriedoutbytheexportsormarketingdepartmentwithorwithoutconsultationwith

theHRdepartment.

#2InternationalDivisionStructure:

Astheforeignoperationsofacompanygrow,businessesoftenrealizetheoverseas

growthopportunitiesandanindependentinternationaldivisioniscreatedwhichhandles

allofacompany’sinternationaloperations(Fig.17.3).Theheadofinternationaldivision,

whodirectlyreportstothechiefexecutiveofficer,coordinatesandmonitorsallforeign

activities.
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Thein-chargeofsubsidiariesreportstotheheadoftheinternationaldivision.Some

parallelbutlessformalreportingalsotakesplacedirectlytovariousfunctionalheadsat

thecorporateheadquarters.

The corporate human resource departmentcoordinates and implements staffing,

expatriate management,and training and developmentatthe corporate levelfor

internationalassignments.Further,italsointeractswiththeHRdivisionsofindividual

subsidiaries.

Theinternationalstructureensurestheattentionofthetop managementtowards

developingaholisticandunifiedapproachtointernationaloperations.Suchastructure

facilitatescross-productand cross-geographicco-ordination,and reducesresource

duplication.

Althoughaninternationalstructureprovidesmuchgreaterautonomyindecision-making,

itisoftenusedduringtheearlystagesofinternationalizationwithrelativelylowratioof

foreigntodomesticsales,andlimitedforeignproductandgeographicdiversity.
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#3GlobalOrganizationalStructures:

Risein a company’soverseasoperationsnecessitatesintegration ofitsactivities

acrosstheworldandbuildingupaworldwideorganizationalstructure.

Whileconceptualizingorganizationalstructure,theinternationalizingfirm oftenhasto

resolvethefollowingconflictingissues:

1.Extentortypeofcontrolexertedbytheparentcompanyheadquartersoversubsidiaries

2.Extentofautonomyinmakingkeydecisionstobeprovidedbytheparentcompany

headquarterstosubsidiaries(centralizationvs.decentralization)

Itleadstore-organizationandamalgamationofhithertofragmentedorganizational

interestsintoagloballyintegratedorganizationalstructurewhichmayeitherbebased

onfunctional,geographic,orproductdivisions.Dependinguponthefirm strategyand

demandsoftheexternalbusinessenvironment,itmayfurtherbegraduatedtoaglobal

matrixortrans-nationalnetworkstructure.

GlobalFunctionalDivisionStructure:

Itaimstofocustheattentionofkeyfunctionsofafirm,asshowninFig.17.4,wherein

eachfunctionaldepartmentordivisionisresponsibleforitsactivitiesaroundtheworld.

Forinstance,theoperationsdepartmentcontrolsand monitorsallproductionand

operationalactivities;similarly,marketing,finance,andhumanresourcedivisionsco-

ordinateandcontroltheirrespectiveactivitiesacrosstheworld.
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Suchanorganiza¬tionalstructuretakesadvantageoftheexpertiseofeachfunctional

divisionandfacili¬tatescentralizedcontrol.MNEswithnarrowandintegratedproduct

lines,suchasCaterpillar,usuallyadoptthefunctionalorganizationalstructure.

SuchorganizationalstructureswerealsoadoptedbyautomobileMNEsbuthavenow

beenreplacedbygeographicandproductstructuresduringrecentyearsduetotheir

globalexpansion.

TheMajorAdvantagesofglobalfunctionaldivisionstructureinclude:

1.Greateremphasisonfunctionalexpertise

2.Relativelyleanmanagerialstaff

3.Highlevelofcentralizedcontrol

4.Higherinternationalorientationofallfunctionalmanagers

TheDisadvantagesofsuchdivisionalstructureinclude:

1.Difficultyincross-functionalcoordination

2.Challengeinmanagingmultipleproductlinesduetoseparationofoperationsand

marketingindifferentdepartments

3.Sinceonlythechiefexecutiveofficerisresponsibleforprofits,suchastructureis
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favouredonlywhencentralizedcoordinationandcontrolofvariousactivitiesisrequired.

Globalproductstructure:

Underglobalproductstructure,thecorporateproductdivision,asdepictedinFig.17.5,

isgivenworldwideresponsibilityfortheproductgrowth.

Theheadsofproductdivisionsdoreceiveinternalfunctionalsupportassociatedwith

theproductfrom allotherdivisions,suchasoperations,finance,marketing,andhuman

resources.Theyalsoenjoyconsiderableautonomywithauthoritytotakeimportant

decisionsandoperateasprofitcentres.

Theglobalproductstructureiseffectiveinmanagingdiversifiedproductlines.

Suchastructureisextremelyeffectiveincarryingoutproductmodificationssoasto

meetrapidlychangingcustomerneedsindiversemarkets.Itenablesclosecoordination

betweenthetechnologicalandmarketingaspectsofvariousmarketsinview ofthe
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differencesinproductlifecyclesinthesemarkets,forinstance,incaseofconsumer

electronics,suchasTV,musicplayers,etc.

However,creating exclusiveproductdivisionstendsto replicatevariousfunctional

activitiesandmultiplicityofstaff.Besides,littleattentionispaidtoworldwidemarket

demandandstrategy.Lackofcooperationamongvariousproductlinesmayalsoresult

intosalesloss.Productmanagersoftenpursuecurrentlyattractivemarketsneglecting

thosewithbetterlong-term potential.

GlobalGeographicStructure:

Undertheglobalgeographicstructure,afirm’sglobaloperationsareorganizedonthe

basisofgeographicregions,asdepictedinFig.17.6.Itisgenerallyusedbycompanies

withmaturebusinessesandnarrow productlines.Itallowstheindependentheadsof

variousgeographicalsubsidiariestofocusonthelocalmarketrequirements,monitor

environmentalchanges,andrespondquicklyandeffectively.

Thecorporateheadquarterisresponsiblefortransferringexcessresourcesfrom one
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countrytoanother,asandwhenrequired.Thecorporatehumanresourcedivisionalso

coordinatesandprovidessynergytoachievecompany’soverallstrategicgoalsbetween

varioussubsidiariesbasedindifferentcountries.

Suchstructureiseffectivewhentheproductlinesarenottoodiverseandresourcescan

beshared.Undersuchorganizationalstructure,subsidiariesineachcountryaredeeply

embeddedwithnationalisticbiasesthatprohibitthem from cooperatingamongeach

other.

GlobalMatrixStructure:

Itisanintegratedorganizationalstructure,whichsuper-imposesoneachothermore

thanonedimension.Theglobalmatrixstructuremightconsistofproductdivisions

intersectingwithvariousgeographicalareasorfunctionaldivisions(Fig.17.7).Unlike

functional,geographical,orproductdivisionstructures,thematrixstructuresharesjoint

controloverfirm’svariousfunctionalactivities.
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Suchanintegratedorganizationalstructurefacilitatesgreaterinteractionandflow of

informationthroughouttheorganization.Sincethematrixstructurehasanin-built

conceptofinteractionbetweenintersectingperspectives,ittendstobalancetheMNE’s

prospective,takingcross-functionalaspectsintoconsideration.

Itfacilitateseaseoftechnologytransfertoforeignoperationsandofnewproductsto

differentmarkets leading to highereconomies ofscale and betterforeign sales

performance.MatrixstructureisusedsuccessfullybyalargenumberofMNEs,suchas

RoyalDutch/Shell,DowChemical,etc.

Inanefforttobringtogetherdivergentperspectiveswithintheorganization,thematrix

structuremayalsoleadtoconflictingsituations.Itinhibitsafirm’sabilitytorespond

quicklytoenvironmentalchangesincaseaneffectiveconflictresolutionmechanism is

notinplace.
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Sincethestructurerequiresmostmanagerstoreporttotwoormultiplebosses,Fayol’s

basicprincipleofunityofcommandisviolatedandconflictingdirectivesfrom multiple

authoritiesmaycompelemployeestocompromisewithsub-optimalalternativessoas

toavoidconflictwhichmaynotbethemostappropriatestrategyforanorganizationas

awhole.

TransnationalNetworkStructure:

Suchagloballyintegratedstructurerepresentstheultimateform ofanearth-spanning

organization,which eliminatesthemeaning oftwo orthreematrixdimensions.It

encompasseselementsoffunction,product,andgeographicdesignswhilerelyingupon

anetworkarrangementtolinkworldwidesubsidiaries(Fig.17.8).

Thisform oforganizationisnotdefinedbyitsformalstructurebutbyhowitsprocesses

arelinkedwitheachother,whichmaybecharacterizedbyanoverallintegratedsystem
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ofvariousinter-relatedsub-systems.

Thetrans-nationalnetworkstructureisdesignedaround‘nodes’,whicharetheunits

responsibleforcoordinatingwithproduct,functionalandgeographicaspectsofanMNE.

Thus,trans-nationalnetworkstructuresbuild-upmulti¬dimensionalorganizationswhich

arefullynetworked.

Theconceptualframeworkofatrans-nationalnetworkstructureprimarilyconsistsof

threecomponents:

Dispersesub-units:

Thesearesubsidiarieslocated anywhereintheworld wheretheycanbenefitthe

organizationeithertotakeadvantageoflow-factorcostsorprovideinformationonnew

technologiesormarkettrends

Specializedoperations:

Thesearetheactivitiescarriedoutbysub-unitsfocusinguponparticularproductlines,

research areas,and marketing areasdesign to tap specialized expertiseorother

resourcesinthecompany’sworldwidesubsidiaries.

Inter-dependentrelationships:

Itisusedtoshareinformationandresourcesthroughoutthedispersedandspecialized

subsidiaries.

OrganizationalstructureofN.V.Philipswhichoperatesinmorethan50countrieswith

diverserangeofproductlinesprovidesagoodillustrationofatrans-nationalnetwork

structure.

#4EvolutionofGlobalOrganizationalStructures:
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Organizationalstructuresoftenexhibitevolutionarypatterns,asshowninFig.17.9,

dependingupontheirstrategicglobalization.Thehistoricalevolutionoforganizational

patternsindicatesthatintheearlyphaseofinternationalization,mostfirmsseparate

theirexportsdepartmentsfrom domesticmarketingorhaveseparateinternational

divisions.

Companieswithemphasisonglobalbusinessstrategiesmovetowardsglobalproduct

structureswhereasthosewithemphasisonlocationbasestrategiesmovetowards

globalgeographicstructures.

Subsequently,alargenumberofcompaniesgraduatetoamatrixortrans-national

networkstructureduetodualdemandsoflocaladaptationspressuresandglobalization.

Inpractice,mostcompanieshardlyadopteitherpurematrixortrans-nationalstructures;

rathertheyoptforhybridstructuresincorporatingboth.

EmergingtrendsinEmployeeRelations
andEmployee involvement
 

 CentralizationoftheERfunction: ERhastraditionallybeenorganizedusingoneofthe
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threemodels–decentralized,centralized,andmixed.CentralizeddesignreferstoanER

team thatisresponsibleformanaging employeerelationsissuesand conducting

investigationsacrosstheorganization.Theteam doesnothavetobegeographically

centralized.ThemixedERmodelreliesonacentralizedteam formanagingsomeor

mostoftheemployeerelationscasesandinvestigationswithfieldrepresentatives(HR

professionals)tomanagesomeemployeerelationsissues.Inthedecentralizedmodel,

employeerelationsissuesaremanagedwithinspecificfunctionsorverticalsbyERand

HR professionals.A recentsurvey by HR Acuity suggests a shifttowards the

centralizationoftheERfunction.Thesurveyreportnotedayearoveryeardeclineinthe

numberoforganizations using a decentralized approach foremployee relations.

Industrieslikepharmaceuticalsandtechnologywerefoundtobeheavilydependenton

thecentralizedmodel,whileotherindustrieslikefinance,insurance,andhealthcaretook

themixedapproachtoER.

 Anincreasingfocusonmetricsandanalytics: LikeotherHR functions,ER isalso

becoming more data-driven and outcome driven.Organizations are increasingly

focusingoncost,rootcause,andtrackingmetricstodrivecontinuousimprovement.By

analyzingkeytrends,ER teamscanalsobenefitfrom significantcostsavingsand

determinetheactualcostofgrievancesandlitigation.In2019,theERfunctionwill

increasinglyrelyonprescriptiveandpredictiveanalyticstopredict,mitigateandeven

preventERissuesfrom blowingup.

 Workplacesafetywillbeinthespotlight: 2017and2018broughttolightnumerousnew

allegationsofsexualharassmentintheworkplace.The#MeToomovementgathered

momentum and raised uncomfortable questions about ER practices in the

organizationsaffected.ERprofessionalscouldexpectmoreemployeestoopenupand

reportsexualmisconductand be ready to actin anticipating employees’public

allegations.Buildingawarenessofanti-harassmentlawsisn’tgoingtobeenough,ER

professionalswillneedtoproactivelycreateanenvironmentinwhichallemployeesfeel

safe.

TrendsinEmployeeRelations
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Forthelast25years,lotsofchangeshavebeenobservedinthearenaofemployee

relationshipintheUK.Almostallthenormswhichwereconsideredtobemajorinthe

industriesofEnglandhavebeendoneawaywith.Thishasoccurredasthekindofwork

peopledohaschanged,alsothekindofworkplacethatthepeopleareinhaschanged

overtheyears.Thechangesinstructurehavealsobroughtaboutachangeinthe

culture.Theattitudeofemployerstowardstheiremployeesandviceversahaschanged

tremendouslyovertheyears.Oncourseofthisbook,youwillcomeacrosslotsof

changesthathaveaffectedthedifferentareasoftheworkplace.AllareasofHRM

activitieshavechangedhenceforth.Howeverthemostastoundingofchangeshave

occurredinemployeerelations.Youcansaythatthedifferentchangeshaveprogressed

atdifferentspeedsinthevariousfields.Youwillfindlotsofworkplacesinthepublic

sectors,whereeventodaythetraditionalmodelsofemployeerelationsarefollowed.

Thegovernmentshavecomeandgonetryingtounderminethesethings.Henceasa

resultofthis,inthepresenttimes,thereexists,alotofvarietyinapproachesindifferent

sectorsofindustrythanitwasinthepast. 

Tradeuniondecline

Themoststrikingofchangesthathasbeenseen,isthelesseninginthenumberof

peoplewhojointhetradeunions.Evenifthesepeoplejoin,theydonottakepartinthe

activitiesoftheseunions.IntheUnitedKingdom,thenumberofmembershipshad

reacheditspinnacleintheyear1979.Itwasseenthatmorethan13millionpeople,

whichisroughly58%ofallemployeeshadoptedforbeingmemberoftheunionsfor

trade.Intheyearsthatfollow,therehasbeenadecreaseinthenumberscontinuously

foreveryyear.Theoldermembersoftheunionshaveretired,andnewpeoplehavenot

substitutedthem.Intheyear2002,themembershipwasseentobestandingatjust7.3

million.Inthemostrecenttimes,therehasbeensomedecreaseinthedeteriorationof

numbers.Someunionshavealso claimed thattheyhaveseen someincreasein

membership.Thishashappenedasmorenumberofpeoplehasbecomeapartofthe

workforce.Howeverthedensityofthetradeunionhaskeptdecreasingforthepasttwo
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andhalfdecadesnow.

Windowonpractice

Thetradeunionsmainlyfaceproblemsingettingmembersfrom placeswhicharealso

calleddispersedsectors.Hereactuallythedifferentemployeeslayscatteredinsmall

placesofworkthroughouttheentirecountry.Thepeopleareseenworkinginquite

smallteams which can even include less than sixpeople.Hence the traditional

approachofunionswhichincludedcommunicatingfrom ahigherauthoritytopeople

suchasstewardsfrom shopsisnotquitepractical.Hencedifferentnewmethodsand

technologiesarerequiredtobeusedsuchasSMSssentfrom phonesandalertingthese

people.

Inspiteofdifferentdifficulties,thebigunionshaveenjoyedsomesuccessesoverthe

years.Thishasbeendonebysettingupofspecialsectorsforpeoplewhoworkin

dispersedenvironments.TheIRSwillprovideyouwithlotsofgoodexamplesregarding

this matter.The union of GMB has actually started looking for professional

sportspersonaswellasdriversandsexworkers.TheUnionfortransportsaswellas

workersingeneralhavealsosetupunionsandenrolledmorethan2000peopleworking

insmallnurseries.Youcansaythatthemostfamoussuccessstorywasseeninthe

caseofclergyandchurchworkersofAmicus.Thisunionhasgot2500membersfor

nowandhasalsosucceededinensuringthattherightoftheClergymanwouldnotbe

dismissedoffinanymanner.

Collectivebargainingandindustrialaction

Oneofthemajoreffectswhichwasfeltafterthedeclineinnumberofmembersinthe

union,wasacontinueddecreaseinthenumberofpeoplewhosetermsandconditions

foraparticularjobwassetaccordingtocollectivebargaining.Inthisparticularsegment

toolotsoflotsofchangeshaveoccurred.Inthepresenttimes,ithasbeenobserved

thatpeoplehavemovedonfrom apositionwheremanymembersworkedincompanies
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havingpropertradeunionstoplaceswheremostpeoplewerenotworkinginthem

anymore.Intheyear1970,itwasseenthatmorethan80%ofthepeoplebelongingto

thegeneralworkforceintheUK,belongedtojobsdeterminedbycollectiveagreements.

Convergenceanddivergenceinpersonal
managementindevelopedand

developing economics
 

Withtheriseinglobalisation,humanresourcemanagersarefacedwithdecisionsonthe

theoreticalapproach to managing human resources.As Festing (2012)observes,

human resources management is a strategic function whose design and

implementationhasthecapacityforyieldingacompetitiveadvantageforthebusiness

organisation.Itis atthe centre ofcontrolling operation costs bymaximising on

productivitywhilealsopromotingagilitybymotivatingemployeesandexploitingtheir

intelligencetoboostoverallorganisationalintelligencetoenhancecompetitivenessin

theincreasinglycompetitiveglobalisedworld.Humanresourcemanagementismore

complexattheinternationalstagewherenationalculturesandlawsmaymakeit

necessarytomodifyoperationalapproachestopromoteproductivity.Thechoicestobe
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madeareonwhethertouseapproachessuchasconvergence,divergenceorahybrid

system.Theconvergencetheoryfocusesonestablishingbestpracticesapplicable

acrosstheboardwhilethedivergencetheoryfocusesonestablishingmanagement

systemsthatconform tothespecificcircumstancesofeachcountry.Thechoiceon

which ofthe approaches to HRM is determined by the goals as wellas the

circumstancesoftheorganisation.

Convergence

TheconvergencetheoryinHRM canalsobereferredtoastheUniversalisttheorywhich

isfoundedonthebeliefthatcertainbestpracticescanyieldexcellentfruitsifapplied

acrossorganisationsindifferentcountries.Thistheorywasmostdominantinthe

1950sand1960sinthedevelopedworld(EuropeandUSA)withthethinkingbeingthat

universalapplicationofgoodmanagementpracticeswasanimportantfactorinmaking

societiesto bemorealike acrossnationalboundaries.Proponentsofthistheory

advanced itin relation to an imminentacceleration in globalisation whereitwas

believedthataspeoplecontinuedtointeractwitheachothermorefrequentlyacross

nationalandculturaldivide,therewouldemergeaglobalculturebasedoncertainbest

practicesinbusinessmanagementandHRM.Eventhoughthistheoreticalapproach

hasbeenfaultedforfailingtorecogniseenduringculturaldifferences,itsproponents

havesoughttonarrow downitsapplicationtobusinesspracticeswhileholdingthat

managersacrosstheworldaremorelikelytohavesimilarviewpointsandattitudes.

Thisjustifiestheconvergenceofmanagementapproaches.Inotherwords,itisnatural

thatmanagementpracticeswillconvergearoundcertainestablishedbestpractices.

AccordingtoRowley(1998),thedevelopmentofbestpracticesisanevolutionprocess

wheredifferentpracticesareinplaceandresultsofeachdimensionisweighedbefore

themosteffectiveonesarepicked.Thefreeflow ofinformationacrossnational

boundariesisamongthefactorsthatareexpectedtoleadtothegenerationofbest

practicesacrossdifferentcountriesasexperimentswithdifferentsystemsareweighed

againsttheiroutcomesand decisionsmaderegarding theirsuitability.Thisisthe
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approachthatinformsthisUniversalistview.Theconvergencetheoryhasthesame

approachasthebest-practiceapproachinHRM whichiscontrastedagainstthebest-fit

approach.Theformeradvocatesfortheapplicationofbestpracticesthathavebeen

establishedinmanaginghumanresourcesasawayofguaranteeinggoodresultswhile

thelatterfocusesongeneratingapproachesthatbestcomplementtheorganisational

strategiesandtheirexternalcircumstances.DespitetheoppositiontotheUniversalist

approach,observationsarethatithascontributedtothedevelopmentofcertainbest

practicesinHRM acrosstheworld.

One ofthe dominanttrendsin HRM practicesthatcan be categorised asbeing

consistentwith the convergence theoryis the spread in the use ofinformation

technologyinHRM.Practicessuchasrecruitmentareincreasinglymakinguseof

informationtechnologyallowingorganisationstoprocuretalentinternationally.Another

trendhasbeentheuseofscientificmeansofinterviewingandselectingstaff.The

practiceofcompaniesusingscientificallydesignedaptitudeteststodeterminetheIQ

andpersonalityoftheirprospectiveemployeeshasbeenveryhighandwasstartedin

theUSAbeforespreadingtoEuropeandtotherestoftheworld.Thisinvestmentin

recruitmentiscrucialfororganisationswhichviewemployeesastheirmostimportant

sourcesofcompetitiveadvantage.TheapplicationoftheUniversalistviewcanalsobe

observedintheapproachtoemployeemotivationappliedacrosstheworldwhere

dominanttheoriestendtobeembracedacrosstheworld.Forinstance,rewardschemes

thatrecogniseindividualcontributionarebeingadoptedacrosstheworld;evenin

countriesthatareknowntobestronglycollectivist.Chinahasbeenoneofthelatest

beneficiariesoftheconvergenceapproachesasmultinationalsapplying theirbest

practiceinHRM havebeenabletoinspireachangeinoperationapproachesamong

Chinesefirms.Thismadeitpossibleforthelocalfirmstotakemeasurestoencourage

productivitytothelevelthatthelabourproductivityinChinaasawholehasbeenona

rapidrise.ThishasmadeiteasyforunitcostofoperationsinChinatobelowdespite

therisingwagelevelsinthecountry.
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The main driving force forconvergence is the need forexcellence and superior

economicoutput.Thisdrivesmanagerstosettleformanagementapproachesthathave

beenproventobeeffectiveinthepastasitalsohelpsinminimisingrisk.Theother

driverofconvergenceisculturalethnocentricism amongmanagerswhomaybelieve

thattheirhomepracticesarebestandsuperior.Thisleadsthem totheconclusionthat

itisonlytheirsystemsthatcanworkbest.Theotherdrivingfactorcouldbethegrowth

ofinternationalorganisationssuchasregionalandinternationallabourorganisations

whichpushorganisationstowardsacommonapproachtoremunerationandprovision

ofgoodworkingconditions.Thestandardspushedforareoftensimilaralbeitwith

some variations which are likely to disappear with time leading to complete

convergenceinsuchHRM practices.ThemainadvantageofthisapproachtoHRM is

thatitcreatesroom fortheimprovementofmanagementpracticesacrossnational

boundaries.However,itcanhavenegativeresultsisthereisaconflictbetweenculture

andthemanagementpracticesembracedunlikethedivergentapproachthatrecognises

differencesinculture.

Divergence

Divergencetheoryemphasisestheneedtoadoptdifferentmanagementapproaches

dependingonthecircumstancesandthegoalsoftheorganisation.Itcanbeexplained

usingtwotheories:theculturaltheoryandtheinstitutionaltheory.Thetwotheoriesalso

representthedriving factorsbehind thistheory.ThedivergencetheoristsinHRM

practiceholdthatthereisnoidealapproachtomanagementforallcircumstancesand

itistherefore importantto embrace agilityand modifysystems to suitdifferent

circumstances in orderto yield the desired results.This is consistentwith the

contingencytheory ofmanagement.In its pure form,itis notcommon among

organisationsglobally.However,rationaleforitsapplicationisevaluatedasbelow.

Proponents ofthe divergence theoryhold thateven though the levelofhuman

interactionsacrosscultureshasbeenontherise,culturaldifferenceshavecontinuedto

besignificantlydifferent.Asamatteroffact,manyofthelessdominantcultureshave
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beenradicalisedinordertofightwhatsocietiesinthedevelopingworldseeasan

attempttoerodetheirculturalvaluesinfavourofentrenchingaWestern-dominated

globalculture.ThereisadirectconnectionbetweenculturalvaluesandtheidealHRM

practicesandthismakesitnecessarytoevaluatethenationalculturesandhowtheyare

likelytoaffectorganisationalHRM systems.Forinstance,thechoiceofmanagement

styleisdependentonfactorssuchasthelevelofpowerdistanceinthesocietywhile

theapproachtorewardsystemsisstronglyinfluencedbywhetheranationalcultureis

individualistorcollectivist.Hofstedeprovidesdimensionsofnationalcultureswhereare

divided into 5 elements namely power distance, masculinity index,

individualism/collectivism,uncertaintyavoidance,andlongterm orientation.Thisbrings

totheforethequestionofculturedistanceanditsinfluenceonHRM practices.The

culturegapisthedifferencebetweenculturesindifferentcountriesanditplaysarolein

determiningwhetheritwouldbenecessarytomodifymanagementpracticestosuita

newculture.Wheretheculturedistanceislow,themodificationmaynotbenecessary.

To understand theinfluenceofcultureonHRM practices,acomparisonismade

betweentheUKandtheChinesecultureasshownbelow: 

ThedifferenceinpowerdistanceishighwiththeindexforChinabeinghigherthanUK.

This implies that in China,hierarchicalstructures and authoritative leadership

approachescanbeappliedwithrelativeeffectiveness.Italsoimpliesthatemployees

maynotneedtobeempoweredmuchindecisionmakingastheywouldbecomfortable

withreceivingexplicitdirectionsfrom theirseniors(Pudelko,2005).Thereisalsoahigh

culturalgapontheindividualityindexelement.TheChinesenationalcultureisheavily

collectivistwhilethatoftheUKisheavilyindividualist.Thisculturaldimensionisvery

relevanttodetermininghowworkisorganisedandhowemployeesarerewarded.Inthe

individualisedcultures,rewardsystemsareexpectedtobebasedontheindividualand

basedonteamsforthecollectiviststate.Thedemonstrationontheculturaldifferences

betweentheUK andChinaasdemonstratedabovecanbeusedtounderstandthe

viewpointsofthedivergencetheoristswhoopinethatitmaybecounterproductiveto
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transferHRM practicesacrosscountriesjustbecausetheyhavebeenknowntoworkin

adifferentculturalsetting.

Despite the need to respectcultures,analysts warn againstoverreliance on the

traditionalculturalelementsofacountryasapointerforwhatculturalperspectivesare

held.Cultureisdynamicandinmanycases,ideasthatwouldordinarilynotbeallowed

becomemoreacceptablewithtime.A goodexampleofculturaldynamism canbe

observedintheemergenceofanurbancultureinmanydevelopingcountriessuchas

China.Theyouthfulpopulationinmosturbancentresaroundtheworldtendtoconform

tocertaintrendsaroundtheworldthatmakerevaluationofculturalvaluesnecessaryon

aregularbasis.Researchindicatesthateveninsocietiesthathavebeenfoundtobe

heavilycollectivistinnatureinthepast,therehasbeenagrowing trend towards

individualistviewpointsasthecultureofmaterialism spreadsaroundtheworld.This

argumentis howevercountered on the basis thatcultures can be resilientand

semblancesofsimilarityoughtnottobeusedasanindicatorthatdivergenceisno

longeranecessityininternationalHRM.

ThesecondfactorthatpromotestheuseofadivergenceapproachtoHRM isthe

institutionalstructurewheredifferentsubsidiariesareautonomousandatlibertyto

developtheirownsystems.Mostmultinationalsaroundtheworldembracethismodel

whereeachsubsidiaryhasaleewayindeterminingsomeoftheprimaryelementsin

theirmanagementpractices.However,this leeway tends to be limited and the

organisationstendtobefocusedonmaintainingacertainglobalimagewhichthey

emphasisemustbemaintainedacrosstheworld.Whiledivergencemayenableunique

approachestoHRM indifferentmarkets,itmaybecounterproductivetoignorebest

practicesinothermarkets.Inlinewiththis,manymultinationalspracticeameasureof

cross-vergenceintheirinternationalHRM approaches.

Cross-vergence

Cross-vergenceisanapproachto HRM thatcombinesboththeconvergenceand
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divergenceapproachesandisthemostcommonHRM practiceintheworld.Asa

matteroffact,itisextremelyraretofindamultinationalthatpracticeseitherofthe

approachesintheirpureform.Convergencemaybeapplicableinprovidingindicatorsof

bestpracticebutcanbecounterproductiveindifferentcultures.Similarly,divergenceis

suitableinaccommodatingdifferentculturesbutcanbecounterproductivewhenused

inisolation.Factoringthebestpracticeapproachesiscrucialinensuringthatthe

successstoriesinothermarketscanbelearnedfrom.Forinstance,theJapanese

traditionalmanagementstylethatincorporatedteamworkwasveryinsightfulforthe

Western companies which incorporated itand combined itwith theirtraditionally

individualisedapproachesto yieldhighlevelsofproductivity.However,thesebest

practicesmustbemodifiedtoreflectonthespecialcircumstancesoftheimplementing

organisation.IncollectivistcountriessuchasChina,thetraditionalworkorganisation

andrewardschemeswerebasedontheteam modelwherepeopleworkerswouldbe

recognised within theirteams.As organisations soughtto raise theirlevels of

productivity;theybegantoadoptindividualisedmodelswhichweremodifiedtoconform

totheChineserealities.Thistrendcanbesaidtobethesameforotherdeveloping

countriessuchasOmanandothers.

Convergence makes the best of both theoreticalapproaches and enables an

organisation to maintain itsuniquenesswhile also making use ofthe bestHRM

practicesintheworld.Moreover,itpromotesagilityandflexibilityofHRM systems

especiallywhenitcomestomakingthechoiceontheextenttowhicheitherofthetwo

approachesistobefactoredin.Inthedesigningofthecross-vergenceapproach,the

managersareatlibertytodeterminetowhatextenttheycanbeUniversalistandtowhat

extenttheycanbedivergent.Thestrikingofanoptimum balanceiscrucialinmaking

the organisation competitive and thisis whatmakes HRM a science capable of

determiningthecompetitivenessoftheorganisation.Thecommontrendinregardsto

approachtoHRM istheincreasedemphasisonthestrategicimportanceofhuman

resourcesasapotentialsourceofcompetitiveadvantagetotheorganisation.Thiscalls

forcarefuldesignthatmakesthebestofbothapproaches.
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Conclusionandrecommendation

The main approaches to internationalHRM can be described bydivergence and

convergencetheories.Divergencetheoriesemphasisetheneedtoembracedifferent

approachestosuitthespecificcircumstancesoftheorganisationandthepredominant

nationalculture.Theconvergencetheoryontheotherhandemphasisesthefactthat

bestpracticesexistthatcanyieldremarkableresultswhenappliedacrosstheboard.

Theadvantageofapplying convergencetheoriesisthatitinvolvesapplication of

practicesthathavebeentestedandfoundtobeeffectivehenceloweringtheriskof

failure.However,itmayfailwhenappliedinculturesthataresignificantlydifferent.The

divergentapproachontheotherhandissuitableforaccommodatingdifferentcultures

andisverysuitableforenhancinguniquenessofthespecificnationalculture.This

makesiteasytouseitasasourceofcompetitivestrengthfortheorganisation.

However,itmayinvolvecostlytrialanderrorescapadeswhenusedinisolation.

Thegeneraltrendintheworldisthatmultinationalsfinditnecessarytousethecross-

vergenceapproachwhichexploitselementsofboththeories.Itdrawsitsfoundation

from exploitingbestpracticeswhileseekingtoachieveuniquenessbymodifyingthe

system toreflectonthespecificcircumstancesoftheorganisation.Thisapproachhas

beenfoundtobeveryusefulintheglobalisedmarketswherethelevelofcompetitionis

increasinglyhigh and organisations are turning to theirhuman resources forthe

competitiveedgeneededtoexcel.ThisistherecommendedapproachtoHRM where

the organisation needs to skilfully balance between the best practices and

accommodationofuniquemanagementapproachestocomeupwithacombination

thatleavesthe employeessatisfied,motivated and productive.Nevertheless,itis

expectedthateventhoughfullconvergenceisnotlikelytoberealised,HRM practices

willedgetowardsconvergenceinthefuture.
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UNIT:5

EmergingtrendsinInternationalHRM

IHRM TrendsandFuture Challenges
 

SomeinsightstolookuponfortheHRManagementTrends year2017are:
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1. AlterationintherulesofOvertime:

The rule is proposed to raise the minimum levelofsalaryforthe white collar

exemptions.Whichcouldresultincurrentlyworking4.6millionexemptemployees

losingtheirexemptioninstantly.Restofthe500,000toonemillionexemptemployees

workingcurrentlycouldlosetheirstatusofexemptinthenexttenyears.Thisisdueto

theautomaticincreaseinthethresholdlevelofthesalary.

2. Incrementintheutilizationofdataandanalytictools:

Inthepresentthecrucialfactorofmanagingandrecognizingthecompetitivesituations

relatedtobusinesslifecycleisablewiththecollection,processingandanalyzingof big

data.Togaintheincreasingcompetitiveedgethecompaniesmustuseanalyticstogain

data-driveninsightsintotheworkforcetrendsandengagetoachieverefinerecruitment,

performanceincentives,andcompensationtoarrangetheevolvinginterestsandgoals

oftheemployees.Atthisinstantdatacanbepulledfrom afirm’sHRtechsystems.

Predictivealgorithmsareusedandappliedtomakedecisionstohireandmanagethe

workforce.With this, the productivity could be increased and turnovercould be

decreasedwhichisseenasabigwin.

Thegreaterfocusonasignificanttechtrendisatthemasterdatahrmanagement

trends.Theanalyticshaveseenatremendousgrowthinthelastfew yearsbutthe

masterdatamanagementwasnotpresent.Withbeingawareofanalyticspowerthe

companieshavealsounderstoodtheneedforstandardizationofdata.Datacannotbe

rolledupandanalyticscannotbeperformedifeveryonedoesthingsdifferently.

3. Requirementofintegratedworkforcemanagementsystem:

Forestablishmentswithormorethan50fulltimeorequivalentemployeesanActhas

transformedwhichwasonceanannualenrollmenteventintotheprocessofreporting

andtrackingtheextensivedataonamonthlybasis.Tomeetthetermsofthelaw

variousworkersinFinance,Tax,Legal,ITandHRwhodidn’tsharedatamaynowneed
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toincorporatetohelpavoidexpensivepenalties.Itwillbeachallengetogatherthe

requireddatafrom themultiplesystems.Owingtothisitwillbecomemoresignificant

thata businessconsidersan integrated managementsolution forhuman capital.

ChangingthetechsupportmodelsintheHRorganizationwouldbeagreathelp.

TheHRcouldtakeittogreaterlevelwiththesupportofITandTechsupport.Employers

stilluseseparatepayroll,benefitsadministrationandHRsystemsformanagementand

applicanttrackingwhichmightbeappropriateforsomeorganizationbutthereissome

disadvantagesand integration seemsdifficult.Theemployersarechoosing single

system forseveralwork.MovingtosinglevendorwhocouldprovideallareasofHR

technologysolutioninasingleintegration.

4. Priority-Engagementoftheemployee:

Graduallymostofthefirmsarefocusingondrivingbetterperformancebyimprovingthe

engagementoftheemployee.AccordingtotheresearchbyGalluptheestablishment’s

successfinanciallysuch asprofitability,productivityand customerengagementis

stronglyconnectedtoemployeeengagementwhichleadstoessentialoutcomefrom

business.Themidsizedcompaniesrequirerevenue,growthandinnovationtothrive

whichcouldbederivedfrom theengagedemployees.Accordingtoastudy,thelarger

midsizedcompanieswith150to999employeesquotedthreetalentrelatedreasonsto

findoutthedeclineinthegrowth.Outofwhich23percentwerethedisengaged

employees,18percentwereemployeesunabletoattractqualifiedtalentand17percent

weretheemployeeunabletoretainkeytalent.

Organizationsbigconcerninthelastfew yearsistofindandkeepthegreattalent.

Employeeswiththeabilitytoperform withtechnologywouldhelpindevelopmentofthe

workforce.Organizationslookformethodstoengagedifferentemployeedemographics

duetoshiftingworkforces.EngagedemployeewithknowledgeofTechnologycouldbe

agreathelp.Integratedsystemstostand-alonesystemstherearevarioussolutions

availabletomatchtherequirementsofthetalentinacompany.
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5. MoreMillennial:

WhilemuchoftheworkforceintheorganizationconsistsoftheretiringgenerationZon

theotherendthegrowthofmillennialworkforceisindicated.Accordingtoaresearch

approximately,halfoftheglobalworkforcewouldbeMillennia’sby20202.Whilein

somecompanies,themajorityisalreadymillennial.Theorganizationthatwantstohold

and attractfresh talentwould have to recruitthe unitofdigitalnatives.Asthis

generationisatechtrenditisalsoimportanttoensurethattheirjourneyrightfrom the

hiringphasetoon-boardingissupportedonsocialandmobileplatforms.

6. MergingofBusiness:

AsfortheHRtrendoftheyeartheMergingofthebusinesswouldcontinueandthe

situationwillcontinuetostaychallengingformostoftheindustries.Moreandmore

challengeswillberaisingfortheorganizationwithGenerationyononehandand

affectivityand effectiveness ofthe HR paired with analytics on the otherhand.

Becomingthemostattractiveemployerforthefutureworkforcewouldnotbeeasy.

7. Remakingperformancereviews:

Thehrmanagementtrends performancereviewistobetterunderstandingofchanges

thatneedstobedonetoimprovetheabilitytoperform.Themosttrendingtopicis

remakingperformancereviewswhichincludedroppingrateofperformanceseveral

companieshavealreadyimplementedthistactic.Somearedirectingitintheirfirm.

Whilefew areabolishingindividualbonus.Manyofthecompaniesinsometimehave

doneinterestingthingstoimprovetheirperformance.

8. Developmentinthehumansideofthebusiness:

Inthepresentvibrantbusinesssettingmostorganizationhavetheabilitytoflourishbut

areinsteadstrugglingsincetheydon’ttapintotheircompletepotentialorempower

people.Thesuccesswasdrivenbystructure,processandencouragingemployeesto
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functionlikeamachine.Theseapproachneedstobechangedthesuccessinthefuture

wouldneedtheindustrytoworkmoreonthehumansideofthebusiness.Peoplehave

evolvedtodealwithuncertaintybythemeansofcooperation,collaborationandutilizing

theconflictsinaproductivemanner.Itisessentialthatbusinessencouragestheir

employee to grow mindsets equipped towards conversation,connection and

experimentation.Curiosityisamust,weneedtoquestionconstantlywhetherweare

performingthingssimplyasthatishow ithasbeendonealwaysandacquirenew

perspectivetorecognizepotentialbettersolutions.

Theclarityofroleandaccountabilityismaintainedwiththehelpofvariousdepartments

and reporting lines.Apartfrom it,theyalso create artificialobstaclesthatblock

progress.Consolidatingpeopleintosiloswithsimilarskillsandfunctionsupportsthe

patternthatisneededto solvesimpleaswellascomplexproblems.However,it

discouragesthem from workingwithpeoplefrom otherdepartmentorseparatefrom

business.Itdoesnotinspiretohaveanykindofconversationthatwouldhelptosolve

themajorissuesthatarefacedcurrently.Theperspectiveofviewingfearandfailure

needstoberedefinedbythebusinesses.Mostofusallowfeartocontrolus.Onecould

eliminateitbytakingbackthecontrolandlookingbehindthecurtainscreatedbyour

fearthatisenactedbyourselves.Withmoreintegration,fewersilosandriskssuccess

becomesquiteeasy.

9. Cloudremainsintheprojection:

HumanResourceManagementmovingtothecloudishardlynewconcept.However,it

isstillinitsearlystageofadaptation.AlmosteverymajorHRsoftwaredealerisoffering

orplanningtoofferitssolutioninthecloudform. Cloudcomputing providesfaster

updates,increasedflexibility,innovationanddecreaseinthecost. TheHRmanagers

couldbeinreliefwhodealwiththeexpenseofupgradingthesystem eachyearand

downtime.Asitwillnow bedonebythevendorautomatically.Oracle,ADP,Workday,

SAP,UltimateSoftwareandInfoareincludedintheCoreHRsolutionsonthecloud

alongwithothersolutions.
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10. GoingMobile:

TheusingofthemobileappwithinHumanResourceManagementisstillinitsinitial

stage.Howeverwiththeappearanceofmorecloud-basedappsandSaaSapproach,

thingsarechanging.TheMillennialemployeeshavegreatexpectancyinthisarea.The

growing use ofmobile apps willease the administrative burden on HR and will

considerablydeveloptheusageofself-service.Peopleinvolvedwithdigitalmeansapply

forjobsthroughthehelpofmobiledevices.Toattractthetalentsfrom GenerationXthe

employerneedstoofferhiringandvaluableinformationformobiledevices.Vendorsare

steppingupwithattractiveinterfacesandmobilegamesandimprovingtheeaseofuse.

Morevendorswillbewitnessedtakingouttheirsystem from themobileversionoftheir

system tomobileappsbecauseappstendeasynavigation,providemorefunctionality

andarevisuallyattractive. TheMobileapps areadvantageousdespiteitappspose

majordataprivacyissuesforeg:locallawscanputseriousrestrictionsonusingmobile

appsforemployeedata.

Understanding the working environmentand contributing to the success ofthe

organizationisthemainroleoftheHRManagementTrendsprofessional.Followingthe

latesttrendsoftheHumanResourcemanagementwillhelptheorganizationtothrive

amongstothercompetitiveindustries.Apartfrom followingthetrend,itisvitalthat

significantchangesinthemethodofHumanresourcemanagementaremodifiedfrom

timetotime.Themodernuptodatetechniqueswillnotonlybebeneficialbutalsowill

belessstressful.Itaidsinselectingthetalentedworkforceforthebusiness.Simplyby

following the significantHR ManagementTrends would help the organization to

maintaintheirholdintheindustry.

Operatinghumanresourcesacrossgeographicandculturalboundariescanoftenprove

difficultforsmall-businessownersandmanagers.Nonetheless,withthewidespread

useoftechnology,theabilitytocommunicatewithanyonearoundtheworldandaccess

tonewandvariedmarkets,internationalHRissuesareimportanttograsp.
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Complianceand InternationalHRM Issues

Asbusinessesbegintoexpandintotheglobalmarketplaceorastheyhireemployees

from diversegeographicandculturalbackgrounds,theymayhavetoadapttonewlabor

lawsandtaxliabilities.DoingbusinessinEurope,forexample,willrequirethebusiness

topayvalueaddedtax.Hiringemployeeswhoarenon-naturalizedUScitizensmight

requireHRtoapplyforworkvisasandreporteconomicdatatothefederalgovernment.

Compliancewithinternationallaw canbeanissuefortheunder-educatedbusiness

ownerorHRmanager,becausetheselawstendtobecomplexandsometimesdifficult

to implement.Keeping well-informed ofthelegalrequirementsforthebusiness’s

operationscanhelpalleviatesomeofthiscomplexityandlessenthechancesoflanding

inlegaltrouble.

ScopeofHumanResourceManagement

Withanincreasingnumberofbusinesesoperatingonaninternationalscale,theimpact

ofglobalizationonhrcanbetrickytonavigate.Globalizationmeansvariouslaws,

culturesandnormshavetobetakenintoconsiderationwhenonboardingandcrafting

HRregulations.Somecountriesaremoreforwardthinkingwheregenderisconcerned

thanothers,andthisdistinctioncanleadtomisunderstandingsorworse,thelossofkey

personnel.Itreallywouldnotbethathardtohaveamalemanagerhandletheday-to-day

operations in an area where female managers are frowned upon,justin case.

Understandingthemechanism thatmakeseachculturetickandimplementingaslittle

orasmuchneededsocreatebalanceissomethingtostrivefor.

CulturalDiversityandGlobalHRIssues

AsalientissueininternationalHRisunderstandingandmaintainingculturaldiversity.

Workingwithpeoplefrom differentlocationsorfrom differentculturalbackgrounds

meanadaptingthebusiness’sworkstyletonewideas,newwaysofcommunicatingand

unfamiliarsocialpractices.Ifyouhireanemployeefrom England,forexample,the

employeemighthavedifferentideasabouthowtomanageemployeesoronhowtorun
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technologyprocessesbasedonherexperiencesbackhome.Beingopentonew work

stylesandculturaldifferencesisthehallmarkofculturaldiversityinHR.

BenefitsandCompensation

BenefitsandcompensationarethebackboneofanyHRstrategy,butininternationalHR,

benefitsand compensation areeven moreimportantin focusing on thework-life

balanceofemployees.Theideabehindwork-lifebalanceistoprovideemployeeswith

programsandinitiativesthatimproveboththeirpersonalandprofessionallives.Thisis

considered partofinternationalHR,because manymultinationalcompanies have

alreadyimplementedprogramssuchasflexibleworkingtime,paternityleave,extended

holidaysandon-sitechildcare.Infact,manynationsaroundtheworld,includingmuch

ofEurope,mandatetheseprogramsbylaw.Implementingthem onthelocalscaleis

oneofthechallengesand,ultimately,rewardsofinternationalHR.

TrainingandDevelopment

RelatedtotheideaofbenefitsandcompensationininternationalHRaretrainingand

professionaldevelopmentprograms.Trainingprogramstypicallyencompassin-house

seminarsandmeetingsdesignedtogiveemployeeson-the-jobknowledgeofskillsthat

areimportanttodoingbusinessglobally.HRmightofferlanguageclasses,forexample.

Professionaldevelopmentencompassesthe “extra” trainingthatHR providestoits

employees,suchasallowingthem toattendnetworkingeventsandconferences,global

training seminars and other specific competency-based programs.Professional

developmenthelpsemployeestohonetheirskillsinglobalmarketing,international

businessdevelopmentandfinancetrends.

HR/IRissuesin MNCs

ConflictManagement
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Conflictcanhappeninanyenvironment,andtheworkplaceiscertainlynodifferent.

Disputes between employees ora directdisagreementbetween an employee and

businessowneraresituationsthatcanoccurfrequently.Aneffectivewayofmanaging

conflictisvitaltothecontinuedhealthofyourcompany.

Oneofthebiggestissuesishowthetwopartiestalktoeachother,orwhethertheytalk

atall.Ifthereisnotaneasywayforthetwopartiestocommunicateandhavetheir

issuesheard,theconflictcanturnintosomethingmuchworse.Thiscanresultinpoor

companymoraleortheterminationofateam member.

Considerusingasystem thatallowsforconsistent,efficientcommunicationbetween

team membersandinsistthatthisisthewaytheymustcommunicateifaconflict

arises.Whenyoumakethisapolicy,youcanavoidgossipandmisunderstandings.You

canalsoensurethatemployeesalwaysfeelthattheirissuesareheard.

HourandWageIssues

Doyoufindthatissuesoftencropuparoundpayday?Doemployeestendtodisputethe

numberofhourstheyworkedorinsistonovertimethatyoudon’tthinkisaccurate?Do

youoryourHRtimefindthatyouhavetogoovertimesheetsorattendancerecordsto

checkdetails?

Toavoidfederalwageandhourviolationsandtoreducethepossibilitythatemployees

willdisputetheirpaychecks,considerself-servicetimekeepingsoftwarethatallows

them toclockinandoutfrom theirsmartdevices.Thisencouragesemployeestokeep

trackofandmanagetheirownschedulesbyprovidinganefficientwaytodoso.Itcan

also help with scheduling to preventunnecessaryovertime orto make sure the

employeesintherightpaygradeperform thecorrectjobs.

AdequateSafetyintheWorkplace
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It’severybusinessowner’sworstnightmaretohaveaninjuryoraccidenthappentoone

oftheiremployeeswhiletheyareonthejob.Promotingsafetyintheworkplaceshould

beatoppriorityofeverybusinessowner.Thisshouldbetruenomatterwhatindustry

theyarein.Thisincludesmakingsureallpropersafetyequipmentisusedandthatthe

rightsecuritymeasuresareputinplace.

Agoodpolicyshouldalsoensurethatemployeesarenotoverlyfatiguedduetotoo

manyovertimeshifts.Havingsoftwareto trackschedulescanhelpHR managers

ensurethatemployeeshaveplentyofresttime.Thishelpsreduceover-schedulingto

thepointofcreatinganunsafeworkenvironment.

AnnualLeaveDisputes

Doyouremployeesknowthatthecompany’sleavepolicyis?Areyousureyourpolicyis

inaccordancewithstateandfederallaws?Ifyouranswerisnotoeitherofthese

questionsandyouarenotcurrentlyusingleavemanagementsoftware,youcouldopen

thedoortoannualleavedisputes.

Considerleavemanagementsoftwarethathelpsyoucreatealegalandtransparent

leavepolicythatleavesnoroom fordispute.Provideeveryemployeewitheasyaccess

to thispolicy.Thistypeofsoftwarecan also help youremployeestalkwith HR

managersaboutleaverequestsandadjustments.

TimekeepingandAttendanceIssues

Doyourequireyouremployeestocomeintothehomeofficeandclockinoroutevery

day?Doyoufindthatmanyofthem becomelaxontheissue,orthattheyhavetheirco-

workers‘buddypunch’them inwhenthey’rerunninglate?

Timekeepingandattendanceissuesarecommon,andyoucaneliminatemanyofthem

byutilizingemployeeself-servicesoftware.Allowingemployeestokeeptrackoftheir
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timeandcommunicateaboutattendanceissuesrightfrom theirsmartdevicesreduces

thechancesforconflictandprovidesthem ahandybenefit.

Havinganeffectiveemployeerelationsplaninplacewillhelpyouinnumerousways.

Youcanavoidfederalwageandhourviolations,promotesafetyintheworkplace,assist

withschedulemanagement,andgiveteam membersaneasywaytocommunicate.

Thisisan excellentwayto ensure you promote an efficientand engaging work

environmentforyouremployees.

Issue1:WhoshouldhandleLabourRelations:Headquarterorthesubsidiaryinthe

concernedcountry

Thenationaldissimilaritiesineconomics,political,andlegalsystemscreatediverse

labour-relationssystem acrosscountries,MNCsHQstypicallydelegatethecontrolover

labourrelationstotheirforeignsubsidiaries.Havingsaidthat,theparticipationofthe

MNCheadquartersinhost-countrylabourrelationsisimpactedby4keyelements:

1.Incasethereisahighlevelofinter-subsidiaryproductionintegration,thelabourrelations

functioniscentralisedandiscoordinatedbytheheadquarter.

2.Thenationalityofownershipofthesubsidiaryhasaninfluenceonwhoshouldtakecareof

employeerelations.

3.Furthermore,subsidiarycharacterhasabearingonwhoshoulddealwithemployee

relations.

4.Finally,whereasubsidiaryisdependentmoreonitsparentcompanyforresources,

youwillseeagreatercorporateinvolvementinlabourrelations.

Issue2:TradeUnionTactics

TradeUnionsmakeuseofanumberoftacticstodealwithinternationalbusiness:

1.Themostcommononeis‘strike’.Astrikeisaconcertedandtemporarysuspension

ofwork,intendedtoputpressure.Unionsshouldbecautionspriortoresortingtoa
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strikeininternationalscenariobecausethebargainingpowerofaunioncouldpossibly

bethreatenedorweakenedbythefinancialresourcesofanMNC.Thisisspecially

evidentwhereamultinationalfirm usestransnationalsourcingandcrosssubsidization

ofitsproductsorpartsacrossdifferentinternationallocations.

2.Form InternationalTradeSecretariats(ITSs): ThereareFifteenITSswhohelpthe

exchange ofinformation.Main objective ofITSs is to accomplish transactional

bargainingwiththeMNCs.

3.Lobbingforlimitednationallegislations–Tradeunionshaveforseveralyearslobbied

forrestrictivenationallegislationintheU.S.andEurope.Tradeunionspursuerestrictive

nationallegislationtoavoidtheexportofjobsviamultinationalinvestmentpolicies.

4.Intervention from the globalbody like ILO, UNCTAD,EU,OECD:ILO has issued

guidelineswhichcoverdisclosureofinformation,competition,financing,employment,

industrialrelations,taxation,scienceandtechnology.

Issue3: Political

Thereislittledoubtthatnationalindustrialrelations(IR)systemscontinuetobegreatly

different.There are 3 faces ofindustrialrelations which the internationalunion

movementencountersintheinternationalenvironment,specificallysocialdemocracy,

neo-liberalandauthoritarian. Thedissimilaritiesinnationalindustrialrelationssystems

arealsomirroredinthestructure,powerandstatusofindividualactorsinthesystem.

Forexample trade unions maintain a comparatively strong position within the

ScandinavianIRmodelwhiletheirroleisalotmorelimitedintheUScontext. The

international labour movement is usually prohibited direct access to robust

intergovernmentalestablishmentsliketheWTO.Sotheyhavetodependonnational

governmentto representtheirintereststotheseinstitutions.Significantly,theinterests

ofgovernmentmightnotalwaysbedirectlyin-linewiththeunionmovement.

Issue4:SocialandIdentity
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A keyproblem withtheinternationallabourmovementandspecificallyinternational

collectivebargainingistheabsenceofidentitythatindividualworkershavewiththeir

internationalassociates. Additionallytheyseethesepeakassociationstobealotmore

conservativethanactivistsatthelocallevel.Associatedwiththispoint,thereisa

commonlackofsolidaritybetweenactorsatanationallevel. Additionally,thereare

endemic cultural,socialand language differences among individuals in different

countriesresultinginloweringthedegreeofasharedidentitybetweenworkersonan

internationallevel.

Issue5:Powerandknowledge

Whilelabour’spowercontinuestobelocalinscope,capitalhasgrowntobecomemore

globalinnatureanddecisionseffectingworkersareincreasinglybeingmadeatasupra-

nationallevel.ThelocusofMultinationalsdecisionmakingstretchesbeyondnational

bordersandkeyfactsareseldom transparentoraccessibletotradeunions.Additionally

thewell-rehearsedpointthatmultinationalorganizationscancounterthestrengthof

localunionsbythreateningtomovemanufacturingtoanotherplacesothattheycan

outmanoeuvretradeunionsorfollowingthreatsofindustrialactionissignificant.

CorporateSocialResponsibilityin MNC’s
 

Corporate responsibility describes positive ways through which multinational

companiesmayaffectthesocietyinwhichtheyoperate.TheWorldBankandtheWorld

Business Council on Sustainable Development (WBCSD) define CSR as “the

commitmentofbusinesstocontributetosustainableeconomicdevelopment–working

withemployees,theirfamilies,thelocalcommunityandsocietyatlargetoimprovetheir
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qualityoflife,inwaysthatarebothgoodforbusinessandgoodfordevelopment”(SIDA,

2005).

The significance ofcorporate responsibility has become increasingly important

becauseof(UNIDO,2002,p.1):

 Globalizationandthegrowthincompetition

 Increasedsizeandinfluenceofcompanies

 Retrenchmentorrepositioningofgovernmentanditsroles

 Warfortalent;companiescompetingforexpertise

 Growthofglobalcivilsocietyactivism

 Increasedimportanceofintangibleassets

Overthepastdecades,afundamentalchangeoccurredintherelationshipbetween

businessandsociety,andcorporateresponsibilityactivitieshavebecomeanimportant

partofthebusinessenvironment.Sofar,CSRhasmainlybeenaresponsetopressure

from consumers,civilsociety,largeenterprisesandgovernmentswhichhaveforced

companies to become more environmentally and socially responsible due to

environmentalpollution,humanrightsabusesandexploitationoflaborinsupplychains.

Inthemeantime,multinationalcompanieshaverealizedstrategicimportanceofbeing

furtherresponsible.Amajorproblem isthatthecorporateresponsibilitydebateshave

beenmainlyfocusedonthelargeMNCsbehaviorandtheirimpactondeveloping

countriesandemergingmarkets.Itshouldbehighlightedthatattemptsareincreasingly

beingmadetowidenthescopeandtoincludeSMEs,aswellastomotivatedomestic

companiesindevelopingcountriestoincludeCSR intheirstrategies.Thispointis

crucialsincemanySMEsdonothavetheadequatetechnology,environmentallyfriendly

inputs,credit,informationandtraining,andthisoftenpreventssocialandenvironmental

progresses.

Multinationalcompaniesareofferingtothehostcountry,notonlytheirproductsand

services,butalsotheirbusinessstandards,valuesandprinciplesandcodesofconduct.
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Thereseemstobepotentialforthesepracticestobeadoptedbydomesticcompanies

butthere is a need forsuch incentives to come from Vietnamese companies

themselves.Thegovernmentcanworkasacatalystandplayacrucialrolebyviewing

CSRandcodesofconductascost-effectivewaystoenhancesustainabledevelopment

strategiesandasmeasurestocompeteontheworldarena.Thisrequiresatransparent

and accountable governmentthatis a good example to follow bybeing socially

responsible.CSR boardsthatincludegovernment,civilsocietyand businessesat

nationalandregionallevelscanworkasintermediariesandspreadinformationand

sustainablewaysofthinking.Thenon-democraticone-partysystem inVietnam that

controlsbothtradeunionsandthemediahindersthesepossibilitiesasitisneither

transparentnordemocratic.Vietnam’smembershipininternationalinstitutionssuchas

theWTOwillhopefullyshednewlightonsuchproblemsandthusforcethegovernment

toreviewitsproceduresandlegalframework.

Accordingtotheliterature,MNCswhichdecidetocomeandinvestinthehostcanbean

importantfactorforcapitalformation,transferoftechnologyandmanagementskills,

thesharingofinformationandideasandmarketaccess.Asithasbeenpreviously

elaboratedinthisDBA thesis,CSR shouldalsobeconsideredanddiscussedasa

spillovereffect.However,thiswouldrequireforthatMNCsputmorepressureontheir

suppliersinthehostcountrytofollowtheirCodesofConducttogetherwithallphases

inthesupplychainandnotjustbeingsatisfiedwithdeliveringtheguidelines.

TradeunionsinVietnam mustmakeeffortsto approachmoreSMEsandspread

informationandunderstandingaboutthemeaningsandadvantagesofbeingamember.

VCCIcancontinuetoworktogetherwithlargeMNCs,Vietnamesecompaniesandtrade

unionsandcarryoutprojectsandseminariesaboutCSR.Itisfundamentalthatthe

mediainVietnam toahigherextenthighlightstheimportanceCSRplaysforthelong-

term survival of Vietnamese companies and how CSR can increase their

competitivenessoninternationalmarkets.MNCsthatprovidegoodexamplestofollow

inVietnam andabroadhighlighttheseaspectsbutmorespreadingofinformationabout
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CSRisneeded.Thisiscrucialinordertoenablelargeaswellassmallcompaniesto

betterrefertoCSRandthusmakeitmorevaluabletoimplementCSR-relatedactions.


