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11.1 LEARNING OUTCOMES 

Read through the outcomes before you continue. This will give you an overall picture of 
what we will discuss in this workbook. 
 
After studying this workbook, you should be able to 
 

 discuss the different types of culture found internationally  

 explain how domestic and international HRM differ 

 discuss the staffing process for individuals working internationally 

 discuss issues relating to the induction of international employees 
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 identify the unique training needs for international assignees 

 identify and discuss the two factors in international HRM that assist in retaining competent 
personnel 

 discuss the key issues in industrial relations of multinationals 

 
11.2 KEY CONCEPTS 

A number of key concepts are listed at the end of chapter 17 of your prescribed book. 
Please read through them before you continue. Then you will be familiar with the different concepts that 
we will refer to in this workbook.  

Some of the important key concepts in this workbook are: 

 Ethnocentric approach 
 Polycentric approach 
 Regiocentric approach 
 Balance sheet approach 
 Geocentric approach 
 International HR management 

11.3 INTRODUCTION 

Companies expand internationally for many reasons. The decision to go multinational has a great impact 
on the human resources of a company and therefore on the HR management activities. For employees, 
it may create new career move options and even a change of careers. For HR management, 
internationalisation creates problems that require different strategies, policies and practices which often 
include a new dimension of responsibilities not usually found in domestic organisations. 

Read chapter 17 and more specifically the introductory part of chapter 17 in the 
prescribed book. 

Activity 11.1 

Think back on the past five years. How many companies do you know of that have expanded 
internationally, either by purchasing other businesses abroad or by opening offices in other countries? 

Feedback 

A few examples are listed in the introductory section, chapter 17 of the prescribed book. For example, 
MTN opened offices in Nigeria and Woolworths is set to take over an Australian department chain store 
(Moorad 2014). 
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11.4 WHY DO COMPANIES DECIDE TO DO BUSINESS ABROAD? 

Study section 17.1 in chapter 17 of the prescribed book. 

Activity 11.2 

Explain why companies decide to expand their operations internationally. 

Feedback 

Section 17.1 provides some reasons why companies expand operations internationally. These include  

 reducing costs as companies are closer to their markets 

 fewer government regulations 

 access to growth opportunities  

 taking advantage of labour force availability 

11.5 TYPES OF ORGANISATIONAL FIRMS USED INTERNATIONALLY 

Study section 17.2 in chapter 17 of the prescribed book. 

Activity 11.3 

What are the primary differences between multinational, global and transnational companies? 

Use this table to indicate the differences between these three types of companies. 

Multinational Global Transnational 

 A collection of decentralised 
and fairly autonomous 
operating units directed 
towards their own national 
markets 

 - 
 

 

 

 - 

 - 

 - 

 - 
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Feedback 

You should have referred to section 17.2 in chapter 17 of the prescribed book. Multinational companies 
have a considerable degree of autonomy. Global companies have a high degree of integration managed 
from their headquarters. Transnational companies include management from headquarters and 
integrated networks of interactive units. 

11.6 WHAT TYPES OF CULTURE ARE FOUND IN THE WORLD OF WORK? 

Culture refers to behaviour and belief traits of a particular social and/or ethnic group. In other words, it is 
the "shaping of the mind" that defines the differences between members of different groups. Therefore, 
culture is what influences the way in which things are thought and done in organisations specific to a 
particular country. 

Activity  

Watch the following video to learn more about culture. Reflect and share your thoughts and 
understanding of cultural differences – do this online. Refer to the Discussion Forums tool on the 
HRM2602 myUnisa module site and select Forums 13: Workbook 11 Activities. 

Cultural differences – team challenges 2 

https://www.youtube.com/watch?v=QlifMpIwPus 

It is obvious that in countries mentioned – China, Japan, India, Argentina or Egypt – people coming from 
America can inaccurately predict the reactions of those they interact with in these countries. For 
example, in Argentina arriving late for a business dinner is acceptable, whereas in America it would be 
considered disrespectful of your host. The codes for interpreting the environment, attaching values and 
priorities to that information, classifying behaviour as acceptable or not are all passed from one 
generation to the next and also differ from one country to another. Let's learn more about culture in a 
global world of work. 

Study section 17.3 in chapter 17 of the prescribed book. 

Activity 11.4 

http://my.unisa.ac.za/
http://my.unisa.ac.za/
https://www.youtube.com/watch?v=QlifMpIwPus


      HRM2602/MO002 
 

146 
 

a. Explain how the culture of a country where an organisation decides to open new offices will influence 
the way it does business and the kinds of people who will be effective in those offices. 

b. Briefly explain how these cultural differences influence the training provided to employees. 
 

Feedback 

In chapter 17 of the prescribed book you will see that culture is what defines the differences between 
members of different groups. It distinguishes one group of people from another. It also defines people, 
relationships and leadership, and thus has a profound influence on every aspect of business. A shared 
culture simplifies human interaction, because individuals can easily predict other people's reactions. 
Misunderstandings occur less frequently when people share a culture than when cultures differ. (See 
section 17.3 "Cultures in the global world of work" in the prescribed book.) 

Hofstede has identified four dimensions of culture that can be used to identify and distinguish between 
the different values and attitudes of employees in different cultures. The influence of these dimensions 
on business is that organisational structures, management styles, organisational cultures and change 
programmes must be adapted to the current culture of the country in which the office is situated. This 
also means that HR management functions and activities will be different, depending on the country and 
culture. Let's take a closer look at what impact doing business abroad has on the activities of HR 
professionals. 

11.7 WHAT IMPACT DOES GOING ABROAD HAVE ON THE ACTIVITIES OF HR 
PROFESSIONALS? 

Study section 17.4 in chapter 17 of the prescribed book. 

Now that you are aware that culture plays a largely significant role in organisational activities and the 
people working in these environments, it is time to look at the different activities of HR professionals 
when working in their local organisations compared to international organisations.  

Activity 11.5 

Complete the following table by identifying the differences between domestic and international HRM: 

# Difference between domestic 
and international HRM 

How it differs 

1. HR functions International operations have more functions performed by HR 
professionals, e.g. international relocation and orientation 

2.   

3   

4.   

5.    
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Feedback 

Employees who move to foreign countries for work-related purposes need to be assisted, by their 
organisations and the HR professional, in terms of training (e.g. diversity training). This will help them to 
better understand the country they are relocating to, how the organisation functions within this country, 
what the cultural norms are, and so on. In addition, the organisation and its HR professionals have more 
complex HR functions since they need to help employees to transfer, relatively easily, all their personal 
belongings, and help the employees' family to find alternative work, schools for their children, homes, 
and so on. Refer to figure 17.1 in the prescribed book to learn more about environmental forces that 
influence the design and implementation of HRM systems on the expatriation or transportation of 
employees and their families internationally. Now that you understand the difference between domestic 
and international HRM, let's focus a little more on important international HR activities. 

11.8 INTERNATIONAL HR MANAGEMENT ACTIVITIES 

Study sections 17.5, 17.6, 17.7, 17.8 and 17.9 in chapter 17 of the prescribed book. 

Multinational companies need to develop strategies that promote success and maintain a competitive 
edge in the global market. One such important aspect is to focus on human resources, especially global 
human resources, which are important for the success of multinational companies. Employees should 
therefore be carefully recruited, selected, managed and retained. For example, the HR professional 
faces the challenge of recruiting from parent country nationals versus host country nationals. 
Furthermore, training and development initiatives focus on developing job-related skills and knowledge 
that enable employees to perform jobs in international organisations.  

Activity 11.6 

a. Discuss how your job as an HR manager may be influenced by a decision to open offices 
internationally. 

b. Briefly explain who would do the performance appraisals of these employees and if they would be 
appraised using the same system currently used by the organisation. 

c. Suggest how compensation and benefits differ from those of employees who do not go on 
international assignments. 

Feedback 

When a company opens offices internationally, it has to decide whether existing employees will be 
transferred or whether new employees will be recruited. Will new recruits be sourced in the parent 
country or the host country? Organisations can use recruitment of parent country nationals, host country 
nationals or third country nationals. HR has to consider the advantages and disadvantages of each 
option as indicated in table 17.1 in the prescribed book. Posting employees internationally can be very 
costly; therefore, organisations can consider alternative assignments instead of posting employees 
internationally for extended periods. The selection process is more complex for international 
assignments, because candidates need to have unique skills to ensure success (refer to section 17.6 in 



      HRM2602/MO002 
 

148 
 

chapter 17 of the prescribed book). Orienting and preparing employees for international assignments 
involve different approaches and activities (refer to section 17.7 in chapter 17 of the prescribed book) 
which should not be neglected. T&D as a core function takes on a new and more complex dimension, 
which includes training before, during and after foreign assignments, especially cultural assimilation, 
sensitivity and language preparation. 

Performance appraisals of staff on international assignments are complicated by cultural and 
policy/structural issues (e.g. who will do the evaluation?). This is further influenced by long distances and 
the amount of contact with the expatriate (refer to section 17.9 in chapter 17 of the prescribed book). 
However, performance appraisal should not be neglected for expatriates, because it has a profound 
influence on their career progression. 

Knowledge of the laws, customs, environment and employment practices of host countries is important 
when compiling compensation packages for international employees. 

11.9 RETENTION OF PERSONNEL 

Study section 17.10 in chapter 17 of the prescribed book. 

Activity 11.7 

What are the typical components of a global employee's compensation package? 

Feedback 

You could have referred to figure 17.4 in chapter 17 of the prescribed book to discuss the components of 
global employees' compensation packages. The retention of expatriate employees is also influenced by 
an effective compensation policy that meets the objectives covered in section 17.10.1 in chapter 17 of 
the prescribed book. 

11.10 KEY ISSUES IN INDUSTRIAL RELATIONS OF MULTINATIONALS 
 
A country's own history and the influences from other countries help shape a country's labour systems 
and employment legislation. When an organisation starts functioning internationally, relationships 
between management and employees take a different approach. This can be related to diversity 
approaches taken by different countries regarding their labour relations legislation. 

Read sections 17.11 to 17.15 in chapter 17 of the prescribed book. 

Activity 11.8 

How should HR departments within multinational organisations deal with labour relations issues? 
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Feedback 

International HR management is hugely influenced by labour legislation and roles that unions play in the 
various countries and organisations. HR departments within multinational enterprises must therefore 
decide which approach to follow when dealing with labour relations issues. You could have referred to 
section 17.11 in chapter 17 of the prescribed book to learn about the approaches international 
organisations can take when dealing with labour relations issues such as discipline, dismissals, 
transfers, layoffs and retirements. 

11.11 SELF-ASSESSMENT 

The self-assessment questions consist of multiple-choice and written questions. To access 
the multiple-choice questions, visit the self-assessment workbook 11 tab on Additional Resources and 
begin your assessment. 

Question 1 

Explain why managers should be aware of cultural differences when they are sent on international 
assignments. 

Question 2 

Explain how HRM activities and functions differ in a multinational organisation. 

Question 3 

Compensation plays a huge part in the retention of expatriate staff. Explain the complexities of 
compensation for expatriate employees. 

Question 4 

You are the T&D manager for an international brewery. You are responsible for preparing employees for 
overseas assignments. Write brief notes on the five different T&D techniques that you can use for this 
purpose. 

Feedback 

Question 1 

The answer to this question is in "Cultures in the global world of work" in chapter 17 in the prescribed 
book. 

Begin by explaining what culture is and how this impacts on management. Explain Hofstede's 
dimensions of culture and the fact that providing a unified managerial approach for managing in different 
cultures was found to be impractical. The best approach to follow would be to adapt organisational 
structures, management styles and organisational cultures, and change management programmes to 
the dominant culture of the host country. 

 

file:///D:/Nadia%20QAed%207%2010%2015/Additional%20Resources
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Question 2 

This is an easy question to answer. You will find the answer in "What impact does going abroad have on 
the activities of HR professionals?" in chapter 17 of the prescribed book. You could have discussed the 
differences between domestic and international operations as indicated in this section. 

Question 3 

Find the answer to this question in "Compensation" in chapter 17 in the prescribed book. 

Compensation for expatriate employees concerns three broad categories of activities: how base pay is 
determined, how taxes are managed and which benefits are offered. 

The six approaches to base salary are 

 negotiation 

 balance sheet 

 localisation 

 lump sum 

 cafeteria 

 regional systems 
 

Where taxes are concerned, the company can decide on one of the following strategies: 

 laissez-faire 

 tax equalisation 

 tax protection 

 ad hoc 
 

Companies are often compelled to include compulsory benefits, such as health care benefits, social 
security or the equivalent thereof in the host country and leave provision. 

Discuss these components by explaining each one and mentioning the advantages and disadvantages 
of the different approaches. 

Question 4 

The answer to this question is in "Training and development" in chapter 17 of the prescribed book where 
the five T&D techniques to prepare employees for overseas trips are discussed. 

REFLECTION ACTIVITY 

Reflect on your learning while working through this unit. Complete the following self-assessment 
checklist to determine your understanding of this unit and whether you have mastered the learning 
outcomes:  

Learning outcomes Yes No 

Can l discuss the different types of culture found internationally?   

Am l able to explain how domestic and international HRM differ?   

Can l discuss the staffing process for individuals working internationally?   

Can l discuss issues relating to the induction of international employees?   
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Am l able to identify the unique training needs for international assignees?   

Am l able to identify and discuss the two factors in international HRM that assist in retaining 
competent personnel? 

  

Can l discuss the key issues in industrial relations of multinationals?   

GUIDELINES FOR COMPLETING THE REFLECTION ACTIVITY 

 If you answered yes to all of the questions in the checklist, you are now ready to move on to the self-
assessment assignment. 

 If you answered no to any of the questions in the checklist, work through the specific sections again. 
 
It is very important that you achieve all the learning outcomes of this module, as they guide your learning 
process in this module. 

This also means that you have completed the four topics for this module. 

SUMMARY OF TOPIC 4 

Employees are a company's most valuable resource, but the ability to use this resource effectively is 
limited by the company's HR policies and practices. HR must be flexible enough to embrace the 
challenges facing the new business environment if it does not want to be a constraining factor that 
undermines the organisation's competitiveness. It is becoming increasingly important for HR managers 
to align HR efforts with strategic objectives, to integrate the different HR activities to support employee 
performance and to recognise individual differences. The competency approach to HR management is a 
way to ensure HR flexibility. Competencies are characteristics that employees possess and use in 
appropriate and consistent ways to achieve desired performance. A competency model is the written 
description of all the competencies needed to ensure organisational success. This approach will lead to 
a change in HR practices such as recruitment and selection, T&D, performance appraisal and 
compensation. 

Virtual office, virtual teams and virtual organisations are the new buzzwords in HR. They have come 
about owing to advances in technology and social and economic changes, which have led to significant 
changes in the world of work. Examples are changed organisational structures, different work 
arrangements and changes in the way people are managed. The new approach to working has had such 
an impact on HR management that a new field of HR management, called e-HRM, has been created. 

The globalisation of businesses continues to grow. Multinational organisations have opened offices in 
South Africa and local businesses have entered into agreements with businesses abroad. South African 
businesses are thus exporting products and services and entering into joint ventures with overseas 
businesses, and have in this way entered the international arena. Multinational organisations impact on 
HR management activities with the complex legal, political, economic and culture factors in staffing 
global jobs, selection, orientation, T&D, performance appraisal, retention of expatriates and labour 
relations issues when doing business internationally. 
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APPENDIX A: SELF-ASSESSMENT ASSIGNMENT (BOTH SEMESTERS) 

 
Note that the questions in the self-assessment assignment (Assignment 03) are good examples of 
possible examination questions and should be used as such in your preparation for the examination. For 
your convenience, a mark has been allocated to each question. As a general guideline, we suggest that 
you write at least one to two pages (depending on your handwriting) per 10-mark question. Do not 
expect a high mark if you do not produce the correct volume and content. 
 

Assignment 03 for both semesters 

Study workbooks 01 to 05 to complete this self-assessment assignment. 

 
Do NOT send this assignment to the university. 
 
Question 1 
 
Your friend, Jane, is visiting you as usual. However, you notice that she looks stressed and worried. You 
ask her what is troubling her. She tells you that her performance appraisal is taking place the next day 
and that she hates appraisals. Jane says she does not understand why her organisation always wastes 
time on this activity. She does not see what benefits this performance appraisal has for either herself or 
the organisation. She also feels that this activity is too formal and finds it boring. She further mentions 
that, in some cases, employees do not receive any feedback after this activity. It appears that this activity 
is only carried out as a matter of formality. 
 
Explain the purpose and objectives of a performance appraisal to help Jane understand the importance 
of performance appraisals. (10) 
 
Assessment criterion: 
 

 The purpose and objectives of a performance appraisal should be clearly explained. 
 
Question 2 
 
Gina is a training consultant for an HR outsourcing company. An accounting firm has approached her to 
deliver leadership and management training for their board of directors to improve their leadership and 
management skills. Gina decides to use "away-from-the-job" training, because she feels that these 
directors' jobs are very stressful and training would be more successful away from their working 
environment. This will enable them to focus only on the training.  
 
Briefly discuss any five appropriate methods that Gina can use for this training session. (10) 
 
Assessment criterion: 
 

 You need to discuss five appropriate methods that Gina can use for this training session. 
 
Question 3 
 
Rosina is a single parent of two children, aged four and six. She resides in Pretoria, but has recently 
been called in for an interview at a company in the Sandton area of Johannesburg. At the interview 
Rosina voices her concerns relating to her possible acceptance of the position, such as finding day care 
for her children. 
 
Organisations vary greatly in the services and benefits they offer their employees so as to increase 
employee loyalty and decrease absenteeism and staff turnover. 
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Identify five different types of employee services or benefits that organisations can make available that 
could attract Rosina to this company. Provide an explanation of each. (10) 
Assessment criteria 
 

 Identify five employee services or benefits offered by organisations to their employees. 

 Provide an explanation of each of the five employee services or benefits. 
 
Question 4 
 
Lena and Timothy have been married for six years and have three children. They are both medical 
doctors and work long hours at Shebang Hospital in a rural town. They are currently facing potential 
conflicts over their career paths and the division of family responsibilities.  
 
As an HR practitioner you advise couples on their dual-career problems. Explain to management the 
characteristics of effective programmes to assist dual-career couples in overcoming their career-related 
challenges. (10) 
 
Assessment criterion:  
 

 Clearly explain the characteristics of effective programmes to assist dual-career couples. 
 
Question 5 
 
Write a short essay to indicate the differences between EAPs, wellness programmes and safety 
programmes. Use a table with three columns to structure your answer. (10) 
 
Assessment criterion: 
 

 Clearly explain the differences between EAPs, wellness programmes and safety programmes. 

 
  




