Unit 14, Session 2
Global HR Management

What is the hardest market in the world?  

The U.S.--Most competitive

What issues must you consider when working in foreign markets:  Let's go through your textbook again, from an international perspective
1.  An investment perspective:  This varies greatly.  Japan traditionally looks at employees as an asset.  Hong Kong the opposite.  Others fall on a continuum in the middle

2.  Strategic management.  Again, Japan is very strategic, to the point of sometimes being inflexible.  China is the least strategically oriented country in which I have worked.  

3.  Human Resource planning.  The U.S. is probably the leader on this.  You did the Mannesmann case, and that was interesting because it was unusual.  Planning is different in most European countries because it is so hard to get rid of people  This drives the recruiting process.  Many European countries have strict apprenticeship rules that means you must pipeline people, often at the age of 14.

4.  Work design.  Again the U.S. is the leader in this regard.  Most countries use standard hierarchical structures.  Latin America, for example, tends to be very paternalistic in work designs.  Concepts of leadership, participative management, empowerment, etc., are weakly defined, but increasing in use.  Japan and Theory Z—Demming and Ouchi.  

5.  Employment law:  Obviously differs by country—radically.  For example, in most European countries you can't ask health questions.  German offices all have to have natural sunlight.  Many Latin American and European countries have 13 and 14 month contracts.  Sick leave practices vary greatly.  Maternity leave practices.  Canada, for example, has paternity leave.  National health insurance policies require a lot of bookkeeping.  Less trust and more documentation.
6.  Staffing:  Again different legal practices and different traditions.  German application forms require full documentation, and a picture.  However, it is not allowed to ask health related questions, nor require a physical exam for insurance.  In paternalistic societies, questions and hiring may be more family oriented—does the boss like you.  There are generally no Equal Opportunity rules.

7.  Training:  In Europe, often formalized.  Guilds do the training.  Jobs must legally exist.  Chinese coal mines are probably the opposite end of this.  Obviously, the more mechanized and technical the society, the greater will be the need for training.  Western companies often train the wrong thing.  For example, training farmers how to grow crops.

8.  Performance Management.  American bosses surprise staff by how easy it is to get high marks.  This comes from the U.S. culture that says we don't hurt feelings and highly value self-esteem.  We are also conflict averse, and see the boss-staff relationship differently.

9.  Compensation.  Taxation in many countries is an issue—both positively and negatively.  Non-taxable benefits are important in Europe, and not important in Hong Kong.  For foreign companies, the currency of the pay can be an issue.  High inflation countries may prefer to be paid in US$.

10.  Labor relations:  Unions are mandatory in many European countries.  They don't exist in others.  As a foreign employer, how do you treat your employees.  Answer: to American standards (note: this doesn't mean you have to pay American wages—standards means in relation to their society).

11.  Employee separations:  Varies greatly.  In Japan and Europe, very difficult.  In other countries, very easy.  Separate rules vary.  In Europe, it may take 6 months.  

12.  Foreign companies doing business in the U.S.—their version of global resource management.  What problems do you think they have? 

