of skills I certain loca
chell often works with local joint venture partners or third parties. Moving Shell employees from oth
otner coun-

tries 10 WOTK with partners and transfer expertise is often a key part of the company’s strategy. Second
| , _ . Second,
of staff and senior leadership are improved by significant exposure to overseas

‘national like Shell, high-potential employees need to understand what it
ies—to get a sense for the conditions on the ground. Third, in many
be on the management boards of local subsidiaries in order to

s and keep the head office informed of developments.

chell recognizes that the skills
markets. In other words, in a mult
i like to live and work In other countr

nstances, senior Shell employees need to
effectively monitor and control those operation

As Shell has found, however, moving employe
thallenges. 1t's not always easy tO recruit skilled pe
expatriate personnel at Shell found that five issues ha
émployee to accept an international assignment. In order ©
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Helping spouses with their careers is a more vexing problem. ACCOrding :
0

spouses accompanying Shell staff on assignment were employed until the tran the SUrvey,
12 percent were able 10 secUre employment, while a further 33 percent Wished ter. When e
0

a spouse employment center to address the problem. The center provides career

in locating employment opportunities both during and Immediately after an inte

company also agreed 1o reimburse up to 80 percent of the costs of vocationa] t

more expensive locati | |
employees often need additional financial incentives to persuade them to leave family and

location “premiums” to persuade them to move to less popular expatriate destinations, such 4«
hell also uses tax equalization as part of its expatriate pay approach. Specifically, ho
ucted from an expatriate’s pay, while the host country taxes are paid by th
dded factors make expatriates an expensive resource that can cost
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Of course, all of these a
times as much as a local employee. ®

Sources: Binbraik, Aysha “International Mobility at Shell,” Mercer Management Consgltjng, 2016; DeG[ajf, J., “Single Syst.em Expatriate
c(c))mpen.sation 5 éome/l HR Review, April 7, 2010; Barbian, J., “Return to Sender,” /raining, January 2002, 40-43; and Mainwaring, J., “Shell Schoos:

Supporting Expat Families,” Rigzone, June 21, 2012.
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Introduction

This chapter continues our focus on business functions within a company engaged in a global
marketplace of some 7 billion people by looking at global human resource management.

human resource management Human resource management (HRM) refers to the activities an organization carries out to

(HIRM) 1se its human resources effectively.! These activities include determining the firm's human
Activities an organization conductstouse  resource strategy, staffing, performance evaluation, management development, compensation,
el and labor relations. Taken together, these activities determine how an international business
. Dbuilds and manages its global worktorce. \obal
Did You Know? .~ None of these global HRM activities is performed 1n a vacuum; all are related to the glo

. 2
rld nant lation » . - . s Onent‘
POPESION = strategy of the firm. As we will see in this chapter, HRM has an important strategic COmpon

Through its influence on the character, development, quality, and productvity ot oot

human resources, the HRM function can help the firm achieve its primary strategit g0als od

' reducing the costs of value creation and adding value by better serving ?usmmers. | goc(;)es

example of this is given in the opening case, which looks at how Shell uses 1ts human reso}tlfe i

around the world. At any one time, some 7 percent of Shell’s employees are arEIg outz ble

1€Ir home country, many for extended periods. The benefits of this include transferring v °ua1'1ke
igerial and technical skills to local operations, developing leaders who know what it 1

Iness in d; w . ich has
P 80 puS“}eSS In different countries (a major issue in a multinational like Shell, whic

s . | 0 a purely
CSUC firm, by iy i contexts. The strategic role of HRM is complex enough 10 & P
ment, perf more complex in an international business, where staffing, ™
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strategic Role of Global HRM: Managing
. Global Workforce —

Puman resoufce masagument
Imernational buioess,

of academic research suggests that a strong fit between human

is required for high profitability.
requires not only the right strategy,
itecture. Strategy 18 implemented
nchpin of a firm’s organt
etplace, 1t must have
ately so that they hav

3 You will recall from Chapter
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Jational architecture. For @
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o and global human re- g
' 17 is a critical part of staff, and administrators) tq help

which is the A OJeCFoazze;;authors is YOU—the internsh'ip ODPOrtun.ities offered by uf:at::\ >lude MY A o
e obviouS HR :Siz o provide information and data  nonprofit groups, private Organizations. 4 Sitieg 3 B ¥ g
xt! Our GJ""’dent using the text. globalEDGE"‘ internship, you can select a type of o‘r d co Mong
o each stu her level with Its International  study (e.q., international business), Ch gamzam’“. counb
ity /international-internships).  you find based on your interests? SCk it oy, Whatc:w

ledge.msu.edu

perform their jobs effectively and so that they behave in a manner (hy,
desired culture of the firm. Their compensation packages Must cregte 18 ¢g
INCe

take actions that are consistent with the strategy of the firm, ang the per th
system the firm uses must measure the behavior that the firm wants (o engolforma . e@ l
As indicated in Figure 17.1, the HRM function, through its staffing rage, Plaigy

and performance appraisal policies, has a critical impact on the People, culyyrn : mpe:nw1
control system elements of the firm’s organizational architecture (Performance :» NCentjye, ::
are part of the control systems i1n an enterprise). Thus, HRM pProfessionalg 4 d
important strategic role. It 1s incumbent on them to shape these elements of
tional architecture in a manner that is consistent with the strategy of the ey
firm can efftectively implement its strategy.

In short, superior human resource management can be a sustained source of high progy..
and competitive advantage in the global economy. At the same time, research S“g%esgsom“c‘m“’ |
international businesses have room for improving the effectiveness of their HRM fun:t‘imany '
one study of competitiveness among 326 large multinationals, the authors found thys humo oy
source management was one of the weakest capabil:ties 1n most firms, suggesting that imp:onvk.
the effectiveness of international HRM practices might have substantial performance beneﬁt;n“g

In Chapter 12, we examined four strategies puisued by international businesses: 10031'12&&%
strategy, global standardization strategy, transnationat strategy, and international Strategy. In this
chapter, we will see that success also requires HRM policies to be congruent with the firms strat-
egy. For example, a transnational strategy imposes dificrent requirements for staffing, Management

development, and compensation practices from a localization strategy. Firms pursuing a transpy.
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& test PREP tional strategy need to build a strong corporate culture and an informal management network for
Use SmartBook to help retain what transmitting information and knowledge within the organization. Through its employee selection,
you have learned. Access your management development, performance appraisal, and compensation policies, the HRM function
Instructor’'s Connect course to . - G
check out SmartBook or 9o 10 can h.elp develop these thmgs.. Thus, as we have note.:d, HRM has 2.1 critical role to.play n mm?_
learnsmartadvantage.com for help. menting strategy. In each section that follows, we review the strategic role of HRM in some detail.
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 Staffing policy is concerned with the selection of employees for particular jobs. At one level
e ",.;:a}} “; o '.é 1.;3: 2:"'*:?’ :&J 2 ’u{, : . . . . . . . .
s selecting individuals who have the skills required to do particular jobs. At another
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iffing policy can be a tool for developing and promoting the desired corporate culture of
> orate culture, we mean the organization’s norms and value systems. A SIOng
ilture can help a firm implement its strategy. General Electric, for example, is BOLU
th hiring people who have the skills required for performing particular jobs; It wapt
 whose behavioral styles, beliefs, and value systems are consistent with those
 whether an American is being hired, or an Australian, a German, ot 2 Swede,
airing is for a U.S. operation or a foreign operation. The belief is that it e.:mp\OY'

d toward the organization’s norms and value systems by their personality typ®
le to attain higher performance.
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ijonale for pursuing an ethnocentric staffing policy
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4« staffing policy in @ multinational nationals to be recruited to manag
enterprise in which host-country positions at corporate headquarters. .In many respects, a polycentric approach is UPY key
sr.::sngl:jnri;::tsi ,t,oc;n::::iewhile the shortcomings of an ethnocentric approach. One advantage of adopting 4 IeSponge o
parent-country nationals occupy key approach is that the firm is less likely to suffer from cultural myopia. Host-coy d POlycentric
positions at corporate headquarters. are unlikely to make the mistakes arising from cultural misunderstandings to w;:-try Manager,
managers are vulnerable. A second advantage is that a polycentric approaCthh CXPatriate
expensive to implement, reducing the costs of value creation. Expatriate man:;:y be less
IS cap be

expensive to maintain.
A polycentric approach has 1ts drawbacks. Host-country nationals have limited
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to gain experience outside their own country and thus cannot progress beyond senior pogit:
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jon €¢ o 4 nal transfer of Uit of experience
° 'oca“(hcr staffing policies. In addition, the multinationg]
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. . Com 1t
<ults from geocentric staffing tends to reduce cul¢ posmc.)n oLt S
result:
G tiqi.ngs being equal, a geocentric statfing polic
her -ars there has been a sharp shift toward ag
y][inationals' For example, India’s Tata Groy
runs several of its companies with Americ

4 CEO. Howard Stringer, a former CBS president and a U S

T ! les increasingly draw the .
. Wales. Amerlc'an compame? Increasingly W their managerial t
2 {1y found that by the mid-2000s, 24 percent of the mana - toits CEO
p. ONC -SwU,S. companies were from outside the United States. F

chf verage _umber of problems limit the firm’s ability to pursue a geocentric

gowever at sheipn subsidiaries to employ their citizens. To achieve this goal, they use

L | _untrics war « to require the employment .Of host-country nationals if they are available in
s \%&y * ‘;ﬂ igratiof li“rs and have the necessary skills. Most countries, including the United States
B Occhpy 1 i ; jequate nufft‘O ;ro vide extensive documentatiop if they wish to hire a foreign national instead o%
IDI:;p%ekty ,equiff ﬁm'];nal- This documentation can be tlme-copsuming, €xpensive, and at times futile.
y ?c%‘: ; local Z:C «taffing policy also can be expensive to implement. Training and relocation costs
be%% E 2 geoc:fiv o uansfeﬁi“g managers fr(?m cc?untry tg country. The company may also need a
ﬂay% ~;. incref:;1 tion structure with a .st.andardlze.:d mternatlo.nal base pay level higher than national
Ll o | comp™ many countries. In addition, the higher pay en_]().yed by managers placed on an interna-
I r 3 Ieveils ;:S[ rack may be a source of resentment within a firm.

i gon
:;m% -y of Staffing P.olicie.S Summary . The. advantages and disadvantage§ of the
U%ig JP roaches to staffing policy are summarized in Table 17.1. Broadly speaking, an
'P% | tltlgzzczf:ft’ﬁc approach is compatible with an international strategy, a polycentric approach is
- E ¢

- atible with a localization strategy, and a geocentric approach is compatible with both global
i, | ;Zﬁlfardjzation and transnational strategies. (See Chapter 12 for details of the strategies.)

% g
b ang
Wil o R A
il  Staffing ~ Strategic =il A
ST I | ; < .
3 Appropriateness Advantages Disadvantages Comparison of Staffing
: | Approaches
International Overcomes lack of qualified Produces resentment in
managers in host nation host country
Unifies culture Can lead to cultural
Helps transfer core YOR
competencies
Localization Alleviates cultural myopia Limits career mobility
Inexpensive to implement Isolates headquarters from
i B foreign subsidiaries
Global Uses human resources National immigration
. Standardizatior efficiently policies may limit
ana transnational , -
Helps build strong culture mplementation
and informal Expensive

S ..

management networks
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A

agement
Chanter Sevenicen Global Human Resource Managem



While the staffing policies descr
titioners and scholars of internation ‘
too simplistic and that it obscure
international businesses. The criti s
policies vary significantly from national subsidiary (o
aged on an ethnocentric basis. others a
critics note that the staffing policy adopte
as opposed to its strategic orientation. Fir
likely to have a geocentric mindset."®
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Explain why managers may fail to
thrive in foreign postings.

expatriate failure

The premature return of an expatriate
manager to the home country.

Expatriate Failure Rates |
tion policies to identify individuals who will not thrive abroad.'” The consequences

premature return from a foreign posting and high resignation rates, with expatriateg
their company at about twice the rate of domestic mar agers.”’ The costs of expatriate failyre
are high. One estimate is that the average cost per faiiure to the parent firm can be as high g
three times the expatriate’s annual domestic salary pius the cost of relocation (which is 4.

Would You Send a Woman on
an International Assignment?

Would you send a woman expatriate to Saudi Arabia, Japan,
Korea, or Kuwait? How are Western women expatriates doing in
foreign cultures that have traditionally limited women's public
roles? In many cases, women sent to these countries have met
with substantial success. Their key challenge is often simply to
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EXPATRIATE MANAGERS Twoof the.three staffing policies w
the ethnocentric and the geocentric—-—-rely on extensive use qf €Xpatriate m
earlier, expatriates are citizens of one country who are \.Norkmg IN another
the term inpatriates is used to identify a subse‘t of .expatrlates who are citize
try working in the home country of their multinational employer.'” Thus, g
moves to the United States to work at Microsoft would be classified as an
has large numbers of inpatriates working at its main U.S: location near Seattle) Cr
ethnocentric policy, the expatriates are all home-country nationals who are transfem'a
With a geocentric approach, the expatriates need not be home-country nationals; the ¢
not base transfer decisions on nationality. A prominent 1ssue in the internationg] staff;
ture is expatriate failure—the premature return of an e.xpatri.ate manager to his or pe
country.!8 Here, we briefly review the evidence on expatriate failure before discussing 5

of ways to minimize the failure rate.

‘bed here are well known and wigey

, e iy y USQ
1] businesses, some critics have ¢y d 4
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Expatriate failure represents a failure of the firmys selec

Incluge
16&Ving

fected by currency exchange rates and location of assign-
ment). Estimates of the costs of each failure run betweep
$40,000 and $: million.#! In addition, approximately 30 tq
50 percent of American expatriates, whose average annual
compensation package runs to $250,000, stay at their interna-
tional assignments but are considered ineffective or margin-
ally effective by their firms.** In a seminal study undertaken

in the 1980s, Rosalie Tung surveyed a number of US,
European, and Japanese multinationals.” Her results,
summarized in Table 17.2, show that 76 percent of UJS.
multinationals experienced expatriate failure rates of 10 percent
or more, and 7 percent experienced a failure rate of more
than 20 percent. Tung’s work also suggests that U.S.—b'flsed
multinationals experience a much higher expatriate faﬂure
rate than either European or Japanese multinatlopa\s.
However, more recent work suggests that Tung’s widely
quoted estimates may no longer hold. For example, 2 study'of
136 large multinationals from four different countries

undertaken in the late 2000s found that the rate of prematurz
return of expatriate managers had dropped to 6.3 percent an

that there was little difference between multinationals from
different nations. The authors of this study suggf?‘st that
multinationals have gotten much better at the selectl

training of expatriates since Tung’s study.”*
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“inability of Spouse
filure among U.S. an

fifth reason among Japa
that this difference was not surprising, g1V

0 which Japanese society traditionally ré
the fact that most of the Japanese expatriate managet

study were men.
Since Tung’s study, a number of othe

Fently confirmed that the inability of a spo
inability of the manager 1O adjust, OF other family proble.ms
remain major reasons for continuing high levels

lailure.* One study by [nternational Orientation Res

Hi .(M consulting firm, found that 6() per
lailures occur due to these three I‘eaSOI‘lS.26 Another st\{d

that the most common reason for assigh
listed by 27 peree
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ste man - Pt
respondent5-27 The inability (?f expatrialc mapalgers (O adjus[.[o fores ik ‘ af‘c
caused by a lack of cultural skills on the part O t1.e manager. being transfar, €
HRM consulting firm, this is because the expatriate selection Process gy g Acc(’fdi:“ o b, d
mentally flawed: “Expatriate aSSigﬂmfv“tS rarely fail bej'cause the person ca 4ny Virm, ig o o TR T
the technical demands of the job. Typically, the expatriate selectiong gpq male()t accgmms fung,
based on technical competence. They fail beca.use of family ang Persongl © Y line mﬂdatem
cultural skills that haven’t been part of the selectlor.l process.”?8 ISSueg anqal“a\ger
The failure of spouses to adjust to a foreign posting seems to be relate Wk qof

: , . 0 g
Often, spouses find themselves 1n a forelgn country without the familjar netwn:t‘bero
friends. Language differences make it difficult for them to make new friends Wr. f famy
. ake friends at work. it ¢ > While t: ¥ ang
be a problem for the manager, who can m , it can be ¢ in

' blem is often e b : ficuly for (i, oy Nt
who might feel trapped at home. The problem xacerbated by IMMigrag i

. . T ‘ 5 )
prohibiting the spouse from taking employment. With the recent rise of two~caren reg“\atign'
many developed nations, this issue has become much more important. Ope e er famgp: S

leg :
: : : ve S 1
percent of expatriates are married, with spouses accompanying them 77 Percemyoff(zﬁnd.‘hat &
those spouses, half were employed before an assignment and only 12 perce et

during an assignment.?® Research suggests that the main reason managery e tump\oyed
international assignments is concern over the impact such an assignment might h N dowy,

dve 0 ,
spouse’s career.’ N thejy

Expatriate Selection One way to reduce expatriate failure rates is by improyip
tion procedures to screen out inappropriate candidates. In a review of the research op ; hlgs Sielec-
Mendenhall and Oddou state that a major problem in many firms is that HRM Managers tefl?e’
equate domestic performance with overseas performance potential.”! Domestic Performance .
overseas performance potential are not the same thing. An executive who performg well iar?d
domestic setting may not be able to adapt to managing in a different cultural setting, From thei
review of the research, Mendenhall and Oddou identified fcur dimnensions that seem tq predict
success in a foreign posting: self-orientation, others-orientation, perceptual ability, and culturg]
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1. Self-orientation. The attributes of this dimension strengther: the expatriate’s self-esteem
self-confidence, and mental well-being. Expatriates with high seli-esteem, selt-confidence
and mental well-being were more likely to succeed 1n foreign postings. Mendenhall and
Oddou concluded that such individuals were able to adapt their interests in food, sport, and
music; had interests outside of work that could be pursued (€.g., hobbies); and were

technically competent.

2. Others-orientation. The attributes of this dimension enhance the expatriate’s ability to interact
effectively with host-country nationals. The more effectively the expatriate interacts with
host-country nationals, the more likely he or she 1s to succeed. Two factors seem to be
particularly important here: relationship development and willingness to communicate.
Relationship development refers to the ability to develop long-lasting friendships with host-

o ,J 'i%; '*‘ Hdk Y gness to communicate refers to the CXp atriate’s willin gNECSS to use the

¥ Al
- N 2 T
M A

mgness to communicate. Making the effort to use the language is what is important. t

end (o | ?“’”5” with greater cooperation by host-country nationals.
This is the ability to understand why people of other countries behave the
he ability to empathize. This dimension seems critical for managing
2Xpatriate managers who lack this ability tend to treat foreign
Ome-country nationals. As a result, they may experience
;erns and considerable frustration. As one expatriate executive
ved, as reported by in the Mendenhall and Oddou study: “It took
€ fact that my staff meetings would start 30 minutes late, and that
ie.” According to Mendenhall and Oddou, well-adjusted
gmental and nonevaluative in interpreting the behavior of host
» BeHlexible in their management style, adjusting it as cultural
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does not olten conform to the authors recommendations, Tung's research “
()c' ‘ 4 : ! ¢ | "R ’ : ;
(that only 5 percenl of the firms in her sample used formal procedures and py L P
uqqcsé the personalily traits and relational abilities of potential expatriates 33 Yehe)

rional Orientation Resources suggests that when selecting employeeg for fo .“'Chby
only 10 percent of the 50 Fortune 500 firms surveyed tested for imPOrlam CIgN gy,
such as cultural sensitivity, interpersonal skills, adaptability, and ﬂeXibility PISYcho
of the time employees were selected on the basis of their technical eXpert; NSteg
cultural fluency.* IS€, noy the;
Mendenhall and Oddou do not address the problem of expatriate failure “rogg.
inability to adjust. According to a number of other researchers, a review of thdue o 4 i
should be part of the expatriate selection process (see the opening case on Royal Efamily Situ“ﬁ‘te’s ,,,
& test PREP example).” A survey by Windam International, another international HRM con utch Shej fatmn
Use SmartBook to help retain what that spouses were included in preselection interviews for forei gn postings on| Sulung ﬁrm’ f(: an
you have learned. Access your time and that only half of them received any cross-cultural training. The rige f A Pereen, of“"d
A e has added an additional and difficult dimension to this long-standine " dual'career e
check out SmartBook or go to o 1S ong standmg prob]em 16 fam“ie
learnsmartadvantage.com for help. spouses wonder why they should have to sacrifice their own career to further that (;f In_creasingls
thelr pannerg;

@ L0 17-4 Training and Management Development

Recognize how management
development and training programs

sl kel il Selection is just the first step 1n matching a manager with a job. The next

Step is traip

capital in the International manager to do the specific job. For example, an intensive training program mj ehtben ing the

business firm. cxpatriate managers the skills required for success in a foreign posting. However msed ' give
' s s 1114

development is a much broader concept. It 1s intended to develop the manager’s skillg on e

Ver hlS or

her career with the firm. Thus, as part of a management development program., 3 Manage
’ " Might

be SF:I.lt.on several foreign postings over a number of years to build his or her cross.c 1
se.nsmwty and experience. At the same time, along with other managers in the firm thell o
might attend management education programs at regular intervals. The thinkin |

transfers is that broad international experience will ennhance the management a
skills of executives. Research suggests this may be the case.?

Historically, most international businesses have been more concerned with training thap v
management development. Plus, they tended to focus their training efforts on preparing h:v 3
country nationals for foreign postings. Recently, hio:wever, the shift toward greater glcr)lll)e-l
c.ompetition z.ind the rise of transnational firms have chang=4 this. It is Increasingly commop fzr
firms to prowdc? genera.l manageglent development prograss in addition to training for particular
posts. In many international businesses, the explicit purpose of these management development

programs 1S strategic. Management development is seen as a tool to help the firm achieve its

strategic goals, not only by giving managers the required skill set but also by helping reinforce

the desired culture of the firm and by facilitating the creation of an informal network for sharing
knowledge within the multinational enterprise.

With this distinction between training and management development in mind, we first exam-
Ine the types of training managers receive for foreign postings. Then we discuss the connection
o t ©€N management development and strategy in the international business.
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1 MANAGERS Earlier in the chapter, we saw
>aS0NS _expatriate failure were the inability of a manager’s spouse
Nt tTc manager’s own inability to adjust to a foreign environ-
and spouse cope with both these problems. Cultural
al training all seem to reduce expatriate failure. We discuss
f{ espite the usefulness of the training, evidence suggests
2 before they are sent on foreign postings. One study found
Sent on one- to five-year expatriate assignments received
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I8 seeks to foster an appreciation for the host country’s
10Stcountry’s culture will help the manager empathize
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a1 expall iate managel ‘ \Dility to interact with host-co ‘ ‘ Chairman of China's Lenovo Group Ltd., Yang Yuanging (left), shakes hands
{ rjonals- As noted earlier, a willingness 1o co e SR | with CEO Steve Ward (right), as the nonexecutive director, L Chuanzhl
ni mmunicate in | (center), smiles after a press conference in Hong Kong

1110C of the host countr “won
he languds b Ys SYen I the expatriate is far | ©Vincent Yu/AP
. m fluent, can help build rapport with local cmploye WAF Images

. v (YN O » > N [ " - . TV N . ‘ i‘l\(‘
hclﬂ;d”dét; Sqtz-‘:ulflvum.\s. Despite this, one study of 74
nd that only 235 believed knowledge of fore; ‘ executive
ec abroad.** Those firms that l'( W'lL‘(.lg(,.m loreign languages was necessary f |

h“\\,nt-‘”" j T [‘-f at did offer foreign language training f SR

. ~ved thelr employees € Cliveneee | ¢ ' lor expatriates believed |
proved thell = l. ly L.Lllvc,ng.s.s and enabled them 1o relate 3 ke lrf‘“cs believed it
_ulture, which fostered a better image of the firm in the host count more easily to a foreign
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s of U.S. multina-

Practlca' Tralm.ng Practical training is aimed at helping the expatri: \

ily ease themselves into day-to-day life in the host country. The soon [’t‘}l late manager z\nq fam-
the better arc lhg prospects that the expatriate and his or her l'amil w('ilrl‘? rl('“"““\c 1S csl‘ubhshcd,
critical need 18 for a support network of friends for the expatriate YWhlcrt}('dPl‘.su'cc(?sgmny' One
nity exists, firms often devote considerable effort to ensuring the n.cw CX L:udr["'(l’)'ql)"dm'mc' oo
imc,‘__’rulcd into that group. The expatriate community can be a uscl'u]l)‘%ol:'(:'Lml?”'y iy
‘nformation and can be invaluable in helping the family adapt to a (';)rcignl cu;fu(;c:) IERSILED

REPATRIAT'ON .O.F EXPATRIATES A largely overlooked but eritically
important 1ssue In the training and development of expatriate managers is to prepare them for
reentry into their home-country organization.*’ Repatriation should be seen as the final link in
an integrated, circular process that connects good selection and cross-cultural training of
ers with completion of their term abroad and reintegration into their national
r instead of coming home to share their knowledge and encourage other
ers to take the same international career track, expatriates oo often face
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organization. Howeve
high-performing manag
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2 different scenario.*’
Often when they return home after a «tint abroad—where they have typically been autono-
mous. well compensated, and -elebrated as a big fish in a little pond—they face an organization
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they have done for the past few years, doesn’t kKnow how 1o use their new
icularly care. In the worsl €ases, reentering employees have (0
that don’t use the expatriate’s skills and
the firm has made in that

that doesn’t know what

knowledge, and doesn't parl
scrounge for jobs, or firms will create standby positions
capabilities and fail 1o make the most of the business investment
individual.

Research 1llustrat cording (o one study of repatriated employ-

d be when they returned home. Also,
ion, about their new roles, and
 of those surveyed took jobs
aments. ¥ Not surpris-
{ving home, and

«s the extent of this problem. Ac

ees. 60 to 70 percent didn’t know what their position woul |
<aid their organizations were vague about repalrial
<«ion within the company; 77 pcn;cen |
at a lower level in their home organization than in their inlcrnz:ttl('mal 4881 I
ingly, 15 percent 0} returning | . their firms within a year of arr

60 percenl
about their future carecr progre
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management FOCUS

Monsanto’s Repatriation Program

Monsanto is a global provider of agricultural products with some
22.000 employees and about $15 billion in sales. At any oné time,
the company will have 100 mid- and higher-level managers on
extended postings abroad. Two-thirds of these are Americans posted
overseas; the remainder are foreign nationals employed in the United
States. At Monsanto, managing expatriates and their repatriation be-
gins with a rigorous selection process and intensive cross-cultural
training, both for the managers and for their families. As is the case al
many other global companies, the idea is to build an internationally

minded cadre of highly capable managers who will lead the organiza-

tion in the future.
One of the strongest features of this program is that employees and

their sending and receiving managers, or sponsors, develop an
agreement about how this assignment will fit into the firm’s business

objectives. The focus is on why employees are going abroad to do the
job and what their contribution to Monsanto will be when they return.

Sponsoring managers are expected to be explicit about the kind of job
opportunities the expatriates will have once they return home.

Once they arrive back in their home country, expatriate managers
meet with cross-cultural trainers during debriefing sessions. They are
also given the opportunity to showcase their experiences to their
peers, subordinates, and superiors in special information exchanges.

However, Monsanto’s repatriation program focuses on more than just
business; it also attends to the family’s reentry. Monsanto has found that

The key to solving this problem is good human resource planning. Just as the HRM functi
needs to develop good selection and training programs for its expatriates, it also needs tg dey ;
good programs for reintegrating expatriates back into work life within their home-country
nization, for preparing them for changes in their physical and professional landscape, apg for
utilizing the knowledge they acquired while abroad. For z2n example of the kind of program that
might be used, see the accompanying Management Focus ‘hat looks at the repatriation program

developed by Monsanto.

o
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difficulties with repatriation often haye More tq
family-related issues than with work-rg| ated do

matters obviously affect an employee’s on-the
important for the company to pay attentign
This is why Monsanto offers returning eMploye
es

work through personal difficulties, Abgyt thre
return home, expatriates meet for three hours :t 7 ey ,
WOk with ¢ ey

colleagues of their choice. The debrieﬂng se
aided by a trained facilitator who has an OUU‘neSi;nhls a con S&vary)
el

cover all the important aspects of the repatriatiq
allows the employee to share important expeﬂence“. The ebriay
managers, colleagues, and friends about his or par : and tq eNlighy
within the organization can use some of the gl knxpenlse Pt
ing to one participant, “It sounds silly, but it SWledge,
family’s life, you don’t have time to sit down and take Clime |, the
happening. You're going through the move. transltiomnstock of Whap,
a new house, and the children may be going tg 3 newg 10 3 nay, loh
a kind of oasis; a time to talk and put your feelings quo”
Apparently it works; since the program was introduCed"ut‘he fa
rate among returning expatriates has dropped sharply * 11 atritig,

Sources: A. Walton, “Who Says Monsanto Roundup Ingredient |s Probably ¢4 | '
Are They Right,” Forbes, March 21, 2015; C. M. Solomon, “Repatriation: Up :)c‘noge“‘t | v
Out?” Personnel Journal, January 1995, pp. 28—-34: and J. Schaefer, E, Ha‘{m;’a““’“. or &Y
J. O'Nelll, “How Strategy, Culture and Improved Service Delivery Reshape Mope ; anc.i
International Assignment Program,” Journal of Organizational Excellence 2 ot

pp. 35-40. ' 10.3 (2003

elop
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MANAGEMENT DEVELOPMENT AND STRATEGY  Managemen

development programs are designed to increase the overall skill levels of managers through a mix

of ongoing management education and rotations of managers through a number of jobs within

the firm to give them varied experiences. They are attempts to improve the overall productivity
and quality of the firm’s management resources.

;g ,ﬁn,..\f.{\businesses are increasingly using management development as a strategic
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S 1S pa true 1n firms pursuing a transnational strategy, as increasing numbers
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ment programs help build a unifying corporate culture by socializing
norms and value systems of the firm. In-house company training
raction during offsite training can foster esprit de corps—shared
tworks, perhaps a company language or jargon—as well as develop
fiese training events often include songs, picnics, and sporting events
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dimrerk “an then be used as a conduit for
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"‘:N(:vithi" the organization.”® Consider the S

~dge : ~ooperation is extremely importan ;
competencies from the parent to fore;

C .o» ~ . . . 3 < o 8
and ond between foreign subsidiaries. To facilig

ple back and forth between headqu

S€ rite

ale cooperatic

fpeO arters anc \

00 engineers and managers from one unit 1o

| ,
50 Owork of interpersonal contacts. This policy i
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~ . that the firm judges to be.important for the impleme
_ompetitive advantage. A firm’s performance apprais

of .8 ontrol systems, and control systems are a central
of lirticulafl}’ thorny 1Ssu€ 1n many international businesses is how best e
; ,«?ormance of expa.triate managers.”” This section looks at this issue and csnsg?ie: ag‘\‘:;:::;
Y appraising expatriate performance.
PERF ORMANCE APP RA'SAL PROBLEMS Unintentional bias makes it
ult to evaluate the performance of cXpatriate managers objectively. In many cases, two groups:
-yaluate the performance qf eXpatr.late managers-—.-host—nation managers and home—offié
managers""and both are subject to bias. The host-nation managers may be biased by their oy ’z
cultural frame of reference 'and expectatlor.ls.. Fc?r exargp.le, Oddou and Mendenhall report
ase of a U.S. manager who introduced participative decision making while working in an Indian
absidiary.”! The manager subsequent.ly received a negative evaluation from host-country man- =
agers because in India, the Str(.)ng social stratification means managers are SEen 25 eXperts who
should not have to ask subordinates for help. The local employees apparently viewed the U.S.

manager s attempt at participatory management as an indication that he was incompetent and did
not know his job. | . | :
Home-country managers’ appraisals may be biased by distance and by their own lack of expe- =

ganizational architec”%

fu

g abroad. Home-office managers are often not aware of what is going on in a for- ==

rience workin | | o for
eign operation. Accordingly, they tend to rely on hard data in evaluating an expatriate's

performance, such as the subunit’s productivity, profitability, or market share. Such criteria may

eflect factors outside the expatriate manager’s control (e.g., adverse change§ ?n exchange rates,
economic downturns). Also, hard data do not take into account many less visible soft variables

that are also important, such as an expatriate’s ability to develop cross—cult.ural awareness ar;d to
work productively with local managers. Due to such biases, many expatriate managers believe

that headquarters management evaluates them unfairly and does n(?t fully apprecmte tbe vah;fi Icl)f
their skills and experience. This could be one reason mary expatriates b.eheveS a foriig;laggnal Sg
does not benefit their careers. In one study of personnel managers in U.S. mu :

' | iS €] imental or
56 percent of the managers surveyed stated that a foreign assignment is either detrim

Immaterial to one’s career.>?

GUIDELINES FOR PERFORMANCE APPRAISAL  Several things 60

' | o believe more
educe bias in the performance appraisal process.” First, most expatriates appear

| - er’s appraisal.
Weight should be given to an onsite manager’s appr aisal thantaigs (:f,fju;;? E:/nai%ables ptlt)mt are
Due to proximity, an onsite manager 1s more likely to evaluate
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ot dhi expatriate’s performance. The cvalL.latnon may b
er is of the same nationality as the expatriate becayge
ag : it f
, 3 ers often write performance ex,. :
:ce. home-office manag < EValugy;

» < ()nk
¢ om onsite managers. When this is the case, most experts r€CoOmMmeng S aftg, O ulg
input Iro D

ho served in the same location should be involved in the appra;i
triate who ¢

& test PREP Finally, when the policy is for foreign onsite managers (o Write performan, i

site man u bia.
Use SmartBook to help retain what rs should be consulted before an onsite ag'er COmpleteg 4 for gy, lag
you have learned. Access your the home-office manager the opportunity to balance W

Ce

\ S el

important
the onsite marl

alleviated. In pract

. I 1S giVCS . N
) Instructor's Connect course to evaluation. Thr | 5 isunderstanding. Oul Ui
3' check out SmartBook or g0 19 hostile evaluation based on a cultural mi = 1 be a \,Qn

learnsmartadvantage.com for help. ty
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tand how and why . - el ' compensation practices in an ; |
gonrgszwsauon systems might vary Two issues are raised in every discussion Ofd : ri Huat natiI()) nal diffe e ‘Mernationg Bys:
g e CompeﬂsatiOH should D eoie | (il in the opening ¢ rences in ec()n()mic u?‘neSS. W e
«tances and compensation practices (se€ Shell 1n PEILLS £a50), The Sffiey e S | o o

m a strategiC perspective, the impor 1SSy

expatriate managers should be paid. Fro tant pojp, :5

whatever compensation system is used, it should reward managers for takin

consistent with the strategy of the enterprise.
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' ' lev
nsation of executives al the same
the compe gest that U.S. CEOs earn, on ayer

undertaken by Towers Watson, for example, sug

54

double the pay of non-U.S. CEOs. . | | o .
National differences in compensation raise a pet plexing question Ior an Internationg] busine;

S:

Should the firm pay executives in different countries éccordmg to the prevailing Standarqs ;
each country, or should it equalize pay on a glObf‘l .ba31s? Lhe proble.m c.loes not arise ip firmns .
bursuing ethnocentric or polycentric staffing policies. In ethnocentric firms, the jsgye can b :
reduced to that of how much home-country expatriates should be paid (which we consider latere  § &
As for polycentric firms, the lack of managers’ mobility among national operations implies tha.t
pay can and should be kept country-specific. There would seem to be no point ip

executives in Great Britain the same as U.S. executives if they never work side by side.
However, this problem is very real in firms with geocentric staffing policies. A geocentric Staff-
ing policy is consistent with a transnational strategy. One aspect of this policy is the need for 4 cadre '
of international managers that may include many ditferent nationalities. Should all members of such T
a cadre be paid the same salary and the same incentive pay? For a U.S.-based firm, this would mean
raising the compensation of foreign nationals to U.S. levels, which could be expensive. If the firm
does not equalize pay, it could cause considerable resentment among foreign nationals who are

members of the international cadre and work with U.S. nationals. If a firm is serious about building

an international cadre, it may have to pay its international executives the same basic salary irrespecb-

tive of their country of origin or assignment. Currently, however, this practice 1s not widespread.

Over the past decade many firms have moved toward a compensation structure that is based

on c:'onsistent global standards, with employees being evaluated by the same grading system and
having access to the same bonus pay and benefits structure irrespective of where they work.
Soent of the companies in a survey by Mercer Management Consulting stated they
now hz compensation strategy in place.> McDonald’s, which is featured in the

2 o 3 {

fasnbmadiagement Focus, is one such enterprise. Another survey found that two-thirds
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Paying

relative small cadre of Internationally mobile executives, base pay in most
Mith regard to local market conditions.
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Ofgaflllatlonal Resources Counselors, some 80 percent of the 781
€yed used this approach,s’
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nald's Global Compensation Practices

har 400,000 managers and senior staff employees in 118
t " nd the world, by the early 2000s McDonald’s realized it
aro stent global compensation and performance ap-

with many companies that have expanded to many

rategy = Id’s found itself with a d tralized

- world, McDonald’s ecentralized and
f th ompensation program. Many reasons existed for this new
: strategy. Foremost among them was that

pensation
tive of worldwide human resources, Rich Floersch,

od to have @ consistent global HR strategy to attract and
b5 ie. After months of consultation with global manag-
tter Peﬁ;’t ény new system was formed via a collaborative
qsure 4's began to roll out its new global compensation

f this program calls for the corporate head
ntry managers with a menu of business prin-
oming year. These principles include areas
ice. marketing, and restaurant re-imaging. Each
nager then picks three to five areas to focus on for success
r example, if France Is introducing a new menu
targets around that for the year. Human
then submit their business cases and targets to

headquarters for approval. At the end of the year,

ifferences between assignment locations.

home-country O

expenditures for goods a

pens!
same stand
(i¢., premium, Incent

The Balance Sheet
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HousINg

Reserve

Assignment-
Location Costs

58 Figure 17.3 shows a typical balance sheet. Note that

utlays for the employee are designated as income taxes, housing €Xpenses,
nd services (food, clothing, entertainment, etc.), and reserves (savings,

on contributions, etc.). The balance sheet approach attempts to provide expatriates with the
ard of living in their host countries as they enjoy at home plus a financial inducement

ive) for accepting an overseas assignment.

Housing

Reserve

Assignment-
L ocation Costs
Paid by Company
and from Salary
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the country’s annual incentive pool is based on No
targets, as well as on the business unit’s operating income. AP et
an individual employee’s annual bonus is based on that mix, - =SS
The other portion of an employee’s annual incentive is )
vidual performance. McDonald’s has always had a performaﬂcef{ﬁ
system, but within its new HR management strategy, the compaﬁ;w
now introduced global guidelines that suggest 20 percent of
receive the highest rating, 70 percent the middle, and 10 percentuis
bottom. By giving guidelines rather than forced ranking,
hopes to encourage differentiation of performance while f??'
some local flexibility. Also, by providing principles and guidance, andyet
allowing local-country managers to customize their compensatiofts
programs to meet local market demands, McDonald’s also claims ithas

5 STl ..I i
3 Yl e hS - r.
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e

seen a reduction in turnover. The company’s own internal SUFVEYS s
suggest more employees now believe that their compensation is fair
and reflects local market conditions. Overall, “McDonald’s benefits and =
compensation program is designed to attract, retain and
ented people who will deliver strong performance and help McDonai_ff?~
achieve our business goals and objectives.”

N
v 1
v

Sources: Marquez, J., “McDonald’s Rewards Program Leaves Room for Some Local F\avo
Workforce Management, April 10, 2006, 26; Ziliman, C., “McDonald’s Loses Bigon Labor =
Ruling,” Forbes, July 29, 2014; “McDonald’s Corporate Careers,” http://careers. —
mcdonalds.com/corporate/benefits.jsp, accessed May 9, 2018; and Black, V., “How | Got. =

Here: Rich Floersch of McDonald’s,” Bloomberg Business, August 14, 2012. ;
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The balance sheet appreach
to expatriate pay.

Premiums &
Incentives

Housing

Reserve

Home-Country
Equivalent
Purchasing Power




The components of the

package are a base salary,
] 10US Lypes, t
Would You Go to Find ances of vari yp

briefly review each of the
XPat Resources?

)’PiCul ex

E

Base Salary An expatrig

te’s base sa|,
be in the same range as the bas
h care Systems; not to mention

tY shoy|

esalar fo el d“()r

bl ’ , the home country. At the same time,ywhir]: Milgp Dasitzgil!y

0gs and chat rooms, forums and groups. The expatriate hive 'a Base salary that he or shia "o IR Patrig, In

boom has even fueled an Industry offering a broad array of . . . would have In the; ; May

Services for expats, from mail forwarding to tax preparation to country, .for e'&11 lalionals i these “XPatriate |q, tio " Nomg

health and life Insurance. One example js globalEDGE™’s necessarily get the same Salary levels. Oftemimes dns - flog

Séction on “Travel/Living Abroad” (https://globaledge.msu.edu/ nations (e.g., Ger many, the United State ’ evek’Ped
globaI-resources/travel-hwng-abroad) While often good, the

S) offer ;
salaries than comparable i ' . °F High

Jobs and POsitions ip the Co T bage
examples in this short write-up are all online, removed from other, developing or less developed, COuntries. The ba Pany i
the country itself. How much would you trust online Information 1S normally paid in either the hOme-Country Coret S¢ S.alary
and data as the only source for getting to know” the new local currency,. Y 0T in the
country you have just Signed on to spend three years in as
an expat?
Foreign Service “remium A foreign gepy:
premium 1s extra pay the CXpatriate recelves for Workice
outside his or her country of origin. It is offered as an inducement to accept forejgp POStingsnﬁ
compensates the expatriate for having to live in an unfamiliar country 1solated from family a.nd
friends, having to dea] With a new culture and language, and baving to adapt to NEW Work hajgs
and practices. Many firms pay foreign service PIermiums as a percentage of base s ary, ranging
from 10 to 30 percent after tax, with 16 percent being the average premium 60

ven (o ensure that the €Xpatriate can afford the same quality of

home. In locations where housing is Xpensive (e.g., London,
antial—as much as 10 to 30 percent of the expatriate’s total com.

that the expatriate wil enjoy the same stan-
cation allowance ensures that an expatriate’s

country standards). Host-country public schools are
an expatriate’s children, in which case they must attend a private school.

housing in the foreign country as at
Tokyo), this allowance can be subst
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ga Diverse Global Workforce

& workforce can be a source of compettive adv
) - cant mix of both genders and in which cult

K force diversity has been linked to superio
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2 ‘a“) ¥
antage. A di
- verse warkfor

L w

Juded that companies with the strongest record of promoti ng
MM

‘e Ourpcrformcd their industry norms, with return on assets 18 percent hisher
: . : Hgne

qumber of reasons for thinking that a diverse workforce will improve ¢
arc adi\,erse talents bring insights into the needs of a diverse cusmmer
st, 0genous managmng)t group composed exclusively of white males ‘f
t perspective .zmd -h‘fe experiences, womer.l and minorities may see 4
people with different lifestyles and different backgrounds challenge

2 i e

whit® which can lead to .creative insights. This can re§ult In improved problem“;

sther 101'3-uct design and delivery, more eftective mar.ketmg, aqd better sales pt mot
ctieT ro _pterprise with a homogenous emI.)loyee. base is underutilizing the talent to
seCO"d’wa;m on and minorities. Its human capital will not be a strong as it could be, ind p

as a result. Third, when the customer set is diverse (as is often
al businesses), those customers may appreciate interacting with an enterpri .
like them, and therefore, havej a better understanding of their needs, ._j:;
h, a diverse workforce may 1improve the brand image of an enterprise, S€

R
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0
5[11P1 . ce. Fourl ; : d i bl ttrae
<ircle where it does better among 1ts customer set and is more aple 1O attract &
jrtuous

up 4 ,mong women and minoritifas. Finally, th.efe is evidence that diversity
alent DI = ion. which results in higher productivity, so long as the workforc.e is dive
emploY©” inority workers, the boost in satisfaction kicks in whe.n representatlon.&_ ~
¢ of the workforce. In contrast, when diversity recruitment is a token effortt,ib
.1.ble evidence suggests that many companies still have a long way to go...f\
TGl % . ersity. For example, the consulting company Mercer looked at g€x

i ‘ 64 . .,

comes ong 164 companies from 28 different countries.®* It found that women c‘oymr:g:
. ity am ] cipate 1
diversity qted at all levels in the labor force worldwide. Fewer women particip
underreprese —en make up a small percentage of senior management

global labor force, and WO

._tions. For example, the study found that in 2014, only 24 percent of seniot

in Europe, and just 12 percent in Latin America
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For the average global organization, Mercer found that while 36 pe
one goes. For senior managers and 19 percent of company exed!

managers were womern, only 26 percent of

tives were womern.

di workforce 1s for an international business—SIEE
Building a d1verse

iC minor ary across nations, as
the definition of what constitutes 2 cultural and ethnic minority may v yuide accept
e the acceptance of women in the workplace. If the numbers are e;ln)g g .C,a .
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Understand how organized labor can
influence strategic choices in
international business firms.

qcate employees al all levels abgy tha
Val

g ~v task here 1s L0 overcome e ¢
inclusive and diverse workforce. A key ! s discriminati mL. the Subcgy, (.)“‘\l
g nus lml“. (1l jority (hat may lead to discrimination againg, SClonyg
and stereotyping ol the md . » members of the major;
Techniques include (1) role playing. At dbadit s

. ces at key moments, such as jys
: indi cople about bias . (ot
personally: (2) reminding peop to focus on differences to reduce steregt

reviews: and (3) helping people : csrtinl emplovess :

, ~ « discriminated against P(’[Cn“al ployees who were Arah
ment, French students dis _ s hetweerr photos. e 4o of a
doing so if asked to describe the differences O

it .onscious biases.

made the students aware of their OWI Sllhcl(mlp RSt
SR inorities can ne ~ rom thes , { 477 O e
O e st ‘ foster a morc diverse workforce (e o ﬁlemogra hi E o

- , used to ed
Diversity workshops can be used («

Adjusting work policies can hel . ng ok
s a0 .an make a company more attractive to women). Sevgral COtmRY hilq Care
facilities on site C¢ it Whete it Panies p.
found that it helps to crealc employee reference group norities can help e che alsq
through networking, advice, and mutual support. Other
International Labor Relations
The HRM function of an international business is typically re.sponsible for imemationa“
relations. From a strategic perspective, the key issue in international labor relationg i the deab I
e ' ] ' ' : o
to which organized labor can limit the choices of an international business. A firpys abﬂ'ltb;ee
10

rations to realize experience curve and location econ
l0meg

integrate and consolidate its global operatio . .
can be limited by organized labor, constraining the pursuit of a transnational or globa] standard:
ardiza-
P€ace With

tion strategy. Prahalad and Doz cite the example of General Motors, which gained

labor unions in Germany by agreeing not to integrate and consolidate operations ip the m

efficient manner.®® General Motors made substantial investments in Germany~matching its noeSt

investments in Austria and Spain—at the demand of the German metalworkers’ unions. .
One task of the HRM function is to foster harmony and minimize conflict between the firm

and organized labor. With this in mind, this section 1s divided 1nto three parts. First, we reyiey

organized labor’s concerns about multinational enterprises. Second, we look at how Organized

labor has tried to deal with these concerns. And third. we look at how international businesses ,%

manage their labor relations to minimize labor disputes.

THE CONCERNS OF ORGANIZED LABOR  Labor unions generally try to
get better pay, greater job security, and better working conditions for their members through col-
lective bargaining with management. Unions’ bargaining power 1s derived largely from their
ability to threaten to disrupt production, either by a strike or some other form of work protest
(e.g., refusing to work overtime). This threat 1s credible, however, only insotfar as management

has no alternative but to employ union labor.

A principal concern of domestic unions about multinational firms is
that the company can counter its bargaining power with the power to
move production to another country. Ford, for example, clearly threat-
ened British unions with a plan to move manufacturing to continental
Europe unless British workers abandoned work rules that limited pro-
~ ductivity, showed restraint in negotiating for wage increases, and cur-

~ tailed strikes and other work disruptions.®’

- i
e

A
G

Another concern of organized labor is that an international business
lkeep highly skilled tasks in its home country and farm out only
- low-skilled tasks to foreign plants. Such a practice makes it relatively

‘ "r for an international business to switch production from one loca-
& another as economic conditions warrant. Consequently, the bar-

_ 1 power of organized labor 1s once more reduced.

i;final union concern arises when an international business attempts
employment practices and contractual agreements from 1ts
’country. When these practices are alien to the host country,
zed labor fears the change will reduce its influence and power.

§
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gifficult. Divergent ideologies are reflected in radically different views
1 society and the stance unions should take toward multinationals.

Organized 1abor has also mct.wn.h only 11m1teq success In its efforts to get national and inter-
to regulate multinationals. Such international organizations as the International
ation and the Organisation for Economic Co-operation and Development haye
for multinational firms to follow 1n labor relations. However, these
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hange work rules and limit wage increases (as Ford (i { :
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move would involve major new investments and plant closureg, this bargro-pe)' Begy:
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the input of headquarters management. Thus, the level of Centralize( input'?'“g tacﬁc: Sy, a
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automakers, for example, has been attributed to the use of se]f-

cross-training, and the like in their Japanese plants.” To replicate their doress
foreign plants, the Japanese firms have tried to replicate their work Dractie. 1
brings them into direct conflict with traditional work practices ip thosa S

by the local labor unions, SO the Japanese firms have often made ¢

‘anaging (e,

contingent on the local union acc.:epting a rgdica} change.in Work practices. To acr}lrmvestmems
@ test PREP headquarters of many Japanese firms .be?rgams dl.rectly with local uniong tq oet Uni(;relve this,
Use Smae:Book to help retain what to changes In work rules before .commlttlng to.:m m\t/efstmerllgt. Ff)r eXxample, before N iss:grd T
you have learned. Access your to invest in northern Epgland, it got a commitment from British unions to agree tg 4 il
Instructor’s Connect course to traditional work practices. By its very nature, pursuing such a Strategy e quires Change in
R bR STRB0E S S control over the labor relations function. Centraliled

iearnsmartadvantage.com for help.
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human resource management staffing policy, p. 478 polycentric staff Ing policy, p. 480
(HRM), p. 476 corporate culture, p. 478 geocentric staffing policy, p, 480

expatriate manager, p. 477 ethnocentric staffing policy, p. 479 expatriate failure, p. 482

Summary

E:'S chzlqi)ter .focused on humag resource management in inter- home- and host-country operations. The policy 1s best
lonal businesses. HRM activities include human resource suited to a localization strategy.

strategy, staffing. performanc
T o e e e el 5. A geocentric staffin g policy seeks the best people for key
Jobs throughout the organization, re gardless of their
b/
nationality. This approach is consistent with building a
strong, unifying culture and informal management network
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policies to be congruent and 1s well suited to both global standardization and
Jith rmﬂ{ and informal transnational strategies. Immigration policies of national
, i 3 governments may limit a firm’s ability to pursue this policy.
CleCting employees 6. A prominent issue in the international staffing literature

:, Particular jobs, Is expatriate failure, defined as the premature return of
'C10D1 . :
PIng angd 4l EXpatriate manager to his or her home country. The

S COSts of expatriate failure can be substantial.
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that screen ou inappropriate candidates. The most
successtul expatriates seem to be those who have high
self-esteem and self-confidence, can get along well with
;)thers, are willing to attempt to communicate 1n a foreigh
aNguage, and can empathize with people of other cultures:

Qe .
il;r:}llmng can lower the probability of expatriate failure. d
ould include cultyral training, language training "

r - . .
IeDX:Cattlrc.al raining, and it should be provided (o both 8¢
[late Manager and the Spouse.




