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Chapter Seventeen: HR Global

 

 

Slide 2 Globalization of Business and 

Strategic HR

• globalization means that companies must 
be managed globally

• HR is one of the top three most important 
business functions in executing global 
strategy

• relocation specialists a strategic partner, 
as family issues have resulted in move to 
short-term relocations 
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Three Broad Global HR Challenges

Deployment 

of skills 

where 

needed

Knowledge 

and 

innovation 

dissemination

Identifying 

and developing 

talent on a 

global basis

 

 



Slide 4 Practical Issues for Global 

Employees

• candidate identification, assessment, 
selection

• global assignment cost projections

• specific assignment letters

• compensation, benefits, and tax programs

• relocation assistance

• family support
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HRM

Cultural factors

Economic systems

Labour cost factors

Industrial relations factors

The European Union
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Selection for Global Assignments

• expatriate selection process must consider:

– family/personal issues

– level of cultural skills

• global assignments vary:

– full family relocation

– short-term assignments with home leave

– dual households home and abroad

– extended business travel
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Sources of Managers
• locals: citizen of country where working

• expatriates: non-citizen of country where working

• home-country nationals: citizens of home/parent 
country

• third-country nationals: non-citizen of parent or host 
country
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International Staffing Policy

• ethnocentric: home country management style 

superior to host country

• polycentric: host country management style 

most appropriate for host country

• geocentric: best managers may be found 

anywhere

 

 

Slide 9 Five Important Factors for 

International Assignee Success

• job knowledge and motivation

• relational skills

• flexibility/adaptability

• extra-cultural openness

• family situation
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Adaptability Screening

• past experience

• realistic job previews

• paper and pencil tests, e.g. Overseas 

Assignment Inventory
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Orientation and Training

• raise awareness of cultural differences 

and their impact

• understand attitudes and their effects on 

behaviour

• factual knowledge about target country

• language skills, adjustment and adaptation
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International Compensation

Balance Sheet Approach: maintain same 

standard of living as at home

• base salary

• overseas/foreign service premium

• allowances (housing, education)
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Incentives

• not stock-based as currency fluctuations 

may impact stock price more than 

managerial action

• tied to performance of foreign subsidiary

• builds a sense of ownership among local 

managers

• attracts and retains overseas managers
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International EAPs

• help with stress of relocation

• reactions to culture shock include:

– homesickness

– boredom

– depression

– family tension/conflict
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Performance Appraisal

• stipulate difficulty level of assignment

• weight on-site managers’ appraisal higher than 

home-site manager

• advice to home-country manager from former 

expatriate

• modify performance criteria for overseas 

situation

• use qualitative as well as quantitative criteria
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International Labour Relations

• industry/regionally oriented

• locals less autonomous

• employer associations negotiate

• union recognition less formal

• union security less formal

• some collective agreements outside the law

…(cont’d)
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International Labour Relations (cont’d)

• brevity of agreements

• grievances less frequent

• strikes less frequent

• less government regulation, more direct 

intervention

• more worker participation

– works councils

– codetermination
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Safety and Fair Treatment

• kidnapping “way of life” in many areas; 
kidnap and ransom insurance is available

• arrive close to airport departure time

• home and car security systems

• vary departure and arrival times for work

• keep up to date on crime

• project confident body language
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Repatriation

• write repatriation agreements

• assign a sponsor

• provide career counseling

• keep communication open

• offer financial support

• develop reorientation programs

• build in return trips
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Global HR Systems

• apply various international HR best practices

• to be globally acceptable 
– easier in truly global organizations 

– investigate requests to differentiate, determine legitimacy 

– work within context of strong corporate culture

• to develop more effectively 
– form global HR networks 

– standardize competencies, not specific methods

• to implement more effectively 
– communicate

– dedicate adequate resources
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