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Abstract: The advent of the epoch of liberalization and globalization along with the advancements in information 

technology (IT) has transformed the world around us. It has brought to centre point the significance of human resources, 

more than ever before. The rationale of human resource management (HRM) is to enable appropriate deployment of 

human resource so that the quality culture can maintain and satisfy the customers not only in national level but also in 

global level. In a competitive scenario, effective utilization of human resources has become necessary and the primary task 

of every organization is to identify, recruit and channel competent human resources into their business operations for 

improving productivity and functional efficiency. Emergency of trade blocks with the formation of different economic and 

political significantly changed the business environment in terms of competition, liberalization and open-end marketing 

opportunity. Business environment become global business environment. Globalization of business has probably touched 

the HR managers more severely than any other functional heads. The HR executives needs to give international 

orientation to whatever they do – employee hiring, training and development, performance review, remuneration, 

motivation, welfare, or industrial relations. This paper focuses on the theoretical framework of global HRM and also 

highlights the trends and challenges of the International and Multi-National Companies.  
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INTRODUCTION 
 

Most of us have heard the term 'human resources' (HR). And, most of us realize that human resources is the department 

that handles the needs of the employees. They recruit, they hire, and they train employees. They explain and administer 

benefits and help with conflict resolution. But what happens when the human resource department is no longer overseeing 

the needs of a small, local company? What happens when the HR department goes global? Do they have the same 

responsibilities? Do they face the same difficulties? In this lesson we will explore the nature of the tasks and functions 

of global human resources management (HRM), such as recruiting and hiring. 

 

GLOBAL HRM MEANING AND DEFINITIONS 

 

We often hear the term Human Resource Management, Employee Relations and Personnel Management used in the 

popular press as well as by Industry experts. Whenever we hear these terms, we conjure images of efficient managers 

busily going about their work in glitzy offices. 

 

In this article, we look at the question “what is HRM?” by giving a broad overview of the topic and introducing the 

readers to the practice of HRM in contemporary organizations. Though as with all popular perceptions, the above imagery 

has some validity, the fact remains that there is much more to the field of HRM and despite popular depictions of the 

same, the “art and science” of HRM is indeed complex. We have chosen the term “art and science” as HRM is both the 

art of managing people by recourse to creative and innovative approaches; it is a science as well because of the precision 

and rigorous application of theory that is required. 
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As outlined above, the process of defining HRM leads us to two different definitions. The first definition of HRM is 

that it is the process of managing people in organizations in a structured and thorough manner. This covers the 

fields of staffing (hiring people), retention of people, pay and perks setting and management, performance management, 

change management and taking care of exits from the company to round off the activities. This is the traditional definition 

of HRM which leads some experts to define it as a modern version of the Personnel Management function that was used 

earlier. 

 

The second definition of HRM encompasses the management of people in organizations from a macro 

perspective i.e. managing people in the form of a collective relationship between management and employees. This 

approach focuses on the objectives and outcomes of the HRM function. What this means is that the HR function in 

contemporary organizations is concerned with the notions of people enabling, people development and a focus on making 

the “employment relationship” fulfilling for both the management and employees. 

 

These definitions emphasize the difference between Personnel Management as defined in the second paragraph and 

human resource management as described in the third paragraph. To put it in one sentence, personnel management is 

essentially “workforce” centered whereas human resource management is “resource” cantered. The key 

difference is HRM in recent times is about fulfilling management objectives of providing and deploying people and a 

greater emphasis on planning, monitoring and control. 

 

Whatever the definition we use the answer to the question as to “what is HRM?” is that it is all about people in 

organizations. No wonder that some MNC’s (Multinationals) call the HR managers as People Managers, People Enablers 

and the practice as people management. In the 21st century organizations, the HR manager or the people manager is no 

longer seen as someone who takes care of the activities described in the traditional way. In fact, most organizations have 

different departments dealing with Staffing, Payroll, and Retention etc. Instead, the HR manager is responsible for 

managing employee expectations vis-à-vis the management objectives and reconciling both to ensure employee fulfilment 

and realization of management objectives. 

 

Objectives 

 

1. Create a local appeal without compromising upon the global identity. 

2. Generating awareness of cross cultural sensitivities among managers globally and hiring of staff across geographic 

boundaries. 

3. Training upon cultures and sensitivities of the host country. 

 

RESEARCH METHODOLOGY: This research is descriptive in nature. Secondary data is used for this research, books, 

journals and websites are used for collecting the data. 

 

DOMESTIC HRM VERSES GLOBAL HRM 
 

1. An IHRM operates beyond national borders while domestic HRMs operate within the borders 

2. IHRMs have more functions and are subject to more stringent international rules and are more exposed to a wider array 

of activities as opposed to domestic HRMs. 

3. In an IHRM, there’s constant change for a broader set of perspectives. 

4. In an IHRM, there’s more attention given to the associate or expatriate employee’s personal well- being 

5. There are more risks involved in IHRM than in the Domestic HRM 

6. Domestic HRM is done at national level and IHRM is done at international level. 

7. Domestic HRM is concerned with managing employees belonging to one nation and IHRM is concerned with 

managing employees belonging to many nations (Home country, host country and third country employees) 
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8. Domestic HRM is concerned with managing limited number of HRM activities at national level and IHRM has 

concerned with managing additional activities such as expatriate management. 

9. Domestic HRM is less complicated due to less influence from the external environment. IHRM is very complicated as it is affected heavily by 

external factors such as cultural distance and institutional factors 

 

 TRENDS in IHRM 

Selection of employees requires careful evaluation of the personal characteristics of the candidate and his/her spouse. 

Training and development extends beyond information and orientation training to include sensitivity training and field 

experiences that will enable the manager to understand cultural differences better. Managers need to be protected from 

career development risks, re-entry problems and culture shock. 

 

To balance the pros and cons of home country and host country evaluations, performance evaluations should combine the 

two sources of appraisal information. Compensation systems should support the overall strategic intent of the 

organization but should be customized for local conditions. In many European countries - Germany for one, law 

establishes representation. Organizations typically negotiate the agreement with the unions at a national level. In Europe it 

is more likely for salaried employees and managers to be unionized. 

 

MAJOR CHALLENGES IN GLOBAL HRM 
 

Talent Gap 

Finding and retaining the talent for highly skilled jobs or the one that knows the national and international markets can be 

tough. And you would need the help of immigration departments from your nation and from other nations as well to 

leverage the international talent pool. In such cases most of us rely on executive search firms but do they really know who 

will be a right fit for your organization culture? You should ask yourself! 

 

Cultural Conflict 

When you need to get your employees work in a culturally inclusive environment, HR has to make sure that employees are 

aware of cultural distinctions in a diverse & multi ethnic work force. Help your employees by fostering an environment 

where they can openly discuss cultural issues. 

 

Interest Conflict 

Successfully integrating markets across borders is critical when we talk about business!  Even when we work in at a 

national level, your markets depend and varies from state to state. So, what happens when it is global? And you have your 

employees working in other nations have their own national interest that conflicts with your corporate goals. 

 

Labour Law Conflict 

For example, “Employment at Will” statement in US that states the company may terminate an employee at any time 

without giving any reason. Apparently, this concept does not exist in India and other countries. So, changes in various 

labour laws, from a local level to national and international level is very relevant in making sure employees perform tasks in 

accordance with them.  And that stresses the necessity of complying with domestic and international regulations too. Now 

whether you are a Global HR professional or not if you have employees from different nations and your company 

operates in different nations knowing these challenges and gaining an in-depth knowledge can help you in the longer run. 
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CONCLUSION 
 

Thus, the global IHRM department has to take the onus of understanding, researching, applying and revising all human 

resource activities in their internal and external contexts to know the impact the processes of managing human resources 

in organizations throughout the global environment has and only then IHRM will be able to successfully allow the 

multinational companies to achieve success globally. In the globalised world of today firms are going global. International 

HRM links HRM of subsidiaries and creates organizational strategies in order to achieve sustainable competitive 

advantage. 
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