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“The sixth edition of International Human Resource Management, written by
world class scholars, continues to set the standard for texts in the area. It is com-
prehensive in its coverage and critically examines the complexities of managing
people across borders. The book deepens and extends our knowledge of the field
providing new insights, up-to-date cases from across the globe and a valuable
update on emerging issues in the field reflecting recent changes in the global busi-
ness environment. I highly recommend the book which will continue to enlighten
academics, students, and practitioners across the globe for years to come.”
Hugh Scullion, Hull University Business School,
University of Hull, UK

“Organizations that ‘go international’, face a number of strategic choices, many
of which involve people. HR strategy in all its dimensions must therefore comple-
ment and support the broader business strategy. That is a key theme in this sixth
edition of International Human Resource Management, and the authors use
theory, research, and lots of practical examples to show how to do that at HQ as
well as at local levels. If you are looking for current theory and practice in IHRM,
consider this book a ‘go-to’ resource.”

Wayne Cascio, University of Colorado, USA

“This provides the perfect compendium of knowledge for today’s practitioner
working in international contexts. The editions have charted IHRM for nearly 30
years. Now we are in the post-pandemic era of globalization there is no place to
hide. Global business is changing shape. This book lays out the new strategic,
national, and cultural context and brings together what we know about each of the
key HR processes under the banner of global talent management.”

Paul Sparrow, Lancaster University Management School, UK

“Written by three of the leading scholars in the area, the volume is distinguished
by its combination of insights from academic research and rich insights into
IHRM in practice. It is comprehensive, accessible, and authoritative, and should
be required reading for any student or reflective practitioner of IHRM.”

David Collings, Dublin City University, Ireland
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International Human
Resource Management

The updated sixth edition of International Human Resource Management is an
authoritative resource that focuses on international human resource management
(IHRM) within multinational enterprises (MNEs). The book includes fifteen
chapters with rich pedagogy students have come to expect and is organized into
four sections:

Strategic Context

National and Cultural Context
Global Talent Management
Role and the Future of [HRM

Each chapter has been designed to lead readers through key topics in a highly
engaging and approachable way with learning goals, relevant data, exhibits,
figures, vignettes, end-of-chapter case studies, discussion questions, up-to-date
content, and numerous references. The sixth edition includes discussions on
evolving IHRM topics such as international experiences and adult third culture
kids, expanded analyses on health and safety statistics and global workforce
analytics, as well as updated and revised illustrations, cases, references, and
instructor resources.

Uncovering precisely why IHRM is essential for success in international business
and how IHRM policies and practices function within the multinational enterprise,
this comprehensive textbook provides an excellent foundation for understanding the
theory and practice of IHRM. It is essential reading for all students, instructors, and
IHRM professionals.

Ibraiz Tarique is Chair of the Department of Management and Management
Science and Professor of Human Resources and Talent Management at the Lubin
School of Business at Pace University, USA. He is also a Fellow of the Wilson
Center for Social Entrepreneurship, USA, and editor of the Routledge Focus on
Issues in Global Talent Management series. His recent publications include The
Routledge Companion to Talent Management (Routledge, 2021) and Contemporary
Talent Management: A Research Companion (Routledge, 2021).

Dennis R. Briscoe is Professor Emeritus of International Human Resource
Management at the University of San Diego, USA, and owner/consultant at
International Management and Personnel Systems (IMAPS).

Randall S. Schuler is Distinguished Professor Emeritus of Strategic International
Human Resource Management at the School of Management and Labor Relations
at Rutgers University, USA, and Research Professor at the University of Lucerne,
Switzerland.
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The Global HRM Series has for over a decade been leading the way in advancing
our understanding of Global HRM issues. Edited and authored by the leading and
highest-profile researchers in the field of human resource management (HRM),
this series of books offers students and reflective practitioners accessible, coord-
inated and comprehensive textbooks on global HRM. Individually and collec-
tively, these books cover the core areas of the field, including titles on global
leadership, global talent management, global careers, and the global HR function,
as well as comparative volumes on HR in key global regions.

The series is organized into two distinct strands: the first reflects key issues in
managing global HRM and the second, comparative perspectives on human
resource management.

Taking an expert look at an increasingly important area of global business, this
well-established series has become the benchmark for serious textbooks on global
HRM.
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Foreword

Global HRM is a series of books edited and authored by some of the best and
most well-known researchers in the field of human resource management (HRM).
This series is aimed at offering students and practitioners accessible, coordinated,
and comprehensive books on global HRM. To be used individually or together,
these books cover the main areas in international and comparative HRM. Taking
an expert look at an increasingly important and complex area of global business,
it is a groundbreaking series that answers a real need for useful and affordable
textbooks on global HRM.

Several books in the Global HRM series are devoted to HRM policies and
practices in multinational enterprises. Some books focus on specific areas of
global HRM policies and practices, such as global leadership, global compensa-
tion, global talent management and global labor relations. Other books address
special topics that arise in multinational enterprises, such as managing HR in
cross-border alliances (CBA), managing global legal systems, and the structure of
the global HR function. There is also a book of global HRM cases. Several other
books in the series adopt a comparative approach to understanding HRM. These
books on comparative HRM describe HRM topics found at the country level in
selected countries. The comparative books utilize a common framework that
makes it easier for the reader to systematically understand the rationale for the
similarities and differences in findings across countries.

The sixth edition of International Human Resource Management, written by
Ibraiz Tarique, Dennis Briscoe, and Randall Schuler, serves as the foundation
book for all the other books that focus on specific areas of global HRM policies
and practices, and for the books that address special topics such as alliances, strat-
egies, and structures and legal systems. As such, its 15 chapters provide the broad-
est possible base for an overview of all the major areas in the field of international
human resource management. As with all the books in the Global HRM series, the
chapters are based upon the most recent, classic, and foundational research, as
well as numerous examples of what multinational enterprises are doing today.
This latest edition of this foundation book contains numerous updates and revi-
sions that make the book even more relevant and useful to the reader, whether
university student or practitioner. More material has been put into tables and
exhibits to help summarize a lot of information, thus making it more quickly
accessible and more interesting for the reader.

This Routledge series, Global HRM, is intended to serve the growing market
of global scholars and practitioners who are seeking a deeper and broader under-
standing of the role and importance of HRM in companies that operate throughout
the world. With this in mind, all books in the series provide a thorough review of
existing research and numerous examples of companies around the world. Mini-
company stories and examples are found throughout the chapters. In addition,
many of the books in the series include at least one detailed case description that
serves as a convenient practical illustration of topics discussed in the book. The
companion website for this book contains additional cases and resources for stu-
dents and faculty to use for greater discussions of the topics in all the chapters.

Because a significant number of scholars and practitioners throughout the
world are involved in researching and practicing the topics examined in this series
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FOREWORD

of books, the authorship of the books and the experiences of the companies cited
in the books reflect a vast global representation. The authors in the series bring
with them exceptional knowledge of the HRM topics they address, and in many
cases the authors are the pioneers for their topics. So we feel fortunate to have the
involvement of such a distinguished group of academics in this series.

The publisher and editor have played a very major role in making this
series possible. Routledge has provided its global production, marketing, and
reputation to make this series feasible and affordable to academics and prac-
titioners throughout the world. In addition, Routledge has provided its own
highly qualified professionals to make this series a reality. In particular, we
want to indicate our deep appreciation for the work of our series editor, Amy
Laurens. She has been very supportive of the Global HRM series and has been
invaluable in providing the needed support and encouragement to us and the
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Introduction

This book is about international human resource management (IHRM). That
is, it is about human resource management (HRM) in a global context. The
conduct of business is increasingly global in scope, and managing human
resources (HR) has become even more important in the successful conduct of
global business. The motives for writing this book originally — to provide a
professional and academic overview for an understanding of the design and
implementation of IHRM policy and practice — continue in this edition. This
sixth edition has also been written to update this most important but fast-
changing discipline. As with the previous editions, the majority of the book
discusses the IHRM issues faced by multinational enterprises (MNESs) of all
sizes, primarily — but not exclusively — from the perspective of the parent
company or headquarters (HQs). But it also provides increasing attention to
other forms of international organizations as well, such as governments, non-
profits, and non-governmental organizations (NGOs). Since MNEs increas-
ingly manage their workforces on a global basis, this edition not only examines
global management of parent companies’ workforces, with globalized pol-
icies, shared services, and global centers of HR excellence, but also provides
increased focus on management of workforces in subsidiaries, international
joint ventures (IJVs), and global partnerships.

In the previous two editions, a major effort was made to obtain relevant
examples from many different countries. This effort has continued in the sixth
edition. So the examples in the chapters, as well as the end-of-chapter cases (in
the book and on the text website), draw from many small- and medium-sized
companies (many of which will be new to the reader) from many countries, as
well as some traditional and well-known large firms, which come from both
large and small countries.

Sections and chapters

This book is divided into four sections (see Figure I.1 to understand how the
topics relate to each other) and 15 chapters. The first two sections set the
scene for International Human Resource Management: Policies and Prac-
tices for Multinational Enterprises, Sixth Edition, and explain why IHRM is
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Figure 1.1 Chapter Map

so important to the success of international business (IB), describing the context
of global business as it relates to IHRM. Section 1 “Strategic Context,” describes
the key strategic components of the context within which IHRM operates. Each
of these components represents a critical part of the global environment that
determines the nature of IHRM. Section 2, “National and Cultural Context,”
describes three important aspects of the country and/or national environments
that determine the cultural and legal contexts within which IHRM operates.
Then Section 3, “Global Talent Management,” describes the IHRM policies and
practices that are shaped by the context described in the first two sections. These
seven chapters provide a comprehensive and thorough overview of the policies
and practices of IHRM. These policies and practices are described both from a
centralized, headquarters-focused perspective, as well as from the local per-
spective of subsidiaries, joint ventures (JVs), partnerships, and contractors.
Finally Section 4, “Role and Future of IHRM,” describes the nature of today’s
IHRM department, global workforce analytics, and the professionalization of
IHRM, and takes a look at future trends in the field. Now we describe the chap-
ters briefly.

Chapter 1 introduces the globalization of business and describes how that has
changed the nature of IHRM. It describes the evolving nature of IHRM as it meets
the needs of changing MNEs and explains how this has led to the development of
strategic IHRM in helping MNEs attain a sustainable competitive advantage in



the global marketplace. This chapter also describes the basic nature and develop-
ment of IHRM, differentiates IHRM from domestic HRM, and discusses some of
the difficulties experienced in that development.

Chapter 2 describes the various responsibilities of [HRM and links them to the
pursuit of IB strategies. The strategic decision to “go international” is one of the
most important components of the IHRM environment. IHRM must understand
these strategic choices and should contribute input to them in order to contribute
to their successful achievement. This chapter also examines IHRM strategy and
its relation to overall MNE business strategy, focusing on how varying approaches
to MNE business strategy affect the nature of IHRM strategy. Finally this chapter
explains how IHRM changes and contributes to the development of those various
MNE strategies.

Chapter 3 discusses the growing complexities in designing the structure of
multinational firms and the important role that IHRM plays in those design deci-
sions. The conduct of IB is increasingly complex, involving the need to — at the
same time — focus on central control and influence and local adaptation to cus-
tomers and culture. Too often these efforts fail, at least partially because of inad-
equate attention to issues within the responsibility of IHRM. This chapter
describes the contributions that IHRM can and should make to the success of
these organizational choices.

Chapter 4 describes the role of IHRM in cross-border mergers and acquisi-
tions, IJVs, and international alliances. Cross-border acquisitions, 1JVs, teams,
and alliances of various sorts are increasingly the means by which firms choose
to go international, and thus they constitute one of the most important compon-
ents of the context for [HRM. Much of the chapter describes the role of IHRM
and the international human resource (IHR) professional in designing, facilit-
ating, and implementing these four specific types of cross-border combinations.
All four types of these combinations are increasingly used and IHRM can and
should play a major role in helping ensure the success of their design and
implementation.

Chapter 5, starting Section 2, expands the theme that is revisited frequently
throughout the text: the critical importance of country and corporate culture.
Cultural differences impact everything that is done in IB and are, if possible,
even more important to everything that international human resources (IHR)
managers do. Success in IB requires a thorough understanding of cultural factors,
and [HRM is involved both with helping provide that expertise to the firm as well
as having to incorporate such understanding in its own global activities. Thus
this introduction to IB and IHRM, by necessity, includes an introduction to the
concepts of country and corporate culture. The chapter also discusses the import-
ance of culture in both the conduct and the interpretation of IHRM research,
explaining how culture affects both our understanding of IHRM and its impact.
Like everything else, culture influences what we know and what we think we
know about ITHR.

Chapter 6 describes international aspects of the legal and regulatory environment,
another of the key components in the context of [HRM. Just as is true for HRM in a
domestic context, there are many aspects of law that impact the practice of HRM
when working in the global arena. This chapter discusses five of these aspects:

International employment law and the institutions that develop and apply it;
Major legal systems and their key differences;

Goals of the various international trade agreements;
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Major international employment issues impacting HR; and

Immigration/visas, personal, data protection, anti-discrimination, harassment,
ethical standards, corporate social responsibility (CSR), and corporate
governance.

All of these areas of the legal and regulatory environment related to the conduct
of IHRM are increasingly important to the successful contributions of IHR man-
agers, and all have a growing impact on IHR and firms operating in the global
business environment.

Chapter 7 examines the broad nature of international labor standards, global
employment law and regulations, and international ethics and social responsib-
ility. First, this chapter looks at the institutional context of IB. International organ-
izations have promulgated labor standards for MNEs. Next, this chapter looks at
the global legal environment in which the MNE operates. It focuses on com-
pliance with national and supranational laws. Further, a number of comparative
regulatory issues are discussed that affect the MNE such as immigration controls,
data protection, anti-discrimination and harassment, termination and reduction in
force, and intellectual property. Finally, this chapter looks at international ethics,
its relation to culture, and how ethical dilemmas must be solved.

Chapter 8 provides an introduction to the overall concern with planning, fore-
casting, and staffing the global enterprise. Chapter 8 begins by providing a
description of the constantly changing labor markets around the world and dis-
cusses how MNEs plan for creating their workforces from those labor markets.
The nature of those markets in various countries, in terms of their demographic
characteristics, the skills and abilities of their individuals, and their accessibility
and cost varies dramatically from country to country and region to region and can
be a major determinant in the success of international decisions such as where to
locate operations. Chapter 8 also provides an overview of the many options that
MNESs have available to them for that staffing.

Chapter 9 focuses on the IHRM responsibility for staffing, but primarily on the
issue of expatriation and repatriation, the movement of employees of MNEs from
either the parent company to a foreign subsidiary or from a foreign subsidiary to
another subsidiary or to the parent firm. This chapter examines the difficulties
experienced in the selection and management of expatriates and repatriates and
suggests some of the approaches successful MNEs use to ensure positive experi-
ences with those expatriates and repatriates. In addition, the chapter discusses
problems that MNEs are experiencing with women and other types of non-tradi-
tional expatriates.

Chapter 10 focuses on the training and development of the MNE’s global
workforce. This includes training of host-country workforces, training and prepa-
ration of international assignees (IA), and global management development,
including the nature and development of a global mindset, the competencies of
global managers, and the nature of management development programs in a
global context. This chapter provides both many examples, as well as research
and writing, about what firms from around the world are currently doing to offer
successful global training and development programs. It is now up to IHR manag-
ers in other firms to use what is described here to develop successful global train-
ing and development programs in their own organizations.

Chapter 11 describes the complex area of compensation, benefits, and taxes for
both IAs as well as for local workforces. The chapter presents IHRM practices
related to the development of compensation and benefit programs among MNEs



and describes seven alternative approaches to compensation for expatriates. The
chapter also discusses the many problems that MNEs confront as they try to
design and implement international compensation and benefit programs through-
out their global operations. Lastly, the chapter discusses many of the various
approaches taken to compensation and benefits (C&B), such as vacation and
pension practices, in a number of different countries.

Chapter 12 addresses the crucial issue of performance evaluation and perfor-
mance management for [As and managers in foreign operations. It describes the
many difficulties encountered in trying to implement an effective performance
management (PM) system in the international arena, not the least of which is fig-
uring out how to accommodate in the evaluation process factors stemming from
the nature of the local cultural environment. It is clear that it is inadequate to
simply apply a PM process designed at the home-country level for domestic use
in an international setting. The chapter ends with a discussion of a number of sug-
gestions and guidelines for improving the process of implementing an effective
international performance management (IPM) system.

Chapter 13 describes topics of importance to the ITHR manager: employee
health and safety in the context of the foreign subsidiary and JV, and health,
safety, and security for global business travelers (BTs) and employees on [As and
their families. Often, because health and safety practices differ so much from
country to country, responsibility for them is left in the hands of subsidiary (local)
HR managers. Nevertheless, MNEs must understand and cope with local and
international health and safety regulations, the widely variable practices faced in
different countries, and strategic business decisions that may influence work-
forces and employee relations in multiple locations. This chapter also discusses
the important topic of human resource information systems (HRISs).

Chapter 14 provides an overview of the wide variances in HR practices from
country to country and region to region. International enterprises have the neces-
sity to understand local HR policies and practices so as to make intelligent deci-
sions as to the practical fit of HQs’ policies with tradition and law in local
jurisdictions. This chapter focuses on five specific regions: Europe, North
America, Asia, Latin America, and Africa. Within each region, key HRM issues
are examined with implications for HRM policies and practices. In addition, this
chapter discusses various HRM issues that converge among regions and coun-
tries, including managing two generations of employees including older workers,
discrimination and the glass ceiling, and gaps in talent supply and demand.

Chapter 15, the last chapter, provides a glimpse at the challenges that confront
IHRM. These challenges include the organizational advancement and the profes-
sionalization of IHRM. International HR managers have to further develop their
understanding of their global enterprises and, as a consequence, will become better
integrated into the planning and strategic management of those enterprises. As these
challenges are met and IHR managers further develop their global HR competencies,
multinational firms will find themselves developing world-class IHR departments.
What this chapter demonstrates is that only when such an integrated, responsive, and
accepted IHRM function is developed will IHRM reach its potential and take its
rightful place in the management of today’s successful global enterprises.

Terminology

In the 15 chapters of this sixth edition of International Human Resource Manage-
ment, a number of terms are used to refer to organizations that conduct IB. In
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general, the term MNE (multinational enterprise) is used to refer to all organiza-
tions that conduct business outside their countries of origin. Today, this can apply
to brick-and-mortar firms as well as virtual firms with primarily only a website.
The term MNE is used rather than MNC (multinational corporation — which is
often a more commonly used term) because in many countries, there is no form of
legal ownership equivalent to the American corporation, from whence the term
MNC is derived. So, we chose a term that can be used with wider application
without being tied technically to the legal structure of one particular country.
Thus, in this text, the generic term “enterprise” is used to refer to any type of
organization involved with IB. For small- and medium-sized MNEs, the term
SME (small- and medium-sized enterprise) is sometimes used. Generally, the
term MNE is used throughout the book. When appropriate, SME will be used to
highlight special characteristics of small- and medium-sized MNEs. We have also
increased the discussion of non-business organizations, such as governments,
NGOs, and non-profit organizations, many of which have more international
exposure than do many business enterprises.

MNEs can be described as operating multidomestically, internationally, glob-
ally, or transnationally. While these terms often seem to be used interchangeably,
some distinctions can be made (for details about the differences as they relate to
I[HRM, refer to Chapter 3). For example, the term “global” refers to enterprises that
operate all over the world and have consistent policies and practices throughout
their operations. Such MNEs have a high percentage of international turnover or
sales (over 50 percent outside their home countries) and a high percentage of
employees outside their home countries as well, with operations in a large number
of countries, and a global perspective and attitude reflected in their business strat-
egies and in their mission statements. These firms tend to have a highly centralized
(or, at least, regionalized) policy, at least as it applies to financial issues and sharing
of resources and innovations, and world-class standards for their global products
and services.

In contrast, transnational firms are global in scope but decentralized and
localized in products, marketing strategies, and operations. That is, they take
advantage of their global presence to gain access to resources (ideas, techno-
logy, capital, people, products, and services) and develop economies of scale,
while at the same time maintaining a local presence that is seen as comparable
to that of domestic competitors. The other terms, such as “multinational” or
“international,” generally refer to MNEs that have not yet developed their levels
of international operations to this extent. Because more and more enterprises
are moving in the direction of being more global, in thought at least, if not in
action, the word “global” is used in the title of the series of which this book is a
part. But the word “international” is used in the title and chapter headings of this
text to reinforce the reality that IHRM policies and practices are often and
mostly not standardized and centralized, as might be implied with the use of the
term “global.”

Thus, most of the topics, policies, and practices discussed throughout this text
are currently applicable to most enterprises, and are likely to soon apply to most
others. In this text, if the terms global, multinational, or international enterprise
make a difference to the particular topic, policy, or practice being discussed, then
an attempt is made to make it clear through explanation or the use of the terminol-
ogy which type of enterprise is being described.



Pedagogy

Each chapter begins with “Learning objectives.” These are the main objectives
that we would like to see you focus on as you consider the material in the chapter.
Although key terms are defined in the chapter when they first appear, they are also
defined on the website under “Glossary.” Of course, you will learn more than
these particular objectives and terms.

Each chapter contains a case study at the end illustrating current experiences
of MNEs. In addition, at the end of each chapter there are “discussion questions”
that might be answered individually or in small teams. These are provided to
allow the reader to apply many of the ideas in the chapter to other situations. To
help instructors and readers identify cases and “IHRM in Action” (IIA) examples
from specific regions or countries, there are two matrices that list countries down
the left side and with IIA and cases vertically across top (see Exhibit 1.1 and
Exhibit 1.2).

The end-of-book materials include the notes that are used in each of the chap-
ters. These materials reflect relevant classic and contemporary academic research
worldwide and the experiences and stories of MNEs. To add even more relevant
information as it unfolds, the reader is encouraged to visit numerous websites that
are available and suggested here. Additional websites and other materials are
found on the website designed for this book. Please contact the first author at ita-
rique@pace.edu or ibraiz.t@outlook.com for the latest URL for additional web-
sites and other materials.

At the end of the book are two integrative cases. These cases illustrate the chal-
lenges in trying to become a successful MNE, the importance of international HR
policies and practices, and the impact of the local country environment on the
effectiveness of those policies and practices.

Finally there are author and subject/company indexes. These are to provide the
reader with further information about the various topics covered in this book as
well as the many authors whose work has been used to compile this book.

There is an extensive website for this book, which includes:

History of the development of IHRM;
List of major websites for research on IHRM topics; and

Instructor’s manual, with lecture slides for lectures, exam questions, and dis-
cussion guides for end-of-chapter discussion questions and for the discussion
questions that accompany the cases in the text.
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Exhibit I.1 End of Chapter/Book Cases Matrix

Region/ Case Case Case Case Case Case Case Case Case Case Case Case Case Case Case EndofBook End of Book
Country Focus 1.1 2.1 3.1 4.1 5.1 6.1 7.1 8.1 9.1 10.1 111 121 131 141 15.1 Integrated Integrated
Case 1 Case 2

Global X X X X X X X X X X X X

EU

Australia

Bangladesh

Bolivia X

Brazil X

Canada X

Finland

France X

Ghana X

Germany X X
India

Indonesia X
Italy X

Japan X X

Malawi X

Netherlands

Niger




Exhibit I.1 Continued

Philippines

Romania

Spain

Switzerland

Thailand

Turkey X

United Kingdom

United States X

X
X
X X
X
X
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