Human Resource Management

Learning Objectives:

To appreciate the role of HRM in the international organization,
highlighting links between parent companies and geographically
dispersed affiliates

To understand the impact of diverse cultural and institutional
environments on HR policies and practices in differing locations and
organizational settings

To identify the ways in which relations between management and
employees are evolving in the global context

To gain a practical perspective on the issues arising in cross-cultural
organizational environments, including teams, networks and cross-
border alliances

HRM in the International Organization:

HRM has become more strategy-oriented than the
traditional personnel management. Corporate strategy
may emanate from the centre, but the roles of national
ﬂ\l\?/i'\r/lonments and diverse stake-holders now impact on
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International orientation of the MNE:

HR strategy flows from the firm’s internationalization
strategy and its competitive strategy.

The ethnocentric firm is highly centralized, with little
local adaptation, whereas the polycentric firm is de-
centralized, with locally adaptive policies and informal
ties between the HQ and subsidiaries, and the geo-
centric firm combines global corporate strategy with
local communication and responsiveness.

= Emeraina MNEs — mainlv from countries of larae
nower distance. with dominant owners and weak
roles of shareholders and other stakeholders.

National institutional environment

e National institutional environment — nuhblic
institutions. leaal framework. iudicial svstem and
nolitical svstem.

e Develoned cotintries tend to have more hinhlv
develoned institutions. includina social nrotections.
emnlovee riahts and trade union riahts whereas
develonina countries tend towards weak emnlovee
involvement. noor workina conditions. little leaal
nrotection for the emnlavees. limited riahts to
oraanize.

e MNESs from develonina and transitional economies
aenerallv reflect their weak national institutional
frameworks.
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IHRM policies and practices
* HR planning is the overall process of devising a co-

ordinated system

incorporating all
the HR functions.
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National cultur

e and IHRM:

Hofstede’s cultural dimensions theorv is used to comnare

national cultires.

= Countries with larae nower distance are centralized and
hierarchical: suhordinates have little authoritv while
those with small nower distance tend to have mare onen
channels of communication: areater attention to
employees as individuals.

interviews

« Staffing policies and processes:

— Parent-countrv nationals (PCNSs) — Exnatriates

sent to foreian

subsidiarv to oversee nrocesses

(typical of ethnocentric firm)

— Host-countrv nationals (HCNS) are recruited for
onerations. and also for sunervisorv roles (1sed in
polycentric firms); and

— Third-countrv

nationals (TCNSs) — nerson from

neither home ar host countrv. hut with cross-
cultural skills and alobhal outlook (tvnical of the

geocentric firm)





