Critically discuss and defend the position
that IHRM is an important area of study in
modern day organizations

Abstract
Here the entire report has aimed at critically discussing the importance of the International
Human Resource Management within the modern day organizations. International Human
Resource Management can be identified as a process of utilizing the human resources within
the international organizations in an efficient and effective manner in order to accomplish the
overall organizational success. Therefore, within the entire discussion, it has focused to
explain about the International Human Resource Management and its’ functions as well as
the role of the IHRM manager, IHRM model and the challenges of the IHRM respectively.
Ultimately it has given a reliable and timely conclusion while summarizing the overall
discussion successfully.
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Introduction
With increasing globalization as well as the convenient mobilization and communication
among the countries, the companies are capable of expanding their operations towards the
international level. Therefore it has become a major challenge to the organizations which are
operating across the international boundaries, to manage these dissimilar behaviors of the
people for integration.

So it may necessary emerge the need for International Human

Resource Management for each and every globalized businesses. However it can be
recognized that the IHRM is having the same activities in Domestic Human Resource
Management like Staff Planning, Training & Development, Performance & Compensation
Management, Grievances Handling, Heath & Safety Management etc. but the Domestic
HRM will operate within one nation and meanwhile the IHRM activities will involve various
kind of countries in the world. Further the IHRM can be recognized as a branch of the
management which is examining the design as well as the effects of the organizational HR
practices within the cross cultural contexts itself. According to Taylor (1996); the IHRM can
be defined as “The process of aggregating the different kinds of HRM systems which are used
to manage the people within MNCs, both domestic and overseas”. So it may consist with the
distinct activities which are attracting as well as developing the human resources at MNCs.
Hence the HR managers within these kind organizations are unable to neglect such
international influences towards their work. So it can be recognized that the IHRM is playing
an important role with providing a great solution for the issues in global businesses.
Furthermore the researches have denoted the IHRM as an extension of the HR which are
relating to managing geographically dispersed team. This may consist with expatriating
staffwho are locally recruited or recruiting nationals from a third country neither from the
home country nor from the parent country. So these organizations are ranging from the small
offices to subsidiaries, global NGOs, or MNCs etc. alternatively there may be organizations
which are based on the home country but they are having the overseas offices with the
selected departments in offshore. Therefore the difference between the IHRM and the
domestic HRM is that the IHRM has become more unpredictable while being influenced by
the different kinds of external factors under more functions. So obviously IHRM has become
more dynamic perspective which is required to intervene with more employees being high
risky as well.
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Main functions of the IHRM

When it comes to recognize the main functions of the IHRM, it can be recognized five main
functions such as Recruitment and the Selection, Training and Development, Performance
Evaluation as well as the Remuneration and the Labor Relations etc. so here under the first
function of recruiting and selection; the company will employ the well qualified candidates
for the international operations. Further it can be identified that the Staffing is a kind of
complex function within the global businesses since it may highly affect on the preferred
employee type by the company itself. When the company is using the ethnocentric approach;
then the nationals of the parent country generally staff significant positions within the
headquarters as well as the subsidiaries. So there may be some contradictions among the
national culture or local culture and the foreign culture in related to these functions.
Therefore it required keeping a proper balance between the consistency with the internal
corporate culture and the sensitivity with the practices of the local labor approaches. It can be
illustrated the differences of the recruitment methods in globe as in below;

Figure 1 - The differences of the recruitment methods in globe
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Then the Training & Development may be carried out into two basic ways of centralized or
decentralized. Under the centralized approach, the training originates will travel to the
subsidiaries. This may match with the ethnocentric model and the decentralized approach will
be given the required training locally under the polycentric model. Here the performance
evaluation `can be recognized as an effective function for the IHRM. So this is doing for the
purpose of administration and the development. In modern global businesses, the
performance appraisals are doing according to the standard method in annual basis. But this
also become complex task due to the employees are working on different countries and
different subsidiaries as follows;
Dimension

USA (Low Context)

Saudi

Arabia

(High Japan (High Context)

Context)
Fairness

Objectives

and

the Placements

employee development

Employee development
and the directions

Authorized Person

Supervisor

Top Management

Mentor & the Supervisor

Time period

Annually

Annually

Monthly

Feedback

Direct criticism

Criticism subtle

Criticism subtle

Praise

Individually

Individually

Entire group

Motivators

Career

development Supervisor Loyalty

Internal Excellence

,money and positions

Table 1 - the employees are working on different countries and different subsidiaries

The other one is the remuneration or the benefits for the employees. There the globalized
companies are having two main concerns regarding the implementation of the international
pay system such as the comparability and the cost. Here the most of the international firms
are struggling to maintain a competitive pay system for preventing the knowledge transfer
and reducing their largest expense of payroll as well. Finally the labor relations will be highly
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affected by the international regulations as well as the different governmental practices within
the globe as follows;

Figure 2- The different governmental practices within the globe

According to Laurent (2002), it may require numerous steps for the international HRM.
Firstly it requires the explicit recognition of the parent company related to their home culture.
Then it requires the clear recognition by the parent company on their strengths as well as the
weaknesses. Thirdly it requires the better recognition of their foreign subsidiaries with their
culture. Then the preparedness for the cultural differences is required. Finally it required to
develop an original belief on the management of the cross-cultural differences with the
specific learning styles. Further it can be illustrated the variations of the labor relations
around the globe through the union density as follows;
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Figure 3 - The variations of the labor relations around the globe through the union density

IHRM Model
Further it is possible to identify that the scope and the intricacy of the HR tasks are broader in
IHRM than the Domestic HRM. When it comes to see about the global economy, the
organizations are required to amend the traditional methods of managing people around the
globe. According to the modern research findings; people are becoming more significant for
the organizational success than earlier time. However it can be identified that there’s an easy
access to the money as well as technology rather than the good people. Then the competitive
advantages are lying with the companies who are capable of attracting, selecting, deploying
and developing the talents. Within the MNCs the main objective of the HRM is making the
human resources effective utilization. For the international organizations, it is required to
coordinate the HR activities across the home country and the national subsidiaries while
taking into the account both of the parent country nationals as well as the host country
nationals along with the third country nationals as well. It can be further illustrated the IHRM
Model as follows;
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Figure 4 -The IHRM Model

Role of the IHRM Manager
When it comes see about the role of the IHRM manager, it can be identified that their role
will be determined by the international orientation. Here the IHR professionals should have to
focus about the international competencies in order to take the competitive advantages for
their global businesses. In order to respond to the main business challenges, international
human resource managers are compelled to formulate the strategic practices which make the
overall organization success. In terms of the Micro Level, the global HRM is ensuring the
organizational overarching values as well as the objectives and the goals. Then in terms of the
Meso level, the executives of HRM are concerning about the union issues within the host
country. But in terms of the Micro Level, the executives of the HRM are trying to foster the
global mindset between the staff via the development of the business related HR
competencies itself. When it comes to implement the IHR strategy for the company, the
management should have to ascertain the existing and the potential nature of their own
international operations while standardizing those HR practices as per the overall HR strategy
of the organization. Further they should have to assess the domestic cultural as well as
economical, social and the political factors with the integration of the global HR practices
with the Local Practices. Therefore it has recommended to working under the top
management in order to recognize the required competencies for achieving the global
business objectives through working with the national human resource managers and the line
managers with formulating the IHR practices and the policies under the main areas of reward,
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development as well as the sourcing etc which are embedded in the transnational mindset of
the company.

Challenges of the IHRM
When it comes to see the main issues or the challenges of the IHRM, the crucial challenge is
to accomplish the target of competing demands related to the global integration as well as the
coordination vs. the local responsiveness. Further the higher level of failures related to the
expatriation as well as the repatriation and the deployment the right mixture of talents,
dissemination of the knowledge and the innovation, the speed of the information flow, talent
identification, people development, obstacles for women in the IHRM, language, cultural
differences with the international ethics etc have become the other main challenges for the
IHRM. Not only that but also the various kinds of labor laws, political climates, technological
advancements, values and the attitudes etc have become the other main challenges of the
IHRM as well. Furthermore the existence of the various international models for the IHRM
will make some issues towards the extent of usage under the different countries, different
cultures and the different environments. So the cultural and the environmental diversity has
become a main issue within the IHRM. According to Hofstede (1980), there are several kinds
of cultural dimensions which are affecting to the international operations. Further Sparrow
(1997) has shown that the several areas of the IHRM is affected by the national culture like
the effective decision making process, feedback process, acceptance of the international
assignments as well as the pay systems and the other various concepts related to the social
justice, organizational structuring and the strategic dynamics etc.
“Think globally, Act Locally” necessarily emphasize the meaning of the cultural differences
among the nations in the world. Therefore the international balancing has become crucial for
each and every globalized business. According to Bartlett (1991), there should be a proper
balance of coordination as well as the control and the autonomy for the success of MNCs.
Further it can be illustrated the above explained challenges of the IHRM as follows;
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Figure 5 - Challenges of the IHRM

According to Ulrich (2005), it s required six main capabilities to achieve the above explained
balancing act such as determining the core and non core activities, enhancing the consistency
while expanding the flexibility, building the equity of the global brand through honoring the
local customers as well as obtaining the leverage and creating knowledge with ensuring the
local accountability etc. here the other issues are lying with the management of the
international assignments as well as the adjustment of the employee and the family and the
communication barriers etc. further the challenges of the IHRM have classified under the
taxation issues as well as the coordination of the foreign currencies and the exchange rates
and the compensation plans, different systems of HRM, different kinds of locations,
complexities of different external constituencies, political and the religious groups, foreign
governments and the high level of exposure towards the various risks of terrorism as well as
legal and the health etc with the human consequences under different financial mistakes etc.
According to Laurent (2001), MNCs should have to strive for the consistency on the ways of
maintaining and developing the corporate identity while managing the people on the basis of
worldwide. According to the business perspective, the forces of the global integration consist
with the operational needs as well as the strategic coordination and the multinational clients.
However the local responsiveness consists with higher diverse requirements of the consumers
as well as the tailored channels of distribution, broader constraints for the market entry in
terms of social and political. As per the HR perspective, it can be recognized several kinds of
constraints for using the standard HR practices in IHRM such as different business systems,
different labor laws, different educational systems, national HR practices as well as the
national cultural differences etc. but the most of the organizations are currently required to
implement standardized system for the IHRM purposefully. However the option will be
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determined by the level of their internationalization and the international mindset itself.
Further it can be identified that there’re key barriers for the effective global HRM such as
variations of the HR perceptions, attitudes, resistance to the change, learning styles with the
different teaching styles under different cultural backgrounds.

Conclusion
When it comes to summarize, it can be concluded that the International Human Resource
Management (IHRM) is playing an important role within the context of the global businesses.
It may scrutinize the way of managing the organizational human resource across the different
kinds of national contexts around the globe. It is entirely about the procuring as well as
allocating and utilizing the human resources of the global firms effective and efficient
manner meanwhile balancing the both integration as well as the differentiation of the Human
Resource activities within the foreign locations itself. Therefore the international Human
Resource Managers are required to sort out the issues of globalization as well as the
internationalization since the dissimilar national cultures and the different kinds of policies
and the procedures with the different kinds of languages and the legislations. Even though
there are several kinds of challenges and the issues of the IHRM as earlier discussed, the
International Human Resource Management will assist the organizational remodel while
playing its’ role as innovator. The professionals of the International Human Resource
Management are immensely using the international contexts for extending the existing
theories of IHRM as well. Currently IHRM has emerged its’ importance within the fast
growing global economies for enhancing the workforce as well as integrating the diverse
cultures successfully. It can be recognized that there’re several companies like AVON,
General Electrics, Wipro, Reebok, Coca Cola, Honda and Toyota etc as the modern
companies who have adopted with the IHRM approach in order to remain competitively
within the globe, being efficient, enhancing the local responsiveness, enhancing the flexibility
and the adoptability while transforming their learning across the geographically dispersed
units. Therefore with the globalization and the great mobilization of the resources, the IHRM
has become very important for effective management of the human resources in the
international organizations while minimizing the underperformance risk or the failure of the
foreign assignments, implementing the international competent HR strategies, moving the
traditional structures of the organization hierarchy to the network organizations and
implementing and controlling the entire HR practices and the HR aspects of the international
15 | P a g e

businesses successfully. Further within the modern global context, the IHRM has adopted
with the sessions of on the job training and the continuous leadership programs which are
focused to ensure whether the company is having the best as well as proper trained staff
itself. Hence, ultimately it can be said that the International Human Resource Management is
an important area of study in modern day organizations in order to utilize their invaluable
human resource efficiently and effectively towards the entire organizational success.

References

Ajami, R.A., Cool, K., Goddard, G.J., Khambata, D and Sharpe, M.E. (2006), International
Business: Theory and Practice, (2nd Edition). pp. 3-19. M.E. Sharpe, Inc.

Brett, J, Behfar, K, Kern, M C (2006). Managing multi-cultural teams, Harvard
Business review, 84(11), pp

Cullen, J.B., and Parboteeah, K.P. (2010), International Business: Strategy and Multinational
Company, pp. 3-33. Routledge, 270 Madison Ave, New York, NY 10016

Fedor, Kenneth J., Werther Jr., William B (1996). The Fourth Dimension: Creating
ulturally Responsive International Alliances. Organizational Dynamics, 25(2), pp.39-53

Katsioloudes, M.I. and Hadjidakis, S. (2007). International Business: A global perspective.
Butterworth-Heinemann /Elsevier
Gomez-Mejia, L.R., Balkin, D.B. &Cardy, R.L, (2001) Managing Human Resources,03rd
edition, Prentice Hall, New Jersey
Scullion, H, Sparrow P R, Farndale E, (2011) Global talent management: new challenges for
the corporate HR function in the global recession. ZarzadzanieZasobamiLudzkimi [Human
Recourse Management]
Van Knippenberg, D., Dawson, J.F., West, M.A., &Homans, A, (2011) Diversity fault lines,
shared objectives, and top management team performance, Human Relations
16 | P a g e

Wall, S., Minocha, S., and Rees, B. (2010). International Business, (3rd Edition), pp.1-36,
Prentice Hall, Financial Times.

Yeung, Irene Y. M.; Tung, Rosalie L. (2002), Achieving business success in Confucian
societies: The importance of Guanxi (Connections), Organizational Dynamics, 25(2), pp. 5465

17 | P a g e

