
Introduction to Global Human Resource Management (Global HRM)

Key concepts, objectives, and practical considerations for managing people across borders.

1. What Is Global HRM?

Aspect Definition

Scope
Management of human?resource activities for an organization that operates in

two or more countries.

Core Functions

Recruitment & selection, training & development, performance management,

compensation & benefits, employee relations, and compliance – all adapted to

multiple cultural, legal, and economic environments.

Difference from

Domestic HRM

Adds layers of cross?cultural interaction, varied labor?law regimes, and

strategic alignment with global business goals.

2. Why Global HRM Matters

1. Strategic Alignment – HR practices must support the firm’s international strategy (e.g.,

global integration, local responsiveness, transnational approach).

2. Talent Competition – Access to scarce skills worldwide; ability to attract, develop, and

retain expatriates and local talent.

3. Cultural Diversity – Harnessing diverse perspectives drives innovation and improves

market insight.

4. Compliance & Risk Management – Avoid costly legal violations by adhering to local labor

regulations, immigration rules, and data?privacy laws.

5. Cost Efficiency – Optimizing labor costs through location?specific compensation,

outsourcing, and flexible work arrangements.

3. Key Components of Global HRM

3.1. International Staffing
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Model Description Typical Use

Ethnocentric
Key positions filled by home?country nationals

(parent?company staff).

Early international expansion,

need for tight control.

Polycentric
Host?country nationals fill local roles; parent?

company staff occupy headquarters positions.

Mature subsidiaries, emphasis on

local responsiveness.

Geocentric
Best people, regardless of nationality, fill roles;

creates a global talent pool.

Transnational strategy, integrated

global operations.

Regiocentric
Staffing within a geographic region (e.g.,

Europe, Asia?Pacific).

Regional clusters with similar

market conditions.

3.2. Expatriate Management

Selection: Assess technical competence, cross?cultural adaptability, and family readiness.

Preparation: Pre?departure cross?cultural training, language courses, and logistical

support (visas, housing).

Compensation: Home?based salary + allowances (cost?of?living, housing, education,

hardship, tax equalization).

Repatriation: Structured reintegration plan, career pathing, and knowledge?transfer

mechanisms.

3.3. Cross?Cultural Training & Development

Cultural Awareness: Hofstede’s dimensions, Trompenaars’ model, or GLOBE study

insights.

Skill Building: Global leadership competencies—vision, adaptability, networking, and

ethical decision?making.

Learning Platforms: E?learning modules, virtual classrooms, and international

assignments.

3.4. Global Compensation & Benefits

Benchmarking: Use global salary surveys, local market data, and internal equity analyses.

Variable Pay: Global performance bonuses, profit?sharing, and stock options aligned with

corporate goals.
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Benefits: Local statutory benefits (social security, health insurance) plus expatriate?specific

perks.

3.5. Performance Management

Standardized Metrics: Core KPIs linked to corporate strategy (e.g., revenue growth,

customer satisfaction).

Local Adaptation: Adjust evaluation criteria to reflect cultural norms (e.g., collectivist vs.

individual
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