Published by the Chartered Institute of Personnel and Development
151The Broadway, London SW1g 1JQ

This edition first published 2016
© Chartered institute of Personnel and Development, 2016

All rights reserved. No part of this publication may be reproduced, stored in a retrieval
system, ot transmitted, in any form or by any means, electronic, mechanical,
photocopying, recording, or otherwise, without the prior written permission of the
publisher.

This publication may not be sold, lent, hired out or otherwise dealt with in the course
of trade or supplied in any form of binding or cover other than that in which it is
published without the prior written permission of the publisher.

No responsibility for loss occasioned to any person acting or refraining from action as
a result of any material in this publication can be accepted by the editor, authors or
publisher,

The right of Chris Brewster, Paul Sparrow, Guy Vernon and Elizabeth Houldsworth to
be identified as author of this Work has heen asserted by him/her in accordance with
sections 77 and 78 of the Copyright, Designs and Patents Act 1988,

Designed and typeset by Exeter Premedia Services, India

Printed in Great Britain

British Library Cataloguing in Publication Data

A catalogue of this publication is available from the British Library

ISBN 9781843083750
eBook ISBN ¢781843984184

The views expressed in this publication are the authors’ own and may not necessarily
reflect these of the CIPD.

The CIPD has made every effort to trace and acknowledge copyright holders. If any
source has been overlooked, CIPD Enterprises would be pleased to redress this in
future editions,

CIPD

Chartered Institute of Persgnnel and Development

151 The Broadway, London SWig 1/Q

Tel: 020 8612 6200

Email: cipd@cipd.co.uk

Website: www.cipd.co.uk

Incorporated by Royal Charter. Registered Charity
No. 1079797

List of figures and tables X
Author biographies xiv
Walkthrough of textbook features and online resources XV
1.1 Introduction 1
1.2 What is international human resource management? 4
1.3 Why study international human resource management? 6
1.4 Universalist versus contextual HRM 7
1.5 Convergence and divergence in HRM 9
1.6 Structuring the field into three components 12
1.7 How is the overall field of international HRM evolving? 12
1.8 An outline of the book 15
1.9 What is new about this edition? 17

Biffering National Contexts

2.1 Introduction: Culture and institutions 27
2,2 Institutional approaches to comparative HRM 29
2.3 Comparative capitalisms 31
2.4 Business systems theory . 32
2.5 Regulationalism 35
2.6 What do these theories mean for human resource 36
management?
2.7 The USA and the rest of the world 37
2.8 Conclusion : 40
2
3.1 Introduction 53
3.2 Putting the study of culture into context 54
3.3 What is culture? 56
3.4 Elements of culture 59
3.5 National cultures and organisation 60
3.6 Hall’s research 61
3.7 Hofstede's research 63
3.8 Schwartz’s research 66
3.9 The GLOBE project 67
3.10 The Chinese values survey and long-term orientation 69
3.11 Limitations of work conducted at the national level 70

3,12 National culture in prospect and retrospect 75



4.1 Introduction

4.2 The impact of culture on organisational behaviour and
HRM

4.3 Do cultural studies have any utility?

4.4 Corporate social responsibility and national culture

4.5 Placing boundaries around the impact of culture

4.6 Is country more important than region in explaining
work values?

4.7 What is more important: generation or national
culture?

4.8 Aligning HRM practices specifically to collectivist
cultures

4.9 Multiculturalism and cultural identities

4.10 Can organisations develop cuitural intelligence
amongst their managers?

Employee Relations and

5.1 Introduction

5.2 What are unions?

5.3 Comparative structures of governance

5.4 Direct statutory regulation of the employment
relationship

5.5 Unions, management and business performance

5.6 What influences comparative patterns of employee
relations structures?

6.1 Infroduction

6.2 Taylorism and fordism as a solution... and a problem

6.3 Direct communication: Initiatives and rationales

6.4 Direct downward communication

6.5 Upward direct communication

6.6 Lateral communication

6.7 Reform beyond communication; Employee discretion
and autonomy

6.8 All teams against Taylorism?

6.9 Cross-national comparative work organisation

6.10 One best way internationally in the organisation of
work?

flexibility and Work-life

7.1 Introduction

7.2 The implications of traditional flexibility

7.3 Contractual flexibility: Non-permanent employment

85
89

90
93
95
97

98
99

102
105

121
122
125
133

135
136

143
144
145
146
149
149
154

154

155
160

167
169
171

7.4 Working time flexibility

7.5 Work-life balance

7.6 Factors underlying comparative variation in flexibility
and work-life balance

7.7 International best practice in flexibility and work-life
balance

8.1 Introduction

8.2 Recruitment methods

8.3 Selection tools and techniques

8.4 Recruitment in its institutional context

8.5 Trends in global labour markets and skills shortages
8.6 Putting recruitment and selection into cultural context
8.7 Conctusions

9.1 Introduction

9.2 Definitions and background to performance
management

9.3 Typical performance management process

9.4 Comparative literature on performance management

9.5 Context and performance management

9.6 Performance management and culture

[ 3%
10.1 Introduction
10.2 Reward and bases of pay
10.3 Linking pay to post via job classification and
evaluation: Comparative variation
10.4 The incidence of pay for performance
10.5 The significance to employees of pay for performance
10,6 Culture and reward systems
10.7 is cultural explanation of reward enough?
10.8 The role of unions, employers’ associations and
collective bargaining
10.9 International evidence on best practice in reward
10.10 Space for strategy

11.1 Introduction

11.2 Training and development in context

11.3 The role of state national systems: Varieties of
capitalism (VOC), education, and initial vocational
education and training (VET)

11.#4 Growth in the higher education (HE) market

11.5 Vocational education and training

173
175
179

183

189
191
195
199
208
211
214

223
225

226
229
231
236

253
254
255

257
262
262
263
265

270
272

279
280
281

284
285



11.6 What about the future of VET?
11.7 Continuing training - the role of the employer
11,8 Summary

12.1 Introduction

12.2 Common ambitions for the HRM department?

12.3 Living up to new ambitions?

12.4 The role of line management in HRM

12.5 Influences on cross-national comparative variation in
the role of HRM departments

12.6 Global HRM departments in MNCs

12.7 Towards a global HRM delivery model

12.8 The pressure to outsource some transactional
activities

12.9 The impact of shared services and the effects of
electronic HRM

13.1 Introduction

13.2 Looking to the field of international business

13.3 Life-cycle models

13.4 Organisational design models

13.5 Differentiation and integration

13.6 Strategic international HRM: Contingency approaches
13.7 A model of global HRM

Managing Expatrizte Assignments

14.1 Introduction

14.2 Strategic planning

14.3 Selection {recruitment)

14.4 Preparation

14.5 Adjustment

14.6 The reward package

14.7 Performance measurement

14.8 Repatriation

14.9 The individual perspective: Careers

15.1 Introduction

15.2 Global skills supply strategies

15.3 Internationalising the sourcing process in
organisations

15.4 Cross-cultural adjustment of skilled migrants

15.5 Other forms of international working

15.6 Types of international employees

289
290
296

307
308
312
317
319

320
322
322

327

341
342
347
352
354
356
368

381
386
387
392
393
395
398
399
400

411
412
413

415
416
418

15.7 Women in internatienal management

15.8 Dual-career couples

15.9 The implications of international working on work-life
balance

15.10 Measuring the return on investment for international

assignments

15.11 The multicultural team

15.12 Key competencies for multicultural teams

15.13 Strategies for managing multicultural teams

; Integrating Global HRM Practices

16.1 Introduction

16.2 The balance between global integration and local
responsiveness

16.3 Transferring high performance work systems

16.4 Understanding the processes of HR practice transfer

16.5 Global integration through management development
and global teadership

16.6 Global performance management

16.7 Globai talent management

16.8 Global performance management

Globaiising BRM

17.1 Introduction

17.2 Intellectual integration through shated knowledge

17.3 The pursuit of global operations and designs: Centres
of excellence

17.4 The use of expatriate advice networks

17.5 Transnational teams

17.6 Communities of practice

17.7 Emotional integration through stared identity: Global
employer branding .

Index

420
422
422

424

425
427
429

437
438

440
442
444

450
451
455

469
472
475

478
480
481

484

501

—

ety

r



