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tion with, 240–241fig,
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correlation with, 236t,
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
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245–249; setting the
stage for, 232–233;
vitality in the, 231–243,
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market
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tions (M&As), 12–13
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diversity management
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ativism issue and, 27,
40–41; defining dif-
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implications for, 37;
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complexities of, 2; indi-
vidualism versus col-
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for, 29–33; masculin-
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implications for, 35;
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authoritarianism impli-
cations for, 33–34;
problems caused by
poor management
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ance implications for,
34–35; utilitarian ver-
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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
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Global task force, 99–100
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‘‘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;

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
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210
HawthorneWorks of West-

ern Electric (1950s),
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8–9; working relation-
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and, 7–10

Heineken N.B., 22–23
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Hewitt’s Global HR Study
(2009), 85

High Performance Model,
243
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assessment centers
designed for, 162–169;
low-context versus,
167t

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, 89fig –90;
strategic/local, 89fig,
90–91; tacital/local,
89fig, 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;
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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–389t

I
IBM: campus recruiting

by, 124; flextime

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;
exogenous recruit-
ment factors in, 117t,
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, 276t,
278–280

Intercultural compe-
tence: adaptability

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, 283t,
285; 2: developing
cognitive, skill-based,
affective competence,
283t, 286; 3: culture-
generic training, 283t,
286–287; 4: culture-
specific training, 283t,
287–288; 5: more com-
plex training with com-
plex assignments, 283t,
288–289; 6: individ-
ualize training, 284t,
289–290; 7: use guid-
ing theoretical frame-
work, 284t, 290; 8:
use integrated train-
ing approach, 284t,
290–291; 9: ensure
learning occurs during
training, 284t, 291–
292; 10: evaluation of
intercultural compe-
tence training, 284t,
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–270t, 273–274;
cognitive learning,
268, 269t–270t, 271;
skill-based learning,
269t–270t, 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

I/O (industrial/
organizational) psy-
chology: expatriate
management and role
of, 362–363; practical
reality for expatriate
management using,
363–365

J
Japan: collectivism mea-

sures in, 390t–391t;
conformity versus non-
conformity in, 321;
employee dissatisfac-
tion surveys in, 308;
gender egalitarian-
ism in, 386t–387t; HO
(humane orientation)
in, 388t–389t; PO (per-
formance orientation)
in, 393t–394t

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,

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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Latin American society:
collectivism measures
in, 390t–391t; em-
ployee dissatisfaction
surveys in, 308; gen-
der egalitarianism in,
386t–387t; GLOBE
study on differences of,
304–307; HO (humane
orientation) in, 388t–
389t; PO (performance
orientation) in,
393t–394t

Latin European society:
collectivism measures
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