
CHAPTER 4PRIVATE 


GLOBAL HUMAN RESOURCE MANAGEMENT

Learning Objectives

1.
Describe the drivers behind globalization in the early 21st century..

2.
Discuss the role that culture plays in determining the effective use of human resource

management practices in a global organization.

3.
Identify critical HRM issues faced by multinational and global organizations when they

conduct business in the international marketplace.

Key Terms

	culture shock
	The feelings of frustration and confusion that result from being constantly subjected to strange and unfamiliar cues about what to do and how to get it done when trying to live in a new culture.

	ethnocentric HRM perspective
	A view of HRM whereby an organization thinks that the way of doing things in the parent country is the best way, no matter where business is done.

	expatriate manager
	A manager who is on assignment in a country other than the parent country of the organization. This person is also called a parent country national (PCN).

	Foreign Corrupt Practices Act of 1977 (FCPA)
	A law that makes it illegal for an American organization to pay bribes to foreign officials for the purpose of getting a competitive advantage in doing business.

	geocentric HRM perspective
	A view of HRM whereby nationality is ignored and managers are hired on the basis of qualifications.

	global corporation (GC)
	A corporation with a geocentric HRM perspective. National boundaries are ignored and HRM is viewed as a way of integrating operations all over the world.

	global human resource management
	The policies and practices related to managing people in an internationally oriented business.

	host country national (HCN)
	An employee of an international organization who is from the local workforce rather than being from the parent country of the organization.

	multinational corporation
	An international organization with operations that are defined by national boundaries to a greater extent than in a global corporation.

	parent country national (PCN)
	An employee from the corporation’s home country who is on assignment in another country. Usually called an expatriate.

	repatriation
	The process of being reintegrated back into domestic operations after being on an international assignment outside of the organization’s parent country.

	Sullivan Principles
	Reverend Sullivan was the first African-American to serve on the Board of General Motors. The tenets of his principles were designed to eventually eliminate oppressive racism in South African business.

	third country national (TCN)
	An employee working for an international organization who is from a country other than the parent country of the organization or the host country in which the assignment is located.


Presentation
1.
Introduction

a. Driving force for globalization

· International trade 

· Foreign direct investment (FDI) flows
· Cross-border inter-firm agreements 
b. Organizations expand beyond domestic boundaries to achieve:

· Satisfied employees

· Competitive products and services

· Searching for new or broader markets

· Acquiring new, more efficient manufacturing technology

· Large, inexpensive labor forces


Existence of trade agreements to:

· eliminate trade barriers, to facilitate movement of goods/services across international borders

· promote fair competition

· increase investment opportunities

2.
A Global Perspective
Global human resource management (GHRM) includes the same functions as domestic HRM, plus several aspects unique to international management

· “people challenge” the most difficult for firms becoming international

· most critical to success, acquiring a competent workforce (survey of top execs.) 

a. The top HR challenges include:

· finding suitable candidates

· intercultural understanding

· career management

· employee retention

· adjusting to environment

· partner dissatisfaction

· relocation reluctance


b.   Maquiladoras

3.
The cultural nature of global human resource management


a.
cultural differences

· individualism versus collectivism

· power distance

· uncertainty avoidance

· masculinity versus femininity

· long-term versus short-term orientation


b.
"Theory of the Cultural Relativity of Organizational Practices"

· national cultural difference  are not changing much

4.
The concept of "fit" in global human resource management


a.
fit (congruence among HR policies, firm’s plan & values of foreign culture)


b.
internal fit (HR policies that allow for smooth work flow: HQ & local)


c.
external fit (HR to consider the local cultural/socioeconomic environment)

5.
The multinational and global corporation (HRM philosophy)


a.
multinational corporation (MNC)

· early stages of internationalization strategy

· ethnocentric orientation - PCN hires

· adapting products and services to local markets 

b. global corporation (GC)

· national boundaries disappear

· geocentric orientation – TCN hires

· the world is the market for its products & services


c.
Problems (see #6)


d.
The real challenge

· finding competent expatriate managers

· to capitalize on the diversity of a global workforce without suppressing each

nation’s desire to maintain its cultural identity


e.
Three sources of employees for international assignments include:


1.  Host Country Nationals (HCNs)


2.  Parent Country Nationals (PCNs)


3.  Third Country Nationals (TCNs)

6.
The expatriate manager in the multinational corporation

a. selecting the expatriate manager

· complex & sensitive task


important (skills) criteria to consider
· technical competence

· self image: self-confidence, self-esteem, stress coping

· interaction skills:
interpersonal style, sensitivity to nonverbal



communication

· perceptual orientation:
open-mindedness, tolerate uncertainty



accept cultural differences

b. culture shock and the expatriate manager


3 stages of reaction to foreign experience:

i. fascination

ii. culture shock

iii. adaptation

effective measures to deal with culture shock:

· select managers who desire/want foreign assignments (where possible)

· language fluency

· preparation for cultural differences

c. training the expatriate manager

· provide intercultural training – improves chances for success

· how much & type of training depends on:

· level of contact with host culture

· degree of dissimilarity between home & host cultures

· training to differ/vary at different phases of expatriate’s assignment


(ex. pre-departure, overseas assignment, repatriation)


d.
compensating the expatriate manager

· expensive proposition

· pay expatriate premium, COLAs, allowances

· financial (education, home leave)
· social adjustment (language, cross  cultural training, locate home)

· family support (child care, trailing spouse, schools)

7.
Host Country Nationals and the Global Corporation

· less expensive

· have distinct advantages in cultural sensitivity, understanding local employee needs/motivation


strong reservations exist in using HCNs:

· concern that locals will not adopt PC culture & management system

· level of commitment to organization may not be high

· don’t have the expertise or requisite skills that PCNs/expatriates possess

· communication between HQ and host offices will be less effective

· most problems can be eliminated by careful recruitment, selection, and training of HCNs

· when recruiting try to use the same recruitment methods as local businesses & other successful GCs


a.
a note on global corporate boards of directors

· US firms are slow to include global board members vs. European firms

8.
The legal and ethical climate of global human resource management

· Foreign Corrupt Practices Act – (1977) forbids in conducting to give the firm an

unfair advantage

· there exists varying degrees of employment discrimination in other countries

which may cause problems/dilemmas for PCNs managers

· Civil Rights Act of 1991 applies to US firms’ operations overseas

· Sullivan Principles

9.
Labor relations and the international corporation

· the structure of unions & their influence over organizations vary

· these areas of differences influence GCs operations worldwide

· labor laws are virtually unique to every nation

· level of employee participation in setting HRM policies also vary

· government regulation of business differ across borders

Review Questions

1.
Identify and describe three macroeconomic drivers behind globalization.

2.
What are the HRM differences between an ethnocentric and a geocentric organization? How do these influence staffing decisions for international assignments?

3.
What kinds of characteristics are important in selecting an individual for an overseas assignment?

4.
Discuss the role of pre-departure training for expatriates. How can it improve success overseas?
5.
What is culture shock? When does it occur? What can be done to reduce its negative effects?

Application Case 4-2
Toyota in France: Culture Clash?
1.
What potential conflicts could arise between the Japanese managers/trainers and the  French employees? Explain.

2.
What do you think of Mr. Watanabe’s approach to preparing himself for French culture? Do you think that many American executives take similar steps? Why or why not?

3.
What kind of organizational culture did Mr. Watanabe want to establish at the factory in Valeciennes, France? Do you think he’ll try to manage the plant just like a Toyota factory in Tokyo? Why or why not?

4.
What implications are there for the French employees of the plant if its good fortune  takes a turn for the worse, and the factory consequently shutters its doors? Explain.

