
 

 

 

 

 

 

 

 

International HRM 

 

 

 

 

 

 

 

 

 

By 

Muhammad Dhafi Iskandar 

 

 

 

 

 

 

 

 



 

 

Human Resources is a must in every company which is one of the essential parts in order to 

operates and achieving company’s objectives. In globalization era, the words ‘Expatriate’,  A person 

who lives outside their native country, have become very common due to the help of technologies 

and the lates development of country’s and regional regulation to make it easier to work overseas. 

 

The History of ‘Expatriate’ 

Four millennial ago, Assyrian ‘commercial 

organization’ had expatriates, activities in 

several geographical regions and a strategy to 

search for new markets and resources. 

(Moore, Karl & Lewis, David, 1998) 

 

 

Differences Between Domestic and International HRM 

Dowling explain the Complexity of International HR that can be attributed to six factors: 

1. More HR Activities; 

2. The need for a broader perspective; 

3. More involvement in employees’ personal lives; 

4. Changes in Emphasis as the workforce mix of expatriates and local varies; 

5. Risk exposure; 

6. Broader external influences. 

 

 

 

 

 



 

 

The University of New South Wales (UNSW) Australia in their International Human Resources 

Management class is mentioning  three steps and points for hiring expatriate: 

 

1. Recruitment 

 Ethnocentric: Company hires Staff from home country to host country position; 

 Polycentric: Company directly employs local people; 

 Geocentric: Mix of Ethnocentric and Polycentric. 

 

2. Salary and benefit 

 Based Salary is the salary given that is same with home country but paid with local 

currency; 

 Foreign Service Premium: Percentage of based salary (to help deal with new culture 

and languages, adapt to new work habits); the hardship, the housing, the education, 

the cost of living (also medical and pension benefits); Annual home leave, rest and 

rehabilitation leave; 

 An allowance is an amount of money that you are given regularly, especially to 

pay for a particular thing. Tax Allowance is optional. 

 

3. Training  

Is an organized activity aimed at imparting information and/or instructions to improve the 

recipient’s performance or to help him or her attain a required level of knowledge or skill. It 

Could be held with customized or standardized procedure, throughout passive methods such 

as: classroom or seminar and/or active methods such as simulation. 

 

Ethics 

Moral principles that govern a person’s behavior or the conducting of an activity. It could be 

simplified as system of moral principles which affect how people make decisions and lead their lives. 

Ethics is concerned with what is good for individuals and society and is also described as moral 

philosophy. The term is derived from the Greek word ethos which can mean custom, habit, character 

or disposition. 

 

 

 

 



 

 

Ethics covers the following dilemmas: 

 How to live a good life; 

 Our rights and responsibilities; 

 The language of right and wrong; 

 Moral decisions - what is good and bad. 

 

Our concepts of ethics have been derived from religions, philosophies and cultures. They infuse 

debates on topics like abortion, human rights and professional conduct. 

 

Approaches to Ethics 

Philosophers nowadays tend to divide ethical theories into three areas: 

a. Meta-ethics deals with the nature of moral judgments. It looks at the origins and meaning of 

ethical principles; 

b. Normative ethics is concerned with the content of moral judgments and the criteria for 

what is right or wrong; 

c. Applied ethics looks at controversial topics like war, animal rights and capital punishment. 

 

Stereotypes 

A widely held but fixed and oversimplified image or idea of a particular type of person or thing. 

 

Stereotypes threat is situation specific, felt in situation where one can be 

judged by, treated and seen in terms of, or self fulfill a negative stereotype 

about one group. (Spencer, Steele & Quinn, 1999 p.6) 

 

On the case study of companies activities, especially for negotiation task, this kinds of stereotypes 

and discrimination happens where men are more likely to be assertive than women. (Kray, Galinsky, 

& Thompson, 2002) 

 

Many people believe that succesful managers have attributes more similiar to those of men and 

whites than to those of women, hispanic or african americans. (Chung-Herrera & Lankau, 2005; 

Heilman, Block, Martell, & Adayemi-Bello, 1998) 

 



 

 

Stereotypes is most likely to influence performance on very difficult task-those that are at the limits 

of person’s abilities. Experience frustation with task accomplishment is an important trigger for 

stereotype threat. (Steele et al., 2002) 

 

The Dimension of Global Mindset 

The International University of Applied Sciences Bad Honnef (IUBH Fernstudium) in their Managing 

in Global Economy – International HRM class is mentioning  the dimension of global mindset which is 

needed in order to be succesful in managing International Human Resources. Those dimensions are 

consist of: 

1. Self-orientation; 

2. Others-orientation; 

3. Perceptual ability; 

4. Cultural toughness, for example, German 

handshake only last about 1.5 seconds max, 

which is quite shocking for people in Asia. 

 

Research in this class also shown that expatriate failure rates is about 10-50%, by the Reasons of: 

1. Problem of spouses to adapt new environment; 

2. Family problems; 

3. Manager’s problem to fit into new environment; 

4. Lack of competence with regard of new role and responsibilities; 

5. Personal or emotional problems of manager. 

 

The appropriate selection process and training can prevent some of these failings. Family stress, 

cultural inflexibility, emotional immaturity, too much responsibility, and longer work hours (which 

draw the expatriate away from family, who could also be experiencing culture shock are some of the 

reasons for expatriate failure. 



 

 

According to Simcha Ronen, a researcher on international assignments, there are several factors that 

determined expatriate success, which consist of: 

1. Job factors; 

2. Relational dimensions; 

3. Motivational state; 

4. Family situation; 

5. Language skills. 

 

 

What Needs to be Considered 

 

In a book of ‘Beginning Management of Human Resources: International HRM’, Business Strategists 

needs to consider this points in order to prevent problems regarding expatriate’s placement in  a 

company and to optimized their potentials. 

  

1. The level of education  

In the countries in which business operates is very important to the HR manager. Before a 

business decides to expand into a particular country, knowledge of the education, skills, and 

abilities of workers in that country can mean a successful venture or an unsuccessful one if 

the human capital needs are not met. Much of a country’s human capital depends on the 

importance of education to that particular country.  

For example, In Denmark, college educations are free and therefore result in a high 

percentage of well-educated people. In Somalia, with a GDP of $600 per person per year, the 

focus is not on education but on basic needs and survival.  

 

2. Economics heavily influences HRM 

Because there is economic incentive to work harder in capitalist societies, individuals may be 

more motivated than in communist societies. The motivation comes from workers knowing 

that if they work hard for something, it cannot be taken away by the government, through 

direct seizure or through higher taxes. Since costs of labor are one of the most important 

strategic considerations, understanding of compensation systems (often based on 

economics of the country) is an important topic.  

 

 



 

 

3. The legal system  

The legal system practiced in a country has a great effect on the types of compensation; 

union issues; how people are hired, fired, and laid off; and safety issues.  

 

4. Rules on discrimination 

For example, In China, it is acceptable to ask someone their age, marital status, and other 

questions that would be considered illegal in the United States. In another legal example, in 

Costa Rica, “aguinaldos” also known as a thirteenth month salary, is required in December. 

 

5. Culture  

It is regarded as a Major Aspect of HRM Overseas Culture is a key component to managing 

HRM on a global scale. Understanding culture but also appreciating cultural differences can 

help the HRM strategy be successful in any country.  

 

6. Collectivism,  

It describes the degree to which individuals are integrated into groups. 

For example, the United States is an individualist society; that is, each person looks after 

him- or herself and immediate family. There is more focus on individual accomplishments as 

opposed to group accomplishments. In a collective society, societies are based on cohesive 

groups, whether it be family groups or work groups. 

 

7. Power Distance  

It refers to the extent to which the less powerful members of organizations accept that 

power is not distributed equally. Some societies may seek to eliminate differences in power 

and wealth, while others prefer a higher power distance these differences may become clear 

when employees are asked to work in cross-functional teams.  

For example, A Danish manager may have no problem taking advice from employees 

because of the low power distance of his culture, but a Saudi Arabian manager may have 

issues with an informal relationship with employees, because of the high power distance.  

 

 

 

 

 



 

 

8. Uncertainty Avoidance  

It refers to how a society tolerates uncertainty. Countries that focus more on avoidance tend 

to minimize the uncertainty and therefore have stricter laws, rules, and other safety 

measures. Countries that are more tolerant of uncertainty tend to be more easygoing and 

relaxed. One of the factors of culture is nonverbal language, such as the use of handshakes, 

kissing, or bowing.  

 

9. Masculinity and Femininity  

It refers to the distribution of emotional roles between genders, and which gender norms 

are accepted by society. In countries that are focused on femininity, traditional ‘female’ 

values such as caring are more important than, say, showing off.  

For example, Sweden has a more feminine culture, which is demonstrated in its 

management practices. A major component in managers’ performance appraisals is to 

provide mentoring to employees. A manager coming from a more masculine culture may not 

be able to perform this aspect of the job as well, or he or she may take more practice to be 

able to do it.  

 

10. Long-term–short-term orientation  

It which refers to the society’s time horizons. A long-term orientation would focus on future 

rewards for work now, persistence, and ordering of relationships by status. A short-term 

orientation may focus on values related to the past and present such as national pride or 

fulfillment of current obligations. We can see HRM dimensions with this orientation in 

succession planning.  

For example, in China the person getting promoted might be the person who has been with 

the company the longest, whereas in short-term orientation countries like the United States, 

promotion is usually based on merit. An American working for a Chinese company may get 

upset to see someone promoted who doesn’t do as good of a job, just because they have 

been there longer, and vice versa. 

 

 

 

 

 

 



 

 

Culture 

 

It refers to the socially accepted ways of life within a society. Some of these components might 

include language, norms, values, rituals, and material culture such as art, music, and tools used in 

that culture.  

 

Language is perhaps one of the most obvious parts of culture and often defines a culture and of 

course is necessary to be able to do business. HRM considerations for language might include 

something as simple as: 

1. What language (the home country or host country) will documents are sent in?  

2. Is there a standard language the company should use within its communications? 

3. Etc. 

 

For example, playing with business card during meeting in Japan is disrespectful, while being invited 

to your business partner in a sauna after meeting is respectful in Finland. 
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