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Local to 
International 
Move

If the company goes international, 

• What type of employees do we need to hire?

• How are HR practices conducted in other 
countries? 

• How do we manage knowledge across 
geographical and cultural distances?

• What are the risks of this move?

• What are the benefits of this move?

• How to scale the HR operations?



Learning 
outcomes:

On successful completion of the course, you should be 
able to:

1. Synthesize concepts and diverse perspectives 
pertaining to IHRM and the global HR function 
including global planning, recruitment and 
selection, talent management, compensation and 
benefits.

2. Understand the institutional, legal and regulatory 
context of IHRM and critically evaluate the HRM 
implications for an international organization.

3. Discuss the complexities associated with managing 
a global workforce and evaluate the influence of 
cultural and ethical issues on IHRM.

4. Apply the knowledge obtained in this course in your 
organization.



About me

• Kateryna Bannikova

• 20+ years of experience in business operations, human 
resources and customer service, in IT and travel industries.

• PhD in Sociology

• https://www.linkedin.com/in/katerynabannikova/

https://www.linkedin.com/in/katerynabannikova/
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Introduction to IHRM

Module 1



Module 1 objectives

Define key terms in 
international human 
resource management 
(IHRM) and consider 
several definitions of 
IHRM

1

Outline the differences 
between domestic and 
international human 
resource management 
(HRM)

2

Present the complexity 
of IHRM

3

Discuss the challenges to 
existing IHRM practices

4



Defining IHRM

HRM refers to those activities undertaken by an organization to 
effectively utilize its human resources (HR).

These activities would include at least the following:

• talent planning

• staffing (recruitment, selection, placement)

• performance management

• training and development

• compensation (remuneration) and benefits

• employee relations



HRM 
Basics



HRM 
Functions



Three 
approaches 
to IHRM

Cross-cultural 
management

Comparison of HR 
systems

HRM in multinational 
companies



Morgan’s 
Three 
Dimensions 
of IHRM

WHAT – Three HR activities: 
procurement, allocation, and utilization 
of resources

WHERE – Three country types: host-
country, parent-country, ‘other’ countries 

WHO - Three categories of employees: 
host-country nationals (HCNs), parent-
country nationals (PCNs), and third-
country nationals (TCNs)





Which activities 
change when HRM 
goes international? 



IHRM 
Definition

“We define the field of IHRM broadly to 
cover all issues related to managing the 
global workforce and its contribution to 
firm outcomes. Hence, our definition of 
IHRM covers a wide range of HR issues 
facing MNEs in different parts of their 
organizations. Additionally we include 
comparative analyses of HRM in different 
countries.”

Stahl, Björkman, and Morris; Handbook of 
Research in International Human Resource 
Management



Expatriates

Working and 
residing in 

foreign countries

International 
assignments



Domestic vs International HRM

• Narrow range of HR activities

• Specialized expertise

• One nationality

• Limited involvement in personal lives

• Limited exposure to risks

• Less external influence

• Broad range of HR activities

• Broad expertise

• More than one nationality

• Greater involvement in personal lives

• Greater exposure to risks

• Greater external influence



Variables that diminish 
differences

Cultural 
awareness

Industry type

Domestic 
market size

Senior 
management 

mindset



PESTLE 
analysis



PESTLE analysis for an online English language 
school that operates internationally:
• Political factors: The school must consider the political environment in each country where it operates, including government 

regulations that affect the online education industry, such as online privacy laws and licensing requirements. For example, 
the school must comply with different regulations related to online education in each country where it operates.

• Economic factors: The school must consider the economic conditions in each country where it operates, including factors 
such as exchange rates, economic growth, and disposable income. For example, the school may need to adjust its tuition fees 
based on the economic conditions of each country.

• Social factors: The school must consider the social and cultural norms in each country where it operates, including factors 
such as language proficiency and cultural attitudes towards online education. For example, the school may need to adapt its 
marketing strategies to appeal to the cultural preferences of each target market.

• Technological factors: The school must consider the technological environment in each country where it operates, including 
factors such as internet connectivity and availability of technology. For example, the school must ensure that its online 
platform is accessible to students in each country where it operates and that it complies with local data privacy regulations.

• Legal factors: The school must consider the legal environment in each country where it operates, including factors such as 
employment laws, tax laws, and licensing requirements. For example, the school must comply with local laws related to 
employment of staff and licensing requirements to operate as an online education provider in each country where it 
operates.

• Environmental factors: The school must consider the environmental factors in each country where it operates, including 
factors such as climate and natural resources. For example, the school may need to adapt its operations to minimize its 
environmental impact and comply with local environmental regulations.





Remember country types

• Host-country is the country where the multinational firm operates 
and where its subsidiary or affiliate is located.

• Parent-country is the country where the multinational firm is 
headquartered or where it originated from.

• ‘Other' countries are any other countries where the multinational 
firm operates, but that are neither the host-country nor the parent-
country. 



Remember employee types

• A host country national is an employee who is a citizen of the country 
where the multinational firm operates.

• A parent country national is an employee who is a citizen of the 
country where the multinational firm is headquartered or where it 
originated from.

• A third country national is an employee who is a citizen of a country 
that is neither the host country nor the parent country of the 
multinational firm. 



Summary

We discussed the overview of 
IHRM.

We did this by:

• defining key definitions in IHRM

• outlining the differences between 
domestic and IHRM by looking at six 
factors which differentiate 
international and domestic HR

• presenting the complexity of IHRM



Homework

Case study: ABC Tech

ABC Tech is a multinational company that specializes in software development. 
The company is headquartered in the United States and has operations in several 
countries, including India, China, and Brazil. The company is known for its 
innovative software products and services, which are used by businesses and 
consumers around the world.

Recently, the company has been facing several challenges related to its 
international human resource management. For example, the company has been 
struggling to find and retain skilled software engineers in India, which has been 
affecting its ability to meet project deadlines. In addition, the company has been 
facing difficulties in complying with local labor laws in China, which has resulted in 
penalties and legal disputes. The company has also been facing pressure from 
environmental groups to reduce its carbon footprint in Brazil, which has been 
affecting its recruitment and retention of talented employees.

Your task: Conduct a PESTLE analysis of ABC Tech in relation to its international 
human resource management. Identify the external factors that are affecting the 
company's ability to manage its workforce in India, China, and Brazil, and evaluate 
their impact on the company's performance. Based on your analysis, make 
recommendations for how the company can manage these external factors to 
improve its human resource management practices and maintain its competitive 
position in the international marketplace.

Essay size – 300-500 words max.



Examples:

• Managing cross-cultural diversity: Multinational firms must respect cultural 
differences among their diverse workforce, adapting policies to local laws 
while maintaining consistency. This may involve modifying compensation 
and benefits programs, training, and providing cultural sensitivity training.

• Compliance with international labor laws: Multinational firms must comply 
with labor laws in each country, monitoring changes and updating policies. 
This includes compliance with laws related to minimum wage, working 
hours, overtime pay, leave entitlements, health and safety, non-
discrimination, and international labor standards.



Examples (continued):

• Global mobility management: Multinational firms may need to manage the 
relocation of employees across different countries, which involves 
obtaining visas, work permits, and other legal documents. They must also 
provide support to employees and their families, such as housing, 
education, and healthcare. They must ensure compliance with tax laws in 
both the home and host countries, and manage the repatriation of 
employees at the end of their assignments.

• Language and communication support: Multinational firms may need to 
provide language and communication support to employees who speak 
different languages. This may include translation services, language 
training, and interpretation services. They must also ensure that 
communication is clear, consistent, and culturally sensitive across different 
countries and regions.



Cultural context of IHRM
Module 2



Module 2 
objectives

• Discuss the definitions of culture 
and cultural concepts

• Study the results of intercultural 
management studies such as 
Hofstede, the Global Leadership 
and Organizational Behavior 
Effectiveness (GLOBE) study, Erin 
Meyer and others

• Reflect on cross-cultural 
management research and the 
development of cultures.



Cross-cultural studies

• description of organizational behavior within countries and cultures

• comparison of organizational behavior between countries and 
cultures

• explanation and improvement of interaction between employees, 
customers, suppliers, or business partners from different countries 
and cultures



What is culture?

“Culture consists in patterned ways of thinking, feeling, and reacting, 
acquired and transmitted mainly by symbols, constituting the 
distinctive achievements of human groups including their 
embodiments in artefacts; the essential core of culture consists of 
traditional ideas and especially their attached values”

Kluckhohn and Kroeber



Schein’s concept of culture

Edgar Henry Schein identified three 
distinct levels in organizational cultures:

• artifacts and behaviors

• values

• assumptions

which came to be known as Edgar 
Schein’s three levels of organizational 
culture



Assumptions

1. The nature of reality and the nature of truth: what is real and what is
not? Do members of a culture assume more of an experimental position,
where decisions about true and false depend on experiment, or do they
follow more traditional convictions

2. The time dimension: how is the time dimension defined and calculated?
How important is time? Do members of a culture live more in relation to
the past or to the future? Are they oriented more to the long-term or the
short-term?

3. The effect of spatial proximity and distance: how is space attributed to
members of a society? What objects and locations are private and what
are public? What role does spatial distance play in evaluating relationships,
e.g. in regard to level of intimacy?



Assumptions (continued)

4. The nature of being human: what does it mean to be human? Is human
nature marked more by good or bad intentions? Can people change and
develop, even as adults?

5. The type of human activity: how is the relationship to the environment
evaluated? Is the environment considered more compelling or
overpowering? Are the members of a society more passive in their fate or
do they try to actively change it?

6. The nature of human relationships: what ideas about criteria of social
order dominate in a society (e.g. age, origins, success)? What characterizes
relationships between people? Is team success or individual success
important?



Hofstede Study
• Professor Geert Hofstede conducted one of the most comprehensive

studies of how values in the workplace are influenced by culture.

• He defines culture as “the collective programming of the mind
distinguishing the members of one group or category of people from
others”.

• The six dimensions of national culture are based on extensive research
done by Professor Geert Hofstede, Gert Jan Hofstede, Michael Minkov and
their research teams.

• The application of this research is used worldwide in both academic and
professional management settings.





Hofstede model

Country comparison – Let’s have a look!

https://www.hofstede-insights.com/country-comparison/

https://www.hofstede-insights.com/country-comparison/


Test Yourself 
(Optional)
https://www.idrlabs.com/cultural-
dimensions/test.php

https://www.idrlabs.com/cultural-dimensions/test.php
https://www.idrlabs.com/cultural-dimensions/test.php


Examples of the impact of the cultural context 
on HRM practices



Homework

• Choose one of the below 4 cases

• Write an essay – 300 - 500 words











The GLOBE Study
GLOBE is an acronym for Global Leadership and Organizational Behavior
Effectiveness - https://www.globeproject.com/

• Are there leadership behaviors, attributes, and organizational practices
that are generally accepted and effective across cultures? in some
cultures only?

• How much do leadership attributes that are traced back to social and
organizational contexts affect the effectiveness of specific leadership
behavior and its acceptance by subordinates?

• How much do behaviors and attributes in specific cultures influence
the economic, physical, and psychological well-being of the members
of societies?

https://www.globeproject.com/
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