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A

AARs (guided debrief-
ings), 72-73

Aberdeen Group, 176

Academies (Leadership
Centers), 208-209

Accenture, 124

Achievement organiza-
tional processes, 248

Action Research Model,
311

Adaptability, 259-260

Affective intercultural
training: assessing out-
comes of, 276t, 280—
281; learning outcomes
for, 2691-2701t, 273~
274

Agreeableness personality
domain, 315, 316¢, 317

Air France, 22

American Educational
Research Association,
158

American Psychological
Association, 158

Anglo society. See Western
society

ANZ Financial Services,
133

“The Apprentice” (TV
show), 125

Arab culture. See Middle
Eastern society

Asian countries: collec-
tivism measures in,
390t-391¢; employee
dissatisfaction surveys

in, 308; gender
egalitarianism in,
386:-3871; GLOBE
study on differences of,
304-307; HO (hu-
mane orientation) in,
3881-389¢; PO (perfor-
mance orientation) in,
3931-3941

Assessment: intercultural
competence tools for,
274-281; international
assignee performance,
348-350; needs, 282,
283t, 285; on-the-job
performance, 279-280

Assessment centers: de-
scription of, 162;
designing cross-
cultural, 162-169;
inbox (IB) simulation
used in, 163

Australia and New Zealand
Banking Group Lim-
ited, 133

Authoritarianism cultural
dimension, 33-34

Aviva Life Insurance, 125

B
Baby Boomers, 213
Back-translation, 16—-18
BaFy BaFy simulation, 265
Bain, 130
Barings Bank, 147
BASIC (Behavioral Assess-
ment Scale for
Intercultural Commu-
nication), 279
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Behavior change: estab-

lishing conditions for
individual, 310-314;
evidence-based psycho-
logical theories of, 314;
internalization of new,
323; Maven-Salesman-
Connector pattern of,
312-313, 314; POWs
research on indoctri-
nation of, 321-322;
predictable stages of
individual, 324-326;
societal variability in
inclinations for, 305;
TTM (Trans Theoreti-
cal Model) of, 324
326. See also Organiza-
tional change
Behavior modification
training, 265, 266
Behaviors: Ecological Fal-
lacy of applying cul-
ture to individual, 306;
engaging in multicul-
tural team supportive,
55-56; establishing set
of team, 70; expatriate
compensation used to
elicit, 352—-353; Five
Factor Model (FEM)
of personality impact
on, 315-318; Glax-
oSmithKine’s ““‘Can-
didate Care’” model
for, 183-184; internal-
ization of new, 323;
negotiating to find
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common ground for,
57-58; on-boarding
new employees in orga-
nization, 176-198; per-
ceived norms leading
to conformity, 318—
321; Social-Norms Mar-
keting Campaign pro-
moting, 320-321. See
also Socialization

Beliefs: establishing team,
70; importance of cul-
tural, 26; psychological
safety, 59-80. See also
Norms; Values

“Blackberry vacations,”’
14

blackcareerwoman.com,
127

Blogs, 135

bluesuitmom.com, 127

Boeing, 124

Boomerang employees,
130

Booz Allen Hamilton, 130

Boston Consulting Group,
13,106

BRIC countries, employee
confidence rates of,
236¢

Brookfield Global Relo-
cation Services, 150,
151

Bukrah (“‘tomorrow’”)
time concept, 226

Burke-Litwin Model, 243

Burke’s Action Research
Model, 311

Business process outsourc-
ing (BPO), 129

C

““Candidate Care’” model
(GSK), 183-184

Case Study leadership
development, 210-211

CEEMAN (Central and
East European Man-
agement Development
Association confer-
ence) [2003], 22, 42
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CEEMEA countries: col-
lectivism measures
in, 390¢-391¢; gen-
der egalitarianism in,
386¢-387¢; HO (hu-
mane orientation) in,
388¢-389¢; PO (perfor-
mance orientation) in,
3931-3941

Cendant Mobility, 121

Centers of excellence, 8-9

Certis CISCO, 125

Champions, 101

Change Process Model,
311

Change. See Behavior
change; Organiza-
tional change

The Cheesecake Factory,
122,135

Chinese Cultural Revolu-
tion, 214

Cisco Systems, 127, 129,
132, 379

Citigroup’s NMAP Pro-
cess, 192, 193-194

CNBCTV 18,126

Coca-Cola, 204

Code of Conduct, 18

Coercive Persuasion
(Schein), 321

Cognitive intercultural
training: assessing out-
comes of, 275-278,
2761; learning out-
comes of, 268, 269¢—
270¢, 271

Collectivism culture: con-
tracting and, 31; exoge-
nous recruitment fac-
torsin, 117¢,119-121;
in-group, 382-383;
nepotism and, 29-31;
overview of, 28—-29;
products, services, and
safety norms of, 32-33;
Project GLOBE’s mea-
surements on in-group,
384; punctuality and,
31-32; WLE (work-life
effectiveness) measure
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of, 389-392. See also
Exclusionism; Group
orientation

Colonialism legacy, 227

Communication: con-
textvs. content of cul-
tural differences in,
180/ig—181; language
differences impact-
ing, 5—6; multicultural
team, 54-55, 71-72;
post-offer acceptance,
184; program imple-
mentation and role of;
16-18

Community influence,
225

Compensation: compar-
ing host-country
nationals and expatri-
ates, 353—-354; cultural
impact on input-
outcome ratios used
for, 354; expatriates,
350-356; pay satisfac-
tion and, 352; talent
management role of,
94-95. See also Recog-
nition systems

Competency models,
92-93

Complementary HR func-
tions, 364

Compliance issues,
104-105

Conference Board, 241

Conformity behavior,
318-321

Confucian Asian society.
See Asian countries

Conscientiousness person-
ality domain, 315, 316¢,
317

Consumer confidence,
240-2411ig, 242fig

Contracting norms, 31

Corporate Leadership
Council, 83, 85,
121,124, 128,177,
307



Corporate Leadership
Council Recruiting
Roundtable, 127, 135

Countercultures, 313

Cross-Cultural Adaptabil-
ity Inventory (CCAI),
280-281

Cross-cultural manage-
ment: cultural diversity
and, 38—40; cultural
relativism issue of,

27, 40-41; economic
dynamism and, 37;
for global selection,
148-151; individual-
ism versus collectivism
and, 28-33; masculin-
ity versus femininity
and, 35; of multicul-
tural teams, 46-73;
power distance and
authoritarianism and,
33-34; problems cre-
ated by poor, 42; soci-
etal cynicism and, 36;
training for compe-
tent, 256-294; uncer-
tainty avoidance and,
34-35; utilitarian ver-
sus loyal involvement
and, 36. See also Lan-
guage differences

Cross-linking Web sites,
134-135

“Cultural Detection’” sim-
ulation (Royal Dutch
Shell), 265

Cultural differences: con-
flict of organizational
values and national,
10-11; on conformity
and nonconformity,
321; context vs. con-
tent of communication
and, 180/ig—181; creat-
ing competitive advan-
tage out of, 41-42;
culture assimilator to
understand, 263-264,
266; as globalization
complexity, 4; in
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governments and
regulations, 5; mul-
ticultural team and
implications of, 48-50;
organizational struc-
ture impacted by, 6-7;
organizational ver-
sus local, 11-12; poor
management creating
problems out of, 42;
recruiting complicated
by, 145-147; Rhine-
smith’s framework
for understanding,
179-180fig; vacations,
14; within the same
geographical area, 86;
work-life balance and,
13-14. See also Inter-
cultural competence;
Language differences;
Organizational culture
Cultural diversity: man-
agement of, 38—40;
poor management cre-
ating problems out of,
42
Cultural intelligence
(CQ), 260-262
Cultural relativism:
description of, 27;
management chal-
lenges of, 40-41
Cultural self-awareness, 65
Culture assimilator inter-
vention, 263-264, 266
Cultures: assessment cen-
ters for high-and
low- context, 162-169;
cultural relativism
issues of, 27; culture
assimilator for expo-
sure to different, 263—
264, 266; definition
of, 24-25; establishing
hybrid multicultural
team, 70; individual-
ism versus collectivism,
28-33, 117¢,118-121,
382-383; main mea-

surable elements of,
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25-26; uncertainty
avoidance response
to change and, 34-35;
work values shaped by,
119-121
Customer loyalty, 243
CyberMedia, 134

D

Danone, 32-33

Deglobalization trend, 107

Deloitte Consulting, 126,
130

Denstu, 125

Development Dimensions
International, 132, 134

Developmental model of
intercultural sensitivity
(DMIS), 280

Disney, 6

DNA, 125

“Dream Job”” (ESPN
show), 125

DVF Change Equation
(DxVxF=>R),307,
311, 312, 322

E

East Asian cultures: col-
lectivism measures in,
390¢-391¢; conformity
versus nonconformity
in, 321; gender egali-
tarianism in, 386¢—
387t; GLOBE study on
differences of, 304—
307; HO (humane
orientation) in, 388¢—
389¢; PO (performance
orientation) in, 393¢—
394¢

Eastern European soci-
ety: collectivism mea-
sures in, 390¢—391¢;
conformity versus non-
conformity in, 321;
gender egalitarianism
in, 386/-387t; GLOBE
study on differences of,
304-307; HO (humane
orientation) in,
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3881-389¢; PO (perfor-
mance orientation) in,
3931-3941

Ecological Fallacy, 306

Economic dynamism, 37

Eight-Stage Process for
Creating Major
Change, 311-312

Emotional intelligence,
258

Emotional stability per-
sonality domain, 315,
316¢, 317

Employee blogs, 135

Employee confidence:
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Employee recruitment:

casting a wide recruit-
ing net, 114-115; con-
tingencies to consider,
116-136; cultural dif-
ferences complicating,
145-147; high rate

of turnover follow-
ing, 114; HIPOs (high
potentials), 147; orga-
nization expenditures
related to, 113. See
also Global selection;
Off-shoring; Talent
management

184-185; societal dif-
ferences in work per-
ceptions/expectations
of, 303-307; TNs
(transnational), 151—
170. See also Expatri-
ates; Labor market;
Managers

Employment Manage-

ment Association, 113

Endogenous recruitment

factors: description of,
131; organization size,
117¢,131-133; techno-
logical sophistication,

company performance
correlation with, 238—
240/ig; conclusions of,
241-243; consumer
confidence correla-
tion with, 240-241fig,
242fig; framework for,
235fig; GDP (gross
domestic product)
correlation with, 2361,
238; measuring, 234—
235; metrics and find-
ings on, 235-241fig;
percentage scores of
specific countries,
237t; premise behind,
233-234; Unemploy-
ment correlation with,
238, 239fig. See also
Organizational
confidence

Employee dissatisfaction,

307-309

Employee perceptions:

cross-cultural differ-
ences in, 26; host-
country nationals vs.
expatriates compen-
sation and, 353-354;
large-scale planned
interventions and dif-
ferences in, 303-307;
nine dimensions
impacting patterns of,
304

Employee recruitment

contingencies: endoge-
nous, 117¢, 131-136;
exogenous, 117¢, 118—
130; overview of,
116-118

Employee retention:

dual-career families
and expatriate, 360—
362; mentoring to
increase, 358; reori-
entation program for,
359; repatriation pro-
cess and, 356-360

Employee turnover: high

rate of, 114, 177; high
rates of expatriate, 256;
on-boarding to dimin-
ish, 1761198

Employees: boomerang,

130; engaged, 244; Five
Factor Model (FEM) of
personality of, 315—
318; human resources
design framework for
managing, 92-98; IBTs
(International Busi-
ness Travelers), 149;
Middle East retention
of, 90-91; off-shoring,
97-98; on-boarding

in a global workplace,
175-198; perceived
norms leading to con-
formity by, 318-321;
relocation of new,
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117¢,133-136

Engaged employees, 244

Enron scandal, 147

Ernst and Young, 123, 130

Ethical issues, 104-105

EthicsPoint, 19, 105

European Foundation for
Management Develop-
ment, 23

European Union (EU):
collectivism measures
in, 390¢-391¢; employ-
ment law in, 96; gen-
der egalitarianism in,
386¢-3874; HO (hu-
mane orientation) in,
3881-389t; PO (perfor-
mance orientation) in,
3931-394¢

European Works Council,
96

Exclusionism, 29. See also
Collectivism culture

Executive education,
209-210

Exogenous recruitment
factors: description
of, 118; external labor
market, 117¢, 122-130;
social-cultural context,
117¢,119-121

Expatriates: assessing
intercultural compe-
tence of, 274-292;
benefits to, 334-336;
career progression



upon repatriation,
356-360; challenges
facing, 336-338; com-
pensating, 350-356;
cross-cultural train-
ing of, 345-346; Day
1 ChecKklist for, 185,
186/1g—187fig; differ-
ences between TNs
(transnationals) and,
153t-156; family sit-
uation of, 342; future
practices of managing,
362-363; Global Relo-
cation Trends survey
(1999) on relocating,
185; high turnover
rates of, 256; inter-
cultural competence
training for, 262-274,
282-292; on-boarding,
176-198; performance
management of, 346—
360; personality char-
acteristics of, 339-341;
practical reality for
management of, 363—
365; prior interna-
tional experience by,
341-342; self-selection,
assessment, and selec-
tion of, 339, 342-345.
See also Employees;
Families; International
assignments
Extroversion personality
domain, 315, 316¢, 317

F

FAAR (failure-focused
AARs), 73

Facebook, 134, 143

Families: conflict between
work and, 380; expatri-
ates and dual-career,
360-362; international
assignees and, 342;
lifestyle counseling
offered to, 359; Mid-
dle East patriarchal,
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222-223; organiza-
tional flexibility prac-
tices and, 378-380;
perceived sacrifice
by expatriates and,
357-358. See also
Expatriates

Family businesses (Middle
East), 227

Femininity cultural dimen-
sion, 35

Five Factor Model (FEM)
of personality, 315-318

Five Stages of Organiza-
tional Decline, 243

Flexible work arrange-
ments (FWA): Procter
& Gamble data on,
383-392; relevant cul-
tural dimensions of,
381-383; types of orga-
nizational, 378-380);
work-family literature
on, 380-381. See also
Work-life effectiveness
(WLE)

Flexplace (telework or
telecommunting),
378-380

Flextime, 378-380

Flextronics Software Sys-
tems, 125

Flipping Web sites, 134

FSAAR (AARs focused on
failures and successes),
73

G

GDP (gross domestic prod-
uct): economic fac-
tors impacting, 241;
employee confidence
correlation with, 236¢,
238

Gen X, 213

GenY, 213

Gender egalitarianism
(GE), 381-382, 385,
3861¢, 387t

General Electric (GE):
campus recruiting by,
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124; Jack Welch’s lead-
ership of, 30; Leader-
ship Centers of,
208-209; New Man-
ager Assimilation Pro-
cess, 192; recruitment
approach of, 117-118,
132

General mental ability
(GMA), 156

Germanic society: col-
lectivism measures
in, 390¢-391¢; gen-
der egalitarianism in,
386(-387(; GLOBE
study on differences of,
304-307; HO (humane
orientation) in, 388¢—
389¢; PO (performance
orientation) in,
3931-3941¢

GlaxoSmithKline’s ““Can-
didate Care”” model,
183-184

Global marketplace:
employee confidence
context of, 234-244;
employees’ work per-
ceptions/expectations
differences in, 303—
307; organizational
ambidexterity and,
244-245; organiza-
tional change and
resilience in the,
245-249; setting the
stage for, 232-233;
vitality in the, 231-243,
245-253. See also Labor
market

Global mergers & acquisi-
tions (M&As), 12-13

Global organizations: char-
acteristics of transi-
tioning, 2-3; cultural
diversity management
by, 38-42; cultural rel-
ativism issue and, 27,
40-41; defining dif-
ferent types of, 2-3;
economic dynamism
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implications for, 37;
HR role in navigating
complexities of, 2; indi-
vidualism versus col-
lectivism implications
for, 29-33; masculin-
ity versus femininity
implications for, 35;
power distance and
authoritarianism impli-
cations for, 33-34;
problems caused by
poor management
of, 42; societal cyni-
cism implications for,
36; uncertainty avoid-
ance implications for,
34-35; utilitarian ver-
sus loyal involvement
implications for, 36.
See also International
organizations; Lead-
ership; Multinational
organizations
Global Relocation Trends
Survey (1999), 185
Global Relocation Trends
Survey (2008), 361
Global selection: cross-
cultural skills required
for, 148-151; cultural
differences complicat-
ing, 145-147; descrip-
tion of, 143; issues to
consider for, 147-148;
recent changes in the
rules of, 143-147; types
of, 151-156. See also
Employee recruitment
Global task force, 99-100
Global workplace: five
“W’s”” of work, 143;
large-scale planned
interventions in the,
303-328; on-boarding
challenges of the, 175—
176; organizational
flexibility practices
of, 378-380; ROWE
(results-only work envi-
ronment), 379;
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work-family literature
on the, 380-381. See
also Organizational
change

Globalization: description
of, 85—86; inherent
complexity of, 3—-10;
widespread impact of,
1-2, 84-85

Globalization complexi-
ties: cultural im-
plications of, 4; of
governments and reg-
ulations, 5; headquar-
ters versus the field
as, 7-10; HR naviga-
tion of, 2; importance
of understanding, 3—4;
languages as, 5—6; orga-
nizational structure as,
6-7

GLOBE study (1994-
1997), 303-304

GoldStar Electronics Cor-
poration of South
Korea, 266

Google, 124, 134

Government regulations:
cultural differences
impacting, 5; on HRIS
personal data, 19; pri-
vacy related, 18-20. See
also Legal issues

Group orientation, 223—
224. See also Collec-
tivism culture

H

Harvard Business School,
210

Hawthorne Works of West-
ern Electric (1950s),
207

Headquarters center: cen-
ters of excellence
implementing change,
8-9; working relation-
ship between the field
and, 7-10

Heineken N.B., 22-23

Hewitt Associates, 85, 147
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Hewitt’s Global HR Study
(2009), 85

High Performance Model,
243

High-context culture:
assessment centers
designed for, 162-169;
low-context versus,
1671

HIPOs (high potentials),
147

Honeywell, 192

Honor value, 224

Hotbot, 134

HQ practitioners, 9

HRIS (Human Resources
Information Systems),
19

Human Capital, 83, 129

Human Resources design
framework: compe-
tency models used
with, 92-93; employ-
ment law and, 96; HR
metrics used with,
96-97; illustrated dia-
gram of, 192fig; off-
shoring and, 97-98;
rewards and recogni-
tion systems used with,
94-95; strategic/
global, 89/ig—90;
strategic/local, 89/ig,
90-91; tacital /local,
89/ig, 91-92; tactical/
global, 89fig, 91; tal-
ent management used
with, 93-94; technol-
ogy used with, 95-96

Human Resources (HR):
complementary func-
tions of, 364; as deci-
sion science, 107-108;
design framework of,
88-98; emerging
economies of, 106;
future of global man-
agement of, 105-108;
global M&A challenges
for, 12-13; identifying
needs for, 106-107;



navigating global orga-
nization complexi-
ties, 2; shifting global
business function of,
83-84, 86-88, 105-106

Human Resources (HR)
metrics: common lan-
guage of, 96; talent
management and role
of, 96-97

Human Resources pro-
fessionals: ensuring
program buy-in by,
100-101; global role
of, 98-99; global task
forces made up of,
99-100; local cham-
pion role of, 101; as
strategically integrated
HR partners, 364—365;
transition coaches,
195; understanding
impact of globalization
by, 84-85

Human resources pro-
gram challenges:
changing demograph-
ics, 102; ethics and
compliance issues,
104-105; languages,
102-103; legal issues,
103-104

Human resources pro-
grams: challenges to
implementing, 101-
105; creating global
task force for, 99-100;
creating local champi-
ons for, 101; ensuring
functional buy-in to,
100-101; pilot and
phased approach to
implementing, 100;
role of HR profession-
als in, 98-99

Humane orientation
(HO), 385, 388t-389¢

I
IBM: campus recruiting
by, 124; flextime
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policy of, 379; as highly
matrixed organization,
7; Lenovo’s purchase
of Personal Computer
division of, 148-149;
masculinity versus fem-
ininity cultures of
employees of, 35; *‘val-
ues jam’’ initiative
of, 11; work-family
research on employees
of, 381

IBTs (International Busi-
ness Travelers), 149

Impetus Technoliges, 125

In-group collectivism,
382-383

Indigo Red, 136

Individualism culture:
contracting and, 31;
€X0genous recruit-
ment factors in, 117¢,
119-121; nepotism
and, 29-31; overview
of, 28-29; products,
services, and safety
norms of, 32—-33; punc-
tuality and, 31-32. See
also Universalist
societies

Indoctrination research,
321-322

Infosys, 123, 128, 131

Insha’Allah (“‘If God
wills™”), 226

Institute of Management
and Administration,
Inc., 125,128

Intel, 125, 135

Intercultural assessment
tools: for affective
learning oucomes,
276t, 280-281; for
cognitive learning out-
comes, 275-278;
overview of, 274-275;
for skill-based learn-
ing outcomes, 276,
278-280

Intercultural compe-
tence: adaptability
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component of, 259—
260; costs related to
deficiencies in, 256—
257; cultural intelli-
gence (CQ)
component of, 260—
262; description of,
257-262; emotional
intelligence compo-
nent of, 258; perspec-
tive taking component
of, 260; social intelli-
gence component of,
259; tools for assess-
ing, 274-292; training
for, 262-274, 282-292.
See also Cultural differ-
ences; Expatriates

Intercultural competence
best practices: 1: needs
assessment, 282, 2831,
285; 2: developing
cognitive, skill-based,
affective competence,
2831, 286; 3: culture-
generic training, 2831,
286-287; 4: culture-
specific training, 2831,
287-288; 5: more com-
plex training with com-
plex assignments, 2831,
288-289; 6: individ-
ualize training, 284¢,
289-290; 7: use guid-
ing theoretical frame-
work, 2841, 290; 8:
use integrated train-
ing approach, 284,
290-291; 9: ensure
learning occurs during
training, 284¢, 291-
292; 10: evaluation of
intercultural compe-
tence training, 284¢,
292

Intercultural competence
training: description
and purpose of, 262;
didactic approaches
to, 263-264; experi-
ential approaches to,
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264-265; of interna-
tional assignees, 345—
346; mixed approaches
to, 265-267; trainee
metcognition element
of, 277-278
Intercultural competence
training outcomes:
affective learning,
269t-2701, 273-274;
cognitive learning,
268, 26912701, 271;
skill-based learning,
269t-270¢, 271-273
Intercultural Develop-
ment Inventory, 280
Intercultural Develop-
ment Inventory (IDI),
280
International assignments:
assignee practices dur-
ing, 338-346; bene-
fits of, 334-336;
challenges of, 336-338;
future practices of,
362-363; individual-
level antcedents of
successful, 339-342;
performance manage-
ment during, 346-360;
work-life balance dur-
ing, 360-362. See also
Expatriates
International Labour
Organization, 114, 115
International organiza-
tions, 2. See also Global
organizations
International Test Com-
mission, 158
Investment organizational
processes, 248
1/0 (industrial/
organizational) psy-
chology: expatriate
management and role
of, 362-363; practical
reality for expatriate
management using,
363-365
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Japan: collectivism mea-
sures in, 390/-391¢;
conformity versus non-
conformity in, 321;
employee dissatisfac-
tion surveys in, 308;
gender egalitarian-
ism in, 386¢-387¢;, HO
(humane orientation)
in, 388¢-389¢; PO (per-
formance orientation)

in, 393(-394¢

K

Key performance indica-
tors (KPIs), 155-156

Knowledge: international
careers, 155; KSAO
(Knowledge, Skills,
Abilities, and Other),
156-157

Knowledge structure: com-
patible, 60; SMMs
(shared mental mod-
els), 61, 64-67; TMS
(transactive memory
system), 60-61, 64-67

Korn/Ferry survey, 179

L

Labor market: abundance
in the, 128; actively
targeting passive job
seekers, 126—128; cam-
pus presence to recruit
for, 123-124; creat-
ing multiple rounds
to zero on right candi-
dates from, 128-129;
differentiating by cre-
ating organizational
brand, 124-126; global
landscape and chang-
ing demographics of,
211-214; leveraging an
external skills database,
129; leveraging current
employees to attract
talent, 129-130;
scarcity in the,
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122-123; targeting
boomerang employ-
ees, 130. See also Em-
ployees; Global
marketplace

Language differences:
as HR program chal-
lenge, 102-103; HR
program compliance
with local, 104-105;
intercultural train-
ing to overcome, 266;
organization commu-
nication impacted
by, 5-6; translations
and back-translations
for, 16—18. See also
Cross-cultural man-
agement; Cultural
differences

Language skills: interna-
tional assignees and,
341; training to
improve, 266

Large-scale planned inter-
ventions: description
of, 302-303; employee
dissatisfaction related
to readiness for, 307—
309; establishing social
conditions for individ-
ual behavior change,
310-314; individuals
predisposed to play
different roles during,
314-318fig; perceived
social norms leading to
conformity, 318-321;
predictable stages of
individual behavior
change, 324-326;
putting theory into
practice, 326-328;
shifts in social envi-
ronment encouraging
individual changes,
321-324; societal dif-
ferences in work per-
ceptions/expectations
and, 303-307. See also
Organizational change
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in, 390¢-3911¢; em-
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surveys in, 308; gen-
der egalitarianism in,
3861-387t; GLOBE
study on differences of,
304-307; HO (humane
orientation) in, 388¢—
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orientation) in,
3931-394¢
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collectivism measures
in, 390¢-391¢; gen-
der egalitarianism in,
386t-387t; GLOBE
study on differences of,
304-307; HO (humane
orientation) in, 388¢—
389¢; PO (performance
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394¢. See also Western
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ences in, 203-204;
Middle East case study
on, 220-229; organiza-
tional values defined
by, 11; practical recom-
mendations for global
companies, 214-220;
Project GLOBE dimen-
sions on, 37-38. See also
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changing demograph-
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impacting, 211-214;
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history of, 205-207;
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thought, 207-208;
Patriarch Model of,
221, 228-229; prac-
tices of, 208—-211; rec-
ommendations,
214-220
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practices: case study
approach to, 210-211;
executive education,
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Centers (Academies),
208-209

Leadership thought: orga-
nization focus on,
216-217; origins of,
207-208

Learned helplessness, 309

“‘Learning Anxiety,” 322

Learning theories, 314

Legal issues: employment
law and talent man-
agement, 96; of HR
program implementa-
tion, 103-104. See
also Government
regulations

Lenovo, 148

Lewin’s organizational
change model, 311

LG Electronics, 125

Lifestyle counseling, 359

LinkedlIn, 134, 135

Local champions, 101

Lockheed Martin, 124

L’Oreal, 128

Low-context culture:
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designed for, 162—169;
low-context versus,167¢

Loyal involvement norm,
36
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value on, 224; cus-
tomer, 243
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130, 246

Managers: expat versus
transnational, 153¢{—
156; GE’s New Manager
Assimilation Process for,
192; motivations for
global transfer of, 334;
NMAP (New Manager
Assimilation Process),
192-194; role manage-
ment contribution of
line, 191-192. See also
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Martinair, 23

Masculinity cultural
dimension, 35

Maven-Salesman-
Connector change,
312-313, 314

M.D. Anderson Cancer
Center, 132, 133

Mentoring systems, 358

Merck, 133
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(M&As), 12-13

Metacognitive cultural
intelligence, 277-278

Microsoft, 130

Middle East leadership
case study: cultural
time usage and, 225—
226; group orientation
and relationships role
in, 223-224; honor
and loyalty values and,
224 influence of colo-
nialism in, 227;
influence of family
businesses in, 227;
influence of Islam in,
224-225; influence
of patriarchal family,
222-223; leadership
development issues
in, 220-222; Patri-
arch Model of lead-
ership development
in, 228-229; role of
community in, 225
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collectivism measures
in, 390¢-391¢; gen-

der egalitarianism in,
3861-387t; GLOBE
study on differences of,
304-307; HO (humane
orientation) in, 388¢—
389¢; leadership case
study on, 220-229; PO
(performance orien-
tation) in, 393¢-394¢.
See also United Arab
Emirates (UAE)

Motivations: to conform,

320-321; for global
transfer of managers,
334; theories on, 314

Motorola China, 124
MSNBC report (2009),

134

Multicultural team strate-
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mental models and
TMS, 64—-67; facilitat-
ing skill-based pro-
cesses, 67—69; issues

to consider during
interaction, 69-72;
post-interaction, 72—
73; pre-interaction,
63-64
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tiveness in, 50-61;
delineation of emer-
gent states of, 58—61;
delineation of process
components of, 51-58;
framework for think-
ing about performance
of, 52fig; increasing
use and challenges of,
46-48; intracultural
differences implica-
tions for, 48—50; mit-
igation strategies for
improving, 62-73

Multicultural teams pro-
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leadership, 52-54; 2:
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nication, 54-55; 3:
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ive behaviors, 55-56;
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spective taking and
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foundation, 56-57; 5;
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tion to find common
ground, 57-58
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tions: changing global
selection rules for,
144-147; cultural dif-
ferences in vacations
and, 14; cultural
work-life balance sensi-
tivity by, 13-14; def-
inition of, 2; global
meetings and confer-
ences held by, 14-15;
increasing number
of, 175; recognizing
U.S.-centric is not
always the best, 12-15;
time zones sensitiv-
ity by, 12-13. See also
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COM), 115,129
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surement Education,
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National Skills Registry
(NSR), 129

Naukri.com, 126

Nepotism, 29-31

NMAP (New Manager
Assimilation Process),
192-194

Nonconformity, 321
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tivism measures in,
390¢-391¢; gender
egalitarianism in,
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386¢-387¢; GLOBE
study on differences of,
304-307; HO (humane
orientation) in, 388¢—
389¢; PO (performance
orientation) in,

3931-3941¢
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to perceived social,
318-321; Countercul-
tures opposing old,
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70; gender egalitari-
anism, 381-382, 385,
3861, 387¢; HR pro-
gram compliance with
local, 104-105; mea-
suring personal values
and, 26. See also Beliefs;
Values
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Off-shoring: HR chal-

lenges related to, 97;
National Skills Registry
(NSR) database for,
129; shift to right-
shoring from, 97-98.
See also Employee
recruitment

On-boarding: definition

of, 176¢; future of, 195,
197-198; key activities
listed, 196/-197¢; miti-
gating risk of turnover
by, 176-177; social-
ization foundation

of, 177-182; stages of,
182-194; stakeholders
role in, 194-195

On-boarding stages: 1:

anticipatory or pre-
entry, 182-183;

2: accommodation or
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184-190; 3: role man-
agement, 190-194

Openness to experience

personality domain,
315, 3161, 317



Organizational ambidex-

terity, 244-245

Organizational brand,

124-125
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centers of excellent
challenges in imple-
menting, 8-9; DVF
Change Equation
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307,311, 312, 322;
global marketplace
and, 245-249; indi-
viduals predisposed
to play different roles
during, 314-318fig;
putting theory into
practice, 326-328; the-
ories and models of,
311-314; three prin-
ciples of, 301-302. See
also Behavior change;
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Large-scale planned
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dence: framework on,
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knowledge, 60-61,
64-67
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collectivism measure
of, 389-392; conflict
between national cul-
ture and, 10-11; cul-
ture defined by, 10;
gender egalitarian-
ism (GE) measure of,
381-382, 385, 3861,
387t; humane orien-
tation (HO) measure
of, 385, 388(-389¢; PO
(performance orien-
tation) measure of,
392, 393t—-394; senior
management defining,
11; societal or cultural
context of work and,
119-121; World Values
Survey on, 26, 29, 35,
37, 38. See also Values
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change and resiliency
components of, 245—
249; description of,
232, 254; employee
confidence in con-

fidence
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clash between local

and, 11-12; conflict

between national and,

10-11; elements con-

tributing to, 181¢-182.
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differences
Organizational size,
131-133
Organizational structure:
compatible knowl-
edge, 60; global and
cultural differences
impacting, 6-7; head-
quarters versus the
field, 7-10; SMMs
(shared mental mod-
els) knowledge, 61,
64—-67; TMS (transac-
tive memory system)

text of, 232, 233-243;
measuring, 249-253;
processes of, 248. See
also Vitality

Organizational vitality pro-
cesses: achievement,
248; environmental,
248; investment, 248

Orientation: best practices
for, 188-190; common
problems with, 189¢;
NMAP (New Manager
Assimilation Process),
192-194

Orkut, 134
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Patriarch Model of lead-
ership development,
221, 228-229

—p—

Supject Inpex 415

PeopleSoft, 133
PepsiCo, 5, 7
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perceptions
Performance: employee
confidence correla-
tion with, 238-2401ig;
enduring organiza-
tional challenges
related to, 243-245t;
managing organiza-
tional ambidexterity
and, 244-245
Performance manage-
ment: assessing inter-
national assignee,
348-350; compen-
sating international
assignees, 350-356;
dimensions of interna-
tional assignee,
347-348
Performance orientation
(PO), 392, 393¢-394
Personality domains:
agreeableness, 315,
316¢, 317; conscien-
tiousness, 315, 3164,
317; emotional sta-
bility, 315, 316¢, 317;
extroversion, 315, 316¢,
317; international
assignees and, 339—
341; openness to expe-
rience, 315, 316¢, 317
Perspective taking, 260
Pew Research Center, 26
Power distance, 33-34
POWs (prisoners of war)
research, 321-322
Pricewaterhouse-
Coopers, 7
PricewaterhouseCoopers
survey (2005), 351-352
Privacy laws, 18-20
Procter & Gamble: exam-
ining work and family
data from, 377-378;
investigating flexibil-
ity use at, 383-392;
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of, 115, 123, 150

Products, 32-33

Program implementation:
awareness of privacy
laws, 18—20; communi-
cation as key to, 16-18;
compromise as part of,
15-16

Progressive innovation,
243

Project GLOBE: leader-
ship dimensions of,
37-38; on Procter &
Gamble’s flexible work
arrangements, 383—
385; two forms of col-
lectivism included in,
382

Protestant relational ideol-
ogy, 267

Psychological safety, 59—
80, 322

Punctuality norms, 31-32

Purchasing confidence,
240-241fig
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Quality work processes,
243
QuickBooks, 126
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Racism, 29
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94-95. See also Com-
pensation

Recruiter blogs, 135

Recruiter Report (2009),
134

Recruiting. See Employee
recruitment

Regulations. See Govern-
ment regulations

Rehires, 130

Relational ideology train-
ing, 267
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acteristics and role of,
217-218; Middle East
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and influence of Islam,
224-225

Relocalization trend, 107

Relocation policy,
184-185

Renault-Nissan, 115

Repatriation process:
dual-career families
and, 360-362; expatri-
ates and the, 356-360

Resilience (organiza-
tional), 245-249

Results-only work environ-
ment (ROWE), 379

Retention. See Employee
retention

Reward systems: compar-
ing host-country
nationals and expatri-
ates, 353-354; cultural
impact on input-
outcome ratios used
for, 354; expatriates,
350-356; talent man-
agement using, 94-95

Right-shoring trend,
97-98

Ritz-Carlton’s Global
Learning and Leader-
ship Center, 190

Role management: Citi-
group’s NMAP Process
for, 193-195; direct
reports contributing
to, 192-193; line man-
ager contribution to,
191-192; on-boarding
and, 190-194

Role playing, 265

Roles: of individuals pre-
disposed during orga-
nizational change,
310-314; on-boarding
new employees to orga-
nizational, 191-195

Rothwell & Sullivan’s
Change Process Model,
311

ROWE (results-only work
environment), 379

Royal Dutch Shell, 265
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Safety issues, 32-33

Salaries. See Compensa-
tion

SAP, 133

SAS, 127

Scientific management,
207

SearchExpo, 135

Senior management. See
Leadership

Services, 32-33

Shades of gray: individual-
ism versus collectivism
and, 29; uncertainty
avoidance and, 34-35

Shanska, 132

Shared mental models
(SMM:s): description
of, 61; strategies for
facilitating, 64—67

Shared mental software
metaphor, 24

Simulation Training Sys-
tems, 265

Situational judgment tests
(S]Ts), 68-69

Skill-based intercultural
training: assessing out-
comes of, 276¢, 278—
280; learning out-
comes of, 269¢-2701,
271-273

Skoda Minotti, 135

Social intelligence, 259

Social networking sites,
134

Social-Norms Marketing
Campaign, 320-321

Socialization: as founda-
tion of on-boarding,
177-178; key areas
developed through,
178¢; multicultural,
178-182. See also
Behaviors

Societal cynicism, 36

Societal differences: in
employees’ work per-
ceptions/expectations,
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itarianism, 381-382,
385, 3861, 387t; leader-
ship development and
unique, 217; work val-
ues shaped by, 119-
121. See also specific soci-
ely or region

Society for Human
Resource Manage-
ment, 188

Sony, 30

Starwood Hotels &
Resorts, 7

Strategically integrated
HR partners, 364-365

Strategic/global issues,
89/1g—90

Strategic/local issues,
89/ig, 90-91

Survey-change paradox,
308

“‘Survival Anxiety,”” 322

Systems Model, 243

T

T-groups, 208

Tactical/global issues,
89/ig, 91

Tactical/local issues, 89/ig,
91-92

Talent management: com-
petency models on,
92-93; employment
law and, 96; human
resources design
framework for, 92-98;
management systems
used for, 93-94;
rewards and recogni-
tion systems for, 94-95;
technology role in,
95-96. See also
Employee recruitment

Tata Consultancy Services
Ltd., 123,124, 134

Teams. See Multicultural
teams

Technological sophistica-
tion: creating attractive
organizational Web
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sites, 135-136; deploy-
ing creative Internet
technologies, 134—135;
leveraging social net-
working sites, 133—-134

Technology: recruitment
factor related to sophis-
tication of, 133-136;
talent management
and role of, 95-96

Telework (telecommut-
ing), 379

Texas Instruments, 133

3Com, 127

360-degree feedback sys-
tems: culturally biased,
94; early use of, 208;
HR local champion
roles in, 101; process
of creating, 100; talent
management using, 93

Time usage: ‘‘bukrah”
(tomorrow) concept
of, 226; Middle East-
ern, 225-226

Time zones sensitivity,
12-13

The Tipping Point (Glad-
well), 312-313

Tolerance value, 29

Training: for intercultural
competence, 256-294;
multicultural teams,
65-67

Transactive memory group
(TMS): description of,
60-61; strategies for
facilitating, 64-67

Transition coaches, 195

Translations, 16-18

Transnational employees
(TNs): description and
selection of, 151-153;
expatversus, 153/-156;
strategies for selecting,
156-170

Transnational recruit-
ment tools: assessment
centers for high-and
low-context cultures,
162-169; designing
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ing, 157-162; ensuring
culturally competent,
169-170

Transparency Interna-
tional, 29

TTM (Trans Theoretical
Model), 324-326

TurboTax, 126

Twitter, 134

U

Uncertainty avoidance,
34-35

Unemployment, 238,
239fig

Unisys, 120-121

United Arab Emirates
(UAE), 90. See also Mid-
dle Eastern society

United Nations, 175, 212

United Parcel Service
(UPS), 127,132

United States: collectivism
measures in, 390¢—
391t; gender egalitar-
ianism in, 386/-3871;
HO (humane orienta-
tion) in, 388/-389¢; PO
(performance orienta-
tion) in, 393(-394¢

Universalist societies, 31.
See also Individualism
culture
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123-124

U.S. Army, 128, 134

U.S. Army TRADOC Cul-
ture Center, 275-276

U.S. Census Data on World
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U.S. Central Intelligence
Agency, 134

U.S. Navy, 134

Utilitarian norm, 36

A%
Vacations, 14
Valero, 123, 135
Values: Countercultures
opposing old, 313;
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loyalty, 224, 243; mea-
suring personal norms
and, 26; Orthogonal
subcultures, 313;
Project GLOBE mea-
surement of cultural,
383-384; racism versus
tolerance, 29; societal
or cultural context of
work, 119-121; studies
on importance of per-
sonal, 26; uncertainty
avoidance and per-
sonal, 34-35; World
Values Survey on, 26,
29, 35, 37, 38. See also
Beliefs; Norms; Orga-
nizational values

“Values jam’’ initiative
(IBM), 11

Video situational judg-
ment tests (SJTs),
68-69

Vitality: definition of, 231,
254; metrics for orga-
nization, 232. See also
Organizational
vitality

VlogYourJob.com, 136
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Wages. See Compensation
Walmart, 4
Walter Reed Army Insti-
tute of Research, 321
Web sites: creating attrac-
tive organizational,
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135-136; recruitment,
127-128; social net-
working, 133-134;
X-raying, flipping, and
cross-linked, 134-135

Western society: collec-
tivism measures in,
390¢-391¢; confor-
mity versus noncon-
formity in, 321; gen-
der egalitarianism in,
386¢t—-387t; GLOBE
study on differences of,
304-307; HO (humane
orientation) in,
388¢-389¢; PO (per-
formance orientation)
in, 393¢-394t. See also
Latin European society

Wipro, 134

Work. See Global work-
place

Work values. See Organiza-
tional values

Work-family conflict
(WFC), 380

Work-life balance: during
international assign-
ments, 360—-362; orga-
nizational flexibility
practices and, 378—
380; sensitivity to cul-
tural, 13-14; work-
family literature on,
380-381

Work-life effectiveness
(WLE): collectivism

measure of, 389-392;
description of, 383;
gender egalitarian-
ism (GE) measure of,
381-382, 385, 386t,
387¢; humane orienta-
tion (HO) measure
of, 385, 388¢-389t;
implications and rec-
ommendations for,
392, 395-398; measur-
ing Procter & Gam-
ble’s, 383-392; PO
(performance orienta-
tion) measure of, 392,
393t-394. See also Flexi-
ble work arrangements
(FWA)

Working Mother Magazine,
127

World Federation of Per-
sonnel Management
Associations, 87

World Values Survey, 26,
29, 35, 37, 38

WorldatWork, 379

X
X-raying Web sites, 134
Xerox, 133
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Yes Bank, 125
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