Study Unit 12

Briefly discuss the alternatives to expatriation (3) Oct 2013 

Expatriation is always expensive. Expatriates tend to be paid more than other staff, even as the same level, they get substantially more benefits, their transfer may involve a partner and a family  and it will certainly involve a disproportionate amount of specialist HR support and senior management time. Many MNE’s (multinational enterprises) are looking carefully at their budgets and trying to reduce the cost involved.

· One approach is to negotiate more toughly
· Increasingly, international organisations are employing expatriates on local terms and conditions
· There has been increasing interest in the use of third-country nationals 
· Many international workers are not expatriates but short-term assignees, international commuters, the frequent flyers and the international project teams
· The international commuter phenomenon is becoming more widespread
· The argument has been made that the development of information and communication technology (ICT) will render both international transfers and international travelling redundant
· The cheapest option is usually the employment of locals

Define this term expatriates (3) May 2014 

Expatriation implies cross-border assignments of employees that last for more or less three to four years. For many organisations IHRM and expatriate management are virtually synonymous. Expatriates are among the most expensive human resources in any internationally operating organisation and they are almost invariably in crucial positions for the organisation. Expatriates are chosen to fill key positions in the company. These positions are important to the success of the organisation. The people involved are invariably expensive to service, perhaps costing three or four times as much as a similar posting at home and often far more than a local appointment would cost.

Write a short essay on the drivers of global HRM (5) Oct 2014, May 2015, Oct 2016

· Efficiency: It is a pressure for things such as the outsourcing of business processes and a high degree of centralisation
· Global provision: It comprises two key elements – building a global presence and e-enabling management
· Information exchange and organisational learning: It also comprises two key elements – knowledge transfer and management, and forging strategic partnerships.
· Core business process convergence: It involves the HRM response to the creation of core business processes and the movement away from country-based operations towards business-line-driven organisations
· Localisation: In practice, not many firms seem to be incorporating the option of decentralisation into their strategic driver recipe

Discuss the factors that enable HR to operate on a global level (9) Oct 2015

· HRM affordability: The need to deliver global business strategies in the most cost-effective manner possible.
· Central HRM philosophy: Consists of two elements: Centralization of HRM decision-making and Industry-wide convergence of HR practice.
· E-enabled HR and knowledge transfer: This is a critical component in terms of IHRM positioning. The HRM department’s role as knowledge management champion has three elements: 
· Capitalizing on the e-enablement of HRM
· Pursuit of knowledge transfer and management
· Building of a global HRM presence.

Critically describe HR affordability as a factor that enables HR to operate on a global level in a multidimensional Organization (4) May 2017

This is about the need to deliver global business strategies in the most cost effective manner possible.
The cost of labour is the most expensive operating cost for an organization.
The people employed and the activities they undertake must be examined to identify their added value
Multinational enterprises are devoting their attention to ensuring that people are whey they can be most cost-effective and that central overheads are as low as possible. This has also led to the redeployment of activities to lower-cost countries where there is well-educated people that suit the needs of the company.

Critically discus common challenges faced by expatriates on repatriation (4) May 2017

The repatriation of expatriates has been identified as a major problem for multinational companies, but is still under-researched. For many MNEs this problem has become more acute in recent years because expansion of foreign operations had taken place at the same time as the rationalization of headquarter operations: there are few unfilled positions suitable for expatriates in the majority of companies. From the repatriate perspective other problems associated with reintegrating into the home country are loss of status, loss of autonomy, loss of career direction and a feeling that international experience is undervalued by the company. There is growing recognition that where companies are seen to deal unsympathetically with the problems faced by expatriates on re-entry, managers will be more reluctant to accept the offer of international assignments. Many managers 
expatriates leave their company within twelve months of repatriation. The costs of expatriate turnover are considerable and very few firms have effective repatriation programmes. 
