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UNIT-1 
 

INTERNATIONAL HUMANRESOURCE MANAGEMENT 
 

Unit 1:  Introduction, objectives an  scopeof international  human  resource management, 

culturalandreality shock,internationalhumanresourcemanagementmodels,concept,pool‘s 

adaptationof Harvardmodel,theBrewsterandBournoismodel,casestudy,comparative 

employmentpolicy ,concept,significance,convergencetheory,Marxisttheory,thecultural 

approach  power  distance  (PDI),  uncertainty  avoidance  (UAI),  individuality   (INV), 

masculinity 

 
Introduction: 

 
SHRMcanbedefinedas  setofactivitiesaimed  managingorganizationalhuman 

resourcesatinternationallevel toachieveorganizational objectivesandachievecompetitive 

advantageovercompetitorsatnational andinternationallevel.SHRMincludestypical HRM 

functionssuchasrecruitment,selection,traininganddevelopment,performanceappraisal and  

dismissal   done  at  international  level   and  additional   activities  such  as  global 

skillsmanagement, expatriatemanagementandsoon. 
 

Insimpleterms,SHRMisconcernedaboutmanaginghumanresourcesatMultinational 

Companies (MNC)anditinvolvesmanaging03types ofemployeesnamely, 

 
1.   Homecountryemployees-Employeesbelongingtohomecountryofthefirmwherethe 

corporateheadquarterissituated. 

 
2.   Hostcountryemployees-Employeesbelongingtothenationinwhichthesubsidiaryis situated. 

 
3.   Thirdcountryemployees-Thesearetheemployees whoarenotfromhomecountry/host 

countrybut  areemployedat  subsidiaryorcorporateheadquarters.Asanexamplea 

AmericanMNCwhichhasasubsidiaryatIndiamayemployaFrenchpersonas theCEO 

tothesubsidiary.TheFrenchmanemployedis athirdcountryemployee. 

 
Meaning: 

 

Thepreliminaryfunction of StrategicHumanResourceManagementisthatthe 

organizationcarriesalocalappealinthehostcountrydespitemaintaininganinternational 

feel.Toexemplify,anymultinational/international companywouldnotliketobecalledas local, 

however thesamewantsadomestictouch  inthehost  countryand  thereliesthe challenge. 
 

The strategicroleofHumanresourcesManagementinsuchascenarioistoensurethat 

HRMpoliciesareintandemwithandinsupportofthefirm‘sstrategy,structureandcontrols. 

Specifically,whenwetalkofstructuresandcontrols thefollowingbecomeworthmentioning 

inthecontextofGlobalHRM. 

 
 DecisionMaking:Thereisacertaindegreeofcentralizationofoperatingdecision 

making.Compare thistotheInternationalstrategy,thecore competenciesare 

centralizedandthe restaredecentralized. 
Co-ordination:A high degree of coordination is required in wake of the cross 

culturalsensitivities.Thereisinadditionalsoahighneedforculturalcontrol. 

IntegratingMechanisms:Manyintegratingmechanisms operatesimultaneously.

http://www.tutebox.com/business/multi-national-companies/
http://www.tutebox.com/business/multi-national-companies/


Objectives: 

 
1.   Tocreatealocalappealwithoutcompromisingupontheglobalidentity. 
2.   Togeneratingawarenessofcrossculturalsensitivitiesamongmanagersgloballyand 

hiringofstaff across geographicboundaries. 

3.   Totraininguponcultures andsensitivities ofthehostcountry. 

 
SHRMandtheStaffingPolicy: 

 

Here also theroleisnodifferenti.e.hiringindividualswith requisiteskillstodoa 

particularjob.Thechallengehereisdevelopingtoolstopromote a corporate culture thatis 

almostthesameeverywhereexceptthatthelocalsensitivitiesare takencare of.Also,the 

decidinguponthetopmanagementorkeypositionsgetsverytricky.Whethertochoosea localfrom 

thehostcountryforakey position ordeploy onefrom theheadquartersassumes 

importance;andfinallywhetherornottohaveauniformhiringpolicygloballyremainsabig challenge. 
 

Neverthelessanorganizationcanchoosetohireaccordingtoanyofthestaffingpolicies 

mentionedbelow: 

 
 Ethnocentric:HeretheKeymanagementpositionsarefilledbytheparentcountry 

individuals. 
Polycentric:In polycentric staffing policy the host country nationals manage 

subsidiarieswhereastheheadquarterpositionsareheldby theparentcompany nationals. 
 Geocentric:Inthisstaffingpolicythebestandthemostcompetentindividualshold 

keypositionsirrespectiveofthenationalities. Geocentricstaffingpolicyitseemsis 
thebestwhenitcomestoSHRM.Thehumanresourcesaredeployedproductively 
anditalsohelpsbuildastrongculturalandinformalmanagementnetwork.Theflip 
sideis thathumanresources becomeabitexpensivewhenhiredonageocentricbasis. Besides 
the national immigration policies may limit implementation.    SHRM 
thereforeisaverychallengingfrontinHRM.Ifoneisabletostrikethe rightchordin 

designingstructuresandcontrols,thejobishalfdone.Subsidiariesareheldtogether by 

globalHRM,differentsubsidiariescanfunction operatecoherently onlywhenitis 

enabledbyefficientstructures andcontrols. 
 

CULTURAL ANDREALITYSHOCK: 
 

Cultureshock isanexperienceapersonmayhavewhenonemovestoacultural 

environmentwhichisdifferentfrom one'sown;itisalsothepersonal disorientationaperson mayfeel 

when experiencingan unfamiliarway oflifeduetoimmigration oravisittoanew country, a move 

between social  environments, or simply  transition to another type of life.Oneofthemost  

commoncausesofcultureshock  involvesindividualsinaforeign 

environment.Cultureshockcanbedescribedasconsistingof atleastoneof fourdistinct phases: 

honeymoon,   negotiation,   adjustment,   and   adaptation.   Common   problems 

include:information  overload, language  barrier,generation  gap, technology  gap,  skill 

interdependence,    formulation    dependency,homesickness (cultural),    infinite    regress 

(homesickness),boredom(jobdependency),responseability(culturalskillset).Thereisno 

truewayto  entirelyprevent cultureshock, asindividuals in  anysocietyarepersonally 

affectedbyculturalcontrasts differently.

https://en.wikipedia.org/wiki/Honeymoon
https://en.wikipedia.org/wiki/Information_overload
https://en.wikipedia.org/wiki/Information_overload
https://en.wikipedia.org/wiki/Generation_gap
https://en.wikipedia.org/wiki/Generation_gap
https://en.wikipedia.org/wiki/Homesickness
https://en.wikipedia.org/wiki/Cross-cultural_capital


There are three basicoutcomes oftheadjustmentphase: 

 
 Somepeoplefinditimpossibletoaccepttheforeigncultureandtointegrate.Theyisolate 

themselvesfrom thehostcountry'senvironment,whichtheycometoperceiveashostile, 

withdrawintoa"ghetto"andseereturn to theirowncultureastheonlyway out.These 

"Rejecters" alsohavethegreatestproblems re-integratingbackhomeafterreturn. 

 Somepeopleintegratefullyandtakeonallpartsofthehostculturewhilelosingtheir 

originalidentity.Thisiscalled culturalassimilation.Theynormallyremaininthehost country 

forever.Thisgroupissometimesknown as"Adopters"anddescribes 

approximately10%ofexpatriates. 

 Somepeoplemanagetoadapttotheaspects ofthehostculturetheyseeas positive, while 

keepingsomeoftheirownandcreatingtheiruniqueblend.Theyhavenomajorproblems returning  

home  or  relocating  elsewhere.  This  group  can   be  thought  to  besomewhat 

cosmopolitan.Approximately30%ofexpatsbelongtothisgroup.Culture 

shockhasmanydifferenteffects,timespans,anddegreesofseverity. Manypeopleare 

handicappedbyits presenceanddonotrecognizewhatisbotheringthem. 
 

REALITYSHOCK: 

Definition: 

“Unsettingorjarringexperienceresulting fromwidedisparitybetweenwhat  was 
expectedandwhattherealsituationturnsouttobe,suchas thefirstdayonanewjob‖ 

 
Forexample:NewGraduateNursesentertheirfirstjobasaProfessionalNurseeagerto 

beingtheirnewrole! ManyNewGradswillorienttotheirnewrolewitheasewhilesome willstruggle. 

NewGradswork withNursePreceptorstosmooththetransitionfromStudent 

NursetoProfessionalNurse. In thebeginningofthistransition,excitementtakesoverasthe New 

Grad meets new colleagues and accepts new challenges.   It is natural  to feel overwhelmedand 

disillusionedasaNewGrad. Thesefeelingstypicallystartabout6 months toayearaftergettingoff of 

orientationwhentheNewGradrealizesthehealthcare environmentisflawed. 

 
Hereare the threestages ofrealityshock: 

Theshockstages:1 

NewGradsbegin torecognizethereareflawsin thesystem. Theymay encounter 

discrepanciesandinconsistenciesin theworkenvironment. Moreover,theNewGradmay 

begintodiscoverconcerns withthepractices ofothernurses. 

 
Afewexamples ofthese discrepancies andinconsistencies are: 

 
 Discovering  their  Preceptor  does  not  know  everything  or  follow  policies 

realizingtheydonothavethetools andequipmenttodotheirjob. 
Experiencingcommunicationbreakdowns 
Identifyingpoorprofessionalbehaviorsintheirfellownurses 
 Having felt humiliated bya physician, bullied by  a nurse, or embarrassed by  a 

colleague.

https://en.wikipedia.org/wiki/Social_integration
https://en.wikipedia.org/wiki/Ghetto
https://en.wikipedia.org/wiki/Cultural_assimilation
https://en.wikipedia.org/wiki/Cosmopolitanism


Therecoverystage:2 
NewGradsbegintoseethebalancebetween whatworkswell andwhatneeds improvement. 

TheNewGradbeginstoestablishexpectationsthatareconsistentforalltheir 
co-workers. Duringthisphase,itisimportantthattheNewGradrealizeeverynursedefines 
theirownpracticeanditis theirjobtobethenursewhotheywanttobe. OncetheNewGrad 
redefines thenursetheywanttobethentheirsenseofhumorandgoodfeelings aboutnursing 
willreturn. 

 
Theresolutionstage:3 

 
NewGradshavetheopportunity todefinethenursetheywanttobe. Thereiscome cautionin 

thisstageasthisiswhen the NewGradmay consideradoptingvaluesandbeliefs thatareless 

thanidealinordertofitinwiththeirco-workers. 

 
INTERNATIONALHUMANRESOURCE MANAGEMENTMODELS: 

 
Fourmajormodelshavebeenidentifiedonhumanresourcemanagementandallthese serveas 
manypurposes: 

 
1.TheyprovideananalyticalframeworkforstudyingHumanresourcemanagement(for 

example,situationalfactors, stakeholders,strategicchoicelevels,competence) 
2.TheylegitimizecertainHRMpractices;akeyissueherebeingthedistinctiveness ofHRM 
practices:―Itisnotthepresenceofselectionortrainingbutadistinctiveapproachtoselection 
ortrainingthatmatters‖. 
3.Theyprovideacharacterizationofhumanresourcemanagementthatestablishesvariables 
andrelationshiptobe1researched. 
4.Theyserveasaheuristicdevice-somethingtohelpusdiscoverandunderstandtheworld 
forexplainingthenatureand significanceofkeyHR practices. 

TherearefourHRMmodels are: 

 
1.   TheFombrun 
2.   TheHarvard 
3.   TheGuest,and 
4.   TheWarwick 

TheFombrun: 

 
TheFombrunmodelisincompleteasitfocusesononlyfourfunctionsof HRMand 

ignoresallenvironmental andcontingencyfactorsthatimpactHRfunctions.Beingthefirst 

model(datesbackto1984),thisemphasizesjustfourfunctionsandtheirinterrelatedness. 

Thefourfunctions are:selection,appraisal,developmentandrewards.Thesefourconstituent 

componentsof humanresourcemanagementandareexpectedtocontributetoorganizational 

effectiveness. 

 
TheHarvardModel: 

 
TheHarvardmodelclaimstobecomprehensiveinasmuchasitseeks tocomprisesix critical 

componentsofHRM.Thedimensionsincludedin themodel are:stakeholders, 

interests,situationalfactors,HRMpolicychoices,HRoutcomes,long-termconsequences 

andafeedbackloop through.Theoutputsflowdirectlyintotheorganization andthe stakeholders.

http://www.managementstudyhq.com/nature-and-functions-of-hrm.html


 
 

 

TheGuestModel: 
 

YetanotherhumanresourcemanagementmodelwasdevelopedbyDavidGuestin 

1997andclaimstobemuch superiorto othermodels.Thedetailswilljustify the claim.This 

modelclaimsthattheHRmanagerhasspecificstrategiesto  beginwith,whichdemand 

certainpracticesandwhenexecuted,will resultinoutcomes.Theseoutcomesinclude 

behavioral,performancerelatedandfinancialrewards.   Themodelemphasizesthelogical 

sequenceofsixcomponents:HRstrategy,HRpractices,HR outcomes,behavioraloutcomes, 

performanceresultsandfinancialconsequences.Lookinginversely,financialresultsdepend 

onemployeeperformance,whichinturnistheresultof actionorientedemployeebehaviors. 

Behavioraloutcomesaretheresultofemployeecommitment,qualityandflexibility,which, 

inturnareimpactedbyHRpractices.HRpracticesneedtobeintunewithHRstrategies 

whichareinvariablyalignedwithorganizational strategies. 

 
TheclaimoftheGuestmodelthatitis superiortoothersis partlyjustifiedinthesense 

thatitclearlymapsoutthefieldof HRManddelineatestheinputsandoutcomes.Butthe 

dynamicsofpeoplemanagementaresocomplexthatnomodel (includingtheGuestmodel) 

cancapturethemcomprehensively. 

 
TheWarwickModel: 

 
Thismodelwasdevelopedby tworesearchers,Hendry andPettigrewofUniversity of 

Warwick(hence thenameWarwickmodel).Likeotherhuman resource managementmodels, 

theWarwickpropositioncenters aroundfiveelements. 

 
Outer context(macroenvironmentalforces) 
Innercontext(firm specificormicroenvironmentalforces) 
Business strategycontent 
HRM context 

HRM content 

 
TheWarwickmodeltakescognizanceofbusinessstrategyandHRpractices(asinthe 

Guestmodel),theexternal andinternal context(unliketheGuestmodel)inwhichthese activities 

takeplace,andtheprocess bywhichsuchchanges takeplace,includinginteractions 

betweenchangesinbothcontextandcontent.Thestrengthofthemodelisthatitidentifies 

andclassifiesimportantenvironmental influenceson HRM.Itmapstheconnectionbetween 

theexternalandenvironmentalfactorsandexploreshowhumanresourcemanagementadapts 

tochangesinthecontext.Obviously,thoseorganizations achievinganalignmentbetweenthe 

externalandinternalcontexts willachieveperformanceandgrowth.



ThePool’s adaptationofHarvardmodel: 

 
Thebestway foryoutofind theresultsthatyouarelookingforisgoing tobeby 

searchingforarticlesonline.Therearegoingtobemanydifferentpeoplethattalkabout 

Poolewhicharenotgoingtobereliablesourcesandthisiswhyyoushouldensurethatyou getthe 

rightinformationas soonas possible.Youarenotgoingtohavetoworryis thesource is 

reliableornotwhenyouknowtheyyouarelookingatanarticlewhichhasbeenwrittenby a  

professional.   It mayalso be  time for you to ventureoffthe internet and get some 

informationoutofbookswhichhavebeensoldworldwide.Theinformationinhereisgoing to 

bereliableand you can find  out much  about Poole  and his thoughts in  thismanner. 

 
This is not going to be a difficulttaskonce you ensure that you havelooked 

everywhereyouneedto.Youarenotgoingtohavetoworry aboutnotbeingabletofindthe 

informationPooleandyoucanbesurethatyouaregoingtohaveareliablesourceas opposed 

tosomethingastudenthaswrittenwhentheyhavedoneanassignment.   Ensurethatyou 

havethebestsources andthattheyareasreliableaspossiblebeforeyoubeingyourown assignment  

onPooleas your tutor is not going  to beimpressedif you havethewrong 

informationthatyouhavesimplejustcopiedfrom somewhereelse. 

 
Brewster&Bournois Model: 

 
Brewstersays thatheprefersThomasKochan'sframeworkof IR(discussedabove), 

which,hecontends,isamorecomprehensiveviewof therangeof socialfactorsinfluencing 

HRMthanothermodels,suchassoftandhardHRM.Healsoproposesthatthemodel of the European 

environment of HRM is partly  a response to dissatisfaction with American HRM.26Theanti-

unionismoftheAmericanapproachtoHRMhasbeenmoreconsistentin USnational 

culturethaninsomecountrieswithinEuropewhichhaveshowngreater 

willingness,duringsomeperiodsoftheirhistory,toworkwithinasocial partnership. 

 
Brewsterand Bournois (1991) 

 
In theBrewsterandBournoismodel,HRstrategyisonly partlysubservientto corporate 

strategybecauseHRMisinfluencedbybehaviorandperformancefrombothinside and  outside the 

organization. The organization and its human  resource strategies and 

practicesinteractwiththeenvironmentand,atthesametime,arepartsofit.Themodel 

showsthatHRMpolicy andpracticearenotexclusivelyan organization'schoicebutare also 

influencedby thewiderenvironment,particularly thenationalcultureandtheindustry sector 

theorganizationoperates. 

 



In1995Brewsterreported theresultsofasurvey 27coveringfourteenEuropean countries in 

which three regional clusters corresponding to level of socio-economic 

developmentwerefound:aLatin cluster(Spain,Italy,France);aCentral European cluster (Central  

European countries plus the UK and Ireland); and a Nordic cluster(Norway, 

Sweden,Denmark).Brewsterproposedthatthe surveyshowsLatincountriestobeatthe lowest  

stageofsocio-economicdevelopment,theUKandIreland  next,thencontinental 

CentralEuropeancountries, and finallyNor  diccountriesat thetopofthedevelopment 

scale.28TheLatinculture,attheloweststageof development,accordingtoBrewster,is 

characterizedby anoral cultureandpoliticalstructuresthatcreatedocileattitudestowards 

authority,whereas thecultureof thehigheststagethatof theNordiccountries displaysa 

widespreadcollectiveorientation tomanagement,extensiveconsultation between employers 

andworkers,documentedstrategies,and(perhapsthisconclusionistobeexpectedfrom an HRM 

researcher)substantialandauthoritativeHRM departments. 

 
Despitethetendencyof thenationalculturestoclusterintothreeregionalgroups, 

BrewsterfoundsometrendscommonacrossmostEuropeancountries.Pay determination, 

accordingtotheevidenceof thesurvey,isbecomingincreasinglydecentralized,andflexible pay 

systemsarebecomingmorecommon.Flexibleworkingpracticesareincreasingin European 

countries(forexample,atypicalworking;annualizedhours;andtemporary,casual, and  fixed-term 

contracts).There  is,  unfortunately,   also  continuity  in   lack  of equal opportunitiesin 

sofaras,atseniormanagementlevel,womenandethnicminoritiesarestill underrepresented. 
 
 

 

CASESTUDIES 
 
 
 
 
 

1.   COMPARATIVEEMPLOYMENTPOLICY 
 

Stanford University  conducts its global activities in various ways, including utilizing 

affiliatedlocally-domiciledentities ("affiliatedentities"),eachof whichis 

responsibleforitsownbusinessoperationsandhiresitsownemployeesand/orcontractors 

("affiliates").Stanford University anditsaffiliated entitieswillfollowsoundbusiness 

practicesinadherencetolocallawandcustom,financialcompliance,safety andsecurity, 

workingconditions andotherconsiderations thatmaybeuniquetoglobaloperations. 
 

Whereapplicableandnotin conflictwithlocallaws,theuniversityAdministrative Guide 

applies to universityprojects and  operationsoutsideoftheUS. The guidelines outlined in this 

Global Activities Guide should be considered along with applicable universitypolicy. 
 
COMPARATIVEEMPLOYMENTCONCEPT: 

 Derived mostly from the climatic conditions of the geographical region and 
economicconditions ofthecountry. 

 Asetoftraditionalbeliefsandvalueswhicharetransmittedandsharedinagiven society. 
Norms,value,art,etc. 
Atotalwayoflifeandthinkingpatternthataretransmittedfromgenerationsto 

generations.



COMPARATIVEEMPLOYMENTSIGNIFICANCE: 

 Comparative employment relations are a well-established field within industrial 

relations. 
Comparativestudiesofferopportunitiestoidentifytheroleplayedbynationaland 

localfactorsinshapingpracticesandoutcomes,suchasattitudestomanagement,the 
climateofemploymentrelationsandworkplacefinancialperformance. 

 At  the micro level, it has traditionally  been  dominated bycase-studyqualitative 
researchwhichhassoughttounpickdifferencesinpracticesandperceptions of actors 
facedwithseeminglysimilarworkingenvironmentsbutindifferentnationalandlocal 
settings. 

 Theavailabilityofcomparativedataalsoallowstheanalysttotesthypothesesabout 
thenatureofdifferences.Ourspecialissueseeks toreflectsomeofthis work, together 
withstudies thatbuildontworecentdevelopmentsinthefield. 

the unit of analysis, sampling and survey content-permit analysts to undertake 
comparativeworkbasedonlarge-scalequantitativedata 

 

 

2.   CONVERGENCE THEORY 
 

 

Theideaofconvergenceineconomics(alsosometimesknownasthecatch-upeffect) 

isthehypothesisthatpoorereconomies'percapitaincomeswilltendtogrowatfasterrates 

thanrichereconomies.Asaresult,alleconomiesshouldeventuallyconvergeintermsof per 

capitaincome.Developingcountrieshavethepotentialtogrowatafasterratethandevelopedcountries

becausediminishingreturns (inparticular,tocapital)arenotasstrongasincapital- rich     countries.    

Furthermore,    poorer    countries    can     replicate    the    production 

methods,technologies,andinstitutionsofdevelopedcountries. 
 

Ineconomicgrowthliteraturetheterm"convergence"canhavetwomeanings.The 

firstkind(sometimescalled"sigma-convergence")referstoareductioninthedispersionof 

levelsofincomeacrosseconomies."Beta-convergence"on theotherhand,occurswhen poor 

economies grow faster than rich ones. Economists say  that there is "conditional beta- 

convergence"wheneconomiesexperience"beta-convergence"butconditional onother 

variables(namely theinvestmentrateandthepopulationgrowthrate)beingheldconstant. They say 

that"unconditionalbeta-convergence"or"absolutebeta-convergence"existswhen 

thegrowthrateofaneconomydeclinesasitapproachesits steadystate.Accordingto Jack 

Goldstone,"inthetwentiethcentury,theGreatDivergencepeakedbeforetheFirstWorld War and 

continued until  the early 1970s, then, after two decades of indeterminate 

fluctuations,inthelate1980sitwasreplacedbytheGreatConvergenceasthemajority of 

ThirdWorldcountriesreachedeconomicgrowth ratessignificantlyhigherthan thoseinmost First 

World countries‖, thus  the present-day  convergence should be regarded as a 

continuationoftheGreatDivergence. 
 

EarlyConvergenceTheory 
 

Earlyconvergence theoristsbelievedthatevencountriesthatare polaroppositesin 

theirviewson economicdevelopment(likecommunistandcapitalistnations)willdevelop 

alongthesamepath.Somepromotersofconvergencetheory,suchas AndreiSakharov,a Russian 

dissident,human rightsactivist,andnuclearphysicist,advocated thedevelopment of 

convergencetheoryasawaytolessentensionsbetweenRussiaandtheUnitedStates. Inthe 
1950'sand1960's,convergencetheorywasmostcloselyrelatedtomodernizationtheory. 
Thistheorystates thatasnationsdevelop,theywilltakeapathtoindustrializationsimilarto

https://en.wikipedia.org/wiki/Economic_system
https://en.wikipedia.org/wiki/Economic_system
https://en.wikipedia.org/wiki/Developing_country
https://en.wikipedia.org/wiki/Developed_country
https://en.wikipedia.org/wiki/Developed_country
https://en.wikipedia.org/wiki/Diminishing_returns
https://en.wikipedia.org/wiki/Capital_(economics)
https://en.wikipedia.org/wiki/Technology
https://en.wikipedia.org/wiki/Institutions
https://en.wikipedia.org/wiki/Economic_growth
https://en.wikipedia.org/wiki/Statistical_dispersion
https://en.wikipedia.org/wiki/Steady-state_economy
https://en.wikipedia.org/wiki/Jack_Goldstone
https://en.wikipedia.org/wiki/Jack_Goldstone
https://en.wikipedia.org/wiki/Jack_Goldstone
https://en.wikipedia.org/wiki/Great_Divergence
https://en.wikipedia.org/wiki/Great_Divergence


theoneWesternnationtook. Bothconvergencetheory andmodernization theory examined 

thelinkbetweeneconomicdevelopmentandsocietalchange.Thosewho  supportedthese theories 

thoughtthis phenomenonwouldbedueinparttotechnologicaldevelopment. 
 

Convergence theoryisalsoknown asthecatch-upeffect.Convergence theoristsbelieve that 

we'reentering an erain whichmostnationswillbeindustrialized,interdependent,andhave 

similarcultures.They believethatthiswillleadtofewerwars.Accordingtoconvergence 

theorists,ThirdWorldcountrieswill alsoincreasetheirstandardoflivinganddecreasetheir ratesof 

poverty.Inotherwords,they willcatchuptotheindustrializednations,hencethe namecatch-

upeffect. 
 

3.   MARXIST THEORY 
 

Thedoctrinesdeveloped  fromthepolitical,economicandsocialtheoriesofKarl 

Marx,FriedrichEngels,andtheirfollowers:Dialecticalmaterialism,alaborbasedtheory of 

wealth,aneconomicclassstruggleleadingtorevolution,thedictatorshipoftheproletariat, 

andtheeventualdevelopmentofaclassless society. 
 

ThecontributionstothesedoctrinesintheinterpretationsofLenin.    Marxismis    a form 

ofsocioeconomicanalysis that analysesclassrelations and societal conflict using amaterialist  

interpretation  of  historical  developmentand  adialectical view  of  social transformation.  It  

originates  from   the  mid-to-late  19th  century   works  of  German philosophersKarl Marx 

andFriedrichEngels. 
 

Marxistmethodologyoriginallyusedamethodofeconomicandsociopoliticalinquiry 

knownashistoricalmaterialismtoanalyzeandcritiquethedevelopmentof capitalismandthe 

roleofclassstruggleinsystemiceconomicchange.AccordingtoMarxistperspective,class conflict 

within capitalism arises due to intensifying contradictions between the highly productive 

mechanized andsocialized production performed by the proletariat,and the 

privateownershipandappropriationofthesurplusproduct(profit)byasmallminorityofthe 

populationwhoareprivateowners calledthebourgeoisie. 
 

Thecontradiction,betweentheforcesandrelationsofproductionintensifiesleading 

tocrisis.Thehautebourgeoisieanditsmanagerial proxiesareunabletomanagethe intensifying 

alienationoflaborwhichtheproletariatexperiences,albeitwithvaryingdegrees ofclass 

consciousness, untilsocial revolutionultimately results. The eventual long-term outcomeofthis 

revolutionwouldbetheestablishmentofsocialism–asocioeconomicsystem based  onsocial  

ownershipof  the  means  of  production,distribution  based  on  one'scontribution, and 

production organized directly for use.As the productive forces and technology 

continuedtoadvance,Marxhypothesizedthatsocialismwouldeventuallygive wayto  acommunist  

stageofsocialdevelopment,whichwouldbeaclassless,stateless, humanesocietyerectedon 

commonownership andtheprincipleof"Fromeachaccordingto his 

ability,toeachaccordingtohisneeds" 
 

Marxconsideredthesesocio-economicconflictsasthedrivingforceof humanhistory 

sincetheserecurringconflictshavemanifestedthemselvesasdistincttransitional stagesof 

developmentinWesternEurope.Accordingly,Marxdesignatedhumanhistory as 

encompassingfourstagesofdevelopmentinrelations ofproduction. 

 
1. PrimitiveCommunism:asinco-operativetribalsocieties. 

2. SlaveSociety:adevelopmentoftribaltocity-state;aristocracyis born. 

3. Feudalism:aristocrats arethe rulingclass;merchants evolveintocapitalists. 

4. Capitalism:capitalists arethe rulingclass,whocreateandemploytheproletariat.
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4.THECULTURAL APPROACHPOWERDISTANCE(PDI) 
 
 

Whilehuman natureisinherited,cultureislearned;however,individualswithin all 

culturesvary basedon differences,preferences,values,and experiences.Hofstede(2011) 

identifiescultural dimensionsthatareglobally applicableandarereflectedinallaspectsof 

life,includingfamily life,child-rearingpractices,education,employment,andhealth care 

practices. 
 

Individualism-Collectivism: 
 

Theindividualism-collectivism dimension relatestoasocietal,notanindividual's, 

characteristicandidentifies theextenttowhichpeopleinasocietyareintegratedintogroups. In 

anindividualistsociety,thereisan expectation thatindividualslookafterthemselvesand 

connectionsbetweenindividualsareloose;whilein acollectivistsociety,individualsare 

integratedintostrong,cohesivegroups, whichmayofteninvolveextendedfamily. 
 

Theindividualism-collectivism dimensionmay alsoinfluence anindividual's 

perceptionsofdisability.   Aftersufferinganinjury,anadultwithahighlyindividualistic 

culturalbackgroundmaybefocusedonself-sufficiencyandindependence.Caretakersmay 

seetheirroleasprimarilytofacilitateareturntoself-care.  Forindividualsandcaretakers 

withacollectivist  background,thefocusmaybeonprovidingongoing 

assistancetoanindividual.Extendedfamilymaybeveryinvolvedincaretaking. 
 

PowerDistance: 
 

Powerdistancerefers totheextenttowhichlesspowerfulmembers of organizations 

andinstitutions(includingthefamily)acceptandexpectunequal powerdistributions.This 

dimensionismeasurednotonlyfromtheperspectiveoftheleaders,whoholdpower,but 

fromthefollowers.Inregardtopowerdistribution,Hofstedenotes,"all societiesareunequal, 

butsomearemoreunequalthanothers.   "Inalargepowerdistancesociety,parentsteach children 

obedience,whileinasmall powerdistancesociety parentstreatchildrenasequals. 

Subordinatesexpecttobeconsultedin smallpowerdistancesocieties,versusbeingtoldwhat 

todoinlargepowerdistancesocieties. 
 

Cliniciansmayfindthatindividualsfrom ahighpowerdistancecultural background may 

refrainfrom expressingdisagreementwithgoalsand/ortherapy activities,evenifthey don'tplan 

toimplementsuggested goalsin thelong term.Clientsviewthe clinician asthe 

expertandexpecthim/hertodirectassessmentandinterventions.   Individualswithalow 

powerdistancecultural backgroundmaymoreopenly expressagreementanddisagreement with 

clinician adviceandsuggestions,askquestions,andexpecttobeinvolvedin the 

developmentofinterventionplans. 
 

Masculinity-Femininity: 
 

Masculinity-femininity cultural dimensionisaddressedasasocietal,notan 

individual's,characteristicand"referstothedistributionof valuesbetweenthegenders…" 

(Hofstede, 2011). Asocietyiscalledfemininewhenthere is not  astrong  differentiation between 

thegendersforemotionalandsocial roles—bothmenandwomenshouldbemodest 

andcaringandboth boysand girlsmay cry,butneithershouldfight.In masculinesocieties, 

bothmenandwomenareassertiveandcompetitive;howeverwomenarelesssothanmen. 

Forindividualsfrom ahighlymasculineculturalbackground,mothersmaytendtofeelmore 

comfortabledealingwiththeemotionalimplicationsofadiagnosisfrom aclinician,while 

fathersmayfeelmorecomfortablehandlingthefactualaspects ofthesituationandshowless 

emotioninresponsetodiagnoses.



In a clinicalsituation,thismayincludeappointmentscheduling,payment,and questionsfor 

theclinician. Inafeminineculture,theserolesin clinicalinteractionsmaybe 

moreevenlysplitacrossthemaleandfemalemembersof afamily,andemotionalresponses 

maybemoreclearlyobservedacross bothgenders. 
 

UncertaintityAvoidance: 
 

Theuncertainty avoidancedimensionindicatesthelevelofcomfortwithunstructured 

situations,inwhichunstructuredsituationsare"novel,unknown,surprising,anddifferent 

fromusual"(Hofstede2011).Theuncertainty avoidancedimensionisdifferentfrom"risk 

avoidance"(Hofstede2011).Itencompassesaculture'stoleranceforambiguity.Cultures 

highinuncertainty avoidanceavoidunstructured situationswith"strictbehaviorcodes,laws 

andrules,disapprovalofdeviantopinions,andabeliefinanabsoluteTruth…"(Hofstede, 

2011).  Cliniciansoftenencounterquestionsaboutprognosisandoutcomewhenworking 

withbothchildrenandadults.  Individualsfromastronguncertainty avoidancecultural background 

mayfeelastrong  needfor adefinitiveprognosis, time line, and  outcomes expectations. 

Individualsfrom aweakuncertaintyavoidancecultural backgroundmayfeel 

morecomfortablewiththeunknownandhavelessneedforadefinitiveprognosis. 
 

Long-andShort-TermOrientation 
 

The long- versus short-term orientation refers to whether a society  exhibits a 

pragmaticfuture-orientedperspectiveoraconventionalhistoricpointof view.Along-term 

orientationfostersvirtuesdirectedtowardthefuture—inparticular,perseveranceandthrift 

andorderingrelationshipsbystatus.Ashort-termorientationfostersvirtuesrelatedtothe 

pastandpresent—inparticular,respectfortradition,preservationof "face,"andpersonal steadiness 

andstability. 
 

Theshort-term orientationculturesembraceoftraditionandfocuson"savingface" 

mayinfluencehowanindividualandcaretakersapproachre/habilitation.Individualsmay 

haveasenseof shameorfeelstrongly thatitisnecessary to"hide"adisability. Individuals 

fromalong-termorientationculturetendtoorderrelationshipsaccordingtostatus,which 

mayinfluencehowanindividualandcaretakers respondtoadiagnosis. 
 

IndulgenceversusRestraint 
 

Thisdimensionidentifiestheextenttowhichasociety allows"relativelyfree 

gratificationofbasicandnatural humandesiresrelatedtoenjoyinglifeandhavingfun,"as 

representedby the"indulgence"pointonthecontinuum,relativetoasociety that"controls 

gratificationof needsandregulatesbymeansof strictsocialnorms"(Hofstede2011). Indulgenceas 

a cultural value  also tends towards a perception  ofpersonal life control, while 

restraintasaculturalvaluetendstowardsaperceptionofhelplessnessandthatwhat 

happensinone'slifeisbeyondhis/herowncontrol. 
 

Cliniciansmayfindthat,inresponsetoadisability,individualsfrom acultureof 

indulgencefeel thattheyhavecontrol overtheirfuturelevel offunctionandparticipationin 

lifeactivities;meanwhile,individualsfromabackgroundofculturalrestraintmayhavea 

senseofhelplessness andbeless activelyinvolvedintakingcontrolovertheirinvolvementin 

functionalactivities outsideoftheclinic. 
 

5.  UNCERTAINTYAVOIDANCE 
 

Theuncertaintyavoidancedimensionexpressesthedegreetowhichatypicalperson 

inasocietyfeelsuncomfortablewithasenseofuncertainty andambiguity.Thefundamental 

issuehereishowasociety dealswith thefactthat thefuturecanneverbeknown:shouldwe try  to 

control  the future or just let it happen? Countries exhibiting strong uncertainty 

avoidanceindex(UAI)maintainrigidcodesofbeliefandbehaviorandareintolerantof



unorthodoxbehaviorandideas.WeakUAIsocietiesmaintainamorerelaxedattitudein 

whichpracticecounts morethanprinciples. 
 

Peopleincultureswithhigh uncertainty avoidancetendtobemorerational.They try 

tominimizetheoccurrenceof unknownandunusual circumstancesandtoproceedwith 

carefulchangesstepby stepby planningandbyimplementingrules,lawsandregulations.In 

contrast,lowuncertaintyavoidanceculturesaccept  and  feelcomfortable inunstructured 

situationsorchangeableenvironmentsandtrytohaveasfewrulesaspossible.Peoplein thesecultures 

tendtobemorepragmaticandmoretolerantofchange. 
 

Highuncertaintyavoidance: 
 

There are many ways to detect if someone has a high amount of  uncertainty 

avoidance. For example, the use offormality  in interaction  with  others, dependence of 

formalizedpoliciesandprocedures,apparentresistanceof changeareallcharacteristicsof 

highuncertaintyavoidance. 
 

Signs ofhighuncertaintyavoidance: 
 

Morephysicalandapparentwaystodetectifsomeonehashighuncertaintyavoidance 

istocheckif theydisplaythefollowingdescriptionsorattributes.Dotheyfollowastrict structurewith 

rulesandexpertise,do they havehigh security (avoiding theunfamiliar).Also 

youcancheckiftheyarehectic,stressfulorevenemotional. 
 

Lowuncertaintyavoidance: 
 

In  contrast, people can  also exhibit characteristics oflow uncertaintyavoidance. 

Unlikehigh UA,those with alowlevel useinformalityininteraction with others,they often relyon 

informal  norms andbehaviors in most matters. Also, theywill show moderate 

resistancetochange. 
 

Signs oflowuncertaintyavoidance: 
 

Todetectifsomeonehasalowuncertainty avoidancekeepakeeneyeoutforthe 

followingsymptomsandhints.Suchpeopleoftenabidebyonlyafewrulesandlivealife 

withlittlesetstructure,onethatislooseandfree; they willappeartobecalmandcollected. Also, 

theyareinterestedmostlikelyinentrepreneurshipandbusinessmatters... 
 

Risk: 
 

Thosewithhighuncertainty avoidancepreferformal rules,strongsocialnorms,and 

otherwaysofavoidinguncertainty orrisk.Thelowuncertainty avoidanceculturesrelymore 

oninformal, unstructured, or fluidrolesandbehaviors.Thefollowingcharacterizationswere by 

theaverageperceiveduncertainty avoidancebasedon thebasicconceptsofuncertainty 

avoidancelikeriskybehaviors andpersonality. 
 

Highuncertaintyavoidancecountries: 
 

Someofthehighestuncertainty avoidancecountriesincludeGreece,Japan, 

Guatemala,Turkey,FranceandGermany. 
 

Lowuncertaintyavoidancecountries: 
 

Some of the lowest uncertainty  avoidance countries include the Philippines, the 
UnitedKingdom,Denmark,andSingapore. 

 

Confusingconcept: 
 

Therearethreeproblemsthatoften causeconfusion whenitcomestoproperly 

understandinguncertaintyavoidance: 
 

First,everyone,irrespectivewherethey comefrom,thinksthat therearealot ofrules 

intheircountry.Thisisaverysubjectiveviewpoint.Objectivelytherearevastdifferencesin



theamountofrulesacountryhas.Thesecondissueisthatmostrulesthataculturehasare 

nottheformalrules thatwethinkof atfirst.Themaximumspeedlimitisaformalrule.How 

wemeetandgreetisnotaformalrule,butitisastillacultural rule.Thelastissueisthat countriesthatscore 

highonthisdimensionmightnotalwaysfollow therulesthatneedtobe 

followed.Therearesimplytoomanyrules,andtheindividualcouldchoose therulethatfits 

his/hercurrentsituationbest. 
 

6.   INDIVIDUALITY(INV) 
 

Anindividualisaperson.Individuality(orselfhood)is thestateorqualityofbeingan 

individual;particularlyofbeingapersonseparatefromotherpersonsandpossessinghisor 

herownneeds orgoals,rightsandresponsibilities.Theexactdefinitionofanindividualis 

importantinthefieldsofbiology,law,andphilosophy.  Fromthe15thcenturyandearlier 

(andalsotodaywithinthefields of statisticsandmetaphysics)individualmeant"indivisible", 

typicallydescribing  any  numericallysingular thing, but sometimes meaning "aperson". 

Fromthe17thcenturyon,individualindicates separateness,asinindividualism. 
 

Althoughindividuality andindividualism arecommonly considered tomature with 

age/time  and  experience/wealth,  asane adulthuman  beingis  usually  considered  by 

thestateasan"individualperson"inlaw,evenifthepersondeniesindividualculpability("I followed 

instructions"). An individual  person isaccountablefor their actions/ decisions/ 

instructions,subjecttoprosecution inbothnationalandinternationallaw,fromthetimethat 

theyhavereached ageofmajority,oftenthoughnotalwaysmoreorlesscoincidingwiththe 

grantingofvotingrights, taxandmilitaryduties/individualrighttobeararms(protectedonly under 

certain constitutions). In line withhierarchy, ultimate individual human reward 

forsuccessandresponsibilityforfailureis nonethelessfoundatthetopofhumansociety. 
 

Philosophicalviews: 

Empiricism 

EarlyempiricistssuchasIbnTufailin  early12thcenturyIslamicSpain, andJohn 

Lockein late 17th century England,introduced the ideaof the individual as 

atabularasa("blankslate"),shapedfrombirthbyexperienceandeducation.Thesetiesintotheidea of     

the     liberty     andrights     of     the     individual,     society     as     a 

socialcontractbetweenrationalindividuals,andthebeginnings ofindividualismas adoctrine. 
 

Hegel 
 

GeorgWilhelmFriedrichHegel regardedhistoryasthegradualevolutionofMindas ittests 

its ownconcepts againsttheexternalworld.Eachtimethemind appliesitsconcepts to 

theworld,theconceptisrevealedtobeonlypartlytrue,withinacertaincontext;thusthe 

mindcontinuallyrevises theseincompleteconceptssoas toreflectafullerreality(commonly 

knownastheprocessofthesis,antithesis,andsynthesis).Theindividual comestoriseabove his or her 

own particular viewpoint, and grasps that he or she is a part of  a greater wholeinsofaras 

heorsheisboundtofamily,asocialcontext,and/orapoliticalorder. 
 

Existentialism 
 

Withtheriseofexistentialism,KierkegaardrejectedHegel'snotionoftheindividual 

assubordinatedto theforcesofhistory.Instead,heelevated theindividual'ssubjectivity and 

capacity tochoosehisorherownfate.LaterExistentialistsbuiltupon 

thisnotion.Nietzsche,forexample,examinestheindividual'sneedtodefinehis/herownselfandcircu

mstancesin hisconceptofthewilltopowerandtheheroicidealoftheÜbermensch.Theindividualis 

alsocentralto Sartre'sphilosophy,whichemphasizesindividualauthenticity,responsibility, 

andfree will.Inboth SartreandNietzsche(andinNikolaiBerdyaev),theindividualiscalled upon 

tocreatehisorherownvalues,ratherthanrely onexternal,sociallyimposedcodesof morality.
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Buddhism 
 

InBuddhism,theconceptoftheindividualliesinanatman,or"no-self."Accordingto 

anatman,theindividualisreally aseriesofinterconnectedprocessesthat,workingtogether, 

givetheappearanceofbeing  asingle, separated  whole. Inthisway, anatman, together 

withanicca,resemblesakindofbundletheory.Insteadofanatomic,indivisibleselfdistinct from 

reality,theindividualinBuddhismisunderstoodasaninterrelatedpart ofanever- 

changing,impermanentuniverse (seeInterdependence,Nondualism,Reciprocity). 
 

Objectivism 
 

AynRand's Objectivismregardseveryhumanasanindependent,sovereignentity 

whopossessesaninalienablerighttohisorherownlife,arightderivedfromhisorher 

natureasarationalbeing.Individualism and Objectivismholdthatacivilizedsociety,orany 

formofassociation,cooperationorpeacefulcoexistenceamonghumans,canbeachieved 

onlyonthebasisoftherecognitionofindividualrights —andthatagroup,assuch,hasno 

rightsotherthantheindividualrights ofitsmembers.Theprincipleofindividualrightsis the 

onlymoralbaseof allgroupsorassociations.Sinceonly anindividualmanorwomancan 

possessrights,theexpression"individual rights"isaredundancy (whichonehastousefor 

purposesofclarificationintoday‘sintellectualchaos),buttheexpression"collectiverights"is 

acontradictioninterms.Individualrights arenotsubjecttoapublicvote;amajorityhas no 

righttovoteawaytherightsofaminority;thepoliticalfunctionofrightsispreciselyto 

protectminoritiesfromoppressionbymajorities(andthesmallestminority onearthisthe individual) 
 

7.   MASCULINITY(MASC) 
 

 
 

Masculinity(also calledboyhood,manliness, or manhood) is a set of attributes, 

behaviorsandrolesgenerally associatedwithboysandmen.Masculinityisboth socially- defined       

and       biologically-created.It       isdistinctfrom      the       definition        of 

themalebiological sex.Bothmalesandfemalescanexhibitmasculinetraitsandbehavior. 

Thoseexhibiting  

bothmasculineandfemininecharacteristicsareconsideredandrogynous,andfeministphilosophersh

aveargued thatgenderambiguity may blurgenderclassification Traits traditionally cited as 

masculine   includecourage,independenceandassertiveness.These traits vary by location and 

context, and are influenced by  social and cultural factors. 

Anoveremphasisonmasculinityandpower,oftenassociatedwithadisregardfor consequences 

andresponsibility,is knownasmachismo. 
 

Masculinequalities,characteristicsorrolesareconsideredtypical of,orappropriate for, a 

boy  or man. They have degrees of comparison: "more masculine" and "most masculine", and 

the opposite may be expressed by  "unmanly" or "epicene". Similar to masculinity 

isvirility(from the Latinvir, "man"). The concept of masculinity varies historically and 

culturally; although thedandy was seen as a 19th-century ideal of masculinity,heis 

consideredeffeminatebymodernstandards.Masculinenorms,as described inRonald  

F.Levant'sMasculinityReconstructed,are"avoidanceoffemininity;restricted emotions; sex 

disconnected from intimacy; pursuit of  achievement and status; self- reliance; strength 

andaggression, andhomophobia." Thesenormsreinforcegender rolesbyassociatingattributes 

andcharacteristics withonegender. 
 

Theacademicstudy ofmasculinityreceivedincreasedattentionduringthelate1980s 

andearly1990s,withthenumberofcoursesonthesubjectintheUnitedStatesrisingfrom 
30toover300.Thishassparkedinvestigationoftheintersectionofmasculinitywithother 
axesofsocialdiscriminationandconceptsfromotherfields,suchasthesocialconstructionofgenderdi
fference(prevalentinanumberofphilosophicalandsociologicaltheories).
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Hegemonicmasculinity 
 

Traditionalavenuesfor mento  gainhonorwereproviding  fortheir familiesand exercising   

leadership.Raewyn   Connellhas   labeled   traditional   male   roles   and privileges hegemonic  

masculinity,  encouraged  in  men  and  discouraged  in  women: 

"Hegemonicmasculinitycanbedefinedastheconfigurationof genderpracticewhich embodies 

thecurrentlyacceptedanswertotheproblemofthelegitimacyofpatriarchy,which guarantees 

thedominantpositionofmenandthesubordinationof women".[30]Inadditionto 

describingforcefularticulationsof violentmasculineidentities,hegemonicmasculinityhas 

alsobeenusedtodescribeimplicit,indirect,or coerciveformsof genderedsocialisation, 

enactedthroughvideogames,fashion,humour,andsoon. 
 

"Masculinityin crisis" 
 

A theory of "masculinity in crisis" has emerged; Australian archeologist Peter 

McAllistersaid,"Ihaveastrongfeelingthatmasculinityisincrisis.Menare reallysearching 

foraroleinmodernsociety;thethingsweusedtodoaren'tinmuchdemandanymore". Others see the 

changing labor market as a source of stress.Deindustrializationand the 

replacementofsmokestackindustriesbytechnologyhaveallowedmorewomentoenterthe 

laborforce,reducingits emphasis onphysical strength. 
 

Thecrisishasalsobeenattributedtofeminismanditsquestioningofmaledominance 

andrightsgrantedtomensolelyonthebasis ofsex.BritishsociologistJohnMacInneswrote 

that"masculinityhas alwaysbeeninonecrisis oranother",suggestingthatthecrises arise fromthe 

"fundamental  incompatibility  between  the core principle of modernitythat all 

humanbeingsareessentiallyequal(regardlessof theirsex)andthecoretenetof patriarchy 

thatmenarenaturally superiortowomenandthusdestinedtoruleoverthem." 
 

AccordingtoJohnBeynon:Masculinityand  menareoftenconflatedand  it  isunclear 

whethermasculinity,men orboth arein crisis.Hewritesthat the"crisis"isnotarecent 

phenomenon,illustratingseveral periodsofmasculinecrisisthroughouthistory (some predating 

the women's movement and post-industrial society), suggesting that due to masculinity'sfluid  

nature"crisis isconstitutiveofmasculinityitself."FilmscholarLeon 

Huntalsowrites:"Whenevermasculinity's'crisis'actuallystarted,itcertainly seemstohave 

beeninplacebythe1970s". 
 

 
 
 
 

-ooooOoooo-
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UNIT-II 
 

SOCIAL ENVIRONMENT ANDSTAFFING 
 

Unit  II:  Social   environment  and  human   resource  practices,  staffing:  international 

recruitment,selection,trainingandhiringpolicies,staff retainingandmotivatingtechniques, case 

study, cultural  literacy  and human  resource information  system  in  global business 

,culturalawareness,essentials,advantages,culturalskillsforco-operativeadvantages,human 

resourceinformation system:concept,limitationsanduses,designing ofhuman resource 

informationsystem,computerizedskillinventories. 

 
CONCEPTS: 

 
Staffingagenciesisarelativelynewbusinessareain Sweden.Theprivatehiring of 

personnelforprofit  hasonlybeenpermittedsince1993(Berg2008).Staffingagencies' 

businessconceptistorentoutpersonneltoclientcompaniesforafixed,limitedperiodof 

time.Theworkingperiodataclientmayvaryfrom acoupleofhourstoseveralyears.The staffagency 

workerhasnoguaranteedclientcompanybuthastobepreparedtoworkat 

differentcompaniesdependingondemand.Theprimaryrelationshipinthisbusinessarea 

maybedescribedastriangular,i.e.between thestaffingagency,the clientcompany and the agency 

worker (see, for example, Bergström &Storrie 2003; Håkansson &Isidorsson 

2012A). 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Agencyworkersareemployeesof thestaffingagency,sothestaffingagency 

consequentlybearsemployerresponsibility.Theseemployeescarry out theirworkatvarious 

clientcompanieswhich thereforebeartheemployeemanagementresponsibility.The 

connectionbetween thestaffingagency and the clientcompanyisabusinesscontractstating 

thattheclientcompanybuyslabourfrom thestaffingagencyforanagreedperiod.These 

relationshipsareimportant tokeep inmindwhendiscussingwork environment.Thepeople 

workingforagencieshaveothersorganizationstorelateto,butitisworthnotingthatwork environment 

is a responsibility shared by  the staffing agency  and client company/organization. 
 

SOCIAL  ENVIRONMENTANDHUMANRESOURCEPRACTICES: 
 

Whenitcomestohumanresourcemanagementthereareseveralfactorsthataffect day-to-day 

operations.Adaptingin thisfieldisimportantbecauseatamoment‘snoticenew 

legislationcanbepassedwithanimmediateeffectivedate orcorporatepoliciesarechanged 

wherehuman resourcesfeelthebrunt.A well-developedstrategyforyourhuman resources 

departmenttakes intoconsidersexternalfactorsthatmightaffectyourdepartment.

https://workology.com/hr/its-time-for-hr-to-start-thinking-more-like-marketing/


FourExternalFactors thatAffectHumanResourceManagement: 

 
GovernmentRegulations– Withtheintroductionofnewworkplacecompliancestandards 

yourhumanresourcesdepartmentisconstantly underpressuretostay withinthelaw.These types 

ofregulationsinfluenceeveryprocess oftheHRdepartment,includinghiring,training, 

compensation,termination,andmuchmore.Withoutadhering tosuch regulationsacompany 

canbefinedextensivelywhichifitwas badenoughcouldcausethecompanytoshutdown. 

 
EconomicConditions–Oneofthebiggestexternalinfluencesistheshapeofthecurrent 

economy.Notonlydoesitaffectthetalentpool,butitmightaffectyourabilitytohire anyoneatall.Oneof 

thebiggestwaystoprepareagainsteconomicconditionsis tonotonly 

knowwhat‘shappeningintheworldaroundyou,butalsocreate aplanforwhenthereisan 

economicdownturn.Allcompaniescanmakedueinabadeconomyiftheyhavearainy day 

fundorplantocombattheharshenvironment. 

 
TechnologicalAdvancements– Thisisconsideredanexternalinfluencebecausewhennew 

technologies areintroducedtheHR departmentcanstartlookingathowtodownsizeandlook 

forwaystosavemoney.Ajobthatusedtotake2-4peoplecouldbecuttoonedonebya 

singleperson.Technologyisrevolutionizingtheway wedobusinessandnotjustfrom a 

consumerstandpoint,butfromaninternalcost-savings way. 

 
WorkforceDemographics– Asanoldergenerationretiresandanewgenerationentersthe 

workforce thehuman resourcesdepartmentmustlookforwaystoattractthisnewsetof 

candidates.Theymusthireinadifferentwayandoffer packagesthatworkforthisyounger 

generation.Atthesametime,theymustofferaworkenvironmentcontusive tohow this 

generationworks. 

 
Thoseinvolvedinhumanresourcemanagementdoesmorethanhiringandfiring,they 

makesurethatevery typeofexternalinfluenceislistenedtoandproperproceduresare followed 

toavoidlawsuitsandsanctions.Ifyou‘rein HRmakesurethatyou‘repayingclose attention 

toexternal influencesbecausethereisagood chancethey‘re affectingyourjob and thecompany 

youwork for.Sonext timeyou talk tosomeoneinvolvedin thehuman resource 

managementprocess thinktwiceabouttheamountoffactors thataffecttheirjobandhow 

importantitisforthemtobeontopoftheirgame. 

 
STAFFING: 

 
Theselection and training ofindividualsforspecificjobfunctionsandcharging them 

withtheassociatedresponsibilities. 

 
INTERNATIONAL RECRUITMENT: 

 
Backedby unparalleledexpertiseasfollowedanddeliveredin professional international 

recruitmentagency principles,wehavewith usdeep understandingof internationalmanpower 

recruitmentservicesandhelpinprovidingcomprehensiveHR servicesaswell 

asrecruitmentsolutionssoasto maximizeclients'manpowerpotential.With 

possibilityofhuntforqualitytalentalsorequiringoverseasrecruitmentofparticularskills, webeing  

aglobalorganizationhavealso placed  jobseekers in  internationalregionsof 

MiddleEast,Africa,Mauritius,Canada,UKandMaldives. 

 
InternationalRecruitmentServices



Other than providing immigration advice that is part of  recruitment package to 

prospectiveandcurrentclients,someoftheothervalueaddedservices offeredbyus are: 

ManpowerConsultancy 

Oncepotentialcandidateisidentified,nextstepisselectiontest(oralorpractical) 
takenbyemployerorhis authorizedrepresentative 

 For this we make complete arrangements for travel, accommodation, ensuring 
candidate reaches placeonrighttime 

 Incaseweareentrustedwithselection&testingofprospectiveemployee,weconduct 
theprocedurethroughtakingsupportof panelofexpertsfortechnical&professional 
categories 

This procedureisfollowedunderdirectsupervisionofourprofessionalexecutives 

 
VisaAssistance 

 
Having  complete  understanding  of   the  intricacies  involved  in  international 

recruitment procedure,we hold specialization in providing fast as well  as dependable 

services.Here,theexperiencegainedbyuswhileprocessingmillionsoftraveldocuments 

alsoguarantees of thevisabeinghandledquickly(evenovernight),accuratelyaswellas 

professionally.Ourvisaservices areapplicabletofollowingareas: 

EmploymentVisa 

VisitVisa 

WorkPermits 

 
Theotherarrangements we takecare hereinclude: 

 
TravelandTicketingArrangements 

MedicalCheckup 

OrientationProgram 

 
SELECTION: 

 
Selectionisthestageoftherecruitingcycleatwhichmanagerschoosecandidates who will be 

offered employment fromthe applicant pool. The selection  process varies 

greatly,dependingon thesizeofthehiringorganization,thenumberofapplicantsandthe 

amountofavailablepositions. 
Theselectionprocessbeginswithareviewofapplicationsorrésuméstoeliminate 

applicantswhodonothavetherequiredskillsor experience.Next,thecandidateswhomeet 

thebasicqualificationsarescreened,oftenbyacombinationof phonescreenings,email 

communicationsorface-to-faceinterviews.Backgroundchecks,drug screens,employment 

andreferenceverificationandskillstestingmay alsobepart oftheprocess,whichconcludes 

whenahiringdecisionhasbeenreached. 

 
StreamliningSelection 

 
Many  tools are available to help streamline selection. Many companies require 

electronicapplicationsthat  canbesettoscreenoutthosewithouttherequiredskillsor 

education.Useofsocialnetworkingsitescansignificantlyspeedupverifyingemployment 

andcheckingreferences.Ifmultipleinterviewsareinvolvedin theselection process,aligning 

theschedulesofkeymanagersinadvancecanspeedupinterviewing,whichisthephase 

wheremostslowdowns occur.



Equal EmploymentOpportunityCommission 

 
Besureyourselectionprocessdoesnotunintentionallyscreenoutcandidatesbased 

onracialorgenderorothercharacteristicsthatcomeunderthejurisdictionof theEqual 

EmploymentOpportunityCommission.Thisisespeciallyimportantwhenusingsocialmedia 

asatoolinrecruiting,associalmediaallowsfor thedeterminationof race,gender,ageand disability 

and has been a  focus   in recent  EEOC [Equal Employment  Opportunity 

Commission]violationcomplaints. 

 
SelectionMethods 

Thereareanumberofselectionmethodstochoosefrom whennarrowingdownalist of job 
applicants to find the right fit. Smaller companies, for example, may  place the 
responsibility entirely onthedirectsupervisororbusinessowner.Human-resourcemanagers 

maycollaborate witheachotherand directsupervisorsinamulti-stepinterviewprocess. 

Executivesmaybeinvolvedin selectingcandidatesforhigher-levelpositions,whetherornot the 

executives directly  oversee the position. A number of companies even bring job candidates 

onboardasinterns,seasonalworkersortemporarystafftotesttheminreal-world 

jobsettingsforatimebeforehiringthemasfull-timeemployees. 

 
TRAININGANDHIRINGPOLICIES: 

 
Thehiringprocessfor mostorganizationsencompassesmultiplestepsandvarious practices, 

including the use of  application forms, interviews, pre-employment testing, 

referenceandbackgroundchecks,employment offers,and,in somecases,employment 

contracts.Finally,thereistheprocessof organizational entry,referredtoasonboardingor 

orientation.Each employee,while employed,ishiredtomakesignificantcontributionsto 

[Company Name].In hiring themostqualifiedcandidatesforpositions,thefollowinghiring process 

shouldbefollowed. 
 

Hiring Process andProcedures 
 

Personnelrequisitions 
 

Personnel requisitionsmustbecompletedtofill [Company Name]positions. Requisitions 

must be initiated by  the department supervisor/manager, approved by the 

divisionvicepresidentandthenforwardedtothehumanresource (HR)department. 
 

Personnelrequisitions shouldindicate thefollowing: 

 
Positiontitle. 
Position'shours/shifts. 
Exemptornonexemptstatusoftheposition. 
Reasonfortheopening. 
Essential job functions and qualifications (or a current job description may be 

attached). 

Anyspecialrecruitmentadvertisinginstructions. 
 

 
 
 

Jobpostings 
 

 Allregularexemptandnonexemptjobopeningsarepostedon[CompanyName] 

intranetandbulletinboardsforemployeestoreview.Jobswillremainposteduntilthe position 

is filled. Job postingsare updated every  [select day  of the week or 

appropriatetimeperiod].



Internaltransfers 
 

 Employeeswhohavebeenintheircurrentpositionforatleastoneyearmayapplyfor internal  

job  openings. This requirement may  be waived with  the consent ofthe 

employee'smanagerandtheHR department. 
 

 EmployeesmustcompletetheInternalJobOpeningRequestForm.Theformmustbe 

completedandsubmittedtotheHRdepartment  withinoneweekafterthejobis posted. 
 

 All applicants for a posted vacancy will be considered on the basis of their 

qualificationsandability toperformthejobsuccessfully.Internalcandidateswhoare 

notselectedwillbenotifiedbytheHR department. 
 

Recruitmentadvertising 
 

Positionsareadvertisedexternallybasedonneedandbudgetrequirements.TheHR 

departmentis responsibleforplacingallrecruitmentadvertising. 
 

Interviewprocess 
 

 TheHR departmentandthehiringmanager will screenapplicationsandresumes prior 

toschedulinginterviews.Initialinterviewsaregenerallyconductedby theHR 

departmentandthehiringmanager. 
 

 Teaminterviewsmaybeconductedasneededforsomepositions.Ifateaminterview is 

conducted, astructuredinterviewprocess is recommended.Interviewquestions 

shouldbecompiledbytheinterviewingteamandreviewedbytheHRdepartment 

priortotheinterview.Aftertheteamcompletestheinterviewprocess,theresultsof 

theinterviewshouldbeforwarded to thehiringmanager/supervisorforreview.The 

hiringmanagerorsupervisorhas theauthoritytomakethehiringdecision. 
 

 Supervisors must use the applicant summary tracking form and notify the HR 

departmentofallinterviewsconducted.Allapplicationsandresumesofapplicants 

notselectedmustbeforwardedtotheHR departmentforretention. 
 

The HR department will notify  applicants who are not selected for positions at 
[CompanyName]. 

 

Referencechecks,criminalbackgroundchecks,anddrugandalcoholtesting 
 

 Afteradecisionhasbeenmadetohireaparticularcandidate,anofferwillbemadeto 

thatindividualcontingentonsatisfactorycompletionofreferencechecksandcriminal 

backgroundchecks. 
 

 The HR department will check references for all candidates and contact final 

candidates tocompleteapre-employmentdrugandalcoholscreen. 
 

Joboffers 
 

 IftheHRdepartmentreceivessatisfactoryresultsfromthereferencechecks,criminal 

backgroundcheck,andthedrugandalcohol screen,itwillnotify thecandidateto 

confirmthejoboffer. 
 

Initial startdateandorientation 
 

 Onanemployee'sstartdate,theemployeewillcompleterequiredpaperworkandan 

orientation with theHRdepartment. Thenew employee'smanagerorsupervisoris 

responsibleforprovidingadepartmentorientationforthenewemployee.



 The  employee's   supervisor  will complete  the  New-Hire  Checklist  with new 

employees andreviewdepartmentpolicies andprocedures. 
 

 
STAFF RETAININGANDMOTIVATINGTECHNIQUES 

 
Moneyshouldnot  betheONLYtoolusedto motivatepeople,becausedifferent things 

motivate different people. Here are a few other simple, inexpensive choices  to consider: 

 
1.Seekbuy-in.Involvestaffindeterminingandseeing―thebigpicture‖andthegoalsneeded 

toachieveit.Remember,theyareclosesttotheworkandoftencanseethingsmore 

clearly.Havingemployeesharnessself-directioninpursuitof commongoalsisfar 

preferabletoforcingpeopletomeetgoals theydon‘tunderstandorshare. 

 
2.Encouragecontributions.If anemployee canregularlycontributeideas,andsuggestions,it 

makesthemfeelimportantandgivesmeaningtotheirjobs.Givepeopleresponsibility and they 

oftenrisetothechallenge.Allowthemtounleash theirimagination,ingenuityand 

creativityandeverybodywins. 

 
3.Recognizeemployees.Rewardingpeoplefor achievementisafarmoreeffectivethan 

punishingthemforfailure.Thereareplenty of simplebuteffectivewaysemployerscan recognize 

hard work, such as emailing an appreciative note. Organize recognition programs andevents 

tohonoraccomplishments personallyandpublicly. 

 
4.Nipnegativity in thebud.Donotallow employeestotalkdown tooneanotherand/ordrag 

eachotherthroughthemud.Likewise, makesureyoudon't  dothesamewhenother 

employeesareabletoseeithappen toafellowco-worker. That'sbadformoraleand 

destroysmotivation. 

 
5.Keepemployeesinformed.Whenanemployeefeels heorsheisnotuptodatewithwhatis 

occurringinthecompany ortheirdepartment,itisamessagetotheemployeethatsays, 

―Youarenotimportant.‖Keepinformationflowingtoeachemployee;letthemknowwhat 

thecompanyis doingandthedirectionitis taking. 

 
6.Helpfulfillcareergoals.Iftheemployeewantstotakeonmore responsibilityormoveinto 

adifferentdepartment,investigatethepossibilitiesandgetbackto them withoptions. 

Givingworkers opportunitiestobuildtheskillsandmaketheconnectionstheyneedtoget 

aheadintheircareers willbuildloyaltyandmotivation. 

 
7.Maintainworkforcesatisfaction.Oneway togeneratesustainedprofitsistobuildawork 

environmentthatattractsandkeepstalentedpeoplewhowanttoshowupandperform ata 

levelofexcellence.Focus oncreatingsatisfiedemployees andtheywillfocus onsatisfying 

youandyourcustomers. 

 
8. Provide training. Being part of  a learning culture is an important motivator for an 

employee.Trainingcanhelpfillthegapbetweenlackofskillsandbetterproductivityafter 

trainingneedsareassessed.Appropriate trainingshouldbeviewedasaninvestmentrather 

thanaliability. 

 
9.Giveconstantfeedback.Thedaysofquarterlyorannual reviewsbeingthesoleform of 

feedbackarelonggone.Employeeswanttoreceiveconstant,specific,andclearlydefined



feedbackfromtheirsupervisors.Positivefeedbackaboutaccomplishmentsisessentialto 

motivateanemployee. 

 
10.Communicate often.Opencommunicationismostemployees'#1priority.Findoutwhat 

intereststhemandwhatdoesn't.Speakingwithanemployeefrequentlyshowsthatyou 

careabouttheminmoreways thansimplywantingthemtokeepupwithproductivity. 

 
Motivationrequiresastrategy tailoredtoeachworker‘sneeds.Theseideascanhelp 

youknowwhatcandriveyouremployeestowanttodoabetterjob.Ifyourfocusisonthe 

bottomlineandlong-term growth oftheorganization,it‘simportanttofocusonyourmost 

importantasset. 

 
CULTURALLITERACYANDHUMANRESOURCEINFORMATIONSUSYTEM 

INGLOBAL BUSINESS: 

 
Inaglobalenvironmenttheability tocommunicateeffectivelycanbeachallenge. Even 

when both partiesspeak thesamelanguagetherecan still bemisunderstandingsdueto ethic 

andculturaldifferences.Overthelastdecade,therehavebeen countlessexamplesfrom thebusiness 

sectorthatdemonstratehowpoor communicationcanleadtopoororganizational 

performance.Understandingtheimpactof globalizationoncross-culturecommunicationis 

imperativefororganizationsseeking tocreateacompetitiveadvantagein theglobal market. Recent 

economic  challenges further highlight the need fororganizations to develop  the 

internalcommunicationcapacitynecessarytocontrolandmonitorexternalthreats.As society 

becomesmoreglobally connected the ability tocommunicateacrosscultural boundarieshas 

gainedincreasingprominence.Globalbusinessesmustunderstandhow tocommunicatewith 

employeesandcustomersfromdifferentculturesinordertofulfilltheorganization‘smission 

andbuildvalueforstakeholders.Theuseof technologyhashadaprofoundimpactonhow 

businessescommunicateglobally andmarkettheirproductsandservices.However,with the 

advancementsin technology organizationsmuststillbecognoscenteoftheculturenuisances that 

can potentially  present obstacles in  trying to increase profits and market share. According to 

Genevieve Hilton, ―cultural  proficiency doesn't mean memorizing every cultural 

nuanceofeverymarket.It'sknowingwhentolisten,whentoaskforhelp,andwhen finallytospeak‖. 

 
Forcompaniesinvolvedinglobalbusinessoperationstherelationshipofmanagers 

andsubordinatesinmultinationalfirmsisimportant.InresearchconductedbyThomasand 

Ravlinitwasfoundthatparticipants towhomnationalitywasmoreimportantindicatedlower 

perceptions of similarity with the manager, lower intentions to associate and lower perceptions 

of managerial effectiveness. The results of the study  strongly indicate that teachingmembers 

ofdifferentculturestobehavelikeeachotherisanineffectiveapproachto 

improvinginterculturalinteractionsinbusinesssettings.Focusshouldbeplacedonusing 

individualdifferences tocreateinnovation.Traininganddevelopmentofindividualsinvolved 

ininterculturalinteractions shouldinvolvemorethansimplypromotingculturaladaptation 

Communicationisvitalforbusinessestoeffectivelyexplainhowtheirproductsandservices 

differfromtheircompetitors.Companiesthataresuccessfullyabletocommunicatecross- 

culturallyhaveacompetitiveadvantagebecausetheycandevotemoretimeandresourcesto 

conducting  business   and  less   time  on internal and  external communication  issues. 

Communicationisnecessaryforindividualstoexpressthemselvesandtofulfillbasicneeds. The 

same holds true for businesses, governments, and countries. Without  the abilityto 

communicateandunderstandeachother, therewouldbechaos.Communicationthatisbased 

onculturalunderstandingismoreapttopreventmisunderstandings causedbypersonalbiases 

andprejudices.



Toillustratetheimportanceof communicationonbuildingrelationshipsglobally 

considertheexampleof theUnitedStatesandSouthKorea.Therelationshipbetweenthese 

twocountriesis onebuiltupona richhistory.In1884, theUnitedStatesgovernmentbecame 

thefirstforeign entity topurchasepropertyinKorea.Beforethistimenoforeignerwas 

permittedtoliveinsideSeoul.Despitesignificantcultural differences,SouthKoreaandthe 

UnitedStateshavebeenabletodevelopa communicationprocessthatothercountriesseekto 

replicate.TheAmerican Chamberof CommerceinKoreawasestablishedin1953withthe 

chiefpurposetopromotetheadvancementof tradeandcommercebetweenKoreaandthe 

UnitedStates.Article IIoftheChamber‘s constitution outlines thefollowing sixobjectives: 

1.   TopromotethedevelopmentofcommercebetweentheUnitedStatesofAmericaand 
Korea; 

2.   TopromotemeasurecalculatedtobenefitandprotecttheinterestsinKoreaofmember 
companies andcitizens oftheUnitedStates; 

3.   To represent, express, and give effect to the opinions of the Chamber business 

communityofthe  United  Statesregarding trade, commerce, finance, industry, and 

relatedquestions; 

4.   To collect, evaluate, and disseminate among its members statistical and other 

informationconcerningcommerceorotherundertakings ofinteresttothem; 

5.   Toassociateandcooperatewithotherorganizations sharingmutualinterests 

6.   Todoanyandallotherthingsincidentalorrelatedtotheattainmentoftheabove objectives. 
 

 

When countries are  able to exchange ideas and communicate in  an  open  society 

everyonebenefits.KathleenStephens,U.S.AmbassadortotheRepublicofKorea,summedit 

upbysaying,―wemustuseoursharedinterests andvalues tocomplimentandtransformeach 

other‘sgrowth‖.Themainpurposeofthisstudyistodevelopacross-culturalcommunication model 

thatcanbeappliedby companiesthatcommunicatewithemployeesfromdifferent 

cultures.Theaimistoidentifythestepsthatleadersoforganizationscompetinginaglobal 

environmentshouldconsiderwhencommunicatingtodifferentcultures.Thisstudy usesa 

groupacollegestudentsparticipatinginthe 2ndKoreaAmericaStudentConference(KASC) 

asthemainresearchsourceforcreatingthemodel.KASCissupportedby theInternational 

StudentConferences,anon-profitorganizationlocatedinWashington,D.C.,which sponsors 

student-runeducationalandcultural exchangeprogramsforuniversitystudentsfrom the 

UnitedStates,Japan,andKorea.Theresearchersusedamixof qualitativeandquantitative 

researchmethodologiestogenerate themodel.Acomparativeliteraturereviewisconducted 

andorganizational examplesof SamsungandHyundaiareconsideredtodemonstratethe 

impactofglobalization oncross-culturecommunicationpractices.Thestudy alsohighlights 

theactionresearchmethodology thatwasemployedtodesignthecross-culture 

communicationmodel.Inconclusion,the4C‘sGlobalLeadershipModelisintroduced to 

demonstratehow organizationalleaderscancreateinnovationina globalenvironmentby 

managingconflict,communication,creativity,andconnectivity. 

 
CULTURE AWARENESS: 

 
Cultural Awarenessisthefoundation ofcommunicationanditinvolvestheability of 

standingbackfromusandbecomingawareof ourculturalvalues,beliefsandperceptions. 

Whydowedothingsinthatway?Howdowe seetheworld?Whydowereactinthat particularway? 

Culturalawarenessbecomescentral whenwehavetointeractwithpeople 

fromothercultures.Peoplesee,interpretandevaluatethingsinadifferentways.Whatis



consideredanappropriatebehaviorinonecultureisfrequentlyinappropriateinanother one. 

Misunderstandings arisewhenIuse mymeaningstomakesenseofyourreality. 

 
Asan Italianitisalmostautomatictoperceive USAmericansaspeople whoalways 

work,talkaboutbusinessoverlunch anddrink theircoffeerunningin thestreetinstead of 

enjoyingitinabar.Whatdoesitmean?Italiansarelazy andAmericanhyperactive?No,it 

meansthatthemeaningthatpeoplegivetocertainactivities,likehavinglunchordinner could 

bedifferent according  to certaincultures. InItaly, whererelationshipsarehighly 

valued,lunch,dinnerorthesimplepausesforcoffeehaveasocial connotation:peopleget togetherto 

talkandrelax,andtogettoknoweach otherbetter.In theUSA,wheretimeis money,lunchescanbepart 

ofclosingadeal wherepeoplediscusstheoutcomesandsigna contractovercoffee. 

 
Misinterpretationsoccurprimarily whenwelackawarenessofourownbehavioral 

rulesandprojectthemonothers.Inabsenceofbetterknowledgewetendtoassume,instead 

offindingoutwhatabehaviormeanstothepersoninvolved,e.g.astraightlookintoyour faceis 

regardedas disrespectfulinJapan. 

 
Degrees ofCulturalAwareness: 
Thereareseverallevelsofculturalawarenessthat  reflect  howpeoplegrowto  perceive 
culturaldifferences. 

 
Mywayis theonlyway-Atthefirstlevel,peopleareawareoftheirwayofdoingthings,and their way  

istheonlyway. At  this stage,theyignorethe impact  ofculturaldifferences. (Parochialstage) 

 
Iknowtheirway,butmywayisbetter-Atthesecondlevel,peopleareawareofother 

waysofdoingthings,butstill considertheirway asthebestone.In thisstage,cultural 

differencesareperceivedassourceofproblemsandpeopletendtoignorethemorreduce 

theirsignificance.(Ethnocentricstage) 

 
MyWayandTheirWay -Atthislevelpeopleareawareoftheirownwayofdoingthings 

andothers‘waysofdoingthings,andtheychosethebestway accordingtothesituation.At 

thisstagepeoplerealizethatcultural differencescanleadboth toproblemsandbenefitsand 

arewillingtouseculturaldiversitytocreatenewsolutionsandalternatives.(Synergistic stage) 

 
OurWay -Thisfourthandfinalstagebringspeoplefromdifferentculturalbackground 

togetherforthecreationof acultureof sharedmeanings.Peopledialoguerepeatedlywith 

others,createnewmeanings,newrulestomeettheneedsof aparticularsituation. 

(ParticipatoryThirdculturestage) 

 
Increasingcultural awarenessmeanstoseeboth thepositiveandnegativeaspectsof cultural 

differences.Cultural diversity couldbeasourceofproblems,inparticularwhen the 

organizationneedspeopleto thinkoractinasimilarway.Diversityincreasesthelevel of 

complexityandconfusionandmakes agreementdifficulttoreach.Ontheotherhand,cultural 

diversity becomesan advantagewhen theorganization expandsitssolutionsanditssenseof 

identity,andbeginsto takedifferentapproachestoproblemsolving.Diversity in thiscase creates 

valuablenewskills andbehaviors.



CULTURAL SKILLSFORCO-OPERATIVEADVANTAGES 

 
Cooperativelearningactivitiesarethose thatrequirestudentstoworkinsmallgroups 

tocompleteajointproject.Studentsworktogetherasateamtonotonlylearnthematerial 

butalsohelpeach othersucceed.Much research hasbeen conducted overtheyearstoshow the 

benefits  of  cooperative learning. Robert Slavin reviewed 67 studies concerning 

cooperativelearningandfoundthatoverall 61%ofthecooperative-learningclassesachieved 

significantlyhighertestscoresthan thetraditional classes.Butwhatbenefitsdostudents 

derivefromcooperativelearningactivities?Theansweris thatmanylifeskillscanbelearned 

andenhancedthroughteamwork.Followingisalistoffivepositiveresultsfromtheeffective 

useofcooperativelearningintheclassroomsetting. 

 
1SharingaCommonGoal:Firstandforemost,studentswhoworktogetherasateamshare 

acommongoal.Thesuccess oftheprojectdepends oncombiningtheirefforts.Theabilityto 

workasateam towardsacommongoalisoneofthemainqualitiesthatbusinessleadersare 

lookingfortoday innewhires.Cooperativelearningactivitieshelpstudentspracticeworking 

inteams.AsBillGatessays,"Teams shouldbeabletoactwiththesameunityofpurposeand 

focusasawellmotivatedindividual."Sharingacommongoalallowsstudentstolearnto 

trusteachotheras theyachievemorethanwouldbepossibleontheirown. 

 
2LeadershipSkills:In orderforagroup totrulysucceed,individualswithin thegroupneed 

toshowleadershipabilities.Skillssuchasdividingoutthe tasksinvolved,providingsupport, 

andensuringthatindividualsaremeetingtheirgoalsareallleadershipskillsthatcanbe 

taughtandpracticedthroughcooperativelearning.Typically,leaderswill 

showthemselvesfairlyquicklywhenyousetupa 

newgroup.However,youcanalsoassignleadershiproles withinagrouptohelpallindividuals 

topracticeleadingtheteam. 

 
3CommunicationSkills:Effectiveteamwork isallaboutgoodcommunication anda 

commitmentto theproductoractivity.All membersinthegroupneedtopractice communicatingin 

apositivemanner.Theseskillsshouldbedirectlymodeledby theteacher andreinforced throughout 

theactivity.Whenstudentslearn to talkwith andactivelylisten to 

theirteammates,thequalityoftheirworksoars. 

 
4ConflictManagementSkills:Conflictsarisein all groupsettings.Sometimesthese 

conflictsareminorandeasilyhandled.Othertimes,though,they canripateam apartifleft 

unchecked.Inmostcases,youshouldallowyourstudentstotry andwork outtheirissues 

beforeyoustepinandgetinvolved.Keepaneyeonthesituationbutseeiftheycancometo 

aresolutionontheirown.Ifyoudohavetobeinvolved,attempttogetallindividualsof the 

teamtalkingtogetherandmodeleffectiveconflictresolutionforthem. 

 
5 Decision Making  Skills: Many  decisions will need attention  while working in  a 

cooperativeenvironment.Agoodwaytogetstudentstostartthinkingasateamandmake 

jointdecisionsis tohavethemcomeupwithateamname.Fromthere,thenextdecisions that need 

tobemadearewhich studentswillperformwhattasks.Additionally,even though 

studentsareworkinginagroup,they willalsohavetheirownresponsibilities.Thiswill requirethem 

tomakemany decisionsthatcouldaffecttheirentireteam.Astheteacherand 

facilitator,youshouldstressthatifaparticulardecisionwillaffectothermembersofthe 

groupthentheseneedstobediscussedtogether.

https://www.thoughtco.com/cooperative-learning-for-group-activities-7749
https://www.thoughtco.com/bill-gates-biography-and-history-1991861
https://www.thoughtco.com/steps-to-conflict-resolution-31710


HUMANRESOURCE INFORMATIONSYSTEM: 

 
A HRIS,whichisalsoknownasahuman resourceinformationsystemorhuman 

resourcemanagementsystem (HRMS),isbasically anintersectionofhumanresourcesand 

information technology throughHRsoftware.ThisallowsHRactivitiesandprocessesto 

occurelectronically.  A humanresourceinformationsystem(HRIS)isasoftwarepackage 

developedtoaidhumanresources professionalsinmanagingdata.Humanresource 

professionalsutilizethesesystemstofacilitateworkflow,improveefficiency andstoreand 

collectinformation.SeveralcompaniesofferHRISpackagestoemployers.HRISpackages 

canbecustomizedtothespecificneeds andrequirementsoftheemployer. 

 
 

1. Database:HRIScoreoffering includesadatabaseto  storeemployee information. HR 

professionalscaninputall personnel datainto thesystem whichcanbeaccessedfrom 

anywhere,roundtheclock. Types ofdatathatHRprofessionalscollectinthedatabaseinclude 

compensation  history, emergencycontact information, andperformance review. The core 

databasecanalsobeviewedas anonlinebackupforpaperfiles. 

 
2. TimeandLabourManagement:Activitiesliketimeandlabourmanagementcanhighly 

timeconsuming.HRISpackageallowsemployeestoinputtheirownhours workedandallows 

managerstoimmediatelyverifyvacation requests,andthedata isdirectlyfedtothepayroll. 

TimeandlabourmanagementalsoimprovestheHRdepartment‘sability totrackpunctuality 

andattendance. 

 
3. PayrollFunction: PayrollfunctionisyetanothermajorcomponentofaHRISmodel.HR 

caneasilydownloadorunloademployeehours,andissuechequesorpayroll depositsto 

employees.Salariedemployeescanalsobepaidwithsubstantiallyreducedriskof errors.The 

HRISpayrollsoftwareusuallyimprovetaxcomplianceforlocations withmultipletaxlevels. 

 
4. Benefits:   Some HRIS employers allow  employers to establish  and maintain medical 

benefitsandretirementinvestments throughtheirsoftware.Suchapplicationsallowemployers 

tohaveone-stopshoppingexperienceforall theirhumanresourcesdatamanagementneeds. 

OtherHRISpackagesfacilitatemedical benefitsandretirementinvestmentdeductionsfor 

payrollbutnottheestablishmentofthosebenefits. 

 
5. EmployeeInterface:MostHRISpackagesallowforanemployeetohavelimiteduser 

access.Employeeusersaccessapartofthedatabasewheretheycanupdatetheirpersonal

https://www.hrpayrollsystems.net/hrms/
http://careerbuilderforemployers.co.in/
http://www.thecareermuse.co.in/


information,reviewpayscales,changeretirementbenefit  programs,updatedirectdeposit 

informationordownloadbenefitelectiondocuments. 

 
6. RecruitmentandRetention: Finally,itcanbesaidthatrecruitmentandretentionarethe 

mostimportantcomponents ofHRIS.ItgoeswithoutsayingthatitistheanchorofallHR 

policiesandsystems.Findingnewtalent,acquiringthem,keepingthem engagedandfinally 

beingabletoretainthemare themajortaskofaHRperson.HRsalsohavetoensure that 

employeesarenot only abletodo theirwork,but they arealsoprovidedwith therequired 

training;receives propercompensationandbenefits fromtheorganization. 

 
LIMITATION: 
Someofthelimitations ofofHRM are: 

 
1. Recentorigin 

 
2.Lackofsupportoftopmanagement 

 
3. Improperactualization 

 
4.Inadequatedevelopmentprogrammers and 

 
5. Inadequateinformation. 

 
1.RecentOrigin: Soitlacksuniversallyapprovedacademicbase.Differentpeopletry to define  the  

term  differently. Some  thinkers consider it as a  new name to personnel 

management.Someenterpriseshavenamedtheirtraditional personnel management 

departmentashumanresourcemanagementdepartment.   Suchsuperficialactionsmaynot 

bearmuchfruit.Whatisactuallyrequiredisafundamentalchangeinattitudes,approaches and 

thevery managementphilosophy.Withoutsuch a change,particularlyat thetop 

managementlevel,renaming ofpersonnel departmentorredisgnatingthepersonnel officer may 

not serve the purpose. With the passage of  time an acceptable approach will be developed. 

 
2.LackofSupportofTopManagement:   HRMshouldhavethesupportoftoplevel 

management.Thechangeinattitudeat thetopcanbringgood resultswhileimplementing 

HRM.Owingtopassiveattitudeatthetop,thisworkishandledby personnelmanagement 

people.Unlessthereisachangeinapproachandattitudeof topmanagementnothing 

remarkablewillhappen. 

 
3.ImproperActualization:HRMshouldbeimplementedby assessing thetrainingand 

development  requirementsofemployees.Theaspirationsand  needsofpeopleshouldbe 

takenintoaccountwhilemakinghuman resourcepolicies.HRMisactuatedhalf-heartedly. 

Theorganizing of sometrainingprogrammesisconsideredastheimplementationof HRM. With  

this, management‘s productivityand profitabilityapproach  remains undisturbed in 

manyorganizations. 

 
4.InadequateDevelopmentProgrammes:   HRMneedsimplementationofprogrammes 

suchascareerplanning,onthejobtraining,developmentprogrammers‘,MBO,counseling etc. 

Thereisaneed tocreatean atmosphereoflearningin theorganization.In reality HRM 

programmesareconfinedtoclassroomlecturesandexpectedresultsarenotcomingoutof this 

approach.

http://www.careerbuilder.co.in/?cbRecursionCnt=1


5.InadequateInformation: Some enterprisesdonothaverequisiteinformation about their 

employees.In theabsenceofadequateinformationanddatabase,thissystem cannotbe 

properlyimplemented.So thereisaneed tocollect,storeandretrieval ofinformationbefore 

implementinghumanresourcemanagement. 

 
DESIGNINGANDMANAGINGAHUMANRESOURCE INFORMATIONSYSTEM 

 
Human resourcemanagementhasbecomeatechnology-basedprofession.Inmany 

organizations,employeesviewthefaceofHRasaportal ratherthanasaperson.This transformationof 

HRservicedeliveryis knownas"e-HR,"whichrequiresavitalchangein theway 

HRprofessionalsviewtheirroles.Many ofwhatusedtobetime-consumingmanual 

processesarenowperformedbycomputers,freeingHRprofessionalstoworkonhigher- value 

activities. As a result the demand for technological  solutions to HR issues are 

constantlyincreasing. 
 

Humanresourcesinformationsystems(HRIS)canstreamlinemanyHRfunctionsinto 

onepackage.This toolkitdiscusses thefollowingtopics relatedtoHRIS: 

 
Developingabusiness caseforanHRIS. 
TransformationofHR servicedelivery. 
Determiningtheorganization's HRISneeds. 
Planningprocess. 
Designconsiderations. 
Vendorselection. 
ImplementationofanHRIS. 

Evaluationofthenew system. 

 
Business Case 

 

During  the economicdownturn, manyorganizations  significantly  cut costs and reduced 

spending.HRhadtopresentastrongcost/benefitanalysistojustifythecostsofpurchasing 

andimplementinganewHRIS,andmanyof thesejustificationswerebasedoncostsavings. With 

thereturn toagrowtheconomy,businesscasesnowfocusmoreon thebenefitsand 

returnoninvestment(ROI)intechnologypurposes. 
 

Eitherway,aformalbusinesscasewillhelpHRgainsupportfrom thedecision-makerswho can 

authorizefundsforaneworupgradedHRIS. Thebusinesscaseshouldclosely align HR 

goalswiththeorganization'sbusinessstrategy andspecifytheanticipatedimpacton the 

organization'sbottomline. 
 

BecauseHRisnotgenerally viewedasaprofitcenter,thebusinesscaseshouldfocuson 

reducingadministrativeandprocessingcosts, increasingefficiencies,andimprovingvalue- 

addedknowledgefromanalytics whilesupportingtheorganization's principalbusinessneeds. 

Tocorroborate thevalueofanewHRIS,HRmustquantifythecostofprovidingthecurrent levelof 

servicesaswellasfutureanticipatedbenefitsagainstthenewsystem'sbottom-line impact. 
 

Whendevelopingabusinesscase,HRmustdeterminethequantity andquality ofthe 

department'sservicestoenable anassessmentofhowa newHRISwillimprove existing 

manualprocessesanddeliverservicesmoreefficiently.HRshouldfirstdeterminewhy the 

existingsystemisnolongersufficientandidentify anyweaknessesin theexistingsystem processes  

and functions. Investments in integrated systems  or  cloud technology,  while 

bringingHRtothetechnology table,mustbewellpositionedtocontributetothe 

organization'sbottomline.



Whendevelopingabusiness caseforanewHRIS, HR should: 

 
 Outlineprecisebusinessproblems.Forexample,lackofintegratedsystemsresults 

inpoordataintegrity andtimespentreconcilinginformationfromincompatible systems. 
Clearly  statetheobjectiveandtheanticipated  results.Forexample, purchase, 

installand implement astate-of-the-art  systemthat willupgradeHR'squalityof 
servicethroughefficiencyandbetterinformation. 

 SpecifyanycurrentHRISissues.Forexample,thedepartmenthasoutgrownthe 
currentHRIS,whichdoesnotrunthelatestsoftwareandisincompatiblewithother 
systems. 

List all other available options or alternatives.For example, remain with  the 
currentHRIS,upgrade individualsystems,or outsourcesomeorallHR services. 

Providecleargoalsandobjectives.Forexample,useassessmentsofdeliveryvalue 
analysis todeterminenecessary functions andresults. 

IncludeasummaryofthecurrentcostforHRservice delivery. 

Determine theexpectedrateofROI uponimplementation. 

 
Fromthelistofimmediateneeds,HRshoulddeterminewhatwillbringthemostvalueto 

endusersand theorganization.In addition,HRshouldassesswhichfunctionswill be 

enhancedbyimprovedautomationandintegration,information,andanalyticsandestablish 

thetangibleandintangiblesavings andcosts. 
 

Afirst step  isto  evaluatethevalueofthechangesthenewHRIS  willenable. HR 

professionalsshouldthinkinterms of costreductionandautomatingandimproving 

inefficient,superfluous andlabor-intensiveHR services.Forexample,benefits couldinclude: 

 
Costreductionviaautomation: 

 
o  Timeentryandattendance tracking. 
o  Benefitsadministration. 
o  Recruiting. 
o  Training. 
o  Payroll. 
o  Performancemanagement. 

Salarychanges. 
Improvements throughintegration: 

o  Benefits administration. 
o  Compensationmanagement. 
o  Abilitytotracktraining,licenses,certifications andeducation. 
o  Reportgenerationandprocessing. 
o  Performancemanagement. 
o  Centralizationandefficiencyoftheflow,captureanduseofHR data. 

Speedindeliveryofservices. 
Neworupdateddeliveryofservices: 

o  Benefits confirmationstatements. 
o  Electronicpayrolladvices. 
o  Companywidestandardizationofpolicies andprocedures. 
o  Useofinteractivevoice response (IVR)andInternet. 
o  Employeeself-service. 

Improvedreportingandanalytics suchas: 

o  Turnoverofhigh-potentialemployees. 
o  Refinedcompensationmodeling.



o  Standardized,automatedandscheduledreporting 
Abilitytoaccommodate remoteusers. 

 
Organizationsshouldcarefully estimatethecost ofprovidingtheservicestoday againstthe 

anticipatedcostwiththenewHRIS. 
 

HR's Role: 
 

Technology hasnoticeablychangedHRmanagement;mostfirmsprovideuniversal 

accesstoHRservicesthrough technology andweb-basedapplications. Thesechangesoften result 

fromtheneedto  cut  costsandexpandorimproveservices.Researchshowsthat 

organizationsthatsuccessfullyadoptsophisticatedHRtechnologytoolsoutperformthose that do 

not. But the simple automation of  HR processes can no longer guarantee a competitive 

advantage.  Instead,  organizations must determine howto usetechnologyto transformtheirHR 

practices andmarkettheirHR brand. 
 

This transformation of  HR service delivery is known as "e-HR," which requires a 

fundamental changein theway HRprofessionalsviewtheirroles.Theterm e-HRdescribes 

thetransformationofHRservicedelivery usingWeb-basedtechnology.NowHR 

professionalsmustnotonlymastertraditional HRskillsandknowledgebutalsoapply that 

knowledgeviatechnology. 
 

TechnologyTrends 
 

AlthoughtheHRISconcepthastransformedHR,futuretechnologicaladvancesmayhavean 

evengreaterimpact. See 

identifyingtrendsintechnologyiscriticalskillforhr.identifyingtrendsintechnologyis critical 

skillforHR. 
 

Thesetrendsinclude: 

 
Growthofsocialnetworking. 
Continuedgrowthofcomplianceandreportingrequirements. 
Lease-versus-buydecisions. 
Useofdataanalytics anddashboards. 
ChangesinHR staffskillsets. 

 
DeterminingNeeds 

An HRIScanbeassimpleasasmall,internallydevelopedemployeedatabaseoras 
complexasafullyintegratedmultimillion-dollarenterpriseresourceplanning(ERP)system 
offeringeconomiesofscaletolargercompanies.Dependingon theorganization'sbusiness 

operations,consolidatingworkflowsandcapturingdata inasingleapplicationmaybemore 

criticalthanimplementingaglobalsolutionthatwouldsupportmultiplelanguagesorprovide 

allemployees withInternetaccess. 
 

HRmusthaveafirm understandingoftheorganization'sculture,itsability toaccept large-

scalechanges—whetheritisexpandingitsoperationsglobally orundergoingmergers and 

acquisitions—and, most significantly, its  short-  and long-termgoals. HR  must also 

understandhow techsavvyitsmanagersandemployeesareandbeable toaccommodatefor 

mobileaswellastraditionalaccessmodels.   EachHRISuserwillhaveslightlydifferent 

informationneeds andcanbesplitintotwogroupsemployees andnonemployees. 
 

Theemployeecategoryincludes: 

 
Managers whorelyontheHRISandits datafordecision-making. 
Analysts andpowerusers whoevaluatepotentialchoices andopportunities.

https://www.shrm.org/ResourcesAndTools/hr-topics/technology/Pages/TechnologyTrends.aspx
https://www.shrm.org/ResourcesAndTools/hr-topics/technology/Pages/TechnologyTrends.aspx


 Technicianswhoareresponsibleforprovidingausable,up-to-datesystemforall users. 

Thosewhousethesystemonaself-servicebasis toaccess personalinformation. 

 
The non-employeegroupincludes: 

 
Potentialemployees (applicants). 
Suppliers. 

Business partners. 

 
Planning 

 

Theplanningphaseiscrucialinthedesignofanysoftwareimplementationproject.A 

comprehensiveplanningprocesswillprovideboththenecessaryframeworkwithinwhichthe 

implementation team can proceed and the decision-making parameters for unforeseen 

difficulties. 
 

Theinitial planningprocess shouldinclude discussions ofthefollowing: 
 

 Project scope.Clearly defining which  pieces of the system must be completely 

operationaltosatisfyvariousendusers'needsisimperativetoany successful 

implementation.Agreeingtorequestsforadditionalwork,orscopecreep,raisescostsandcoul

dcausesignificantimplementationdelays. 
Management support.Sufficient  management  support  is essential to identify 

initiativesandpriorities,attainhigh-levelsupport,allocateresourcesand  funding, remove  

obstacles,  gain  consensus,  and  meet   timelines.  Depending   on   the 

organization'ssize,theexecutivesponsormaybeanindividual oracross-sectional 

managementgroup.Thesponsorshouldremaininvolvedthroughtheproject.   The 

executivesponsorshouldbesomeonewhocanmakedecisions andcommitmentsfor 

thecompany,includingvendorselection,final processconfirmationandprojectsign- off. 
Project  duration.Theproject'ssizeand  complexityand  availableresourceswill 

determinecompletionandgo-livedates.Firm,realisticdeadlineswillhelpkeepstaff 
motivatedandreducescopecreep.2 

 Project manager.Depending on  the project's size, complexity  and duration, the 
organizationshouldselectapersontooverseeallaspectsoftheproject.Selection 
optionsforthis roleinclude: 

o Hiringanoutsideconsultant,whomanyhaveastrongtechnicalbackground 

butwillhavelimitedknowledgeof theorganization'smission,strategy processes 
andneeds,whichcouldincreasecosts. 

o Hiringafull-timecertifiedprojectmanager,whichcouldreducecostsifthe 
organizationhas enoughprojects tojustifyafull-timeposition. 

o Temporarily transferringsomeone involved in the project into a project 
managementrole. 

 Steeringcommitteeandprojectcharter.Projectmanagersoftenreceiveassistance with 

theplanningandimplementation processfrom asteeringcommitteecomprising 

keystakeholders.Steeringcommittees oftenincludethefollowingpositions: 

o  Projectmanager. 
o  Projectsponsorfromseniormanagement. 
o  Lead employee from each technical area (e.g., systems analyst, database 

administrator). 

o  HRfunctionalexperts. 
Acharteroutlinestheoverallgoalsoftheproject  inonedocument.Theproject 

charteraccomplishes thefollowing:



o  Builds thecasefortheimplementation. 
o  Illustrates theproject's connectiontoorganizationalgoals andstrategies. 
o  Identifies projectscope. 
o  Outlines roles andresponsibilities. 
o  Identifiesadditionalavailableexpertise. 
o  Describes thedecision-makingprocess. 
o  Identifies deliverables. 
o  Outlines achangeenablementandcommunicationplan. 

 
 Implementation team.Functionalteam  members often include HR professionals 

withsometechnologicalexpertise.TechnicalteammembersincludeHRISspecialists, 

systems  analysts,  database  administrators,  and   other  software  and  hardware 

specialists. It is strongly  recommended that a member of the IT department be 

involvedbecauseultimatelyIT willbeexpectedtoofferfront-linesupport. 

 Outside consultants.Organizations that have never undergone a major software 

implementationorthatlackthenecessaryin-houseskillsetsmay considerhiringan 

outsideconsultant. 
Processmapping.TheimplementationteamshouldcompilealistofHRprocesses, 

andthendevelopamodelof eachprocess.Themodelshouldincorporateaflowchart 

andadataflowmodel (i.e.,detailingdata elements,processesand outputstogowith 

eachstepoftheprocess).  Thismapshouldalsoidentifyanyintegrationswithother systems 

ordependencies onothersystems orfunctions. 

 Datamigrationandconfiguration.Theimplementationteam shouldalsodetermine 
whichdatashouldbemigratedandhowthatmigrationwilltakeplace. 

 Documentation. Throughoutimplementation,theproject  teamshouldrecordeach 
actionanddecision.Items todocumentinclude: 

o  Alogofoutstandingissues andrisks. 
o  Alldecisions, whomadethemandwhentheymadethem. 
o  Newormodifiedproceduresorprocesses. 
o  Systemtrainingmanuals. 
o  Technicalrequirements. 
o  Business casepresentations. 
o  Tableset-ups. 

Changemanagement.Theimplementationteamconductsanimpact  assessmentto 
identify affectedstakeholders.Next,acommunication,education and training plan 

addressingeachaffectedaudienceshouldbedevelopedtoeasethetransitiontothe new 

systemandtofacilitateacceptanceamongusers. 

 
DesignConsiderations 

 

Onceanorganizationhasdecidedtoimplementtechnologyinits overallHRstrategy,itmust 

determinewhethertouseasingleplatform,anintegratedtechnology solutiontosupport multiple HR 

functions or multiple smaller systems—sometimes known  as best-of-breed 

(BoB)solutions,eachsupportingadifferentHR function. SeeTotalIntegration. 
 

Integratedsolutions 
 

With thisstrategy,asinglevendorhelpstheorganizationdeveloponeplatform that 

incorporatesmultipleHRfunctions.Oftentheseplatformsarepartof anenterprise-wide 

informationsystemarchitecturethatincludes avarietyofbusinessfunctionssuchas ageneral 

ledger,customerrelationshipmanagementandlogistics.

https://www.shrm.org/hr-today/news/hr-magazine/Pages/1111tech.aspx


Best-of-breedsolutions 
 

Organizations that implement a BoB strategy  pick the best applications for each HR 

functionalarea,workingwithoneormorevendors.Forexample,theorganizationmightuse 

arecruitingsolutionfrom onevendor,atime-and-attendanceprogramfrom asecond,anda payroll 

systemfrom athird.Smallerbusinesseswithlimitedresourcesorthosethatwantto 

usetechnologyselectivelyas partoftheoverallHRstrategymightpreferthis approach. 
 

Theorganizationmustalsoconsiderhowthetechnologywillbedelivered.Optionsinclude: 

 
 On-premise or purchase and install.The organization willpurchase and install 

hardwareandsoftwareoninternalmachinesthatinternalITstaffsupport. 
Hosted orapplication service provider.Theorganization  purchases applications 

thatarelocatedatthevendor's siteandsupportedbyexternalITstaff. 
Software as a service (SaaS).The organization subscribes to software that is 

developedanddeployedremotelyandaccessedviaaWebbrowser.Vendors offer many  

organizations access to  the same package (known as multitenancy) and 

maintainthesoftwareforeachorganization.  See SaaSFirmsSeeHighestRevenue 

GainsinSixYears 

 
Both  hosted and SaaS approaches can be  effective for organizations that lack  the 

resourcesortechnicalexpertisetoimplementalarge,integratedsystem.Many vendorsare 

beginningtomarketSaaSapplicationstosmall andmidsizebusinessesthatwanttoexpand theirHR 

services.OneofthemostsignificantchangesinthepracticeofHRmanagementhas 

beenthe"democratization"of HRdata,expandingaccess toemployees,managers,health 

insurers,workers'compensationcarriers,seniorexecutives,  jobapplicantsand regulatory 

agencies.Thesediverseusers haveuniqueneeds thatvarious solutions aredesignedtomeet. 
 

AnHRportal providesasingle,targetedandoftencustomizedaccesspointforeach 

employee(and increasingly, eachjobapplicant).TheHRportalallowsan  individualto 

accessthenecessary resourcesanddataforhisorhercircumstancesandposition,enabling 

eachtodesignaninterfacethatdisplaysthemostrelevantdata.MostHRportalsarealso Web-

enabled,soemployeescanaccessHRservicesanywhereandanytimeonavariety of mobiledevices. 
 

Employeeself-service(ESS)—oftenprovidedthroughtheHRportal—enables employees 

toaccessandmaintaintheirpersonalHRinformationandtodirectlyconduct  manyHR transactions. 

A  well-designed ESS allows employees to make informed decisions and 

becomemuchmoreself-sufficient. Anothertool accessibleviatheHRportalisamanager self-

service(MSS)application,whichenablessupervisorstoconductmanyHR transactions online and 

generate real-time reports.   Organizations can determine thenumber and 

complexityofHRtasksin theMSS.Forexample,managerscouldauthorizemeritincreases, 

promotionsand transfers;approveleaverequests;change an employee'sclassification;and 

conductperformancemanagement,successionplanningandonboarding. 
 

Mostsoftwarepackagesarerobustandflexible.However,if customizationisnecessary, 

organizationsmustensure thattheROIjustifiesanyadditionalcosts.A customizedpackage 

maymatch theorganization'sprocessesmoreclosely,butextremecustomizationmay cause 

problems whenthevendorupgrades softwareaffectingcompatibilityorsupportissues. 
 

InstallingtheappropriatesecurityfeaturesintheHRISshouldbeoneof thetop priorities 

toproperlyhandle: 

 
 Disclosureofsensitiveelectronicallystoredinformationsuchaspayrollandbenefits 

dataamongemployees.
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 Lossofsensitivepersonneldata outsidetheorganization(suchasSocialSecurity 

numbers),resultingindatabreaches oridentitytheft. 
Unauthorizedupdatesofkeydatasuchassalariesandstockoptions(quantityand 

dates). 
Sharingofpersonnelorapplicantreview—comments tounauthorizedemployees. 

Sharingofdatawithexternalorganizations andserviceproviders.2
 

 
Human resourcesshouldhaveprotocolsdevelopedtorespond tosecurity breachesorthe 

unintendedexposureofsensitiveinformation.Inaddition,asidentity theftbecomesmore 

prevalent,HR shouldbepreparedtoassistemployeeswhoreportidentitythefttoensuretheir 

informationisupdatedandsecured.   Theimplementationteam shouldworkwiththeIT 

departmenttoensureproperinformationsecurity protocolsareinplacetoprovidetheright access 

toauthorizedusers whileensuringdatasecurity.Commonsecuritymeasures could include 

encryption,dataclassificationmodelstohighlightrestrictedinformation and 

authenticationprocedures. 
 

 
 

VendorSelection 
 

Although developingtechnology in-houseispossible,using external vendorsisgenerally 

morecost-effectiveandoftenprovidesamorecomprehensiveHRsolution.However,the 

wideselection ofvendorsandvariety ofproductscanbedaunting. Whenan organization purchases 

anewHRISsystem,itis enteringanewbusiness partnership,sochoosingtheright vendoris 

asimportantaschoosingthenecessarysoftware. 
 

HRISsoftwarepackagesvary greatlyinscopeandfunctionality;therefore,organizations 

shouldselectavendorthatwilltaketimetogainabetterunderstandingof theorganization's processes 

and functional  needs.   TheHRS market includes software providers that sell systemsdirectly 

andresellersthatprovideconsultingandinstallationservicesforthird-party applications.When 

workingwith areseller,HR shouldlookat thevendor'ssoftwareupdate 

andnewreleasehistorytogaininsightintoits commitmenttoitsofferings. 
 

Anyreputabledeveloperorresellershouldprovidereferencesfrom currentclientsofsimilar 

sizewithcomparablebusinessprocesses.HRshouldaskvendors'referencesquestionssuch as: 

 
Howhas thesystemimprovedHR functions? 
Whatmodules areyouusing? 

Has thesystemmetyourexpectations?Ifnot, whatisitmissing? 
Areendusers satisfiedwiththesystem? 
 Has thesystembeenexpandedorupgraded sincetheoriginalpurchase?Ifso,howdid 

theupgradeaffectcustomizations andotherfeatures? 
Howhas thevendorrespondedtoanyproblems? 
Whatdoyoulikebestaboutthesystem?Whatdoyoulikeleast? 
Has thesystemprovidedtheexpectedROI?Whyorwhynot? 
Whatwastheimplementationexperiencelike?Didthevendordeliveronbudgetand 

onschedule? 

 
Thepurchaseagreementshouldincludenotonly thesystem deliverablesbutalso 

anticipatedlong-termsupport,servicelevels expected, andtrainingfor allusers,includingthe 

basicsof enteringdata,runningreportsandtroubleshootingtypicalproblems.  Before 

contactingpotentialvendors,HR shouldsetinternalgroundrules,suchas whethertoshareits budget  

and  a  list  of   other  vendors  under  consideration  and  how  to  handle 

communicationswiththevendor.



In  addition, the organization  should determine howto compare competing bids and 

decidewhichfunctional andtechnical requirementsandcostsaremostimportant.HRshould 

gainconsensus fromsenior management  ontheselectionweighting.     After identifying 

potential vendors,theorganization shoulddevelopaconcise,detailedrequestforproposal 

(RFP)togatherinformation aboutwhateach vendorwould offer.TheRFPshouldprovidean 

objective measure of  the organization's requirements and budget to induce vendors to 

respond.Ata minimum, anRFPshouldinclude: 

 
 Informationonthecompany, users,objectives, technologyinfrastructureand  any 

otherbackgroundinformationnecessaryforthevendortounderstandthe organization andits 

needs. 
Awaytoobjectivelycomparesoftwarefunctionalities andtechnicalities,suchas alist 

ofmandatory requirementsinaquestionnaireforthevendor.Generallyitisagood 

ideatoidentify"musthave"requirementsaswellas"nicetohave"functionalities that would  

enhance the experience but not be deal  breakers in  the vendor selection 

process.Someorganizationschoosetonarrowtheirlistsofmandatoryrequirements 

toapproximately50keyrequirementsthatarelikelytodifferentiatevendors.They 

canevaluateothersolutions duringdemonstrationsandone-on-onediscussions. 

 Arequestforpricingbasedonspecifiedterms(e.g.,bymoduleornumberofnamed users). 
 Thesoftwareselectionprocess,duedates,contactnamesandotheressentialproject details. 

 
After reviewingtheproposals,theorganizationshouldselecttwoor threeof themost 

suitablevendors—basedon proposedsolutionsandpricing—fordemonstrations.HRshould 

prepareforeach demonstration,ensuringthatkeyindividualsarein theaudience,giving vendors 

ademo"script" thatoutlines whichfunctions are requiredanda"scorecard" that 

enablesattendeestonotetheirlikesanddislikesabouteachdemo.Demonstrationsof small 

systemscouldtakeonlyafewhours,whereaslargesystemscouldrequireafewdays.HR 

mustmakesure tostrikeabalancebetweengettingenoughdetailsandkeepingtheprocess 

manageableforvendors andtheselectionteam. 
 

COMPUTERIZEDSKILL INVENTORIES: 
 

FourEssentialComponentsforSkills InventoryManagement 
 

1.AWell-definedClassificationSystem 
2.AConsistentUnitofMeasure 
3.AnEfficientMeasurementProcess 
4.APracticalTrackingandReportingSystem 

1.AWell-definedClassificationSystem: 
Adetailed systemofclassification  is fundamentalto anyinventorymanagement 

program.Butunlikephysicalinventoryitems,suchaspartnumbersorproducts,employee 
skills don‘thaveconvenientitemnumbersforidentification. 

 

Problem—Lackofdefinitionleadstoanunmanageablearrayofskillstotrack.Whenit 

comestocreatingthebasicclassificationsforbuildingaskillsinventory,theproblem often 

stemsfrom alackofstandardizeddefinitionsforskills.Whatonemanagerreferstoasa 

―Programmer‖maybesimilar(butnotthesameas)anothermanager‘s definitionof―Systems 

Engineer.‖Theresult:aninability todistinguishbetween―applesand oranges,‖leading toan 

inaccurateorunreliableinventorymeasure. 
 

Solution—A pre-defined classification system provides the basis for effective skills 
inventorymanagement.Anobjectivesystemmustrelyonanestablishedlistofpredefined



skillsandanagreed-uponsetof criteriabywhichtomeasurethem.Managersmustbeableto 

selectagroup ofemployeestoparticipateinaskillsinventoryinitiativeandquicklydecide 

whichskills arecriticaltothegroup‘s success.Andtheymustbeabletodosowithouthaving 

toendurethetime-consumingprocess ofdefiningeachskill.Afocusedlistof criticalskillsis often 

thebestfoundation forwhatwilllatergrowintoawiderskillsinventory management 

capability.Asafoundationforestablishingaskillsprogram, manycompaniesbegin  by 

agreeingonkey businessobjectivesandidentifyingtheskillsthatmostcloselyimpactthose 

goals.Anobjectiveskillsclassificationsystemfreesdecision-makerstofocusoncritical 

skillsandbusinessobjectives,andhelpstoclearly establishtheparametersforasuccessful initiative. 
 

2:AConsistentUnitofMeasure: 
 

Whilecompanieshavelittledifficulty trackingtheirinventory ofofficesuppliesor 

otherphysical resources–whichcanbemeasuredbynumberofunits,weight,orvolume– 

calculatingthesupplyof employeeskillsisadifferentstory.Problem—Withoutaconsistent 

unitofmeasure,companiescan‘ttrack orverifyskillslevels.Traditionally,companieshave 

measuredskillsby―headcount.‖Thatis,amanagerfrom adepartmentorprojectgroupmay 

accountfor25Javaprogrammers,4projectmanagers,and10customerserviceexperts.But 

thenumberscanbedeceivingforseveral reasons.First,howdoyouverify thatthe25Java 

programmersinthegrouphavethelevelof Javaskillsrequiredforthejobathand?Many 

organizationsrely onsubjectiveformsofassessmentsfortheanswer.Forexample,theymay 

simplyaskemployeestoratetheirownskills,ortheymayrely on therecommendationsof 

othersinthegroup.Whileself-assessmentorverificationbyasupervisorisimportant,both 

aresubjectiveformsof validation.Self-assessmentsareroutinelyinaccurate,with 

inexperiencedemployeesoverratingtheirskills(becausethey don‘t―knowwhatthey don‘t know‖) 

or with  experts underrating their ability. Personal  verification is subject to  the 

variablesofindividualbias—notnecessarilyaquestionofasupervisorbeingfair,butmore 

anissueofthesupervisorbeing. 
 

3.An Efficient MeasurementProcess 
 

Theneedforaneasily-administeredmeasurementprocessisprobably themost 

neglectedrequirementof askillsinventorymanagementplan.Acompany‘sabilitytoassess skillson 

aperiodicbasisandarriveataquantifiablemeasurementcan determineprogram 

success.Howcancompaniesdevelopapractical skillsmeasurementsystem—onethat 

continuestobeusedlongafterimplementation? Easeof useandmeaningfulfeedbackare crucial. 
 
 

 



4.APracticalTrackingandReportingSystem 
 

Thesuccessof anyinventorymanagementinitiativeisbasedonitsabilitytodeliver 

consistent,actionableresults.Skillsinventory managementisnoexception.Theimmediate 

availabilityof objectivemetrics enablesmanagerstotakeactiontofocustraining,make 

assignments,anddeploy projectteams.Tobeeffective,traditionalskillsmanagementefforts 

mustaddress acommonreportingproblem. 
 

-ooooOoooo-



UNIT-III 
 

BUSINESSMANAGEMENT OFGLOBAL COMPANIES 
 

UNIT-III Characteristics ofglobal  companies, Difference between  domestic  and  global 

companies, H.R. strategyplanning for global  organizations, HRM approaches in  global 

companies.DevelopingGlobalManagers,Globalliterateleader:concept,essential qualities, 

communicationandinterpersonal Relations,Training,Careerdevelopment,succession 

planning,managerial stimulation‘s. 
 

CHARACTERISTICSOF GLOBAL COMPANIES: 
 

Youacquireasetofskillsthathelpyouworkacrossregional,nationalandsubnational boundaries 
topropelyourbusinessforward. Thoseskillsincludethefollowing: 

 
Overseas experience 

Deepself-awareness 
Sensitivitytoculturaldiversity 
Humility 
Lifelongcuriosity 
Cautious honesty 
Global strategicthinking 
Patientlyimpatient 
Well-spoken 
Goodnegotiator 

Presence 

 
OverseasExperience:Manyglobalexecutivesunderstandwhatdoingbusinessinaflat 

worldislikebecausethey‘velivedoverseas,sometimesfordecadesata time.Ifyouwantto 

becomeasuccessfulinternationalbusinessleader,transcendingyourownculturalperspective 

andlearninghowbusinessis doneindifferentcontextsis essential. 
 

 

DeepSelf-Awareness:   Understandingyourbeliefsandknowingwheretheymightdiffer 

fromothers‘iscriticaltoglobalexecutivesuccess.Withoutthiskeycharacteristic,youwill 

notbeabletoadapttoandtoleratethedeep-seatedbeliefsof others—andbusiness opportunities 

willevaporate.Bewareofthe―I‘mright;you‘rewrong‖assumption. 
 

 

SensitivitytoCulturalDiversity:   Areyouwillingtoeatrawfish?Snake?Rawmonkey 

brains?Canyouadjustyoureatingandsleepinghabits tomatchthelocalexecutives‘routines 

andpatterns? Inothercountries,seeminglyminorthingscanbeoff-putting,suchassticking 

yourchopsticksinyourriceortouchingsomeonewithyourlefthand. 
 

 

Muchofthisinsightcomesfromexperience.Youmusthaveanintenseinterestinthe 

livesandcultures of others,recognizingthatyourcultureandbackgroundarenotinherently superior, 

tomastertheglobalbusiness arena. 

 
Humility:   Beinginterestedinotherculturesandhowpeopleinthoseculturesdothings, 

especiallywithregardtobusiness,impliescertainhumility.Humilityheremeansabeliefthat 

otherlandsandcultureshavefiguredoutveryinterestinganswerstolife‘sproblems.Asa 

goodinternationalbusinessperson,youmustbeopentoandfascinatedbythoseanswers. This 

traitrequires awillingness andabilitytolistenwellandwithrealintention.



LifelongCuriosity:   Theworldisconstantlyevolving.Withoutanintensecuriosityanda 

desiretolearn,youwillbeleftbehindandincreasinglyunabletoconverse,muchlesskeep up, with 

your peers. Staying abreast of  new learning opportunities requires a humble awareness 

thatwhatyouknowisnotenoughandthatyoualwayshavemoretolearn. 

 
CautiousHonesty:Surprisingly,thedefinitionsof―honesty‖and―truth‖vary widelyin the 

businessarena.Peoplesometimesomitinformationoronly tell thetruth they thinkother 

peopleneedtoknow.Howeveryoudesignyourethicsandmorality inyourpersonal life,in 

globalbusinesssettings,executivesneedtoknowtheycancountonyou.Ifyoudon‘tdeliver 

onyourbusinesspromises,yourreputationwillsuffer.Effectivegloballeaderscanbalance 

theneedtobecautious indifferentcontexts whiledemonstratingtheycanfollowthrough. 

 
GlobalStrategicThinking:   Whenyouhaveaglobalperspective,youthinkstrategically 

aboutmanagingbusinessusingthebestpeoplefromaroundtheplanet.Muchofyourability 

todothiscomesfromalifetimeofnetworkingatthehighestlevelsinglobalboardroomsand 

youraptitudeforseeinghowvariouspiecesofglobalindustriesplay outinternationally.To 

makestrategicdecisionsforyourcompany,youneedtounderstandhow thebusinessworld 

worksonaglobal scale. 

 
PatientlyImpatient: Howdoyoubecomepatientlyimpatient?Youmustbeinahurry and 

yetbepatientenoughtoallowthelocalandregionalprocesses tounfoldas theyaremeantto. 

Timeandpacearenot thesameinevery country.Balancing thedemandsofhotcompetitive 

andtechnologicaltrends withthepaceoflocalcultures canbefrustratingtotheuninitiated. 

 
Well-Spoken:  Giventhechallengesof workingviainterpretersorfumblingthrough 

conversationsinmorethanonelanguage,theability tosay clearly whatyoumeanisakey 

globalbusinessskill.Ifyouconversewith othersin theirnativelanguage,youusually earn 

browniepoints—however,ifwhat  youhavetosayisobscureorunintelligible, you‘ll quicklybein 

adeficitbalance.Clearcommunication isapowerfulleadership traittohaveon theglobalstage. 

 
GoodNegotiator: Doingbusinessacrossethnic,national andregionalboundariesrequires 

strongnegotiatingskills.Ifyoucanaddtheseskills toaninnateenjoymentof the 

gamesmanshipinvolvedinnegotiating,youwillbecomeahighlyeffectivenegotiator. 

 
Presence 
Acertaincharismasurroundsyouifyouareaninfluentialgloballeader.Partofit—butonly part—
ispositionortitle.Thebiggerportionisdress,self-confidence,energylevel,interest 
in otherpeopleandcomfortwith thechallengesathand.You maynotwanttobelievethese 
thingsmatter, buttheydo. 

 
 
 
 
 
 
 

 
DIFFERENCE BETWEENDOMESTICANDGLOBAL COMPANIES: 

DefinitionofDomesticBusiness: 

―Thebusinesstransactionthatoccurswithinthegeographicallimitsofthecountryis known 
as domestic business‖. It is a business entity whose commercial activities are



performedwithinanation.Alternatelyknownasinternalbusinessorsometimesashome trade. 

Theproducer andcustomers ofthefirmbothresideinthecountry. 
Therearemanyprivilegeswhichadomesticbusinessenjoyslikelowtransactioncost, 

lessperiodbetweenproductionandsaleofgoods,lowtransportationcost,encouragessmall- 
scaleenterprises,etc. 

DefinitionofInternationalBusiness 

 
International Business is one whose manufacturing and trade  occur beyond the 

borders of the home country. All the economic activities   indulged in cross-border 

transactionscomesunderinternational orexternalbusiness.Itincludesallthecommercial 

activitieslikesales,investment,logistics,etc., inwhichtwoormorecountries areinvolved. 

 
Thecompanyconductinginternationalbusinessisknownasamultinational or transnational 

company. These companies enjoy a large customer base from  different 

countries,anditdoesnothavetodependon asinglecountry forresources.Further,the 

internationalbusinessexpandsthetradeandinvestmentamongstcountries.However,there 

areseveraldrawbackswhichactasabarriertoentryintheinternationalmarketliketariffs and quota, 

political, socio-cultural, and economic and other factors  that affect the internationalbusiness. 

 
KeyDifferencesbetweenDomesticandglobalcompanies 

 
Themostimportantdifferencesbetweendomesticandglobalcompaniesareclassifiedas under: 

 
1.   DomesticBusinessisdefinedasthebusinesswhoseeconomictransactionisconducted 

withinthegeographicallimitsof thecountry.InternationalBusinessreferstoabusiness 

whichisnot  restrictedto  asinglecountry, i.e. abusinesswhichisengaged  inthe 

economictransactionwithseveralcountriesintheworld. 

2.   Theareaofoperationofthedomesticbusinessislimited,whichis thehomecountry.On 

theotherhand,theareaofoperationofaninternationalbusinessisvast,i.e.itserves 

manycountries atthesametime. 
3.   Thequalitystandardsofproductsandservicesprovidedbyadomesticbusinessare 

relativelylow.Conversely,thequalitystandardsofinternationalbusinessareveryhigh 
whicharesetaccordingtoglobal standards. 

4.   Domesticbusinessdealsinthecurrencyofthecountryinwhichitoperates.Onthe contrary, 
theinternationalbusiness dealsinthemultiplecurrencies. 

5.DomesticBusinessrequirescomparatively lesscapital investmentascomparedto 
internationalbusiness. 

6.   DomesticBusinesshasfewrestrictions,asitissubjecttorules,lawtaxationofasingle 
country.Asagainstthis,internationalbusinessissubjecttorules,lawtaxation,tariffand 
quotasofmanycountriesand  therefore, it hasto face manyrestrictionswhichare 
barriersintheinternationalbusiness. 

7.   The nature of customers of a domestic business is more or less same. Unlike, 
internationalbusinesswhereinthenatureofcustomersofeverycountryit  servesis 
different. 

8.   BusinessResearchcanbeconductedeasily,indomesticbusiness.Asagainstthis,inthe 
case of international research, itis difficult to conduct business research as it is 
expensiveandresearchreliabilityvariesfromcountrytocountry. 

9.   In domestic business, factors of production are mobile whereas, in international 

business,themobilityoffactorsofproductionare restricted.



HRSTRATEGYPLANNINGFORGLOBAL ORGANIZATIONS: 

 
Globalstrategicplanningisaprocessadoptedby organizationsthatoperate 

internationallyinordertoformulateaneffectiveglobalstrategy.GlobalStrategic Planningis 

aprocessofevaluatingtheinternal andexternalenvironmentbymultinational organizations, 

andmakedecisionsabouthowtheywillachievetheirlong-termandshort-termobjectives. 

 
GSP is different fromnormaldomestic strategic planning, because, in  this case, 

organizationsconsiderinternal aswell asexternal environments.Infact,theexternal 

environmentismorecrucialtoconsiderwhenyouare operatingatagloballevelbecauseata 

domesticlevelcompetitionisvery directionaland optimized,butatinternationallevelthe 

competitioniscruciallyimportanttobeconsidered;otherwisesurvivalisnotatallpossibleat 

globallevel. 

 
Thetaskoftheseplannersatthecorporatecentre,orgroupheadquarters,istoarrangea 

globalstrategicplanningprocesstoenabletwoimportantthings. Firstly theglobalstrategic 

planningprocessshouldenablethecorporatemanagementteam todeterminethecorporate 

objectivesfortheentiregroupasacorporatewhole. Secondly theglobalstrategicplanning 

processshouldleadthetopmanagementteamtodesignorselectasuitablestrategicstructure 

forthegroupasawhole. Globalstrategicplanningisaspecialcaseofplanningforagroup of 

withmultipledivisions.Itisessentialtostartacorporateplanforagroupwithagroup 

corporatestrategicplan. 

 
Thiswill answersuch questionsabout thegroupaswhetherthenumber,sizeand activitiesof 

eachsubsidiaryisappropriate,whether thegroup‘sgeographicalspreadis 

sensible,whetheritiseffectively structured,andsoon.Theseareallmattersthataffectthe group 

asacorporatewhole.Only when thesegroupissueshavebeen addressedshould the 

divisions,andthentheir individualprofit  oraccountabilitycenters,starttopreparetheir plans. 

 
HRMAPPROACHESINGLOBAL COMPANIES 

 
International HumanResourceManagementsmainfunctionistosustainbusiness 

operations. Human Resourcesareafirm‘smainasset. In ordertoremaincompetitivea 

companymustretain,educateandtrainitspersonnel. International HumanResource 

Managementmustbeprovidedtheabilitytoattracttherightcandidate. Thisisnotandhas 

notalwaysbeen theviewofcompanies,asrecently asthe1980semployeeswereseenasan 

expensetobecutandnotanassettobenurtured. Alargenumberofpeoplewouldarguethat 

thisisstilltheviewofmanycompanies. If welookatacompanylikeHewlett-Packard,we canseethisis 

theviewofthepresentCEO,CarlyFiorina. Ms.Fiorinahascutabout25%of 

itsglobalworkforce,mostofthesecutswerefromtheparentcompany‘sdomesticstaff, 

whilemaintainingrecordprofits,up30%sequentiallyfrom theyearbefore,andmaintaining 

Ms,Fiorina‘s substantialcompensationpackageofroughlyM/annum. 

 
Some of the different perspectives of the global  or multi-national  enterprises 

pertainingtointernational transfersofpersonnelarealignedwiththecorporateview ofthe company  

as discussed above.  In  the ethnocentric view  the senior management and technology 

expertswouldallbeparentcountry nationals. By utilizingPCNsthesubsidiary 

maintainslinkswiththeparentcompany. Thereisnotmuchroomforahostcountrynational 

tobepromoted tocorporateheadquarters. Withapolycentricstaffingapproachthehost 

countrynationalsoccupymanagementrolesintheirhostcountry. Again,thereisnotmuch



room forahostcountry nationaltobepromoted tocorporateheadquarters. Thegeocentric 

approachassigns themostqualifiedcandidatetothemostappropriateposition. 
HumanResourceManagement(HRM)asabusinesspracticecomprisesseveralprocesses, 
whichusedtogetheraresupposed toachievethetheoretical goalsmentionedabove. These 
practicalprocessesinclude: 

 
Workforceplanning 

Recruitment(sometimes separatedintoattractionandselection) 

Inductionandorientation 

Skillsmanagement 

Traininganddevelopment 

Personneladministration 

Compensationinwageorsalaries 

Timemanagement 

Travelmanagement(sometimes assignedtoaccounting) 

Payroll(sometimes assignedtoaccounting) 

Employeesbenefitsadministration 

Personnelcostplanning 

Performanceappraisal 

 
DEVELOPINGGLOBAL MANAGERS 

 
Globalizationinbusinessmeansthattheworldisshrinking–andthatleadersneedto 

bewellequippedtomanageawideswathof employees,policiesandculturaldifferences. 

Accordingtoareportonstrategicleadershipdevelopmentby TheConferenceBoard,thetop five 

traits  ranking most important now are: leading change, retaining/developing talent, 

globalthinking/mindset,collaborationandintegrity.Andthefivemostimportanttraitsover 

thenextfiveyearsare:leadingchange,global thinking/mindset,retaining/developing talent, 

learningagilityandcreativity. 
An incredibly demanding role, it‘s clear that global managers must think both 

intuitively andanalyticallyinordertoproducesounddecisionsthatinspireglobal teamsto 

yieldwidespreadresults.ValerieKeller,theCEO ofVERITAS,recently saidataconference 

forglobal youngleaders:―[Global]leadershipdoesn‘thappenin avacuum;itmusthave 

context.Leadersneedtobeflexibleandresilient;theyneedtobegenerals‘ onedayand consensus 

builders thenext.‖ 
Theemergenceofglobalmanagersischanginghowcompaniestrainleaders,but 

learningtheseskillsrequirestimeandexperience.Certainlyhighlyvaluedgloballeaders 

sharecommoninherenttraitsandcompetenciesbutthatdoesnotprecludetheirdevelopment 

inothers.Herearethreetipsfordevelopingtrulyglobalmanagers: 

 
Trainearly:   Leadershiptrainingfortheglobalstageshouldbeginsoonerintheaverage 

management-trackemployee‘scareer.Instead ofintensivetrainingin theirearly 40s, 

companiesshouldinsteadofferglobalmobilityandleadershiptrainingtostaffmembers a 

decadeyoungerwhoareenteringsupervisorial roles.Thisprovidesthemwithboth necessary 

traininganddirectexperienceinothercountries,which will proveinvaluableastheylater transition 

into global managerial  roles.    And while there are costs associated with 

transporting,subsidizingandtrainingemployeesforanoverseasassignment,thepayoffcan 

besubstantial whenthey transformintocapablegloballeaders.It‘sespeciallyattractivefor 

millennialswhooften crave experiencesoverlargepaychecksandarewillingtoimmerse 

themselvesinotherbusiness cultures andlanguages.
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Encouragecollaboration andcommunication:Global  managers must develop  an―us‖ 

perspectiveamongglobalteammembers.If amanagerishandling50employeesrangingin 

agefrom25to65wholivein14differentcountries, thenit‘simperativetoencouragesharing 

andcollaboration.Managers shouldencourageteam membersto talk about theircultural 

differences as theyapplytotheirworkinordertodevelopunderstandingandconnections. 

 
Thesuccessfulglobalmanagerwill relateeachindividual‘swork tothecompany‘soverall 

globalgoals;however,it‘simportanttorememberthatglobalgoalsandvalues  translate differently 

acrosscultures.Forexample,while―competitiveness‖mighttranslatetoagoalof 

―aggressivelyseeking  revenueopportunities in all  markets,‖that wording  would  not sit 

comfortablyacrossallcultures.Thebalancingactoftheglobalmanageristolinkglobal, 

teamandpersonalgoalsinawaythatis understandableandcomfortabletoall. 
 
 

Managers  also need to adapt their speaking style to accommodate non-native 

languageteammembers.Forexample,they shouldremoveslangtermsorany popculture references, 

and instead  speak slowly  and  clearly. Managersshould  also encouragestaff 

memberstospeakupif somethingisn‘tunderstand,insteadof allowing―lostintranslation‖ 

momentstopotentially disruptimportantprojects.Themanagerand theteam membersmust 

learnfromoneanotherovertimebyexplainingculturaldifferences. 

 
Encourageinternationalassignmentsand  multiculturalteams: Global  managersalso 

needtodeveloptheircommunicationskillstoproperlyconnectwithdifferentgenerational 

andgeographicgroups.Forexample,staffmembersin their40‘sand50‘smightbemore 

receptiveandusedtoa―commandandcontrol‖styleofinteractionfrom theirmanagement 

teams.Millennialsoften preferasofterstylethatseekstochallenge andinspirethemwithout being 

autocratic. Effective global leaders will understand how  to switch  gears quickly between 

variousstyles,understanding they needtoconvey leadershipwhiletailoring 

interactionsforoptimalresults. 
 

 

Beingatrulyglobalmanagerandleaderrequiresalotof effort.Companiesthatwant 

tothriveintheinternationalarenaneedtoconductearly-stagetrainingoftheirtopperformers 

inordertogivethemtheskillstooperateeverywherefromtheskyscrapersofSingaporeto the growing 

marketplaces of  Tunisia. Through training and direct exposure to 

foreignmarkets,thesemanagerswill understandhowtoencourageteam-building,effectively 

communicateacross various barriers,andhowtoadaptontheflytoculturaldifferences. 
 

 

Even  with globalization  and the international growth  of many businesses, there 

remainsignificantcultural differencesinboth thewayspeoplework togetherandwhatis 

importanttolocalconsumers.Theidiosyncrasiesbetweenvarious regions arecritical, andthe 

bestmanagers willembraceandleveragethosedifferences–notpushthemtoconformity. 

 
GLOBAL LITERATE LEADER: 

 

GlobalIlliteracies:LessonsonBusinessLeadershipandNational 

Cultures(Simon&Schuster,2000)isalandmarkstudy 

ofgloballeaderslikePeterMa.Thebookcontainsin- depth,face-to-faceinterviewswithCEOs 

ofmorethan75companiesin28countriesanda surveyof 

1,000seniorexecutivesaroundtheworld.Thestudyidentifiesthecritical 

competenciesneededtosucceedintheglobaleconomy. 
 

Twomainlessonsemerge:One,thereareleadershipuniversalsthatevery executiveand 

managermustpractice.Thoseare thenewgloballiteracy‘s.Thesecondlessondefies 

conventionalwisdom:Inthenew,borderlesseconomy,culturedoesn'tmatterless;itmatters



more.DougIvester,formerCEOofCoca-Cola,painfullydiscoveredthatlessonduringthe 

1999CokescareinEurope.Hesays,"Aseconomicborderscomedown,culturalbarriersgo 
up,presentingnewchallenges andopportunitiesinbusiness." 

 

Inthecurrentborderlesseconomy,allbusinessisglobal andcompetitioncomesfrom 

everywhere,requiringbusinessesofallsizestodevelopaglobalperspective,strategy,and 

skillbase.NotonlydoestheUnitedStatescompetewithTaiwanandSwitzerlandforjobs 

andcustomers,butalsobusinessesinChicagocompetelocally withcompaniesfrom Canada and 

Sweden. Technological  advances, the knowledge explosion, globalization, and the 

rapidityofchangearetheuniversalglobalbusiness drivers affectingorganizations aroundthe 

world--causing us to reexamine the core competencies of  executives, managers, and 

employees requiredforsuccessinthe21stcentury. 
 

International  competition, the global war for talent, domestic and cross-border 

mergersandacquisitions,jointventures andalliances,changingemployeeexpectations,and 

pressuresforgreaterproductivity aredemandsthatlearningexecutivesaround theworldare 

dealingwith.   Tosucceed,wemustbuildworld-classorganizationsbycreatingvaluefor 

investors,customers,andemployees.Wemustaccomplishglobalbusinessgoals,achieve 

costefficiency,stimulategrowth,andhelporganizationsbecomeglobalemployers ofchoice. 

buthow? 
 

Globalleadershipatalllevelsis themajorcatalyst.Twofactorspredictsuccessinthe 
globalmarketplace,accordingtoGlobalLiteracy‘sresearch: 

 

1)Developingleaders atalllevels ofbusiness and 
 

2)Placingahighvalueonmulticulturalexperienceandcompetencies.Themostsuccessful 

companies doboth. 
 

Thoughculturalcompetencyisaprovenkeytoglobalsuccess,executivesfromthe 

UnitedStates,Canada,and 
 

Australiarankedlastina20-nationsurveyofbusinessleaderswhenaskedwhether 

multiculturalexperiencematters.… 
 
 
 
 
 

 

ESSENTIAL QUALITIES: 
 

Thebestleaders exhibitcertainqualities thatmakethemhugely successful.Hereare5 
attributes ofsomeoftoday's trulygreatleaders. 

 

1.Clarity: They areclearandconciseatall times--thereisnoquestionoftheirvisionand 

whatneedstobeaccomplished. Thisgivesotherstheopportunitytodigesttheirgoalsand 

decidewhetherornot they willsupport theircause.Generally,veryfewpeopleknowwhat 

theywant,muchlesshowtogetthere,sotheywillgravitatetowardsthosewhoappearto 

haveaclearpictureinmind--goodclarityleads togreatachievement. 

 
2.Decisiveness: Oncetheyhavemadeuptheirmind,theydon'thesitate tocommit--it'sall 

handsondeck.They showgreatconsistencywith theirdecisions,rarelybackingoutor changing 

theirmindsunlessitisabsolutely necessary.Beingdecisiveshowscommitment,a 

qualityveryhighindemandforagreatleader.
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3.Courage: Boldnessisbothsomethingyoucan developandsomethingthatisblessedasa 

virtue.Although somepeoplearenaturallymorefearlessthan others,practicinghow tobe fearless--

oratleastprojectfearlessness--is acompletelydoabletask,onemanyhaveachieved 

inordertofulfilltheirroleas anamazingleader. 

 
4.Passion: There'snothingmoreinspirationalthan seeingsomeone whocaresaboutwhat theydo--

thebestleadersexhibitboundlessenergyandpassionforwhattheydo.Don'tbeshy 

aboutyourpassionforwhateveritisyouareleading,beitabook reading oralaboratory experiment. 

Aslongasyouarepassionateaboutwhatyouknow,orcareabout,it'llshinethrough 

andpeoplewillfollow. 

 
5.Humility:   Whileconfidenceisaveryattractivetraitinleaders,there'snothinglikea 

humblecharacterforcreatingalovablepersona.Greatleadersadmitwhentheyarewrong 

andtakecriticism asan opportunityforgrowth.Showtheworldhowgratefulyouaretobe 

whereyouare.This,inturn,willdemonstratehowmuchyoudeservetheleadershiprole. 

 
COMMUNICATIONANDINTERPERSONAL RELATIONS 

 
Interpersonal communicationisinteraction amongasmallnumberofpeopleandis 

characterized  bymorepersonaland  individualizedcommunicationthanthat  whichtakes 

placeinlargergroups.Interpersonal communicationoccurswhenpeoplespeakandrelateto 

eachotherasuniqueindividuals.Interpersonalcommunicationisshapedby thenatureofthe 

relationshipbetweenthecommunicators and,inturn,thenatureofthecommunication shapes 

therelationship.Wecommunicatedifferentlyindifferentrelationships.Thenature of relationshipis 

oftencommunicatedinthe"relationship" componentofamessage. 

 
Interpersonal communicationisalsoinfluencedby cultureandgender.Different cultures  

have different expectations  about relationships  and how people should interact within 

thoserelationships.Somemen andwomen alsohavedifferingexpectationsabout 

interpersonalcommunication.Womenareexpectedtoshowinterestinothers,self-disclosein 

relationships,andbecooperative,whereasmenareexpectedtouse talktoachievegoals. 

Womenaremorelikelyto talkaboutprivatefeelingsandthoughts,especially to theirfemale 

friends,andmenaremorelikelytotalkaboutexternaltopics suchas workandpolitics. 

 
Interpersonalrelationshipsaredynamicsystemsthat  changecontinuouslyduringtheir 

existence.Likeliving organisms,relationshipshaveabeginning,alifespan,andan end.They 

tendtogrowandimprovegradually,aspeoplegettoknoweach otherandbecome closer 

emotionally,orthey gradually deteriorateaspeopledriftapart,moveonwith theirlivesand form  

new relationships with  others. One ofthe most influential models ofrelationship 

developmentwasproposedby psychologistGeorgeLevinger. Thismodelwasformulatedto 

describeheterosexual,adultromanticrelationships,butithasbeen appliedto otherkindsof 

interpersonalrelationsaswell.Accordingtothemodel,thenatural developmentofa 

relationshipfollowsfivestages: 

 
1. Acquaintanceandacquaintanceship –Becomingacquainteddependsonprevious 

relationships,physicalproximity,firstimpressions,andavarietyofotherfactors.If 

twopeoplebegintolikeeachother,continuedinteractionsmayleadtothenextstage, 

butacquaintancecancontinueindefinitely.Anotherexampleis association. 

2. Buildup–Duringthisstage,peoplebegintotrustandcareabouteachother.The 

needforintimacy,compatibilityandsuchfilteringagentsascommonbackground andgoals 

willinfluencewhetherornotinteractioncontinues.
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3. Continuation–Thisstagefollowsamutualcommitmenttoquiteastrongandclose long-term 

friendship,romanticrelationship,orevenmarriage.Itisgenerally along, relatively 

stableperiod.Nevertheless,continuedgrowthanddevelopmentwilloccur duringthis 

time.Mutualtrustisimportantforsustainingthe relationship. 

4. Deterioration–Notallrelationshipsdeteriorate,butthose thatdotendtoshowsigns 

oftrouble.Boredom,resentment,anddissatisfactionmay occur,andindividualsmay 

communicatelessandavoidself-disclosure.Lossoftrustandbetrayalsmaytake 

placeasthedownwardspiral continues,eventually endingtherelationship. 

(Alternately,theparticipantsmayfindsomeway toresolvetheproblemsand 

reestablishtrustandbeliefinothers.) 

5. Ending–Thefinalstagemarks theendoftherelationship,eitherbybreakups,death, 

orbyspatialseparationforquitesometimeandseveringall existingtiesof either 

friendshiporromanticlove. 
 

Alistofinterpersonalskills includes: 

 
Verbalcommunication –Whatwesayandhowwesayit. 

 Nonverbalcommunication–Whatwecommunicatewithoutwords,bodylanguageisan 
example. 

 Listeningskills–Howweinterpretboththeverbalandnon-verbalmessagessentby others. 

Negotiation–Workingwithothers tofindamutuallyagreeableoutcome. 

Problemsolving–Workingwithotherstoidentify,defineandsolveproblems. 

Decisionmaking– Exploringandanalysingoptions tomakesounddecisions. 

 Assertiveness–Communicatingourvalues,ideas,beliefs,opinions,needsandwants freely. 
 

 

TRAINING: 

 
Trainingis teaching,ordevelopinginoneself orothers,anyskillsandknowledgethat relate  

to    specificusefulcompetencies.   Training    has  specific  goals  of  improving 

one'scapability,      capacity,productivityandperformance.      It      forms      the      core 

ofapprenticeshipsand provides the backbone of content atinstitutes of technology(also 

knownastechnicalcollegesorpolytechnics).Inadditiontothebasictrainingrequiredfor atrade, 

occupationorprofession,observers ofthelabor-marketrecognizeas of2008theneed to  

continuetraining  beyond initialqualifications:to  maintain, upgradeand  updateskills 

throughout workinglife.Peoplewithinmanyprofessionsandoccupationsmayrefertothis 

sortoftrainingasprofessionaldevelopment. 

 
Types: 

 
Physicaltraining: Physicaltrainingconcentrates onmechanisticgoals:trainingprogramsin 

thisareadevelopspecificskillsormuscles, oftenwithaviewof peakingataparticulartime. 

Somephysicaltrainingprogramsfocusonraisingoverallphysicalfitness.  Inmilitaryuse, 

trainingmeans gainingthephysicalabilitytoperformandsurviveincombat,andlearningthe many 

skills needed in a time ofwar.These include how to use a variety  of weapons,outdoor 

survivalskills, andhowtosurvivebeingcapturedbytheenemy, amongmanyothers. 

Seemilitaryeducationandtraining. 
 

Forpsychologicalorphysiologicalreasons,peoplewhobelieveitmaybebeneficial 
tothemcanchoosetopracticerelaxationtraining,orautogenictraining,inanattemptto increase their 

ability  to relax or deal with stress.[1]While some studies have indicated
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relaxationtraining isusefulfor some medicalconditions, autogenictraining  has limited results 

orhas beenthe resultoffewstudies. 
 

Onjobtraining: The on-the-job trainingmethod takesplaceinanormalworkingsituation, 

usingtheactualtools,equipment,documentsormaterialsthattraineeswillusewhenfully trained.On-

the-jobtraininghasageneralreputationasmosteffectiveforvocationalwork. It 

involvesemployeetrainingattheplaceof workwhileheorsheisdoingtheactualjob. 

Usually,aprofessional trainer(orsometimesan experiencedemployee)servesasthecourse 

instructorusinghands-on trainingoftensupportedbyformalclassroom training.Sometimes 

trainingcanoccurbyusingweb-basedtechnologyorvideoconferencingtools. 

Religion  and  spirituality:     Inreligiousandspiritualuse,  training  may  refer  to  the 

purificationofthemind,heart,understandingandactionstoobtainavarietyofspiritualgoals 

suchas(forexample)closenesstoGodorfreedomfromsuffering.Noteforexamplethe 

institutionalized   spiritual   training   ofThreefold   Trainingin   Buddhism,   Meditation 

inHinduismordiscipleshipinChristianity.Theseaspects oftrainingcanbeshorttermorlast 

alifetime,dependingonthecontextofthetrainingandwhichreligious groupitis apartof. 

Instructor'sguidesandLessonPlans:  InstructorGuide(IG),isanimportantdocument 

availabletoaninstructor.Specifically,itisusedwithinaLessonPlan,astheblueprintthat ensures 

instruction ispresented in proper sequence and to the depth required by the objectives. 

 
Objectives ofalessonplan: 

Toensurethatinstructorshaveconsideredallfactorsnecessarytoconductasafeand 
effectivelesson. 

Toguideyouinconductinglessonactivities. 

Tohelpmaintainaconstantcheckontrainingactivities andstudents‘progress. 

Tostandardizeinstruction. 

Toinformtrainingmanagers ofwhatis beingtough. 
 

 

CAREERDEVELOPMENT: 

 
Career Developmentis the lifelong process of managing learning, work, leisure, and 
transitionsinordertomovetowardapersonallydeterminedandevolvingpreferredfuture. 

 

Ineducationaldevelopment,careerdevelopmentprovides aperson,oftenastudent,andfocus 

forselectingacareerorsubjecttoundertakeinthefuture.Often educational institutions 

providecareercounsellors toassiststudents withtheireducationaldevelopment. 
 

Inorganizationaldevelopment(orOD), thestudyofcareerdevelopmentlooks at: 

 
Howindividualsmanagetheircareers withinandbetweenorganizations and, 

 Howorganizationsstructurethecareerprogressoftheirmembers,itcanalsobetied 
intosuccessionplanning withinmostoftheorganizations. 

 

Intoday'sworld,moreemployersarelookingforwaystofacilitatecareerdevelopmentand 
encouragetheir employees todrivetheirowncareers. 

 

Inpersonaldevelopment,careerdevelopmentis: 

 
 "thetotalconstellationofpsychological,sociological,educational,physical,economic, 

andchancefactorsthatcombinetoinfluencethenatureandsignificanceof workinthe 

totallifespanofanygivenindividual." 

 
Theevolutionordevelopmentofacareer-informedby
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 Experiencewithinaspecificfieldofinterest(withcareer,job,ortaskspecificskills as by-
product) 

Success ateachstageofdevelopment, 

educationalattainmentcommensuratewitheachincrementalstage, 

 Communications(thecapacitytoanalyticallyreflectyoursuitabilityforagivenjob 
viacoverletter, resume,and/ortheinterviewprocess),and 

 Understandingofcareerdevelopmentasanavigableprocess.(AngeloJ.Rivera)"... 
thelifelongpsychologicalandbehavioralprocessesaswellascontextualinfluences 
shapingone‘scareeroverthelifespan.Assuch,careerdevelopmentinvolvesthe 
person‘screationofacareerpattern,decision-makingstyle,integrationofliferoles, 
values expression,andlife-roleself concepts." 

 

 
 

SUCCESSIONPLANNING: 
 

Successionplanningisaprocessforidentifyinganddevelopingnewleaders whocan 

replaceoldleaderswhentheyleave,retireordie.Indictatorships,itaimsforcontinuityof leadership,  

preventing  a  chaotic  power  struggle  by  preventing  apower  vacuum.In monarchies, it is 

usually settled by theorder of succession. In business, it entails developinginternal  peoplewith  

the potential  to fill  key business leadership positions in thecompany. Succession  planning 

increases the availability  of experienced and capable employees 

thatarepreparedtoassumetheserolesas theybecomeavailable.Takennarrowly, 

"replacementplanning"forkey rolesis theheartofsuccessionplanning.Effectivesuccession 

ortalent-poolmanagementconcernsitselfwithbuildingaseriesoffeedergroupsupand down 

theentireleadershippipelineorprogression(Charan,Drotter,Noel,2001).Incontrast, replacement  

planning  isfocusednarrowlyonidentifyingspecificback-upcandidatesfor given 

seniormanagementpositions.Forthemostpartposition-driven replacementplanning 

(oftenreferredtoasthe"truckscenario")is aforecast,whichresearchindicates does nothave 

substantialimpactonoutcomes. 
 

Fundamental tothesuccession-managementprocessisanunderlyingphilosophy that 

argues that  top  talent in  the corporation must be managed for the greater good  ofthe 

enterprise.Merckandothercompaniesarguethata"talentmindset"mustbepartof the leadership  

culture forthesepracticesto  beeffective.   Successionplanning isaprocess whereby an 

organization ensuresthatemployeesarerecruitedand developed tofilleach key rolewithin 

thecompany.Through yoursuccession planningprocess,you recruitsuperior 

employees,developtheirknowledge,skills,andabilities,andpreparethemforadvancement or 

promotion into ever more challenging roles. Actively pursuing succession planning
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ensures that employees are constantly  developed to fill each needed role. As your 

organization expands,   loses key employees, provides promotional opportunities,   and 

increasessales,yoursuccession planningguaranteesthatyouhave employeesonhandready and 

waiting to fill new roles.   Researchindicates that clear objectives are critical  to 

establishingeffectivesuccession planning.Theseobjectivestendtobecoretomany ormost 

companies thathavewell-establishedpractices: 

 
Identifythosewiththepotentialtoassumegreaterresponsibilityintheorganization 

Providecriticaldevelopmentexperiences tothosethatcanmoveintokeyroles 

Engagetheleadershipinsupportingthedevelopmentofhigh-potentialleaders 

Buildadatabasethatcanbeusedtomakebetterstaffingdecisionsforkeyjobs 
 

Inothercompanies theseadditionalobjectivesmaybeembeddedinthesuccessionprocess: 

 
Improveemployeecommitmentandretention 

Meetthecareerdevelopmentexpectations ofexistingemployees 

Countertheincreasingdifficultyandcostsofrecruitingemployees externally. 

 
APriorpreparationneedstobedonefor thereplacementofaCEO infamilyfirms.The roleof 

advisorsisimportantas theyhelpwiththetransitionofleadershipbetweenthecurrent 

generationleadersand thesuccessors.Advisorshelpfamily ownedbusinessesestablish their 

ownleadershipskills.Thisprocessis relativelylongif thesuccessorswanttobeacceptedby 

allemployees.Theyneedtotakehighermanagingpositiongraduallytoberespected.During 

thisprocess,thesuccessorsareaskedtodevelop differentskillssuch asleadership.Thisis 

wheretheroleofadvisorsfullyexemplifiesitsimportance.Itiswhenthemanagingposition 

issharedbetweenthefirstgenerationleader,thesecondand theadvisors.An advisorhelps with 

communicationbecauseemotionalfactorsbetweenfamilymemberscanbadlyaffectthe company. 

 
Theadvisorshelpmanageeverythingduringapredeterminedperiodoftimeandmake 

thesuccession processlesspainful andeventful foreverybody.In thesecases,aninterim 

leadershipisusually whatisbestforthecompany. The employeescan getaccustomedto changes 

whilegettingtoknowthefutureCEO. 
 

Companies deviseelaboratemodels tocharacterizetheirsuccessionanddevelopment 
practices. Mostreflectacyclicalseries ofactivities thatinclude thesefundamentals: 

 
Identifykeyrolesforsuccessionorreplacementplanning 

Definethecompetencies andmotivationalprofile requiredtoundertakethoseroles 

Assess peopleagainstthesecriteria- withafutureorientation 

Identifypools oftalentthatcouldpotentiallyfillandperformhighlyinkeyroles 

Developemployeestobereadyforadvancementintokeyroles-primarilythrough the 
rightsetofexperiences. 

 
MANAGERIAL STIMULATION’S: 

 
Stimulationorsensoryexcitationistheactionofvariousagentsorformsofenergy (stimuli)on 

receptors that  generateimpulses   that  travel through nervesto the  brain (afferents). There are 

sensory receptorson or near the surface of the body, such as photoreceptorsintheretinaof 

theeye,haircellsinthecochleaof theear,touchreceptorsin the skin  and chemicalreceptorsin  the 

mouthand nasalcavity. There arealso sensory receptorsinthe 

muscles,joints,digestivetract,andmembranesaroundorganssuchasthe 

brain,theabdominalcavity,thebladderandtheprostate(providingonesourceofsexual
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stimulation).Stimulation totheexternal orinternal sensesmay evokeinvoluntary activity or 

guideintentionsinaction.Such emotional ormotivatingstimulationtypicallyisalso 

experiencedsubjectively(entersawareness,isinconsciousness).Perceptioncanberegarded 

asconceptualizedstimulation,usedin reasoningandintending,forexample.When bodily 

stimulationisperceiveditis traditionallycalledasensation,suchasakindoftouchorataste 

orsmell,orapainfulorpleasurablesensation.Thiscanbethought  

ofaspsychologicalstimulation,whichis astimulus affectingaperson's 

thinkingorfeelingprocesses. 

 
Stimulation,ingeneral,refers tohoworganisms perceiveincomingstimuli.As suchit 

ispartofthestimulus-responsemechanism.Simpleorganismsbroadly reactin threewaysto 

stimulation:toolittlestimulationcausesthemtostagnate,toomuchtodiefromstressor inability 

toadapt,andamediumamountcausesthemtoadaptandgrowasthey overcomeit. Similar categories 

or effects are noted with  psychological stress with  people. Thus, 

stimulationmaybedescribedashowexternal eventsprovokearesponsebyanindividualin 

theattempttocope.Itispossibletobecomehabituatedtoaparticulardegreeofstimulation, 

andthenfindituncomfortabletohaveasignificantchangefrom thatlevel ofthestimulus. 

Thusonecanbecomeusedtointensestimuliorafast-pacedlifeandsufferwithdrawalwhen theyare 

removed.Stress andunhappinessmayresultanunaccustomedlevelofstimulation. 
 

Ongoing,long-term stimulationcanforsomeindividualsproveharmful,andamore 

relaxedandlessstimulatedlifemaybebeneficialdespitepossibleinitial discomfortorstress fromthe 

change. See also; sensoryoverloadand burnout.Individuals with neurological 

conditionslikeautismorintellectualdisabilitymaybepronetooverstimulationandsuffer 

sensoryoverloadatlevels ofstimulus thatothers findunexceptional. 
 

-ooooOoooo-
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UNIT-IV 
 

HRMINEUROPE ANDJAPAN 
 

Unit-IVBackground of Europe,theinstitutionsoftheEuropeanCommunity (E.C.):the council 

ofministers,thecommission,thecourt ofjustice,theparliament,thesocial charter, E.C.legislation 

procedure,casestudy; Japans Employeemanagement: Introduction,lifetime 

employment,characteristics,importance,limitations,theseniority wagesystem,relevanceof 

JapaneseManagementinIndianContext,casestudy. 
 
 

BACKGROUNDOF EUROPE: 
 

Thehistory  of Europecovers the peoples inhabitingEuropefromprehistoryto  the 

present. Theperiodknownasclassicalantiquitybeganwiththeemergenceofthecity-states 

ofAncient Greece. Later,theRomanEmpirecameto dominatetheentireMediterranean 

basin.ThefalloftheRomanEmpireinAD476traditionallymarksthestartoftheMiddleAges. 

Beginning in  the 14th century  aRenaissanceof knowledge challenged traditional doctrines in 

science and theology. Simultaneously, theProtestant Reformationset up Protestant  churches  

primarily   in  Germany,  Scandinavia   and  England.  After  1800, the 

RevolutionbroughtprosperitytoBritainandWesternEurope.Themainpowerssetup 

coloniesinmostoftheAmericasandAfrica,andpartsofAsia.Inthe20thcentury,WorldWarI,WorldW

arII resultedinmassivedeaths.ColdWar dominatedEuropeangeo-politics 

from1947to1989.UnificationintoaEuropeanUnionmovedforwardafter1950,withsome 

setbacks.MostcountrieswestofRussiabelongedtotheNATO military alliance,alongwith 

theUnitedStates. 
 

Eastern Europein theHigh Middle Ages was dominated by  the rise and fall of 

theMongolEmpire.LedbyGenghisKhan,theMongolswereagroupofsteppenomadswho 

establishedadecentralizedempirewhich,atitsheight,extendedfrom Chinaintheeasttothe 

BlackandBalticSeasinEurope.AsMongolpowerwanedtowardstheLateMiddleAges,theGrand 

Duchy of Moscowrose to become the strongest of the numerous Russian 

principalitiesandrepublicsandwouldgrowintothe TsardomofRussiain1547.TheLate 

MiddleAgesrepresentedaperiodofupheavalinEurope.Theepidemicknownasthe Black 

DeathandanassociatedfaminecauseddemographiccatastropheinEuropeas thepopulation 

plummeted.Dynasticstruggles andwars ofconquestkeptmanyofthestatesofEuropeatwar 

formuchoftheperiod.InScandinavia,theKalmarUniondominatedthepoliticallandscape, 

whileEnglandfoughtwithScotlandintheWarsofScottishIndependenceandwithFrancein 

theHundredYears'War.InCentralEurope, thePolish–LithuanianCommonwealthbecamea 

largeterritorialempire,whiletheHolyRomanEmpire,whichwasanelectivemonarchy,cametobedo

minatedforcenturiesbythe HouseofHabsburg.Russiacontinuedtoexpand southward  

andeastward  into  former  Mongol  lands.  In  theBalkans,  the OttomanEmpire 

overranByzantinelands,culminatingintheFallofConstantinoplein1453,which historiansmarkas 

theendoftheMiddleAges. 
 

The Early Modern period spans the centuries   between theMiddle  Agesand 

theIndustrialRevolution,roughlyfrom1500to1800,orfromthediscoveryoftheNewWorldin1492to

the FrenchRevolutionin1789.Theperiodischaracterizedbytheriseto 

importanceofscienceandincreasinglyrapidtechnologicalprogress,secularizedcivicpolitics and 

thenation state. Capitalist economiesbegan their rise, beginning in northern Italian 

republicssuchas Genoa.Theearlymodernperiodalsosawtheriseanddominanceofthe 

economictheoryofmercantilism.Assuch,theearlymodernperiodrepresentsthedecline 

andeventualdisappearance,inmuchoftheEuropeansphere,of feudalism,serfdomandthe power of 

the Catholic Church. The period includes the Protestant Reformation, the 

disastrousThirtyYears'War,theEuropeancolonizationoftheAmericasandtheEuropeanwitch-

hunts.
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THEINSTITUTATIONSOF THEEUROPEANCOMMUNITY(EC): 

 
Theinstitutions of the European Unionare the seven principal decision making 

bodiesofthe EuropeanUnion.Theyare,aslistedinArticle13oftheTreatyonEuropean Union:the 

EuropeanParliament,the 

EuropeanCouncil,theCounciloftheEuropeanUnion,theEuropeanCommission,theCourtofJustice

oftheEuropeanUnion,theEuropeanCentralBankand  theCourt  ofAuditors.Institutions are 

different fromagencies oftheEuropean Union. 

Thereare3maininstitutionsinvolvedinEUlegislation: 
 

1.EuropeanParliament 
 

2.EuropeanCouncil 
 

3.EuropeanCommission 
 

Parliament: 
 

The EuropeanParliament(EP)sharesthelegislativeandbudgetaryauthorityofthe Union  

with  the Councilofthe European  Union  (not  to be confused with  theEuropean Council). Its 

751 membersare elected every five years byuniversal suffrage and sit according topolitical 

allegiance. They represent nearly 500millioncitizens (the world's 

secondlargestdemocraticelectorate)andform theonly directly electedbodyintheUnion. 

DespiteformingoneofthetwolegislativechambersoftheUnion,ithasweakerpowers than 

theCouncil insomesensitiveareas,anddoesnot havelegislativeinitiative.Itdoes,however, 

havepowersovertheCommission whichtheCouncil doesnot.Ithasbeensaidthatits 

democraticnatureandgrowingpowershavemadeitoneofthemostpowerfullegislaturesin theworld. 

TheParliament'sPresident(itsspeaker)isAntonioTajani(EPP),whowaselected fromthe 

Parliament'smembersin2017. 
 

EuropeanCouncil 
 

The EuropeanCouncilis thegroupofheads 

ofstateorgovernmentoftheEUmemberstates.ItmeetsfourtimesayeartodefinetheUnion'spolicy 

agendaandgiveimpetusto 

integration.ThePresidentoftheEuropeanCouncilisthepersonresponsibleforchairingand 

drivingforwardtheworkof theinstitution,whichhasbeendescribedasthehighestpolitical 

bodyoftheEuropeanUnion. 
 

ThecurrentpresidentisDonald Tusk. 
 

CounciloftheEuropeanUnion 
 

TheCounciloftheEuropeanUnion(informallyknownas theCouncilofMinisters or 

justtheCouncil)isabody holdinglegislativeandsomelimitedexecutivepowersandisthus 

themaindecisionmakingbodyoftheUnion.ItsPresidencyrotatesbetweenthestatesevery 

sixmonths,buteverythreePresidenciesnowcooperateonacommonprogramme.Thisbody 

isseparatefromthe EuropeanCouncil,whichisasimilarbody,butiscomposedofnational leaders. 
 

TheCounciliscomposedoftwenty-eightnational ministers (oneperstate).However 

theCouncilmeetsinvariousformsdependingupon thetopic.Forexample,ifagricultureis 

beingdiscussed,theCouncilwillbecomposedof eachnationalministerforagriculture.They 

representtheirgovernmentsandareaccountabletotheirnational politicalsystems.Votesare 

takeneitherbymajority orunanimitywithvotesallocatedaccordingtopopulation.In these 

variousforms they sharethelegislativeandbudgetarypoweroftheParliament,andalsolead 

theCommonForeignandSecurityPolicy.ThepresidencyhasbeenheldbyEstoniasince1 

July2017.
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Commission: 

The EuropeanCommission (EC) istheexecutivearmoftheUnion. It isa body 

composedofoneappointeefrom eachstate,currently twenty-eight,butisdesignedtobe 

independentofnationalinterests.Thebodyis responsiblefordraftingalllawoftheEuropean 

Unionandhasanearmonopolyonproposingnewlaws(bills).Italsodealswiththeday-to- day 

runningoftheUnionandhastheduty ofupholdingthelawandtreaties (in thisroleitis knownas 

the"GuardianoftheTreaties"). 
 

TheCommissionisledbyaPresidentwhoisnominatedbytheCouncil(inpractice the 

EuropeanCouncil)andapprovedbyParliament.Theremaining27Commissionersare 

nominatedbymember-states,in consultation with thePresident,andhavetheirportfolios 

assignedby thePresident.TheCouncilthen adoptsthislistofnominee-Commissioners.The 

Council‘sadoptionoftheCommissionisnot  anareawhichrequiresthedecisionto  be 

unanimous,theiracceptanceisarrivedataccordingtotherulesforqualifiedmajority 

voting.TheEuropeanParliamenttheninterviewsandcastsitsvoteupon theCommissioners.The 

interviewsofindividualnomineesareconductedseparately,incontrasttoParliament‘svote 

ofapprovalwhichmustbecastontheCommissionasawholewithouttheabilitytoacceptor 

rejectindividualCommissioners.Onceapprovalhasbeenobtainedfrom theParliamentthe 

Commissioners can take office.The current President isJean-Claude 

Juncker(EPP);hiscommissionwas electedin2014. 
 

The 

EuropeanCourtofAuditors,despiteitsname,hasnojudicialpowers.Itensuresthattaxpayerfundsfro

mtheUnionhavebeencorrectlyspent.ThecourtprovidesanauditreportforeachfinancialyeartotheC

ouncilandParliament.TheParliamentusesthisto 

decidewhethertoapprovetheCommission'shandlingof thebudget.TheCourtalsogives opinions 

andproposals onfinanciallegislationandanti-fraudactions. 
 

TheCourtofAuditorswassetupin1975.Itwascreatedasanindependentinstitution 

duetothesensitivity oftheissueoffraudin theUnion(theanti-fraudagency,OLAF,isalso 

builtonitsindependence).Itiscomposedofonememberfrom eachstateappointedby the 

Councileverysixyears.Everythreeyears oneofthemiselectedas thepresidentofthecourt, whois 

currentlyVítorManueldaSilvaCaldeira. 
 

THECOUNCIL OF MINISTERS 
 

"CouncilofMinisters"isthenamegiventothesupremeexecutive organinsome 

governments.Thetermisusually equivalenttotheword"cabinet".CouncilsofMinistersare 

usuallycomposedofthoseministerswhoareresponsibleforaministry,andareusuallyled bythe 

PresidentoftheCouncilofMinisters,atermthatisusuallytranslatedas"PrimeMinister".Itis 

theofficialnameforbodythatincludes alltheministersitusuallyhas 60to80 

ministershavingcollectiveresponsibility.  Councilofstate isasimilartermthatalsomost 

oftenrefertoaCabinet 
 

TheUnion Council of Ministersexercisesexecutive authorityin theRepublic 

ofIndia.Itconsistsof CabinetMinisters,Ministersof State(Independentcharge)andMinisters of  

State.   It is led by  thePrime Minister.Asmaller executive body, called theUnion Cabinetis 

thesupremedecision-makingbodyinIndia.Onlythe PrimeMinister andministers ofthe 

rankof"CabinetMinister" aremembers ofUnionCabinetperArticle352. 
 

Therearefivecategoriesofcouncilofministersasgivenbelow,indescendingorder ofrank: 

 
PrimeMinister 

DeputyPrimeMinister(ifany):presidesasPrimeMinisterinhisabsenceorasthe 
seniormostcabinetminister. 

CabinetMinister:memberofcabinet;leads aministry
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MinisterofState(IndependentCharges):juniorministernotreportingtoacabinet minister 

 MinisterofState(MoS):juniorministerreportingtoacabinetminister,usuallytasked 

withaspecific responsibilityinthatministry 

 
THECOMMISSION 

 

TheCommissionmayreferto: 

 
TheCommission(mafia),thegoverningbodyoftheMafiaintheUnitedStates 

SicilianMafiaCommission,governingbodyoftheMafiainItaly 

EuropeanCommission,theexecutivebranchoftheEuropeanUnion 

TheCommission (album),a1998albumbyLil'Keke 

TheCommission(hiphop),anAmericanhip-hopgroupofthemid1990s 
 

 The EuropeanCommission (EC)isaninstitutionoftheEuropeanUnion,responsible for 

proposing legislation, implementing decisions, upholding theEU treaties and managing 

the day-to-day business of the EU. Commissioners swear an oath at 

theEuropeanCourtofJusticeinLuxembourg,pledgingtorespectthetreatiesandto 

becompletelyindependentincarryingouttheirduties duringtheirmandate. 
 

 The Commission operates as acabinet government,with 28members of 

theCommission(informally  known  as   "commissioners").There   is   one   member 

per memberstate,butmembersareboundbytheiroathofofficetorepresentthe 

generalinterestoftheEUasawholeratherthantheirhomestate.Oneofthe28is 

theCommissionPresident(currentlyJean-

ClaudeJuncker)proposedbytheEuropeanCounciland elected by theEuropean 

Parliament.TheCouncil of the European Unionthennominates theother27members 

oftheCommissioninagreementwiththe 

nominatedPresident,andthe28membersasasinglebodyarethensubjecttoavote of approval 

by  theEuropean Parliament.The current Commission is 

theJunckerCommission,whichtookofficeinlate2014. 
 

ThetermCommissionisusedeitherinthenarrowsenseofthe28-memberCollegeof 
Commissioners(or College) or to also include the administrative body of about 
23,000 European civil servants who are split into departments calleddirectorates- 

generaland services.The procedural languages of the Commission are English, French 

and  German.The  Members   of the  Commission and  their  "cabinets" 

(immediateteams)arebasedintheBerlaymontbuildinginBrussels. 

 
TheEuropeanCommissionderivesfromoneofthefivekeyinstitutionscreatedin 

thesupranationalEuropean  Community  system,  following  the  proposal  

ofRobertSchuman,FrenchForeignMinister,on9May 1950.Originatingin1951astheHigh 

Authorityinthe EuropeanCoalandSteelCommunity,theCommissionhasundergone 

numerouschangesinpowerandcomposition undervariouspresidents,involving three 

Communities. 

 
ThefirstCommission originatedin 1951asthenine-member"HighAuthority"under 

PresidentJean    Monnet(seeMonnet    Authority).    The    High    Authority    was 

thesupranationaladministrative  executive  of  the  newEuropean  Coal  and  

SteelCommunity(ECSC).Ittookofficefirston10August1952inLuxembourg.In1958 

theTreaties of Romehad established two new communities alongside the ECSC: 

theEuropean   Economic   Community(EEC)   and   theEuropean   Atomic   

EnergyCommunity(Euratom).Howevertheirexecutiveswerecalled"Commissions"rathertha

n "High Authorities".[11]The reason  for the change in name was the new relationship
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between the executives and the Council. Some states such as France expressed 

reservationsoverthepoweroftheHighAuthority andwishedtolimititgivingmore 

powertotheCouncilratherthanthenewexecutives. 

 
Thethreebodies,collectivelynamedtheEuropeanExecutives,co-existeduntil1 

July 1967  when,  under  theMerger  Treaty,  they were  combined  into  a  single 
administrationunderPresidentJeanRey.DuetothemergertheReyCommissionsawa 

temporaryincreaseto14members, althoughsubsequentCommissions were reducedback 

down tonine,followingtheformulaofonememberforsmallstatesand twoforlarger states.The 

ReyCommission  completed  the Community's customs unionin  1968 and 

campaignedforamorepowerful,elected,EuropeanParliament. DespiteReybeingthe 

firstPresidentofthecombinedcommunities,Hallsteinisseenas thefirstPresidentofthe 

modernCommission. 

 
THECOURT OF JUSTICE 

 

The European      Court      of    Justice(ECJ),     officially     just     theCourt      of 

Justice (French:Cour de Justice), is  thehighest courtin the European Union in matters 

ofEuropeanUnionlaw.AsapartoftheCourtofJusticeoftheEuropeanUnionitistasked 

withinterpreting EUlawandensuringits equalapplicationacross allEUmemberstates. The 

Courtwasestablishedin1952andisbasedin Luxembourg.Itiscomposedofonejudge 

permemberstate–currently28–althoughitnormallyhearscasesinpanelsofthree,fiveor 
15]judges.Thecourthas beenledbypresidentKoen Lenaerts since2015. 

 

The court was established in 1952, by theTreaty of Paris (1951)as part of 

theEuropeanCoalandSteel Community.Itwasestablishedwithsevenjudges,allowingboth 

representationofeachofthesixmemberStatesandbeinganunequalnumberofjudgesin 

caseofatie.Onejudgewasappointedfrom eachmemberstateandtheseventhseatrotated between  

the "large Member States" (West Germany, France  and Italy). It became  an institution  of  

two  additional  Communities  in  1957  whenthe European  

EconomicCommunity(EEC),andtheEuropeanAtomicEnergyCommunity(Euratom)werecreated

, sharingthesamecourts withtheEuropeanCoalandSteelCommunity. 
 

TheMaastricht  Treatywasratified  in1993,and  createdtheEuropeanUnion.The 

nameoftheCourtdidnotchangeunliketheotherinstitutions.ThepoweroftheCourt resided inthe  

Communitypillar  (thefirst pillar).  TheECJ isthehighest courtofthe EuropeanUnioninmatters 

ofUnionlaw,butnotnationallaw.Itisnotpossibletoappealthe decisions 

ofnationalcourtstotheECJ,butrathernationalcourts referquestions ofEUlawto 

theECJ.However,itisultimatelyforthenationalcourttoapplytheresultinginterpretation 

tothefactsofanygivencase.Although,onlycourts offinalappealareboundtorefera 

questionofEUlawwhenoneisaddressed.Thetreaties givetheECJ thepowerforconsistent 

applicationofEUlawacross theEUas awhole. 
 

Thecourtalsoactsasarbiterbetween theEU'sinstitutionsandcanannul thelatter's 

legalrightsifitacts outsideitspowers. Thejudicialbodyisnowundergoingstronggrowth, as 

witnessedbyitscontinuallyrisingcaseloadandbudget.TheLuxembourgcourts received 

morethan1,300caseswhenthemostrecentdata wasrecordedin2008,arecord.Thestaff 

budgetalsohitanewhighof almost€238millionin2009,whilein2014€350millionwere budgeted. 
 

ThatactionmaybebroughtbytheCommission–asis practicallyalways thecase–orby 
anotherMemberState,althoughthecasesofthelatterkindremainextremelyrare.Asof 
2012, onlyfourinterstatecases havebeendecidedbythecourt:
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 France v. United Kingdom(case C-141/78), judgment of 14.10.1979 on a British 
unilateralfishery protectionmeasure,infringementbecauseUKhadtoconsultandseek 
approvalofcommission 

 Belgium v. Spain(case C-388/95), judgment of 16.05.2000  on  aSpanish  regulation 

orderingwinetobebottledintheregionof productionifit'susingthedesignationof 

origin,noinfringementbecauseit'sanauthorizedandjustifiablerestriction on thefree 

movementofgoods 

Spainv.UK(caseC-145/04),judgmentof12.09.2006oncommonwealthvotingrightsin 
Gibraltar,noinfringement 

Hungaryv.Slovakia(caseC-364/10),judgmentof16.10.2012:Slovakiadeniesentryto 

Hungarianpresident,noinfringement 
 

Thecommencementof proceedingsbeforetheCourtof Justiceisprecededbya preliminary 

procedureconductedby theCommission,whichgivestheMemberStatethe opportunity toreply to 

thecomplaintsagainstit. ThecourthasdecidedthatiftheEuropean 

Commissiondoesnotsendtheformallettertotheviolatingmemberstateno-onecanforce 

them.[23]IfthatproceduredoesnotresultinterminationofthefailurebytheMemberState, 

anactionforbreachofUnionlawmaybebroughtbeforetheCourtofJustice. 
 

If theCourtfindsthatanobligationhasnotbeenfulfilled,theMemberStateconcerned must  

terminatethe breach  without delay. If, after new proceedings are initiated bythe 

Commission,theCourtofJusticefindsthattheMemberStateconcernedhasnotcomplied 

withitsjudgment,itmay,upontherequestoftheCommission,imposeontheMemberState 

afixedoraperiodicfinancialpenalty. 
 

Theconstitutionalcourtsof themember-stateshaveingeneralbeenreluctanttorefera 
questiontotheEuropean CourtofJustice. 

 

Theseare thefirstreferences byeachconstitutionalcourt: 

 
1997:ConstitutionalCourtofBelgium:caseC-93/97,FédérationBelgedesChambres 

Syndicales deMédecinsASBL 

1999:Constitutional CourtofAustria:caseC-143/99,Adria-WienPipelineGmbH 

2007:Constitutional CourtofLithuania:caseC-239/07,Sabatauskas 

 2008:ConstitutionalCourtofItaly:caseC-169/08,PresidentedelConsigliodeiMinistri 
v.Regione Sardegna 

2011:Constitutional CourtofSpain:caseC-399/11,Melloni 

2013:Constitutional CouncilofFrance:caseC-168/13PPU,Jeremy 

2014:Constitutional CourtofGermany:caseC-62/14,Gauweiler 

2014:Constitutional CourtofSlovenia:caseC-526/14,Kotnik 

2015:ConstitutionalCourtofLuxembourg:caseC-321/15,ArcelorMittalRodangeet 
SchifflangeSA 

2015:Constitutional CourtofPoland:caseC-390/15,PolishOmbudsman 
 

 ProcedurebeforetheECJisdeterminedbyitsownrulesofprocedure.Asarulethe 

Court'sprocedureincludesawrittenphaseandanoral phase.Theproceedingsare 

conductedinoneoftheofficiallanguagesoftheEuropeanUnion chosenby the 

applicant,althoughwherethedefendantisamemberstate oranationalofamember 

statetheapplicantmustchooseanofficiallanguageof thatmemberstate,unlessthe parties 

agreeotherwise. 
 

 HowevertheworkinglanguageofthecourtisFrenchanditisinthislanguagethat 

thejudgesdeliberate,pleadingsandwritten legalsubmissionsaretranslatedandin 

whichthejudgmentisdrafted. TheAdvocates-General,bycontrast,mayworkand draft their 

opinions in any official language, as they do not take part in any
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deliberations.TheseopinionsarethentranslatedintoFrenchforthebenefitofthe judges 

andtheirdeliberations. 
 

ThestatusandjurisdictionoftheECJhasbeenquestionedbyrepresentativesofmember 

states'judiciary: 

 
 InGermany,theformerpresidentRomanHerzogwarnedthattheECJwasoverstepping 

itspowers,writingthat"theECJdeliberately andsystematicallyignoresfundamental 

principlesof theWesterninterpretationoflaw,thatitsdecisionsarebasedonsloppy 

argumentation,thatitignores thewillof thelegislator, oreventurnsitintoits opposite, and 

invents legal  principles serving as grounds for later judgments". Herzog is 

particularlycriticalinitsanalysisofthe MangoldJudgment,whichover-ruledaGerman 

lawthatwoulddiscriminateinfavourofolderworkers. 

 ThePresidentoftheConstitutionalCourtofBelgium,MarcBossuyt,saidthatboththe 

EuropeanCourtofJusticeandtheEuropeanCourtofHumanRightsweretakingonmore 

andmorepowersby extendingtheircompetences,creatingaseriousthreatofa 

"governmentbyjudges".Hestated that"theyfabricaterulingsinimportantcaseswith 

severefinancial consequencesforgovernmentswithoutunderstandingthenational rules 

becausetheyarecomposedoutofforeignjudges". 

 
THEPARLIAMENT 

 

In modern  politics and history, aparliamentis alegislative,electedbodyofgovernment. 

Generally,amodern parliamenthasthreefunctions:representingthe electorate,makinglaws, 

andoverseeingthegovernmentviahearings andinquiries. 
 

Althoughsomerestricttheuseofthewordparliamentto parliamentarysystems,itisalso commonly  

used  to  describe  the  legislature  inpresidential  systems (e.g.  theFrench parliament), 

evenwhereitis notintheofficialname. 
 

Historically,parliamentsincludedvariouskindsof deliberative,consultative,andjudicial 
assemblies,e.g. mediaevalparlements. 

 

ThetermisderivedfromAnglo-Normanparlement,fromtheverb parler'talk'.Themeaning 
evolvedovertime:originallyanydiscussion,conversation,ornegotiation(attestedaround 
1100),throughvariouskindsofdeliberativeorjudicialgroups,oftensummoned  bythe monarch. 
By 1400, it had come to mean in Britain specifically the British supreme 
legislature. 

 

Variousparliamentsareclaimed tobethe oldestintheworld,undervaryingdefinitions. 

However,theyallhistoricallytracetheiroriginsbacktotheVikingexpansionoriginating 

fromthePettykingdomsofNorwayaswellasDenmark,replicatingVikinggovernment 

systemsintheconqueredterritories,suchas thoserepresentedbytheGulatingnearBergenin 

westernNorway. 

 
The IcelandicAlthing. 

TheFaroeseLøgting. 

TheManxTynwald. 
 

Developmentofmodernparliaments: 

 

The  British Parliament is often referred to as theMother of Parliaments(in fact a 
misquotation ofJohn Bright,who remarked in 1865 that "England is the Motherof 
Parliaments")becausetheBritishParliamenthasbeenthemodelformostotherparliamentary 

systems,anditsActs havecreatedmanyotherparliaments.[30]Manynations withparliaments 
havetosomedegreeemulatedtheBritish"three-tier"model.MostcountriesinEuropeand
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theCommonwealth havesimilarlyorganisedparliamentswithalargelyceremonialheadofstate 

whoformallyopensandclosesparliament,alargeelectedlowerhouseandasmaller, upperhouse. 
 

TheParliamentofGreatBritainwasformedin1707bytheActsofUnionthatreplacedthe 

formerparliamentsofEnglandandScotland.Afurtherunionin1801 unitedtheParliament 

ofGreatBritainandtheParliamentofIrelandintoaParliamentoftheUnitedKingdom. 
 

IntheUnitedKingdom,ParliamentconsistsoftheHouseofCommons,the 

HouseofLords,andtheMonarch.TheHouseofCommonsiscomposedof650(soontobe600)member

s whoaredirectly electedby Britishcitizenstorepresentsingle-memberconstituencies.The 

leaderofaParty thatwinsmorethanhalftheseats,orlessthanhalfbutisabletogain the 

supportofsmallerpartiestoachieveamajorityinthehouseisinvitedbytheMonarchto 

formagovernment.TheHouseofLordsis abodyoflong-

serving,unelectedmembers:LordsTemporal-92  of whom inherit their titles (and  of whom  90 

are elected internally by membersoftheHouse 

tolifetimeseats),588ofwhomhavebeenappointedtolifetimeseats, andLords Spiritual-

26bishops,whoarepartofthehousewhiletheyremaininoffice. 
 

Legislationcanoriginatefrom eithertheLordsor theCommons.Itisvotedoninseveral 

distinctstages,called readings,ineachhouse.Firstreadingismerelyaformality.Second 

readingiswherethebill asawholeisconsidered.Thirdreadingisdetailedconsideration of clauses 

ofthebill. 
 

Inadditiontothethreereadingsabillalso  goesthroughacommitteestagewhereit  is 

consideredingreatdetail.Oncethebillhasbeenpassedbyonehouseitgoes totheotherand 

essentiallyrepeatstheprocess.If after thetwosetsof readingstherearedisagreements 

betweentheversionsthatthe twohousespasseditisreturnedtothefirsthousefor considerationof 

theamendmentsmadebythesecond.Ifitpassesthroughtheamendment stageRoyalAssentis 

grantedandthebillbecomeslawas anActofParliament. 
 

TheHouseofLordsisthelesspowerfulofthetwohousesasaresultoftheParliamentActs 

1911and1949.TheseActsremovedthevetopoweroftheLordsoveragreat  

dealoflegislation.IfabilliscertifiedbytheSpeakeroftheHouseofCommonsasamoneybill(i.e. 

actsraisingtaxesandsimilar)thentheLords canonlyblockitforamonth.If anordinarybill 

originatesintheCommonstheLordscanonlyblockitforamaximumofone 

sessionofParliament.Theexceptionstothis rulearethingslikebillstoprolongthelifeof aParliament 

beyondfiveyears. 
 

Inadditiontofunctioningasthesecondchamberof Parliament, theHouseof Lordswasalso 

thefinalcourtofappealformuchofthelawoftheUnitedKingdom—acombinationof 

judicialandlegislativefunctionthatrecallsitsoriginintheCuriaRegis.Thischangedin 

October2009whentheSupremeCourtoftheUnitedKingdomopenedandacquiredthe 

formerjurisdictionoftheHouseofLords. 
 

Since 1999, there has been aScottish ParliamentinEdinburgh, which is a national, 

unicamerallegislature forScotland.  However,  the  Scottish  Parliament  does  not  have 

completepower overScottishPolitics,asitonlyholdsthepowerswhichweredevolvedtoit 

byWestminsterin1997.Itcannotlegislateondefenceissues,currency,ornationaltaxation (e.g. 

VAT, or Income Tax). Although this might change because of the outcome of the 

independencereferendum.Additionally,theScottishParliamentcanbedissolvedatany 

giventimebytheBritishParliamentwithouttheconsentof thedevolvedgovernment.This applies 

toalldevolvedgovernments withintheUnitedKingdom,alimitonthesovereigntyof 

thedevolvedgovernments. 
 

Parliaments oftheEuropeanUnion 

 
EuropeanParliament

https://en.wikipedia.org/wiki/Commonwealth_of_Nations
https://en.wikipedia.org/wiki/Head_of_state
https://en.wikipedia.org/wiki/Head_of_state
https://en.wikipedia.org/wiki/Parliament_of_Great_Britain
https://en.wikipedia.org/wiki/Acts_of_Union_1707
https://en.wikipedia.org/wiki/Parliament_of_Scotland
https://en.wikipedia.org/wiki/Parliament_of_Scotland
https://en.wikipedia.org/wiki/Parliament_of_Ireland
https://en.wikipedia.org/wiki/Parliament_of_the_United_Kingdom
https://en.wikipedia.org/wiki/British_House_of_Commons
https://en.wikipedia.org/wiki/House_of_Lords
https://en.wikipedia.org/wiki/Monarch
https://en.wikipedia.org/wiki/Lords_Temporal
https://en.wikipedia.org/wiki/Lords_Temporal
https://en.wikipedia.org/wiki/Lords_Spiritual
https://en.wikipedia.org/wiki/Lords_Spiritual
https://en.wikipedia.org/wiki/Reading_(legislature)
https://en.wikipedia.org/wiki/Royal_Assent
https://en.wikipedia.org/wiki/Act_of_Parliament
https://en.wikipedia.org/wiki/Parliament_Acts_1911_and_1949
https://en.wikipedia.org/wiki/Parliament_Acts_1911_and_1949
https://en.wikipedia.org/wiki/Speaker_of_the_British_House_of_Commons
https://en.wikipedia.org/wiki/Money_bill
https://en.wikipedia.org/wiki/Session_of_Parliament
https://en.wikipedia.org/wiki/Session_of_Parliament
https://en.wikipedia.org/wiki/Appeal
https://en.wikipedia.org/wiki/Supreme_Court_of_the_United_Kingdom
https://en.wikipedia.org/wiki/Scottish_Parliament
https://en.wikipedia.org/wiki/Edinburgh
https://en.wikipedia.org/wiki/Legislature
https://en.wikipedia.org/wiki/Scotland
https://en.wikipedia.org/wiki/Scottish_independence_referendum,_2014
https://en.wikipedia.org/wiki/European_Parliament


ParliamentofAustria(consistingoftheNationalCouncilandtheFederalCouncil) 

 Belgian   Federal    Parliament(consisting    of  theChamber   of  Representatives and 
theSenate) 

NationalAssemblyofBulgaria 

CroatianParliament 

HouseofRepresentatives(Cyprus) 

ParliamentoftheCzechRepublic(consistingoftheChamberofDeputiesandtheSenate) 

Folketing(Denmark) 

Riigikogu(Estonia) 

ParliamentofFinland 

ParliamentofFrance(consistingoftheNationalAssemblyandtheSenate) 

Bundestag(Germany) 

Hellenic Parliament(Greece) 

NationalAssembly(Hungary) 

Oireachtas (Ireland)(consistingofthePresidentofIreland,DáilÉireann(LowerHouse) 
andSeanadÉireann(Senate)) 

ParliamentofItaly(consistingoftheChamberofDeputiesandtheSenate) 

Saeima (Latvia) 

Seimas(Lithuania) 

ChamberofDeputies(Luxembourg) 

HouseofRepresentatives(Malta) 

 States General of the Netherlands(consisting of theHouse of Representativesand 

theSenate) 

NationalAssemblyoftheRepublicofPoland(consistingoftheSejmandtheSenate) 

AssemblyoftheRepublic(Portugal) 

ParliamentofRomania(consistingoftheChamberofDeputiesandtheSenate) 

National Council(Slovakia) 

ParliamentofSlovenia(consistingoftheNationalAssemblyandtheNational Council) 

Cortes Generales(Spain)(consistingoftheCongress ofDeputiesandtheSenate) 

Riksdag(Sweden) 

 ParliamentoftheUnitedKingdom(consistingoftheQueen,theHouseofCommonsand 
theHouseofLords) 

 

 
 

THE SOCIAL CHARTER 
 

TheEuropeanSocialCharterisaCouncilofEuropetreatywhichwasopenedforsignature on 

October 18, 1961 and initially became effective on February 26, 1965, after West 

Germanyhadbecomethefifth ofthe13signingnationstoratifyit.By 1991,20nationshad ratifiedit. 
 

TheCharterwasrevisedin1996.The Revised  Chartercameinto  forcein1999and  is gradually    

replacing    the    initial    1961    treaty.    The    Charter    sets     

outhumanrightsandfreedomsandestablishesasupervisorymechanismguaranteeingtheirrespectby 

theStates parties. 
 

TheCharterwasestablishedtosupporttheEuropeanConventiononHumanRights whichis 

principallyfor civilandpoliticalrights,andtobroadenthescopeofprotectedfundamental 

rightstoincludesocialandeconomicrights.TheCharteralsoguaranteespositiverights and 

freedomswhichconcernallindividualsintheirdailyexistence.Thebasic rightssetoutinthe 

Charterareasfollows:housing,health,education,labourrights,fullemployment,reduction
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ofworkinghours[5]equalpayforequalwork, parentalleave,socialsecurity,socialandlegal 

protectionfrompovertyandsocial   exclusion,    free    movementof   persons     andnon-

discrimination, alsothe rights ofmigrantworkersandthatofthepersons withdisabilities. 
 

StatesPartiestotheChartermustsubmitannualreportsonapartof theprovisionsof the 

Charter(beitthe1961Charter or the1996RevisedCharter),showinghowtheyimplement 

theminlawandinpractice. 
 

The EuropeanCommitteeofSocialRights(ECSR)isthebodyresponsibleformonitoring 

complianceinthe States partytotheCharter. 
 

TheECSRiscomposedof15independentmemberswhoareelectedbytheCouncilof 
Europe‘sCommitteeofMinistersforaperiodofsixyears,renewableonce. 

 

Underthe1995Additional Protocol providingforasystem ofCollectiveComplaintswhich 

cameintoforcein1998,complaintsofviolationsoftheChartermaybelodgedwiththe ECSR. 
 

CertainorganisationsareentitledtolodgecomplaintswiththeECSR(aspeciallistof NGOs 

hasbeenestablished,madeupofNGOsenjoyingparticipatory statuswith theCouncil of 

Europe).TheECSRexaminesthecomplaintand,iftheformal requirementshavebeenmet, 

declaresitadmissible.TheStatePartymay thenrespondinwriting,andahearingmaybe 

requestedbyeitherpartytotheprocedure.Finally,theCommitteecomestoadecisiononthe merits. 
 

The EuropeanSocialCharterisaCouncilofEuropetreatythatguaranteesfundamental social 

andeconomicrightsasacounterpartto theEuropeanConventiononHumanRights, 

whichreferstocivilandpoliticalrights.Itguaranteesabroadrangeofeverydayhuman rights 

relatedtoemployment,housing,health,education,socialprotectionandwelfare. 
 

TheCharterlaysspecificemphasison theprotection ofvulnerablepersonssuchaselderly 

people,children,peoplewithdisabilitiesand  migrants.Itrequiresthat  enjoymentofthe 

abovementionedrights beguaranteedwithoutdiscrimination. 
 

Nootherlegalinstrumentatpan-Europeanlevel canprovidesuchan extensiveandcomplete 

protection ofsocialrightsasthatprovidedby theCharter,whichalsoservesasapointof referencein 

EuropeanUnionlaw;mostofthesocialrightsintheEUCharterofFundamental Rights 

arebasedonthe relevantarticles oftheCharter. 
 

The Charter is therefore seen as theSocial Constitution of Europeand represents an 

essentialcomponentofthecontinent‘shumanrights architecture. 
 
 
 

E.C.LEGISLATIONPROCEDURE: 
 

TheEuropean Union adopts legislation through a variety  of legislative procedures. The 

procedureusedforagivenlegislativeproposal dependson thepolicy areainquestion.Most 

legislationneedstobeproposedbytheEuropeanCommissionandapprovedbytheCounciloftheEuro

peanUnioninordertobecomelaw. 
 

Overtheyearsthepowerofthe EuropeanParliament withinthelegislativeprocesshasbeen 

greatlyincreasedfrom beinglimitedtogivingitsnon-bindingopinion orexcludedfrom the 

legislativeprocessaltogether,to  participatingequallywiththeCouncilinthelegislative process. 
 

Thepowerto amend  theTreatiesoftheEuropeanUnion, sometimesreferred  to asthe 

Union'sprimarylaw,orevenasits defactconstitution,isreservedtothememberstatesand 

mustberatifiedbytheminaccordancewiththeirrespectiveconstitutionalrequirements.An
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exceptiontothisareso-called casseroleclausesinwhichthelegislativeprocedureusedfora 

certainpolicyareacanbechangedwithoutformallyamendingthetreaties. 
 

Parliament 
 

TheEuropeanParliament's751membersaredirectlyelectedeveryfiveyearsbyuniversalsuffrage.Ito

rganizesitselfasanormalmulti-party parliamentin conductingmost ofitswork 

initscommitteesandsittinginpoliticalgroupingsratherthannationaldelegations.However, 

itspolitical groupsarevery weakduetotheirstatusasbroadideologicalgroupsofexisting 

nationalparties. 
 

TheParliament'spowershavegrown considerablysince the1950sasnewlegislative procedures 

grantedmoreequalitybetweenParliamentandCouncil.Italsohasgainedgreater 

powersovertheappointmentof theCommission,whichhasalwaysbeenresponsibletoit 

(Parliamenthas thepowerofcensure). 
 

Council 
 

TheCouncil oftheEUrepresentsthenational governmentsofmemberstates,andhenceits 

compositionisessentiallythenumberofmemberstates(28) thoughvotesareweighted 

accordingtothepopulationofeachstate(seeproceduresbelowforclarification).Assuch,it 

doesnotsitaccordingtopolitical groupsandratherthanconductingmost ofitsworkin 

committees,muchofits workis preparedbydiplomatic representatives (COREPER). 
 

Commission 
 

TheCommissionhasavirtualmonopolyontheintroductionoflegislationintothelegislative 
process,apowerwhich givestheCommission considerableinfluence asan agendasetterfor 

theEUasa whole.]Andwhile theCommissionfrequentlyintroduceslegislationatthebehest 
oftheCouncil orupon thesuggestion ofParliament,whatform anylegislativeproposals 
introducedtakeis uptotheCommission. 

 

Undertheordinarylegislativeprocedure(seebelow),thenegativeopinionfrom the 

Commissionalsoforces theCounciltovotebyunanimityratherthanmajority.Therearealso 

limitedinstances wheretheCommissioncanadoptlegislationonitsowninitiative. 
 

NATIONAL PARLIAMENTS 
 

ThenationalparliamentsofEUmemberstateshavean"earlywarningmechanism"whereby if one 

third raise an objection – a "yellow card" – on the basis that theprinciple 

ofsubsidiarityhasbeenviolated,thentheproposalmustbereviewed.Ifamajoritydoesso– 

an"orangecard"– then theCouncilorParliamentcanvoteitdownimmediately.Ifthe logistical 

problemsofputtingthisintopracticeareovercome,then thepowerofthenational 

parliamentscouldbedecriedasan extralegislature,withoutacommon debateorphysical 

location:dubbedbyEUObservera"virtualthirdchamber". 
 

 
 

Ordinarylegislativeprocedure
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Ordinarylegislativeprocedure 
 

Theordinarylegislativeprocedureisthemainlegislativeprocedureby which directivesand 

regulations are adopted. It was formerly known as theco decision procedure, and is sometimes 

referred to as thecommunity method as a contrast to theintergovernmental 

methodswhichcanvariouslyrefertotheconsultationprocedure ortotheopenmethodof co-

ordination. 
 

Article294  TFEU outlinesordinarylegislative procedureinthe following manner.  The 

CommissionsubmitsalegislativeproposaltotheParliamentandCouncil.Atthefirstreading 

Parliamentadoptsitsposition.IftheCouncilapprovestheParliament'swordingthentheact is 

adopted. If not, it shall adopt its ownposition  and pass it back  to Parliament with 

explanations.TheCommission alsoinformsParliamentofitsposition on thematter.At the 

secondreading,theactisadoptedif Parliamentapprovesthe Council's textorfailstotakea 

decision.TheParliamentmay rejecttheCouncil'stext,leadingtoafailureofthelaw,or 

modifyitandpassitbacktotheCouncil.TheCommissiongivesitsopiniononcemore. 

WheretheCommissionhasrejectedamendmentsinits opinion,theCouncilmustact 

unanimouslyratherthanbymajority.[2]
 

 

If,withinthreemonths of receivingParliament'snewtexttheCouncilapprovesit,thenitis 

adopted.Ifitdoesnot thentheCouncil President,with theagreementoftheParliament President, 

convenes theConciliation Committee composed of the Council and an equal 

numberofMEPs(withtheattendanceasmoderatoroftheCommission).Thecommittee 

drawsupajointtexton thebasisofthetwopositions.Ifwithinsixweeksitfailstoagreea common 

text,then theacthasfailed.Ifitsucceedsand thecommitteeapprovesthetext,then 

theCouncilandParliament(actingbymajority)mustthenapprovesaidtext(thirdreading). 

Ifeitherfails todoso, theactis notadopted. 
 

TheprocedurewasintroducedwiththeMaastrichtTreatyasthecodecisionprocedureand 

wasinitially intendedtoreplacetheCooperation procedure(seebelow). Thecodecision procedure 

was amended by the Amsterdam  and the number of legal bases where the 

procedureapplieswasgreatlyincreasedbyboththelattertreatyandtheTreatyofNice.It was renamed 

the ordinary legislative procedure and extended to nearly all areas such as 

agriculture,fisheries, transport, structural funds, theentire budgetand theformer 

thirdpillarbytheTreatyofLisbon. 
 

CASESTUDY 
 

JAPANSEMPLOYEE MANAGEMENT: 

Introduction: 

TheJapaneseterm "hourensou"(alsorenderedas―Ho-Ren-So‖)referstofrequent 

reporting,touchingbaseanddiscussing--importantattributes thataresaidtocharacterize 

collaboration andinformationflow within effectiveJapanesecorporateculture.Hou‘stands 

for‗Houkoku‘, theJapanesewordfor‗reporting‘.‗Ren‘comesfrom‗Renraku‘,thewordfor 

‗informing‘.‗Sou‘isderivedfrom‗Soudan‘,thewordfor‗consulting‘.Refersto"getting 

yourhandsdirty",toidentify orsolveimmediateproblemsandleadersarenotexemptfrom this.  

Aspects of  these principles are often mistaken by western managers 

"micromanagement.Incontrast, theseprinciples areusedas tools toshepherdprocesses. 
 

Thetermof―ringi‖has twomeanings.Thefirstmeaningbeingof―rin,"‗submittinga proposal 

toone‘ssupervisorsandreceivingtheirapproval,‘ and"gi"meaning‗deliberations 

anddecisions.‘Corporatepolicyisnot  clearlydefined  bytheexecutiveleadershipofa 

Japanesecompany.Rather,themanagersatalllevelsbelowexecutivesmustraisedecisions to 

thenextlevel exceptforroutinedecisions.Theprocessof―ringi decision-making‖is 

conductedthroughadocumentcalleda―ringisho.‖The―ringisho‖iscreatedandcirculated
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by theindividualwhocreated theidea.Asthe―ringisho‖reachesapeerforreview,thepeer 

placeshisorher―personalseal(hanko)rightsideup‖toagree,―upsidedown‖todisagree, 

andsidewaystoindicatebeingundecided.Onceallpeershavereviewedthe―ringisho‖the 

peers‘managerreviewsthe―ringisho‖and placeshisorherhankoon it.Theupperlevel 

manager‘sdecisionisfinalandthe―ringisho‖issent  backtotheoriginatorwho  either initiates 

theideaorre-evaluates,basedonthe―hanko‖oftheupperlevelmanager. 
 

TonyKippenberger(2002)elaboratesontheleadershipvaluesthataredeeplyrooted 

intheJapanesebusinessculture.Thesevalueswerecreatedby KonosukeMatsushita,the 

prominentdeceasedentrepreneurofMatsushita‘sElectricCompany,whocareddeeplyfor 

theemployeesofhiscompanyasifthey werefamily.Matsushitafirmlybelievedthata 

businessaslargeashiswasresponsibletohelpallofsocietyprosper,andnotsimplyfor 

thosethatownedandranthecompany toprosper.In1933Matsushita,duringthegreat 

depression,createdseven―guidingprinciples": 

 
 Servicetothepublic–byprovidinghigh-qualitygoodsandservicesatreasonableprices, 

wecontributetothepublic‘s well-being; 

 Fairnessand  honesty–  wewillbefair and  honest inallour businessdealingsand 
personalconduct; 

 Teamworkforthecommoncause–wewillpoolabilities,basedonmutualtrustand respect; 

 Unitingeffortforimprovement–wewillconstantlystrivetoimproveourcorporateand 
personalperformances; 

 Courtesyandhumility–wewillalwaysbecordialandmodestandrespecttherightsand needs 
ofothers; 

 Accordancewithnaturallaws–wewillabidebythelawsofnatureandadjusttothe ever-
changingconditions aroundus;and 

Gratitudeforblessings–wewillalwaysbegratefulforalltheblessingsandkindnesswe 
have received.‖ 

 

The―guidingprinciples‖were―remarkablefortheirtime.‖Theseven principlesareused by 

Matsushita‘s company  today  and serve as principles for other Japanese companies. 

Becausethe ―guiding  principles‖aresuchpowerful  statementsand anextensionofthe 

Japaneseculturalinto  business,theprincipleshave beenrenamed  the―SevenSpiritsof 

Matsushita" tohonorMatsushita. 
 

LIFETIME EMPLOYMENT: 
 

AstheJapaneseeconomyovercametheadverseeffectsof twooilcrises,admirationforits 

management emerged in foreign countries. The success of  Japan's economy tended to 

promotemythsaboutthe"lifetimeemployment"practicesof Japanesefirms.Followingisa 

brieflookatthreemodelsofthelifetimeemploymentsystem.   Lifetimeemploymentisa long-

establishedpracticeinlargeJapanesefirms.However,itisa"gentlemen'sagreement" 

andisnotguaranteedbystatute orcollectivebargainingagreement.ZTherecentconceptof 

lifetimeemploymentis describedasfollows: 
 

 Workersbecomeemployedrightaftertheirgraduationfromschoolwithaparticular 
company. 

 

Theemployer willnotlayoffhis workers ifpossibleeveninthecourseof depression. 
 

 Theemployeeinturnwillnotquithisjobatthiscompanybuttendtocontinue 
workingthereuntilhe reacheshis retirementage. 

 

Thisdefinition reflectstheconcept oflifetime employmentwhich prevailedduring 

yearsofhigheconomicgrowthwhichbeganabout1955.Italsoreflectsthesocialideas
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generatedbylaborunions' resistancetomassdismissalsduring theprecedingdecade,aswell 

ascourtdecisionstorestrictemployers'rightto dismissal duetobusinessdifficulties.This 

conceptdiffersfromtheprototypeofthelifetimeemploymentsystemoriginatedinlarge firms 

around1910.Threedifferences,inparticular,shouldbenoted. 
 

An accurateassessmentoflifetimeemploymentinvariably requiresthe time 

dimension.Informationconcerningpastjobhistoriesarerequiredtoexaminepatternsof 

labormarketmobility.Butsuchmicrodataare notreadilyavailableinJapan.Largescale 

employmentsurveysconductedby thecentral governmentministriesarenotavailableas micro 

data,but  onlyaspublished  statistics. Longitudinaldata, byeither government  or private 

organizations,arenon-existent.2Assuch,measuringlifetimeemploymentinJapan requires 

simplifications and approximations from  which we may  deduce its size and 

speculateitsdirectionofchange.Ireviewtheexisting  literatureandoutlinethevarious 

methodsusedtoestimate thesize oflifetimeemployment,andpresentthelatestavailable measures. 
 

While estimations of  lifetime employment provide a better  understanding ofthe 

―facts,‖ their utility  will be limited unless we know how  the facts compare to other 

economies. The second question  therefore assesses the uniqueness ofJapan‘s long-term 

employmentinaninternational context.Long-term employmentisobservedinother 

industrializedeconomies,sowhytheexclusivefocusonJapan?Isthereapatternthatis uniqueto  

Japan?Oneoftheproblemsunderlying  comparativeresearchonemployment 

durationsisthelackofcomparabledata.Consequently,muchoftheexistingresearchrelies onU.S.-

Japancomparisons. 
 

CHARACTERISTICSOF JAPANESE MANAGEMENT: 
 

lifetimeemployment(shusliinkoyo) 

Discrimination 

recruitment 

senioritywageprinciple 

training 

enterpriseunionism 

singlestatus 

employeeinvolvement 

coreandperipheralworkers 

Employeewelfareand(xi)internallabourmarket. 

 
IMPORTANCE: 

 



LIMITATIONS: 
 

BusinessmenintheUnitedStatesandEuropeknowJapaneseindustryasanimportant 

supplier, customer, and competitor. But they  should also know it as a teacher. Three 

importantsets ofideaswecanlearnfrom Japanaredescribedinthisarticle.Theycouldhave afar-

reachingimpacton thequality ofourexecutivedecisionmaking,corporateplanning, 

workerproductivity, andmanagementtraining. 
 

Makingeffectivedecisions. 
Harmonizingemploymentsecuritywithotherneeds suchas productivity,flexibilityin 

laborcosts, andacceptanceofchangeinthecompany. 
Developingyoungprofessionalmanagers. 

 

TheJapaneseprocessisfocused on understandingtheproblem.Thedesiredendresultis 

certainactionandbehavioron thepartofpeople.Thisalmostguaranteesthatall the alternatives 

willbeconsidered.Itrivetsmanagementattentiontoessentials.Itdoes notpermit 

commitmentuntilmanagementhasdecidedwhatthedecisionisallabout.Japanesemanagers 

maycomeupwiththewronganswertotheproblem(aswas thedecisiontogotowaragainst 

theUnitedStatesin1941),but they rarely comeupwiththerightanswertothewrong problem. And  

that, as all  decision makers learn, is the really  dangerous course, the 

irretrievablywrongdecision. 
 

TocontrasttheJapaneseapproachandtheWesternapproach,letmeillustrate: 
 

IoncewatchedaJapanesecompany work throughaproposalforajointventurereceived from 

awell-knownAmericancompany,onewithwhich theJapanesehaddonebusinessfor 

manyyears.TheOrientalsdidnotevendiscussthejointventureattheoutset.Theystarted 

outwiththequestion:―Dowehavetochangethebasicdirectionsofourbusiness?‖Asa 

result,aconsensusemergedthatchangewasdesirable,andmanagementdecidedtogooutof 

anumberof oldbusinessesandstartinanumberof newtechnologiesandmarkets;thejoint 

venturewas tobeoneelementofamajornewstrategy.UntiltheJapaneseunderstoodthatthe 

decisionwasreallyaboutthedirectionofthebusiness,andthattherewasneedforadecision on 

that,they didnotonce,amongthemselves,discussthedesirability ofthejointventure,or thetermson 

whichitmightbesetup.Ithas,by theway,been doingvery wellsinceits formation. 
 

To be sure, most employees in ―modern‖ Japanese business and industry  have a 

guaranteedjob oncethey areon thepayroll.Whilethey areon thejob,they havepractically 

completejobsecuritywhichisendangeredonlyintheeventofasevereeconomiccrisis orof 

bankruptcy oftheemployer.Theyalsoarepaidon thebasisof seniority,asarule,withpay 

doublingaboutevery15years,regardlessofthetypeofjob.Tobeaccurate,thepicturemust 

bequalifiedwithsuchfacts as thefollowing: 
 

Women  are  almost  always  considered  ―temporary‖  rather  than  ―permanent‖ 
employees; sotheyareexemptedfromthebenefits. 

 Inmost  ―traditional‖Japanesebusinesses,such asworkshopindustriesproducing 
lacquer,pottery,and silk,workers arehiredandpaidbythehour. 

Eveninthe―modern‖industriesthereisaslowlyshrinking,butsubstantial(perhaps 
20%),bodyofemployeeswho,byunilateralmanagementdecision,areconsidered 
―temporary‖andremaininthatcategoryformanyyears. 

 
THE SENIORITYWAGE SYSTEM 

 

Theseniority-wagesystem(Nenkōjoretsu)istheJapanese systemofpromotingan 

employeeinorderofhis orherproximitytoretirement.Theadvantageofthesystemis thatit

https://en.wikipedia.org/wiki/Japan
https://en.wikipedia.org/wiki/Retirement


allowsolderemployeestoachieveahighersalary levelbeforeretirementandthatitusually 

bringsmoreexperiencetotheexecutiveranks.Thedisadvantageof thesystemisthatitdoes 

notallownewtalenttobemergedwiththeexperienceandthosewithspecializedskills 

cannotbepromotedtothealreadycrowdedexecutiveranks.Italsodoesnotguaranteeor 

evenattempttobringthe"rightpersonfor therightjob".ThelaborturnoverrateinJapanis 

lessthanhalftheUSlevel.Theseniority-wagesystem can alsobeseeninJapanese government. 

Japaneseparliamentseatsareusuallyfilledwiththeoldermembersfromeach party. 
 

AftertheeconomicbubbleburstinJapaninthelate1980sandtheventurecapital (dot-

com)shockof the1990s,theseniority-wagesystemhasbecomelesspopularamongst businessasthey 

couldnotaffordtokeep olderemployeeswithhighsalarieson thepayroll. Many mid-level 

executivesthatclimbedthecorporateladderwith theNenkosystem fell victimtocorporate 

restructuring. 
 

Theseniority-basedwagesystem (nenkōjoretsu)hasgonehandinhandwithlifetime 

employment.Companiesmaintainverybroademploymentcategoriesorranks,rather than 

payingemployeesfortheparticularjobstheyperform.Employeesbeginwithastandard 

basicwage,andreceive anincreaseinpayforeachyearofservice.An employee wholeaves 

tojoinanothercompanywouldstartfromalowerendofthatcompany‘swagescaleandhis 

orherincomecouldbelowerthanotheremployees'ofthesameageinthesamecompany. Theseniority-

basedwagesystemkeepsworkersfromchangingjobs,sinceafterafewyears ofemploymentthey 

enjoy awagelevel thattheycouldnotmatchiftheymovedtoanother company.Theseniority-

basedwagesystemunderpaysyoungworkers,butrewardsthemwell 

inlateryears,eveniftheirproductivitydeclines.Itoffersworkersastrongincentiveto 

remainwiththeirfirstemployer.Anearlyretirementagealsosupports thesenioritywage 

system,normallyforcingemployeestoretirefromtheirregularpositionsatage55to62. 

Afterformalretirementtheymayberehiredbythesamefirmundershort-termcontracts,or 

maytakeothertemporaryemploymentuntiltheyaretrulyreadytoretireseveralyearslater. 
 

RELEVANCE OF JAPANESE MANAGEMENT ININDIACONTEXT: 
 

The  relevanceofmanagementeducation,especiallytheMaster of Business 

Administrationcoursetopreparefuturecorporateleadersandsuccessful entrepreneurs.Itis 

alsoimportantasmany corporateleaderswithmanagementeducationarebecomingpublic policy  

makersand  occupying national  leadership  positions in manycountries, including 

USA.Thediscussionismainlyinthecontextofthecorporateandhighereducationsectorsin USA. 

Theaimofthisstudyis toestablishwhetherJapaneseforeigndirectinvestment(FDI) 

inIndiahasledtopositiveeffectsfromthetransferofhumanresourcemanagement(HRM) 

tolocalcompanies ofJapanesesubsidiariesintheautomotiveindustry.FDIcanbedefinedas 
‗theobjectiveofobtainingalastinginterestbyaresidententityinoneeconomy(direct 
investor)inanentityresidentinaneconomyotherthanthatoftheinvestor(directinvestment 

enterprise)(OECD,1996).Thisdefinitionnot onlyimpliesalong-term relationshipbetween 

bothpartiesbutalsoa‗significantdegreeofinfluenceonthemanagementof theenterprise‘ 

(OECD,1996).Scullion(2005)definesinternational humanresourcemanagementasthe process   

by which ‗multi-national corporations  (MNCs)  manage  their  geographically 

dispersedworkforceinordertoleveragetheirHRresourcesforbothlocal andglobal 

competitiveadvantage. 
 

TheTransferof JapaneseManagementinIndiaTherehavebeenanumberof works 

examiningthetransferof productionmethodsfromJapantoIndiaviaIndiansubsidiariesof 

Japanesecompanies(Okada,2004;Kiyokawaetal,2006;Altenburgetal,2008; 

Shintaku&Suzuki,2009;Panizzolo,2011)andresearchcomparingthedevelopmentof HRMinIndia 

sinceliberalisationwiththatofcountriessuchasJapanalsoexists(Budhwar&Sparrow,

https://en.wikipedia.org/wiki/Salary
https://en.wikipedia.org/wiki/Japanese_parliament
https://en.wikipedia.org/wiki/Economic_bubble
https://en.wikipedia.org/wiki/Corporate_restructuring
https://en.wikipedia.org/wiki/Corporate_restructuring


2002;Singh,2004;Bjorkman&Budhwar,2007;Capellietal,2010,Som,2011).However 

themostsignificantresearchin termsofthisreporttodateisthat ofChoudhury (2005)who 

investigatedthetransferofJapanesemanagementinHonda Siel,GreaterNoida,outsideNew Delhi. 
 

 
-ooooOoooo- 

 
 

CASESTUDIES 
 

 
1.LOCALIZATIONAND ITSIMPLICATIONSFORSUBSIDIARY 

PERFORMANCE:ACASE OF JAPANESE MNCS 
 

Ithaslongbeen argued thatJapanesefirmshavean ethnocentricorientation with regardto staffing  

offoreignsubsidiaries. Compared  withtheir rivals fromU.S.and  Europe,they 

stronglyprefertofillkeypositionsinforeignsubsidiarieswithJapaneseexpatriatemanagers. 

Recognizingthedownsideof anethnocentricstaffingorientation,Japanesefirmshavebegun 

tochangetheirstaffingpoliciestobetterexploittalentoflocalmanagers.However,this 

raisesaquestion:doeslocalizationreallyimprovetheperformanceof subsidiaries?Few studies have 

empirically  examined the effect of localization. Thus, this study  explores 

whethersubsidiaryperformanceincreasesby replacingJapaneseexpatriatemanagerswith 

localmanagers. 

 

Localization canhaveboth positiveandnegative effectson subsidiary performance.Whether 

thepositiveeffectoutweighsthenegativeeffectmay dependonconditionsunderwhich 

subsidiariesoperate. Thus,thisstudy assumesanon-linearrelationshipbetweenlocalization 

andsubsidiary performanceandfocusesonmoderatorsthatstrengthenapositiveornegative 

effectoflocalization. 

 

Usingapanel datasetconsistingofforeign subsidiariesownedby Japanesemultinational 

corporations,theanalysisfindsthatlocalizationitselfhasapositive effecton subsidiary 

performance.Regarding  interactioneffects, it  demonstratesthattherelationship  between 

localizationandsubsidiary performanceispositivelymoderatedby thedegreeoflocal 

managers‘competence.Italsoshowsthatin the case wherehostcountriesareeconomically 

lessdeveloped than thehomecountry,theeffect oflocalizationisnegatively moderatedby 

differenceineconomicdevelopmentbetweenthehostandhomecountries. 

 

 
NaokiANDOisaProfessorofinternationalbusinessattheFaculty ofBusiness 

Administration,Hosei University,Japan.HereceivedhisPh.D.in BusinessAdministration from 

Seoul National University,   Korea.   At Hosei University,   his primary teaching



assignments arein  the areasofglobal  business strategyand international  business. His 

researchinterestslieintheareasofstrategicmanagementofMNCs,international HRM,and 

competitivestrategiesin emerging economies.Hehaspublishedarticlesinjournalssuch as 

AsiaPacificJournal ofManagement,CrossCultural Management,HumanResource 

ManagementJournal,andInternational JournalofHumanResourceManagement. 

 

 

CHICKENANDDUCKTALK”:LIFE ANDDEATHOF CROSS-CULTURAL 
TRAININGAT AJAPANESEMANUFACTURINGPLANT INCHINA 

 

Thepaperexaminestheemployees‘accountoftraining.Trainingshaveoftenbeendepicted asa‗win-

win‘ HR function:  training improves employee skills and  enhancesemployee commitment,  

which   will  convert  to  better  individual  performance   and  improved organisational 

outcomes.Research on traininghassofarfocusedon themanagement‘s side 

andlimitedattentionhasbeengiventothetrainees‘sideofthestory.Thisstudyisbasedon 

anintensiveethnographiccasestudy oftheintroductionandterminationsofan‗entry-level 

training‘providedtoalllocal employeesinaJapanesemanufacturingplantinChina.The 

programmewaslaunchedasthemanagement‘sattempttoestablish aunifiedcorporate language, 

enhance  employees‘ corporateculturalawareness and facilitate distribution  of 

workknowledgeamongthelocalworkforce.Thepaperreportstwocohortsof employees, both 

ofwhom haveundertaken thesametrainingprogramme.Through thelensoflabour process 

theory,thepaperexplains thelifeanddeaththetrainingprogrammeas theresultofa dyadicspill-

overofworkplacetensionbetweenclassroom andtheshop-floor.By extending our  understanding 

ofthe social-politicalside oftraining, this paper  offers a critique to existingliteraturethatsees 

trainingas a‗corrective‘toworkplaceproblems. 
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holdscloseresearchlinkwith theNationalUniversity ofSingapore,RitsumeikanUniversity, 
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beenfundedbythe SanwaFoundationandtheJapanFoundation. 

AcademicSessionII 
 

How Egalitarian are Japanese Firms in India? A Case Study of Japanese Joint 

Ventures inIndia 
 

Many culturalmodelsclaim thathierarchyisstronginAsiancommunitiesandthisgets reflectedin 

thebusinessenvironment.Butin aberration,Japanhaspromotedan egalitarian 

workcultureintheirfactorysystem,resultinginincrementalinnovation,curtailingof waste 

andabove all,ahighlymotivatedhuman resourceatwork place.Today,theegalitarian 

environmentpromotedbyJapanesemanagementisconsideredanimportantlinktocreatinga 

productiveandefficientsystem.EconomicliberalizationinIndiaopeneddoors toforeign 

investment,and theIndian governmentencouragedJapanesecompaniestoinvestin India. 

Amongotherthings,Japanesehumanresourcemanagementwasofgreatattractionbecauseit 

embodiedadisciplined,diligentandmotivated workforce.Sinceliberalization policy was 

implementedinIndia,Japanesecompanieshavebeeninoperationinformofjointventure. 

Thepresentation willseek tounderstandhowfarJapanesejointventuresin Indiahavebeen 

successfulinpromotingegalitarianism within theircompanies.Egalitarianism comesfrom 

following  certain practices   which serves   to  break  barriers  between supervisor  and 

subordinatesenablingcreationofaconduciveworkenvironment.Encouraginginterandintra 

departmentcommunication; developingasenseofbelongingnessamongshopfloorworkers; 

allowingacareertrackforabluecollarworkertomovetowhitecollarassignments/positions 

aresomeofthekeyissues.ThepresentationwillshowcaseJapanesejointventures-Honda Seil 

(automobile),Kansai Nerolac(Paints)DensoKriloskar(auto-parts).Insodoing,the presentation 

willaddressthecommunication system,promotion system,trainingprogrammes 

anddelveintohowtheyworkinIndia. 
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companiesinIndia".In2014,shewasavisiting  fellowat  REIBKobeUniversity.Her 

researchinterestliesin theareaofJapaneseinvestmentinIndia.Shedoesfieldstudy on 
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PASSIONTRANSFERACROSS BORDERS:ACASE OF JAPANESE 
MULTINATIONALS 

 

 
Passionisavaluableorganizational asset,asitempowersthosewhofeelittostrivefor 

excellenceandovercomeperformancebarriers.Ourempirical data,collectedat thelevel of both 

theparentfirmanditssubsidiaries,show thatleaders‘passion tendstobetransferred moreeffectively 

tofollowerswhenitisbasedon theleaders‘self-transcendentratherthan self-enhancingmotivations; 

whenleadersandfollowersengageinfrequentcommunications; 

andwhentheyseetheorganizationalbarriersbetweenheadquartersandsubsidiariestobe low, 

althoughtheytendtoseethesalienceofthebarriersindifferentways. 
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THEGLOBALIZATIONOF BUSINESSANDTHAT OF HR:WITHSPECIAL 

REFERENCE TOJAPANESE EXPATRIATESINASIA 

 
 

RegardlessofthecollapseofLehmanBrothersattheendof2008,thedemandforglobal



human resourceshasbeenincreasingrapidly.Japanesefirmsare expanding theiroverseas 

operationsfirstlyintheAsianNIESandASEANespeciallyafter1985whenJapaneseyen wasrapidly 

appreciated afterthePlazaAccord,andsecondlyinChinasince2000andthirdly inother 

emergingAsianregions,suchas Vietnam,Myanmar,andIndia,etc. 

 

Inthissession,IwanttoexaminethequalitiesandcompetenciesofJapaneseexpatriatesin 

Asiadepending  onourresearchdata. Ontheone hand, thispresentationelucidatesthe strengthsof 

Japaneseexpatriates:attributesof specialnoteincluderespectforcompliance, seriousness,senseof 

responsibility,andmorality.Ontheotherhand,astheirimmediate subordinatespoint 

out,Japanesemiddlemanagementexpatriatestend tobeinferiorin thejob 

abilities,leadershipskills,anddevelopmentskillsof subordinatesincomparisonwithlocal 

managersatthesamelevel.TheevaluationsofJapaneseexpatriatesintheASEANcountries 

wereespeciallyharsh,all theway tothetoplevel ofmanagement.Thisismorethanjusta question   of  

insufficient  language  ability.  Japanese  expatriates  need  to  boost   their 

competenciesinnumerous facets ofleadershipabilityandcross-culturaladaptability. 

 

Atthesametime,theutilizationofforeignstaffinkeydivisionsatheadquartersandthe 
 

creationofsystems touselocalstaffs‘ abilitiesinaglobalmannerarealsoneeded. 
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JAPANESE EMPLOYMENT SYSTEMSINTRANSITION:GROWING 
DIVERGENCE ANDGLOBALIZATION 

 

 
 

Employmentsystemsof Japaneseenterpriseshaveundergonesignificantchangesand 

diversification.As the result,itisbecominglessrelevanttodiscuss HR policies across the 

board(withoutconsideringparameterssuchascoreproducts andservices that firmsare 

offering,coremarkets thatfirmsaretargeting,etc.).Thepresentationdiscusses threepatterns



of employmentsystemsemergingwithinlargeJapaneseMNCsandtheirmethodsof 

coordinationandunificationof HRMpracticesbetweenHQinJapanandoverseas 

subsidiaries.Suchroughclassificationisbasedonrelativecompetitivestrengthorweakness 

ofthecoreproductswithininternationalmarketsaswellasthelevel ofcompetitiveand 

institutionalpressuresfirmsarefacing;firmsenjoyingrelativestrength(e.g.automobile)try 

todiffuseJapaneseworkpracticesintooverseas operations (Japanization).Ontheotherhand, 

firmswhosecoreproductsarerelatively weakininternationalmarkets(e.g.pharmaceutical, 

securities)trytoadoptglobalbestpracticesandtransformHRMpracticesatHQlevel.Lastly 

therearefirmsnotexperiencingfierceinternationalcompetitionsbecauseoflocalassets they 

holdwithinJapanandlowinternational transferability ofcoreproducts.Thesefirmstendto 

maintainseparateHRMpracticesbetween JapaneseHQ and overseassubsidiaries.Thus 

implicationonsubsidiariesmanagementisnotstraightforward. 
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workedforUS,EuropeanandJapaneseMNCsforalmost25years,andfrom 2005 till2011 
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GRACIALIU-FARRER–THETRIALSOF GLOBALIZATION:EMPLOYEES' 

EXPERIENCESINGLOBALIZINGJAPANESE FIRMS 

 

 

Asapartof globalizingstrategies,Japanesecompanieshavebeenactivelyrecruitingskilled 

foreignprofessionals.Yet,studieshaveshownthatforeignemployees‘difficultyinfitting 

intoJapan‘sorganizational lifehasbeen an obstacleforJapan toattractandretain skilled 

professionalsfrom overseas(Oishi 2012).Thisdifficultyhastodowithinter-cultural 

communications,alackofinstitutionalsupportandthegapsbetweenforeignemployees‘ 

careerexpectationsandwhatthefirmsseekfromthem(Oishi2012,守屋2012).Howshould 

weunderstandthesemanifesteddifficultiesamongforeignemployees?Equallyimportantly, 

howdothefirms‘strategiesto globalizetheworkforceaffect  theJapaneseemployees?



Drawing  onnarrativesobtained  frombothforeignand  Japaneseemployeesworking for 

JapanesefirmsinJapan,thisstudyinvestigateshowemployeesexperienceandunderstand 

thechangesglobalizationhasbroughton.Itshowsthattheeconomicglobalizationisatrial 

forbothforeignandJapaneseemployees.Ontheonehand,  foreignemployeesconfront 

cultural,logisticandorganizational difficultiesintheJapanesefirms.Ontheotherhand,the Japanese 

employees are struggling with the changing meanings of  work, career and 

workplaceincontemporaryJapan.Bothtypes of employeesaregrapplingwiththechallenges 

andadjustingtheir expectations andpractices accordingly. 
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STUDYABROADEXPERIENCESANDCAREERPATHSOF JAPANESE 
WORKFORCE 

 
Throughthe‗GlobalHumanResources‘campaignbyuniversities,government,andindustry, 

Japaneseyoutharenowencouragedtostudy abroadsothatthey canacquirethenecessary skills 

andcompetenciesforactiveengagementintheglobalizedworkenvironment.However, 

thetotallandscapeoftheirhighly diversifiedstudy abroadexperiences—from shortterm 

languagetrainingtoalongtermpursuitoradoctoraldegree—hasnotbeenexaminedin depth  with  

substantial  evidence. Using a large scale online surveyof more than  4,000 

Japanese workforce with study  abroad experiences led by Masahiro Yokota (Meiji 

University),wetriedtoidentify therepresentativepatternsofstudy abroadexperiencesand the 

career paths  after study. Based onthe analyses,  the authors  arguethe existence of 

institutionalsegmentationin thelinkagebetweenstudy abroadexperiencesandcareerpaths. 

Wealsoidentify thenecessityformoretailoredstudy abroadguidancebasedonaprecise 

understandingoflabormarkets andcareerstructures.
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forHigherEducationResearch.Heisalsoaco-editor of anewbookseriesentitledHigher 

EducationinAsia:Quality,ExcellenceandGovernance  fromSpringer.Hispublications 

includeYonezawa,  A.,  Kitamura, Y.,Meerman, A.,Kuroda,K.(Eds.).2014.Emerging 

InternationalDimensions inEastAsianHigher Education.Springer. 
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ALONGITUDINAL STUDYOF HEADQUARTERHRMPRACTICESIN 

JAPANESE MNCS 
 
Thepurposeofthisstudyistoclarifytheimpactofthehumanresourcemanagementpolicies of  

corporate headquarters on theutilization of  three types of international managers – 

namely,parent-countrynationals(PCNs),host-country nationals(HCNs)andthird-country 

nationals(TCNs).ThispaperdrewparticularlyoncasestudiesoffourJapaneseelectronic and 

electrical industry  companies. Unlike the three other case companies, Company G 

reducedthenumberofJapaneseexpatriates,whileincreasinghost-countrynationalpresidents



andthird-countrynational employees.Ofthehumanresourcemanagementmethodsadopted by 

corporateheadquarters,wefound thatprovidingtraininganddevelopmenttointernational 

managersishavinganimpactonchanginghowthesehumanresources areutilized. 
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BUILDINGANINTERNATIONAL HUMANRESOURCE BASE:JAPANESE 

MULTINATIONALSANDTHERECRUITMENT OF FRESHFOREIGN 

GRADUATESFORTOKYO 

 
Companies worldwidearestrivingforglobalhumanresourceandtalentmanagementsystems 

tosupportcontinuinginternationalization.Here, Japanesecompanies recentlyhavecomeup 

withanovelstrategythatseesfreshgraduatesfromuniversitiesoverseasbegintheircareers 

inJapan.Thispresentationlooksatthisstrategy andlocatesitwithin thedebateon 

internationalhuman resourcemanagement.It then presentstheresultsofempirical research 

withHRsectionsinJapanthatwasconductedtoassessthisnewdevelopmentatanearly point intime. 

Findingssuggest  thattheobjectivesofthisstrategyneed  to  becarefully 

assessed.Wherediversityis theobjective,theattainmentof thisgoalneedstocompetewith 

thestrongadjustmentpressuresthatyoung employeesfacein Japanesecompanies,with the 

fundamentalsof Japanesemanagementpracticesstillbeinglargelyintactwheretrainingand 

socializationpractices areconcerned.Focussingonheadquarters andnotbeingintegratedinto 

comprehensiveoverallglobalhumanresourcemanagementstrategies,itisarguedthatthe 

newinitiativecan onlycontributeindirectly tosolving thelocalizationissuesthatJapanese 

companiesfaceintheiroverseas subsidiaries. 
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UNIT-V 
THEAMERICANAPPROACHTOHRM 

 
Unit-VScientificManagement,Behavioral anhumanisticpsychology,organictheoriesof 

management,thepracticeof HRMinAmericanorganizations,encouragementof union avoidance, 

transforming unionized industrial  relations, case study. International Compensation-

Principlesof International Compensation,Methodsandpracticesof International 

Compensation,International Compensationandemployeesatisfaction,case study. 

 
SCIENTIFICMANAGEMENT: 

 
Scientificmanagementisatheoryofmanagement 

thatanalyzesandsynthesizesworkflows.Itsmainobjectiveisimprovingeconomicefficiency,especi

allylaborproductivity.  Itwas one  of  the  earliest  attemptsto  apply  

sciencetotheengineeringofprocessesand  to management.   Scientific   management   is   

sometimes   known   asTaylorism after   its founder, Frederick  Winslow  Taylor.Taylor  

began  its  development  in  theUnitedStates 

duringthe1880sand'90swithinmanufacturingindustries,especiallysteel.Itspeakof 

influencecameinthe1910s;[2]In1913VladimirLeninwrotethatthe"mostwidelydiscussed 

topictodayin Europe,andtosomeextentinRussia,is the'system'oftheAmericanengineer, 

FrederickTaylor";Lenindecrieditinitiallyasa"'scientific'systemof sweating"morework 

fromlaborers.Taylordiedin1915andby the1920s,scientificmanagementwasstill 

influentialbuthadenteredintocompetitionandsyncretismwithopposingorcomplementary ideas. 
 
 

Taylor often expressed views of workers that may be considered insulting. He 

recognized differencesbetween workers,stressed theneedtoselect therightperson forthe 

rightjob,andchampionedtheworkersby advocatingfrequentbreaksandgoodpayforgood work. 

Heoftenfailedtoconcealhiscondescendingattitudetowardslessintelligentworkers, 

describingthemas"stupid"andcomparingthemtodraftanimalsinthattheyhavetohave theirtasks 

managedfortheminordertoworkefficiently. 
 

 
Scientificmanagementappealedtomanagersof 

plannedeconomiesbecausecentraleconomicplanningreliesontheideathattheexpensesthatgointoe

conomicproductioncan 

bepreciselypredictedandcanbeoptimizedbydesign.Theoppositetheoreticalpolewould belaissez-

fairethinking in which  theinvisible handof free markets is the only  possible 

"designer".Inrealitymosteconomiestodayaresomewhereinbetween.Anotheralternative 

foreconomicplanningisworkers'self-management. 
 

 
Scientific   management  was one of the   firstattempts to  systematically treat 

managementandprocessimprovementasascientificproblem.Itmayhavebeenthefirstto 

dosoina"bottom-up"wayandfoundalineageof successorsthathavemanyelementsin common.  

With   the  advancement  of  statistical  methods,quality   assuranceandqualitycontrol 

beganinthe1920sand1930s.Duringthe1940sand1950s,thebodyofknowledge 

fordoingscientificmanagementevolvedintooperationsmanagement, 

operationsresearch,andmanagementcybernetics.In the1980s 

totalqualitymanagementbecamewidelypopular, and  inthe1990s"re-engineering"went 

fromasimplewordto  amystique.Today'sSixSigma andlean manufacturingcould be seen as new 

kinds of scientific management, 
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althoughtheirevolutionarydistancefromtheoriginalissogreatthatthecomparisonmight 

bemisleading.Inparticular,ShigeoShingo,oneoftheoriginatorsoftheToyotaProduction

https://en.wikipedia.org/wiki/Cultural_evolution
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https://en.wikipedia.org/wiki/Toyota_Production_System
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System,believedthatthis systemandJapanesemanagementcultureingeneralshouldbeseen as 

akindofscientificmanagement. 

 
BEHAVIORALAHUMANISTICPSYCHOLOGY: 

 
Therearevarious differentapproaches incontemporarypsychology: 

 

An approach isaperspective(i.e.view)thatinvolvescertain assumptions(i.e.beliefs) 

abouthumanbehavior:thewaytheyfunction,whichaspects ofthemareworthyofstudyand what  

researchmethodsareappropriateforundertakingthisstudy.Theremaybeseveral differenttheories 

withinanapproach,buttheyallsharethesecommonassumptions. 
 

BehavioristPerspective 

Psychodynamic Perspective 

Cognitivepsychology 

BiologicalPsychology 

EvolutionaryPsychology 

 
1. BehavioristPerspective: 

 
Behaviorismisdifferentfrommostotherapproachesbecausetheyviewpeople(and 

animals)ascontrolledbytheirenvironmentandspecificallythatwearetheresultofwhatwe have 

learned fromour environment. Behaviorism  is concerned with  how environmental 

factors(calledstimuli)affectobservablebehavior(calledtheresponse).  Thebehaviorist 

approachproposes twomainprocesseswherebypeoplelearnfromtheirenvironment:namely 

classicalconditioningandoperantconditioning.Classicalconditioninginvolveslearningby 

association,andoperantconditioninginvolveslearningfromtheconsequences ofbehavior. 

Behaviorismalsobelievesinscientificmethodology(e.g.controlledexperiments),andthat only  

observable behavior should be studied because this can be objectively measured. 

Behaviorismrejectstheideathatpeoplehavefreewill,andbelievesthattheenvironment 

determinesallbehavior.Behaviorismisthescientificstudyofobservablebehaviorworking 

onthebasis thatbehaviorcanbe reducedtolearnS-R (Stimulus-Response)units. 
 

Behaviorismhas beencriticized intheway  it under-estimatesthecomplexityof human 

behavior.Many studiesusedanimalswhich arehardtogeneralizetohumansandit cannot explain, 

for example the speed in  which  we pick up language. There must be biologicalfactors 

involved. 
 

2.PsychodynamicPerspective 
 

Psychodynamicisbothatheoryandtherapy. Itis originalpsychodynamictheoryand 

inspired psychologists such as Jung and Erikson to develop their own psychodynamic 

theories.Freud‘sworkisvastandhehascontributedgreatly topsychology asadiscipline. 

Freud,thefounderofpsychoanalysis,explainedthehumanmindaslikeaniceberg,withonly asmall 

amountofitbeingvisible,thatis our observablebehavior,butitis theunconscious, submergedmind 

thathasthemost,underlyinginfluenceon ourbehavior.Freudused three 

mainmethodsofaccessingtheunconsciousmind:freeassociation,dreamanalysisandslips 

ofthetongue. 
 

Humanism:Humanisticpsychologyisapsychologicalperspectivethatemphasizes thestudy 

ofthewholeperson(knowasholism). Humanisticpsychologistslookathuman behavior,not only 

through theeyesoftheobserver,butthrough theeyesofthepersondoing thebehaving.  

Humanisticpsychologistsbelievethatanindividual'sbehaviorisconnectedto
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hisinnerfeelingsandself-image.Thehumanisticperspectivecentersontheviewthateach personis 
uniqueandindividual, andhas thefreewilltochangeatanytimeinhis orherlives. 

 

Thehumanisticperspectivesuggests thatweareeachresponsibleforourown 

happinessandwell-beingashumans.Wehavetheinnate(i.e.  inborn)capacityforself- 

actualization,whichis ouruniquedesiretoachieveourhighestpotentialas people. 
 

3.Cognitivepsychology 
 

Cognitive Psychologyrevolves aroundthenotionthatifwewanttoknowwhatmakes 

peopletickthen theway todoitistofigureoutwhatprocessesareactuallygoingonin their 

minds.Inotherwords,psychologistsfrom thisperspectivestudy cognition whichis‗the mental 

actorprocessby which knowledgeisacquired.‘  Thecognitiveperspectiveis 

concernedwith―mental‖functionssuchasmemory,perception,attention etc.Itviewspeople 

asbeingsimilartocomputersinthewayweprocessinformation(e.g.input-process-output). 

Forexample,bothhumanbrainsandcomputersprocessinformation,storedataandhave 

inputandoutputprocedure. 
 

This  had led cognitive psychologists  to explain that memorycomprises  ofthree 

stages:encoding(whereinformationis receivedandattendedto),storage (wherethe information is 

retained) and retrieval (where the information is recalled).     It is an extremely 

scientificapproachandtypicallyuseslabexperimentstostudyhumanbehavior. 

Thecognitiveapproachhasmanyapplicationsincludingcognitivetherapyandeyewitnesstestimony. 
 
 

 

 
 

4. BiologicalPsychology 
 

Thebiologicalapproachbelievesthatmostbehaviorisinheritedandhasanadaptive 

(orevolutionary)function.Forexample,in theweeksimmediately afterthebirth ofachild, levelsof 

testosteroneinfathersdropbymorethan30percent.Thishasanevolutionary function.Testosterone-

deprivedmenarelesslikely towanderoffinsearch ofnewmatesto inseminate.Theyarealsoless 

aggressive,whichisusefulwhenthereis ababyaround.
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Biologicalpsychologistsexplainbehaviorsinneurologicalterms,i.e.thephysiology and structure 

ofthebrainandhow thisinfluencesbehavior. Manybiologicalpsychologistshave concentrated on 

abnormalbehaviorandhavetriedtoexplainit. Forexample,biological psychologists  believe  that  

schizophrenia  is  affected  by  levels  of   dopamine  (a neurotransmitter). 
 

Thesefindingshavehelpedpsychiatry takeoffandhelprelievethesymptomsofthemental 

illnessthroughdrugs.However,Freudandotherdisciplineswouldarguethatthisjusttreats 

thesymptomsandnotthecause.Thisiswherehealthpsychologiststake thefindingthat 

biologicalpsychologistsproduceandlookattheenvironmentalfactorsthatareinvolvedto 

getabetterpicture. 
 

5.EvolutionaryPsychology 
 

TheEvolutionary approachexplainsbehaviorin termsoftheselectivepressuresthat 

shapebehavior.Mostbehaviorsthatwesee/displayarebelievedtohavedevelopedduring 

ourEEA(environmentofevolutionaryadaptation)tohelpus survive. 
 

Observedbehaviorislikely tohavedevelopedbecauseitisadaptive.Ithasbeen 

naturallyselected,i.e.,individualswhoarebestadaptedsurviveandreproduce.Behaviors may 

evenbesexually selected,i.e.,individualswhoaremostsuccessfulingainingaccessto 

matesleavebehindmoreoffspring. 

 
ORGANICTHEORIESOF MANAGEMENT: 

 
Anorganicorganizationisatypeofinformalorganizationoriginallydescribed  by 

BritishtheoristsTom BurnsandGeorgeStalker.AccordingtoBurnsandStalker,anorganic 

organizationisonethatisvery flexibleandisabletoadaptwell tochanges.Itsstructureis identified as 

having little job  specialization, few layers of management, decentralized decision-

making,andnotmuchdirectsupervision. 

KeyConcepts: 
BurnsandStalkerwantedtodeterminetherelationshipbetweenanorganization's 

structureandmanagementas theyrelatetochangesintheorganization'senvironment.They 

developedacontinuumoforganizational structurewhereorganicorganizations areatoneend and 

mechanistic  organizations are at the  other end. As you might expect,mechanistic 

organizations demonstratehighcomplexity,ahighdegreeofformalization,andarehighly 

centralized. 
Organicandmechanistictypesoforganizationsaredefinedbythreegeneralfactors: 

complexity,formalization,andcentralization.Youwillfindthatan organicorganizational 

systemhasalowlevelofcomplexity,meaningthatit'saflatlystructuredentitywithfew layersof 

management.Organicorganizationshaveveryfewrulesandprocedureswithvague 

memberresponsibilitiesandduties,resultinginalowdegreeofformalization.Finally,you 

willfindthatorganicorganizations havelowcentralization,whichmeans thatthemembersin 

theorganizationshareinorganizationaldecision-makingandpower. 

 
Asecond aspect ofthe natureofthese organizations is their relationship to  the 

environment.Organicorganizationsaredesignedtoeffectively deal with arapidly changing 

environment because they have attributes that make them  able to address unforeseen 

problems,issues,andrequirements.Theyareabletodosobecauseof theirinformal communication 

systems that allow quick communication, a flat fluid structure  that can quickly adapt to 

changes, and the ability  to easily and continuously change individual 

activitiesintheorganization.Youwillfindthatmechanisticorganizations,ontheotherhand,
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arebest  suitedforstableandpredictableenvironmentsinwhichtheycanleveragetheir 
standardprocedures,centralization,andformalizedstructure. 
Finally,youneedtokeeptwothingsinmind.First,anyparticularorganizationwillfall within  the 
continuum between  the idealorganic organization  and  the ideal mechanistic 
organization.Anorganization thatfitsperfectlyinto theideal typeoforganization oneither 
sideofthecontinuumprobablydoesnotexist.Thismeansnearlyallorganizationswillfall 
somewherebetween thetwoextremes.Second,neitherthemechanistictypeorganization nor 
theorganictypeorganizationisnecessarilysuperiortotheother.Eachisthebesttypeof 
organizationinparticular circumstances. 

 

THEPRACTICE OF HRMINAMERICANORGANIZATIONS: 
 

Organizationalinnovationhasbeenviewedasanessentialweaponfororganizations 

tocompetein thiscompetitivebusinessenvironment.Particularly,Malaysiamanufacturing 

firmsstrivetotransform theirbusinessmodelfromlabor-intensivetoknowledge-intensive, which 

aimtoimmersethemselvesinhighervalueaddedactivitiessuch as,developingnew products, 

processes, and services, to continual  sustain  the competitiveness within  the 

rivalries.Oneofthewaysto  heightentheorganizationalinnovationis througheffective human 

resourcemanagement(HRM)practicesandeffectiveknowledgemanagement. This 

studyexamined  the direct relationships between  HRM practices (performance appraisal, 

careermanagement,training,rewardsystem,andrecruitment)andorganizational innovation 

(productinnovation,processinnovation,and administrativeinnovation).Additionally,italso 

examined themediatingroleofKMeffectivenesson thedirectrelationship.Datawasdrawn 

fromasampleof171largemanufacturingfirmsinMalaysia. 
 

 

Theregression resultsshowed thatHRMpracticesgenerallyhaveapositive effect on 

organizational  innovation. Specifically, the findings indicatethat training was positively 

relatedtothreedimensionsof organizationalinnovation(productinnovation,process innovation, 

and administrative innovation). Performance appraisal  also found to have a 

positiveeffectonadministrativeinnovation.Additionally,thisstudyalsodemonstrates that 

trainingandperformanceappraisal,arepositively relatedtoknowledgemanagement 

effectiveness.Knowledgemanagementeffectivenessfullymediates therelationshipbetween 

training and processinnovation,training and administrativeinnovation,and performance 

appraisal andadministrativeinnovation.Adiscussionofthefindings,limitations,and implications 

areprovided. 
 

 

Organizationalinnovationhasbeenwidelydefinedasthecreationofnewideaand 

newbehaviourto theorganization (Damanpour&Gopalakrishnan,2001). Thedimensionsof 

organizationalinnovationareextremelycomplexandmultiple;itcanbereviewedfrom two 

aspects:(1)breadth ofinnovation,whichincludespolicies,system,administrative,processes, 

products,services,andothers;(2)depthofinnovation,whichincludestheimportance,the 

degreeofinfluence,effectonlongterm profitability,andothers(Chuang,2005). 

Fundamentally,therearetwodistinctivetypesof organizationalinnovationhavebeen 

classifiedinmostliterature,namely technologicalinnovation,andadministrativeinnovation 

(i.e.Chuang,2005;Damanpour&Evan,1984;Damanpouretal.,1989;Tan&Nasurdin, 
2010). Chuang (2005) has further categorized technological innovation into secondary 
dimensions:productinnovation andprocessinnovation; whileadministrativeinnovation remains 

distinctfromtheothertwo.UnderMavondo,ChimhanziandStewart‘s(2003)study, 

organizationalinnovationwasdistinctively classifiedintothreedimensions,namely:product 

innovation, process innovation  and administrative innovation. The present studydivided 

organizationalinnovationintothemaindimensions ofproductinnovation,processinnovation
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andadministrativeinnovation based on themostprevalent typesthathavebeen discussedin 

thepreviousliteratures(i.e.Chuang,2005;Damanpour,1991;Damanpour&Evan,1984; 

Damanpouretal.,1989; Mavondoetal.,2003; Tan& Nasurdin,2010).Productinnovation, 

processinnovation andadministrativeinnovation aretheimportantpredecessorsfor 

manufacturingfirmsandhavetheequal capability toimproveperformanceoreffectiveness, 

solveproblems,addvalue,andcreatecompetitiveadvantage(Cooper,1998;Damanpour, 

1996).Giventheimportanceof productinnovation,processinnovationandadministrative 

innovationinenhancingmanufacturingfirm performance,therefore,theorganizational innovation  

isoperationalized  to  be multidimensionalcomprising  ofthesethreetypesof 

organizationalinnovation. 

 

 
 

HRMpracticesand organizational innovationviaknowledgemanagementeffectiveness. 
Therefore,we hypothesizedthat: 

 
H2: Knowledge  management  effectiveness   mediates the relationship between HRM 

practices(performanceappraisal,career  management,training,rewardsystem,and 

recruitment)and  organizationalinnovation(product  innovation, processinnovation 

andadministrativeinnovation). 

 
H2a: Knowledge management effectiveness mediates the relationship between  HRM 

practices(performanceappraisal,career  management,training,rewardsystem,and 

recruitment)andproductinnovation. 

 
H2b: Knowledge management effectiveness mediates the relationship between  HRM 

practices(performanceappraisal,career  management,training,rewardsystem,and 

recruitment)andprocessinnovation. 

 
H2c: Knowledge management effectiveness mediates the relationship between  HRM 

practices(performanceappraisal,career  management,training,rewardsystem,and 

recruitment)andadministrativeinnovation. 

 
ENCOURAGEMENT OF UNIONAVOIDANCE: 

 
"Union-Free"EmploymentEmployersinnewerormorerapidly growingindustries 

suchasinformation technology,financial productsandservices,discountretailing,and 

personalserviceshadeitherneverbeen unionizedtoany extentorwereexperiencingmany 

newentrants whowerenotunionized.Employersinestablishedindustrieslikeautos andsteel 

wereheavilyunionizedandfacedsubstantialeconomicproblems.Insteel,forexample,so-
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called   mini-mills were created that could produce low-end commodity products at 

substantially cheaperpriceswithmuchlowerinvestmentsandlower-wagenonunion employees. 
 

In ordertogainincreasedflexibilityinworkdesign andemployeeassignmentsand to 

reducewagelevels,employersembarkedonavariety of"union-free"strategies(detailedin this 

chapter). Thesewereaimedtoavoidunionizationincurrentlynonunionfacilities andto 

reduceoreliminateunionizationintherestoftheirfacilities.Thisapproachrepresenteda 

shiftinmanagementstrategyfromtryingtosecurethe"bestbargain"to"unionavoidance."3 

Thisprocesswasaidedbyashiftinpublicpolicy underPresidentReagan'sadministration away from  

the corporatist approach and toward labor and management having greater freedom 

tousewhateverlegaltacticseachwantedtoachieveitsobjectives.Somearguethat 

thescalesweretippedtotheextentthatpreviouslyillegaltacticswereeitherreinterpretedto 

belegaloroverlookedas administrativeoversightwas reduced. 
 

Tradeunionistsbelievethatwealthisultimatelycreatedbytheworkers thatproduce 

theproductsordelivertheservicestotheconsumer.Incaseswherethefinnissuccessfulin 

themarket(i.e.,itmakesaprofit),unionsattributealargemeasureofthesuccesstothe effortsof 

employees.Theiractionsareseenas ultimatelyaddingthevaluetotheinputs that maketheproducts 

andservices attractiveinthemarket.Fromaunionperspective,thesegains 

needtobesharedwiththeemployees.Whileemployerswouldlikecompletefreedomtohire, 

fire,andassignworkers tojobs,unionsseeemployeesasbecomingincreasinglyinvestedin 

theirjobswith theiremployers.Jobproperty rightsareestablishedovertimeandemployers 

shouldbeconstrainedinthetypes ofdecisions theycanmakeaboutemployeesasemployees 

accrueseniorityandfirm-specificskills.Unionsalsobelievethatemployeesshouldhavea 

roleindeterminingtherulesthatwillbeusedtodecidehowthesegainswillbedistributed 

andhowtheworkplacewillbegoverned.Employeesareseenasinvestingasubstantialpart 

oftheirlivesinemployment,oftenwithaparticularemployer.Assuch,they areentitledtoa 

roleindetermininghowthesocialsysteminwhichtheyareinvolvedshouldbeoperated. 
 

Employersmay associateplantsizeasafactortousein avoiding unions.Evidenceon 

unionelectionsuccesscoveredinChapter6foundplantswithfewerthan100employees 

morevulnerabletounionizationthanlargerplants.Whileverylargeplantsaremoredifficult 

toorganize,employersmayalsobelievethetypeofhumanresourcemanagementtheywould 

prefertoimplementis difficulttoinculcateinalargeplant.Thus,thetrendappears tobe towardsiting  

plantsin  labor market areasableto support  medium-sized  operationsand planningthey 

willgenerallynotexceed500employeesunlessreturnstoscalearelarge.One 

problemwithsmallerplantsisthatmaynotbeoptimally productivegiven theappropriate capital-

labormix.18Plantsalsoshouldnotbesmallerthan200employeesbecauseaunion 

cancapitalizequicklyonan  issue ina smaller plant, and theplant population  may  be 

relativelyhomogeneous,enablingquickerand  morenearlyunanimousagreement  among 

employees onwhethertobe represented. 
 

TRANSFORMINGUNIOINZEDINDUSTRIAL RELATIONS: 
 

Industrial relationsisafieldthatthrivesonapplyingtheory andempiricalresearch to 

thecriticalproblemsoftheday.ThechallengesfacingindustrialrelationsinCanadatoday 

areformidable: 
 

Unemploymentremainshighatslightlyover10percent. 

 Productivitygrowthin1990was only0.5percent,wellbelowtheaverageof1.5percent 
ofthe1980-89periodsandbelowtherateofproductivitygrowthachievedinfiveofthe 
sixlargestindustrializedcountriesinthe1980s.OnlytheUSrateof0.8percentwas lower.
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 Incomeinequalitycontinuestogrowasrealwagesstagnateorlagbehindincreasesin 
productivity. 

 

 RecentreportsontheCanadianeconomyarguethatthefutureliesinshiftingfrom 

relianceonnatural resourcesandlowcostsassourcesofcomparativeadvantagetoan economy 

thatcapitalizeson high valueaddedstrategiesbutwarn thatsignificant economic 

restructuring  and institutional  change will be needed to achieve this transition. 
 

 Concernisvoicedaboutthefearoflossofcapitalinvestmenttoshorttermspeculation 

or,worse,aflightof newcapitalinvestmenttotheUSor tootherlowercostorless 

unionizedcountries. Therateofunionizationintheprivatesectorcontinuestodecline as new 
 

  Jobsthatarecreatedarepredominantlypart-time,lowwage,serviceoccupationsor white-
collar,managerial,andprofessionaljobswhoseincumbentsarenotattracted to 
traditionallabourunions. 

 

  Unionleadersaresplitontheappropriatestrategicresponseofthelabourmovementto 

thechallengesof restructuringtheeconomy andtheworkplace.Whilesomeunions 

favourabroadprogram of reformsthatwouldextendbeyondtraditionalcollective bargaining, 

others favour strategies designed to reinforce and update traditional bargainingstrategies. 
 

Managementhasbeen slowtoaccept orintroduceinnovativejointLabour-management 

strategiesforrestructuring.Instead,themajority ofCanadianfirmsapparentlycontinue 

tobedominatedbyalowcostviewofcompetitivestrategy thatleaveslittleroomfor 

workplaceinnovations orunion-managementpartnerships. 
 

 Butthereiswidespreadrecognitionoftheneedtoinvestinskilldevelopmentand 

trainingprogramsaspartofanyefforttotransformCanadafromaresourcedependent 

toahighvalueaddedeconomy. 
 

The Canadian industrial  relations system is better positioned than the US industrial relations 

system tomakethistransformation.Although USfirmsstartedexperimentingwith 

workplaceinnovationssomewhatearlierand on abroaderandmorepublicscalethan wasthe casein 

Canada,labour,management,andgovernmentin Canadaare,paradoxically,better 

situatedtolearnfrom anddiffusethelessonsfrom theseinnovationsthanaretheirAmerican 

counterparts.Theprimary reasonforthisisthatCanadian unionsareinamorepowerful position—

aforcethatCanadianfirmsandpolicymakersmustreckonwithif theyhaveany significanthopeof 

achievingwidespreadchangesineconomicperformance.Indeed,given 

recentelections,theCanadianlabourmovementisnowin aposition toinitiateandleadthe 

transformationprocess. 
 

Thebasicargumentsorconclusionssharedinthesestudiescanbesummarizedquite simply: 
 

 Advancedindustrializednationscannotsustainhighlevelsofcompetitivenessathigh 

standardsoflivingby relyingonnatural resourceadvantagesorlowcostsandlow wages. 

 High value added competitive strategies require a highly educated, skilled, and 
motivatedworkforceandhumanresourcepoliciesandpracticesthatfullyutilize 
theseskills attheworkplace. 

 

 Toachievethesehumanresourcepracticesrequiressignificantreformsintraditional, 
adversariallabourmanagementrelations andcollectivebargainingpractices.
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 Achievingtheseinnovationsinhumanresourceandlabour-managementpractices,in 

turn,will require effectivepartnershipsamonglabour,business,andgovernment 

leadersandpolicymakersatalllevelsoftheeconomyrangingfrom thefederal and 

provinciallevelstosectoral orindustry settings,andtoindividualcompaniesand 

establishments.Intheirforthcomingbook,ChaykowskiandVermadescribethisas 

the'strategicalliance'path oftransformation,aterm Iwilladoptheretocharacterize this 

approach. 
 

INTERNATIONAL COMPENSATION: 
 

InternationalCompensationisaninternal rateofreturn(monetary ornonmonetary 

rewards/package)includingbasesalary,benefits,perquisitesandlongterm &shortterm 

incentivesthatvaluedby employee‘sinaccordancewith theirrelativecontributionsto 

performancetowards achievingthedesiredgoalof anorganization. 
 

DesigninganddevelopingabettercompensationpackageforHRprofessionalsfor the 

internationalassignmentsrequiresknowledgeoftaxation,employmentlaws,andforeign 

currencyfluctuationbytheHRprofessionals.Moreover,thesocio-economicconditionsof 

thecountryhavetobetakenintoconsiderationwhiledevelopingacompensationpackage.It iseasy 

todevelopthecompensationpackagefortheparentcountry nationalbutdifficultto manage   the   

host  and thirdcountry nationals.  When  a  firm develops  international 

compensationpolicies,ittries tofulfillsomebroadobjectives: 
 

 Thecompensationpolicyshouldbeinlinewiththestructure,businessneedsand overall 
strategyoftheorganization. 

Thepolicyshouldaimatattractingandretainingthebesttalent. 

Itshouldenhanceemployeesatisfaction. 

 Itshouldbeclearintermsofunderstandingoftheemployeesandalsoconvenientto 
administer. 

 Theemployeealsohasanumberofobjectivesthathewishestoachievefromthe 
compensationpolicyofthefirm 

Heexpects propercompensationagainsthis competencyandperformancelevel. 

Heexpects substantialfinancialgainforhis owncomfortandforhisfamilyalso. 

Heexpectshispresent  andfutureneedsto  betakencareofincluding children‘s 
education,medicalprotectionandhousingfacilities. 

Thepolicyshouldbeprogressiveinnature. 
 
 
 

 
METHODSANDPRACTICESOF INTERNATIONAL COMPENSATION 

 

https://www.mbaknol.com/international-business/selection-criteria-for-international-assignments/
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Thefollowingare themajorcomponents ofaninternationalcompensationpackage: 
 

1. BaseSalary 
 

This term  has a slightly  different meaning in an internationalcontext than in a 

domesticone.Inthelattercase,itdenotestheamountof cashcompensationthatservesasa 

benchmarkforothercompensation elementslikebonus,socialbenefits.Fortheexpatriate,it 

denotesthemaincomponentofapackageofallowancesdirectlyrelatedtothebasesalary and 

thebasisforin-servicebenefitsandpension contributions.Basesalary actuallyformsthe 

foundationblockoftheinternationalcompensation. 
 

2.ForeignServiceInducementPremium 
 

Thisisacomponentofthetotal compensationpackagegiventoemployeesto encouragethem 

totakeupforeignassignments.Thisiswiththeaim tocompensatethemfor thepossiblehardshipsthey 

may facewhilebeingoverseas.In thiscontext,thedefinition of 

hardship,theeligibilitycriteriaforpremiumandtheamountandtimingofthis paymentareto 

becarefullyconsidered.Suchpaymentsarenormallymadeintheformofapercentageofthe salary 

andtheyvary dependingupon thetenureandcontentoftheassignment.Inaddition, sometimes 

otherdifferentialsmaybeconsidered.Forinstance:ifahostcountry‘sworkweek 

islongerthatofthehomecountry,adifferentialpaymentmaybemadeinlieuofovertime. 
 

3.Allowances 
 

One of  the most common kinds of  allowance internationally is the Cost of  Living 

Allowance(COLA).Ittypicallyinvolvesapaymenttocompensatefor thedifferencesinthe 

costoflivingbetweenthetwocountriesresultinginaneventualdifferenceintheexpenditure made.A 

typicalexampleistocompensatefortheinflationdifferential.COLA alsoincludes payments for 

housing and other utilities, and also personal  income tax. Other major allowances 

thatareoftenmadeare: 

 
Homeleaveallowance 
Educationallowance 
Relocationallowance 

Spouseassistance (compensatesfortheloss ofincomeduetospouselosingtheirjob) 

 
Thus,multinationalsnormally pay theseallowancestoencourageemployeestotakeup 

internationalassignmentsto  makesurethat  theyarecomfortable inthehost  countryin 

comparisontotheparentcountry. 
 

4. Benefits 
 

Theaspectofbenefitsisoftenverycomplicatedtodeal with.Forinstance,pension 

plansnormallydifferfromcountrytocountryduetodifferenceinnationalpractices.Thusall 

theseandotherbenefits(medical coverage,social security)aredifficulttoimitateacross countries. 

Thus,firmsneedtoaddressanumberofissueswhen consideringwhatbenefitsto 

giveandhowtogivethem.However,thecrucialissuethatremainstobedealtwithis 

whethertheexpatriatesshouldbecoveredunderthehomecountrybenefitprogrammes orthe onesof 

thehostcountry.Asamatter offact,mostUSofficialsarecoveredbytheirhome 

countrybenefitprogrammes.Otherkinds ofbenefitsthatareofferedare: 

 
Vacationandspecialleaves 
Restandrehabilitationleaves 
Emergencyprovisionslikedeathorillnessinthefamily 
Thesebenefits,however,dependonthehostcountryregulations



91|Page 
 

5.Incentives 
 

In recentyearssomeMNChavebeen designingspecialincentivesprogrammesforkeeping 

expatriatemotivated.In theprocessagrowingnumberoffirmshavedropped theongoing 

premiumforoverseasassignmentandreplaceditwithontimelump-sumpremium.The lump-

sumpaymenthasatleastthreeadvantages.Firstexpatriatesrealizethattheyarepaid this 

onlyonceandthattoowhentheyacceptanoverseas assignment.Sothepaymenttends to 

retainitsmotivationalvalue.Second,costs tothecompanyarelessbecausethereis onlyone payment 

and no future financial  commitment.  This is so because incentive is separate 

payment,distinguishableforaregularpayanditismore readilyforsavingorspending. 
 

6.Taxes 
 

Thefinalcomponentoftheexpatriate‘scompensationrelates totaxes.MNCsgenerallyselect 

oneofthefollowingapproaches tohandleinternationaltaxation. 

 
1.   Taxequalization:–Firmwithholdanamountequaltothehomecountrytaxobligationof 

theexpatriateandpayalltaxesinthehostcountry. 
2.   TaxProtection:-Theemployeepaysuptotheamountoftaxesheorshewouldpayon 

remuneration in thehomecountry.In such asituation,Theemployeeisentitledtoany 

windfallreceivediftotaltaxes arelessintheforeigncountrytheninthehomecountry. 

 
7.LongTermBenefits orStockBenefits 

 

Themostcommonlongtermbenefitsofferedtoemployeesof MNCsare EmployeeStock 

OptionSchemes(ESOS).TraditionallyESOSwereusedasmeanstorewardtopmanagement 

orkeypeopleoftheMNCs.Someofthecommonlyusedstockoptionschemes are: 

 
 EmployeeStockOptionPlan(ESOP)-acertainnos.ofsharesarereservedforpurchase 

andissuancetokeyemployees.Such sharesserveasincentiveforemployees tobuildlong 

termvalueforthecompany. 
RestrictedStockUnit(RSU)–Thisisaplanestablishedbyacompany,whereinunitsof 

stocksareprovidedwith restrictionson when theycanbeexercised.Itisusually issuedas partial 

compensationforemployees.Therestrictionsgenerallyliftsin3-5yearswhen the stockvests. 
EmployeeStockPurchasePlan(ESPP)–Thisisaplanwhereinthecompanysellsshares 

toitsemployeesusually,atadiscount.Importantly,thecompanydeductsthepurchase 

priceoftheseshares everymonthfromtheemployee‘s salary. 

 
INTERNATIONAL COMPENSATIONANDEMPLOYEE SATISFACTION 

 
Onehuman resourcesarenolessimportantisthenon-academic employeesare employees of 

administration.   Administrative employees organize the running operations of the University 

sothatitcan run asexpectedinstitution.Goodmanagement ofhuman resources 

willprovidebenefitsalsofor theimprovementof theperformanceof theUniversityitself. 

LodginginBali IslandPrivateUniversitieshasanimportantroleinproducingqualityhuman 

resources.Theislandof Baliisoneof theareasthatbecamefamoustouristdestinationsboth 

domestically and overseas.Human resourcesplayan important roleinbuildingrelationships 

betweenforeign touristsagainstlocals.In otherword,PrivateUniversityisexpectedtoprint 

thehumanresourcesthathavesomeknowledge,skills,soskilledintheirwork. Moreover,the 

implementation ofagreementsalreadyASEAN.

https://www.mbaknol.com/human-resource-management/international-human-resource-selection-procedures/
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HumanresourcemanagementatthePrivateUniversityinBalicannotbeseparatedfrom theaspects 

thatsupporttheperformancesuchas performance-basedcompensation,employee 

motivation,andemployeesatisfaction.Whensomeof theseaspectsismetisexpectedto 

improveemployeeperformance,especiallyinthefieldof administration.Themodelsinthis study 

wantedtoknowhowthemanagementofhumanresourcesatthePrivateUniversityon 

theislandofBaliandthenlinkingthem with theliteraturereview andempiricalbasisofthe 

findingsearlier.Thisstudy developsaresearchmodelJehanzebetal.(2012),withvariable 

compensation,  motivationand jobsatisfaction.  Thisstudyfocusesonperformance-based 

compensation,whichispartof thevariablecompensationandtheadditionof employee 

performanceas a researchsubject. 

 
Compensationisdividedintothreedirectorindirectcompensationandincentives/ 

benefits are describedas follows: 

 
1.DirectCompensationDirectcompensationisareward/punishmentiscalledthesalary 

orwagesarepaidregularlyby thetimelimitfixed.Inlinewith theunderstandingthat, 

wagesorsalariesinterpretedalsoasapaymentintheform ofmoneyin cashorinkind 

obtainedbyemployees oftheimplementationwork. 

 
2.IndirectCompensation Indirectcompensationisgiving theprofits/ otherbenefitsfor 

workersbeyondthesalaryorwagesfixed,eitherincashorgoods.Whetheritisa 

holidayallowance(THR),aswellasotherholiday allowance.Inaddition,inawider 

variationcanincludehealthinsurance,vacation,leave, andothers. 

 
3.IncentivesIncentivesarerewards/punishmentgiven tomotivateemployeestowork 

productivityishigh,isnotpermanentoratanytime.Inotherwords,as partoftheprofit incentive, 

especiallyoncegiventotheworkerswho work  ingoodoroutstanding. Compensation 

asarewardgiven organizationismadeupin variousforms.Dessler (2013: 352) said  that 

divides into  two forms such  as compensation for financial paymentsdirectlyand  

indirectly.Direct  financialpaymentsincludewages,salaries, 

incentives,commissionsandbonusesandindirectfinancial paymentssuchasinsurance 

andrecreation.Directfinancial paymentsmadeintwoways salary increasesbasedon 

timeorwith aperformance-based,butforindirectfinancial paymentsbased on performance. 

 
Rewards managementaims as follows (Armstrong,2010:736): 

 
1.   Rewards refers towhattheorganizationvalues andarewillingtopay 

2.   The remunerationtoemployees thevaluecreated. 
3.   Arewardistherightthingtoconveytherightmessageabouttheimportanceof 

howtobehaveandtheendresult. 
4.   Developingacultureofperformance. 
5.   Motivateemployees andincreasethecommitmentandengagement. 
6.   Helpingpeopletodrawandimprovethequalityofemployeesaccordingtothe 

needs oftheorganization. 
7.   Buildapositive relationshipwiththeemployeeandthepsychologicalcontract. 
8.   Stresses rewardpractices withbusiness goals andemployeevalue. 
9.   Providingequitableremunerationforemployeesfeeltheyaretreatedfairlyin 

accordancewithwhichtheyprovidetotheorganization.
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10.  Applytoequaltherewardvaluedemployeesaccordingtowhattheydotothe 

organization, their  relationship  to  work  is measured  byequivalent payments 

madebytheworkproduced. 
11. Functionsconsistent decisionsthat  payment is not  made in  fulland  without 

distinguishingbetweenonepersonandanotherpersonatadifferenttime. 
12.  Carriedoutinatransparent  mannerthatemployeesunderstandhowrewards 

workandhowitaffectsthem. 
 

 
 

The definitionof employeesatisfactionofsomeexperts is as follows. 

 
―Jobsatisfactionisfeelinghappyorpositiveemotionsthatarisefromtheassessmentofan 

occupationorexperienceinworking‖ (Luthans,2011:141). 

 
KreitnerandKinicki(2005:270),definesthat―ajobsatisfactionasanemotionalresponseto 

thevariousaspects ofthejob‖. 

 
WhileRobbinsandJudge(2008:107),defines―employeesatisfactionasapositivefeeling 

abouttheworkofsomeonewhois the resultofanevaluationofits characteristics‖. 

 
Mathis and Jackson  (2011:  158), defines ―the job  satisfaction  ofemployees as positive 

emotions thatarisefromtheevaluationofaworkexperience‖ 

 
Jobsatisfaction referstotheattitudes,andfeelingsabouttheirworksothata positive 

attitudeand  comfortablythroughtheworkthat led  totheattachment will result in job 

satisfaction,whileanegativeattitudeanduncomfortabletoworkindicates dissatisfaction. 

(Armstrong,2009:343). Thelevelofjob satisfactionisinfluencedbyfactorsintrinsic and 

extrinsicmotivation,qualitysupervision,socialrelationswiththeworkinggroupandthe levelof 

successandfailureofindividualsintheirwork(Armstrong,2009:344).Stewartand 

Brown(2011:258)explainthattheworkisafeelingofsatisfactionandemployeeconfidence 

aboutthequalityoftheirwork. 
 

CASESTUDIES 

 
1.   CASE STUDYON HRMINTHEUNITEDSTATES 

 

 
HRMisacategoryofmanagementwhichis distinctivelyAmericanbothinitsgenesisand 

itspresentpractice.ItwasinfluencedbyAmericanbehavioralpsychology andby thelabor 

marketintheUnitedStatesearlierinthiscentury.(SpringerandSpringer,1990)Itdeveloped 

inalegalenvironmentsupportiveoftheAmericanvaluesofindividualism,freeenterprise 

andpropertyrights.Theseearlyinfluences continuetoshapethefieldtoday.HRM specialists 

engagein thefollowing tasks:hiringpersonnel,job classification,managementdevelopment 

anddesigningcompensationandfringebenefitpackages.Eachofthesetasksis shapedbythe 

requirementthatpersonnelpracticesbeobjectiveandwithoutdiscriminationinregardtosex or 

race.Standardization,validation,scientificareattributeswhich practitionersseekin their work. 

Many specialistsin Europeregard HRMwith suspicion andasadistinctlyAmerican import. 

(See for example, Vickerstaff, 1992, p. 1) They prefer the concepts personnel 
managementand/orindustrialrelations.(HRMisgrowinginpopularity,however.)Disputes 
amongadvocatesofthedifferentconceptsfillthepagesofrelevantEuropeanjournalsand
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supply paneltopicsatconferences.(SeeforexampleThurley,1989 orAdams,1995) 

AccordingtoRichard Hyman,thedynamicforHRMin theUnitedStateshasbeen anti- 

unionism.Forthisreason,HRMhashadlittleappealinnorthern Europe,in particular,where 

collectivebargainingishighlydevelopedandlabor/managementrelationsisinstitutionalized. 

(Hyman,1995pp.35-38) European specialistsarguethatAmerican HRMistoomechanistic 

makingascienceofafieldthatshouldbetreatedasanart.TheyassertthatHRMisbasedon 

assumptionsdrawnfrom AmericanculturethatdonotnecessarilyapplyinEurope.Others 

criticizeAmerican HRMasstillinfluencedby Tayloristapproachesandlackinghumanity. 

EuropeansdiscussconceptssuchasTaylorism, Fordism, orleanproduction  much  more 

commonlyintheirscholarlywritingsthandotheirAmericancounterparts.Thedifferences 

areareflectionof thetendencyintheUnitedStatestoregardtheemployeeasanindividual 

withaneconomicrelationshipwiththefirm.Payandpromotionarekeyconcerns.In Europe, 

thetendencyis toregardemployees as aclass orgroupwithgeneralinterests. 
ThreetopicsarepopularinHRMliteratureintheUnitedStatestoday.Theyareemployee 

involvementprograms,thestatusof HRMandglobalization.Theinterestin employee 

involvementprogramsstemsfrom seriousworriesaboutproductivity.Suchprogramsastotal 

qualitymanagementandteam buildingaremanagementinitiativestoinvolveemployeesin 

discussionsregardingimprovementsin theworkplace.They donotinvolvethetransferof authority 

oraretheymandatedbylaw.They aresometimesadvocatedby consultantsaspart of ananti-

unionstrategy.Inregardtothestatus ofHRM,practitionersbelievethattheirwork 

isnotahighlyvaluedfieldof management.Ambitious,youngmanagersareadvisedtoavoid 

HRMasasteppingstonetohighermanagement.Many authorities,aswell ascorporate 

executives,arguethatthestatus ofHRMshouldberaisedinordertomakeAmericanfirms 

morecompetitiveintheglobaleconomy.Thereality remains,however,thathumanresource 

managers havelittlestatus inthecorporatehierarchy. 

Globalizationisapopularwordin businessliterature.When usedin referencetoHRM,it refers 

to  the establishment  ofuniformHRM practices for an  entire MNC in  orderto 

facilitatetheeffectiveutilizationofpersonnel.Positionsaretobefilledbythebestqualified 

individualwithoutregardtonationality.In thejargon ofthefield,personnelpracticesareto 

changefrom ethnocentricorpolycentrictogeocentric.Ethnocentricpracticesarethosein which 

thenormsoftheUnitedStatesdominateandhighlevel positionsarereservedto 

Americannationals.Expatriatesstaff thehigherpositionsinsubsidiariesof aMNCand 

policiesaremadeinthehomecountry headquarters.PolycentricMNCsarehighly 

decentralized.HRMpoliciesaredeterminednationally withlittleoversightfrom headquarters. 

Expatriates are replacedbylocalmanagers. 

GeocentricHRMischaracterizedby universalstandards,themovementofthe"best" 

peopletopositionswithoutregard tonationality,theestablishmentofworld-wide objectives 

and close collaboration between headquarters and subsidiaries. (Deresky, 
1994,pp.252-261)GeocentricismcurrentlyisregardedasthebestformofHRMfor 
internationalcorporations.(Kobrin,l994) 

AsMNCsglobalizeandadoptgeocentricobjectivesforHRM,thepossibilityincreases 
thatpractitionerswillgivelessregardtolocallawsandcustoms.Americanmanagers,in 
general,havealowerlevelofknowledgeaboutthecountriestowhichtheyaresentaswell 
asahigherfailureandreturnratethanmanagersfromotherMNCs.Aboutone-thirdofthem 

receivesomecrossculturaltrainingbeforeleavingtheUS,butthetraininggenerallydoes 

notincludeinformationonthegovernmentandlawsof thehostcountry.(Deresky,p.262) 

Americanmanagers,therefore,tendto  arrivein  host  countrieswithlittleknowledgeof 

nationallawsandlittleincentivetoimplementlocalHRMpractices.Many assumethat 

AmericanHRMisthemostadvancedintheworld.Whentheyalsobelieveintheprinciples 

ofglobalization,theymayhavelittleincentivetolearnaboutthelocallawsandpractices. 

ThesituationraiseswarningsignsforeasyharmonybetweenAmericanoperationsintheEU
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andthespiritofEUemploymentpolicies. 
 

 

2.   CASE STUDYON THEEUROPEANWORKSCOUNCIL DIRECTIVE 

 
Employmentpolicies(orsocial policiesastheyaremorecommonly called)intheEUare 

regardedintheCommissionasanecessaryflankingmeasuretothecreationof theinternal 

market.They aredesignedtoprotectemployeesfrom negativeconsequences,suchassocial 

dumping,thatresultfrom theinternalmarket.Thepoliciesderivefrom Europeanvaluesand 

Europeanpractices.Theyhavemany similaritieswithpoliciesintheUnitedStates suchas 

lawsagainstsexdiscrimination,buttheyalsohavedifferences--mostparticularlyinregard 

tostatutoryrequirementsforworkerparticipation. 

TheEuropeanWorksCouncilDirective,thefirst  employment  directiveto  beadopted 

undertheSocialProtocol,requiresMNCsoperating  intwoormorememberstatesand having a 

minimum number of  employees to establish a procedure for informing and consulting 

employeesonmatters,such asinvestmentplans,closuresormanagement restructuring,which 

affectatleasttwomembersof thegroup.TheMNCanditsemployees maynegotiateavoluntary 

agreementregardingtheprocedureforconsultation.Iftheyfailto 

reachavoluntaryagreementwithinthreeyears,aEuropeanworks councilwillbeimposedby 

law.Thecouncilwillbecomposedof representativesfrom theEuropeansubsidiaries.The 

councilwillhavetherighttoregularinformationandtomeetwithuppermanagementatleast once a 

year. Given  the options, MNCs are probably  wise to act now while they  have 

flexibilityindesigning thestructure forconsultation ratherwaitingandbeingrequiredto 

establishastructuremandatedbylaw. 

The reach of  the directive is impressive. It includes operations in countries of  the 

European  Economic Area  as well  as the member statesofthe EU except  the United 

Kingdom(U.K.)Itwillaffectapproximately1,500corporategroupsincludingpossibly200 

groupswith headquartersin theUnitedStatesand50with headquartersin Japan.Italso includes 

thecontinentaloperations ofBritishgroups.(FINANCIALTIMES,April10,1995 

andCREW,1994,p.5)Memberstateshaveagreedto transposethedirectiveintonational law 

simultaneously  on September 22, 1996  which  gives corporations until  1999 to 

implementthelegislation.Some50groupshave already establishedEuropean works 

councilsandsome,suchasElectrolux,areusingtheirproactivepolicyaspartof apublic relations 

efforttodemonstratethattheMNCisagoodEuropean. 

TheEUhasstruggledsincethe1970s in  order to  devisean  acceptabledirectiveon 

workers'participation. Oppositioncame fromtheBritishgovernment and  frombusiness groups. 

TheBritishdeniedthelegitimacyoftheprincipleofparticipation.Europeanbusiness groups 

opposedlegalrequirementsforparticipationbuttheyacceptedtheprincipleof participation. 

(Almost allEuropean  firms have experience  with  national  laws on  works 

councilsandworkerinformationrights.)TheCommissionof theEUdraftedandredrafted 

proposalsforthedirectivein orderto overcometheopposition ofbusinessgroups. Thedraft 

thatwasfinallyacceptedin1994ismuchmoremoderatethanwereproposalsinthe1970s. 

Norevision,however,wasacceptabletotheBritishsincethey opposedthefundamental 

principle.The"optout"provision oftheMaastrichttreaty hadtobeinvokedin orderforthe 

directivetobeadopted. 

LaborunionsclaimtheWorksCouncilDirectiveasanimportantvictory.Theyare 

callingoncompaniestoenternegotiationsforvoluntaryagreementsandnottowaituntil 

thelawforcesaction.(ETUI,1995,pp.133-135)Thesubjectwill,nodoubt,be onthe 

agendafornegotiationsthroughout thememberstates(includingtheU.K.wherelabor 

unionsarearguingforvoluntary compliance.)Corporationsthatwanttomaintain harmonious 

relations withtheirlaborunions willneedtohaveastrategyforcooperation.
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3.   CASE STUDYON THEAMERICANRESPONSE 
 

 
Americanbusinessesopposedadoptionof apolicyonworkerparticipationintheEU.A 

numberofMNCs,undertheleadershipofFord,formedagroupin theearly 1980sto oppose 

thefamousVredelingproposalforinformationandconsultationofemployeesinMNCs. 

SomeAmerican consultantsconductedscarecampaignsagainstproposalsin theEuropean 

Community onemployeerights.ThehostilityagainstEUsocialproposalsbecamealmost 

palpableinmeetings of HRMmanagers.Theproposalswereconsideredtobeathreatto 

traditionalmanagerial prerogatives.Managersalsoarguedthat theproposal wouldincrease both 

thecostandthecomplexity ofdoingbusinessinEurope.Someleaderswarnedthat Americanfirms 

woulddisinvestinEuropeifnew social 
proposalswereadopted.ThestridenttonecreatedabacklashagainstAmericantactics 

amongsomeEuropeansinBrussels. 

TheresponseamongUSmanagersarosefromphilosophicalaswellasstrategicdifference 

betweenthebusinessenvironment intheUS  and  Europe.Thesedifferencesaredeeply ingrained  

and  theywillmake it difficult forAmericanMNCsto  adoptthenewWorks Council 

Directive.Thedifferencesstartwiththefundamental differencesbetweenAmerican 

andEuropeancapitalism whichmanyscholarshavenotedandtheyleadtodifferent approachesin 

HRM.(SeeforexampleHodgesandWoolcock,1993,pp.329-344)Works council are a 'natural'  

extension of  continental labor practices, but appear to be an infringementon the'natural' 

operation ofthemarkettomanyAmericanmanagers.American managers have few restraints 

ontheir authorityto determine pay  levels, lay-offs, plant relocationsor'down-

sizing'.Neitherlaborunionsnorlegislationseriouslyinhibittheirright 

tomanage.Incontrast,themajority of Europeanemployeeshavetheirpaydeterminedby 

collectivebargainingcomparedtoabouttwentypercentintheUnitedStates.(Adams,1995, 

p.55)ManyEuropeanemployeesmustalsobeinformedandconsultedregardingplansto lay-

off,relocateor'down-size'anoperation.Theemployeeparticipationprograms,whichare 

popularintheUnitedStates,arenotequivalentbecausetheyareamanagementprerogative 

andnotalegalrequirementastheyareinEurope. 

Theratificationof theMaastrichtTreaty,withitsoptoutprovisiononsocialpolicy,made 

theadoptionoftheWorksCouncilDirectiveacertainty.Inthatnewera,Americanmanagers 

intheEUapparentlychangedtheirstrategy.Theydidnotopenlyoppose theproposalbut 

ratherlefttheinitiativetoUNICE,theEuropeanemployersassociation.They rightly 

determinedthatUNICEwouldbeabletogainconcessionsin thefinalversionofthedirective 

eveniftheycouldnotblockit. 

Sincetheadoptionof thedirective,theAmericanmanagershavebeenquiet.More importantly 

they appeartobedoinglittleto takeadvantageofthethreeyearperiodinwhich they  may  negotiate 

voluntaryagreements. Officials from  boththe Commission  and  the American Chamberof 

CommerceinBrusselsagreeonthispoint.ConsequentlyAmerican firms willhavetoinstituteworks 

councils as directedbylawin1999. 

Thefinalsectionof thispapercannotbecompletedatthistimeduetothedisappointing 

numberofresponsestoaquestionnairewhichwasmailedtoforty HRMdirectors.The purposeof 

thequestionnairewastoascertainwhetherthemanagersfollowedrelevant developments in  theEU 

and whether theyhad plansto implement  the Works Council Directive.Theywerealso  

askedwhethertheHRMpolicyoftheirMNCwasglobalor decentralized.Theresponseswhich 

werereceivedshowednodiscerniblepattern exceptall indicatedthatEUpolicieswereof 

moderaterelevancetothem.Half hadplanstoimplement 

theDirectiveandhalfdidnot.AllindicatedthatvariousEUpoliciessuchashealthand
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safetyaffectedtheiroperation,eachindicatedadifferentsetofpolicies.Nopatternappeared 

inregardto thequestionsconcerning globalization either.Themain conclusion which I 

reachedregardingtheexperienceisthattheinformationregardingtheconsequencesof EU 

policieswillbevery difficultto obtain andwillrequirepersonalinterviewsandprobably 

repeatedinterviews.SinceHRmanagersareaffectedbynationallaws,they arenotalways 

awarethatthenationallaws derivefromanEUdirectives.Inaddition,HRmanagersmaynot 

knowaboutpendingpoliciesthatare underdiscussionelsewhereinthecorporatehierarchy. 

Thefindings ofafieldresearcheffortwouldbefascinatingtohave.Weknowlittleaboutthe impactof 

EUpoliciesontheoperationsofAmericanMNCs.Theobjective,however,will 

havetoawaitamoreambitious programthanis possibleatthis time. 


