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Chapter One: Human Resource Man-
agement in International Business

1.1 The Internationalization of Business

1.1.1  The Growth of International Business

You don 't have to look very far to see how important
“international business is to companies here and abroad. In
the United States, exports are expected to rise over 74%
during the 1990s, a rate of growth that s over twice that of
any other component of the gross national product.

This rapid export growth reflects the fact that more
U.S. -based companies are focusing their marketing efforts
not just here but also abroad. Huge global companies like
Procter & Gamble, I1BM, and Citibank have long and exten-
sive overseas operations, of course. But with the European
Market Unification that occurred in 1992, the opening of
Eastern Europe, and the rapid development of demand in
other areas of the world, more and more companies 'are
finding their success depends on their ability to market and
manage overseas. And, of course, to foreign companies
like Toyota, the United States is “overseas”, and tens of
thousands of foreign firms already have thriving operations
on {and beyond} U.S. shores.

As a result of this internationalization, companies must
increasingly be managed globally, but globalization confronts
managers with some Herculean challenges. Market, prod-
uct, and production plans must be coordinated on a world-
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wide basis, for instance, and organization structures capa-
ble of balancing centralized home-office control with ade-
guate local autonomy must be created. We Il see in this
chapter that some of the most pressing chalienges concern
globalization” s impact on an employer’ s HR management
system, and specifically the techniques used to recruit, se-
lect, train, compensate, and maintain the quality of work-
life of employees who are based abroad.

(st

Citbank TLERT(E£H)

on(and beyond)U.S.  XE&HHKE N £ELHEMAH

home-office K. #

quality of worklife I H 4 FHE. XEWH “&£F" 2
“EEHT MEE, AREEW “H£ET

international business e d

employer B F, K, dh (DL UF)

Procter & Gamble(P&G) & (A F))
W W .

1.1.2 HR and International Business

Consistent with these international business options,
international HR management takes several forms. First, it
can mean formulating and implementing HR policies and ac-

tivities in the home-office headquarters of multinational
companies like Coca-Cola and IBM. HR responsibilities in-
clude selecting, training, and transferring parent-company
personnel aborad, and formulating HR policies for the firm
as a whole and for its foreign operations. Some firms just
apply parentcountry HR policies to subsidiaries abroad but
most adapt their home-office HR practices to those com-
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