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LECTURE 25

Chapter 23

Trade Unions
Aswathappa, K. (2008). Human Resource Management, Text and Cases, 5th Edition, McGraw Hill Company

Learning Objectives
· Nature of Trade Unions
· Why employees join unions
· Factors leading to unionization
· Union tactics
· Tactics to remain union free 
· HR practices towards IR
Trade Unions
“Unions are volunteer organizations of workers or employers formed to promote and protect the interests through collective actions”




(p, 549)
Definition of Unions include
1. Combination of workers or employers
2. Could be permanent or temporary
3. Regulate relationships among workers, workers and employers or among employers
Strategic Choices before managers
1. Allow unions or remain union free
2. If want to remain union free then what to do?
3. If allow unions what type of relationships want?
4. Tactics to negotiate with unions
Why Employees Join Unions
1. To protect against exploitation
2. Dissatisfaction (psychological contract)
3. Lack of power
4. Union Instrumentality 
Figure: Factors Leading to Unionization
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Strategic Choices for Unions 
1. Bread and Butter vs Political objectives
2. Adversarial vs Cooperative Role
3. Traditional issues vs New Services 
Union Tactics
1. Organizing drive
2. Strike
3. Political patronage
4. Blackmail
Figure: Tactics to Remain Union Free
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HR practices and Unions
· HR practices negate the existence of unions because of following reasons

· HR seeks employee relationships on individual basis (Pay and performance)
· HR attempts for socialization of workforce means harmony amongst workers and between management and workers, emphasize authority of management
· Training programs attempts to bring loyalty and pro management attitude
· Team based work environment 
· Merit based selection and promotion
LECTURE 26
Chapter 24
Resolving Disputes
Aswathappa, K. (2008). Human Resource Management, Text and Cases, 5th Edition, McGraw Hill Company

Learning Objectives
· Nature of Disputes
· Causes of Disputes
· Methods of Settling Disputes
· Grievance Handling Procedure
Disputes
· In academic sense dispute is “any conflict between employees and employers, between employers and employers and between employees and employees”
(p. 569)
· In practical, dispute is conflict between employees and employers
Causes of Disputes
1) Wage Demands
· Wage demand never met because of inflation and high living cost
2) Union Rivalry
· Inter-union rivalries
· Selection of collective bargaining agents
3) Political Interference
· Labour unions are politicized 
4) Unfair labour practices
· Management unwilling to listen to demands of workers
· Management Unwilling to recognize unions
· Management gives not enough delegation of authority to negotiate with union representatives 
· In negotiations management representative take side of owners
· Management feel discretionary power to deal with employee related issues
· Threating workers to join unions
Figure: Settlement of Disputes
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Settlement of Disputes
1) Collective Bargaining
·  Labour union negotiate with management representatives to settle work rules, wages, labour contracts, work conditions, and disputes
· The word collective is used because union as representative of employees act as agent to bargain and deal with management
· From management side paid professionals, board of directors, or selected management representatives negotiate with employees’ union on behalf of organization or stakeholders
Approaches to collective bargaining
1) Process of social change 
· Collective bargaining is process of bringing balance of power between employees and employers
· In broader sense, it is technique to exert pressure on power full and resource full group for the right of deprived people their welfare, benefits, and security

2) Peace treaty
· Collective bargaining is peace treaty
· Peace is temporary in a sense that never both sides are satisfied with the peace agreement in long run and looking for opportunities to break the treaty and come up with unmet demands
3) Industrial Jurisprudence
· Collective bargaining is a method to ensure that employer deals with employees according to rules
· Collective bargaining is tool to protect the right of employees and interest of employers with in the scope of prevailing law
· Collective bargaining give employees to participate and influence in decisions that impact their work and working conditions
Benefits of Collective Bargaining
1. It helps to protect the right of both parties
2. Uniform and acceptable conditions of work 
3. Settle disputes
4. Establish rules and norm to deal with disputes
5. Democratic principle to settle industrial disputes
Strategic Choices for Collective Bargaining
1. When to start negotiations. Before expiry of wage contract or after it?
2. Anticipate probable strike and maintain inventory to cope up demands during strike period?
3. Which issue to discuss or handle first?
4. Managers must decide the members who will participate in negotiation process from organization side?
5. Which issue can cause problems?
6. What to give and take from negotiation process?
7. Collective Bargaining Process
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LECTURE 27
Chapter 24
Resolving Disputes
Aswathappa, K. (2008). Human Resource Management, Text and Cases, 5th Edition, McGraw Hill Company

Learning Objectives
· Methods of Settling Disputes
· Collective Bargaining Process
· Negotiations
· Grievance Handling Procedure
Collective Bargaining Process

Environment
· Environmental factors that can influence bargaining process or context in which bargaining process occurs
· For example: Bargaining Structure: One union negotiating with single company or single company negotiating with several unions or several unions dealing with several companies
· Type of relationship: Relationship that exists between union and company. Cooperative or hostile 
· Issue: Issues to be handled
Preparing for Negotiation
a) From Management side
· Determining objectives
· Offers to make 
· Understanding employees grievances and issues from their point of view
· Deciding acceptable and unacceptable points
· Selecting best team for negotiation
Preparing for Negotiation
a) From Union side
· Understanding nature and importance of issue
· Analyzing attitude of management towards different issues by looking at previous negotiations
· Understanding company financial position
· Understanding desires of employees
Identifying Bargaining Issues
1. Wage related issue
2. Supplementary economic benefits
3. Institutional issues
4. Administrative issues
Negotiating
· Each side present issues and demands
· Negotiation is art, need bargaining and communication skills
· If negotiation breaks tactics to restart negotiation
I. Third party intervention like arbitration
II. Union tactics like strikes and boycotts
III. Management tactics like lockout, bribing, splitting the union, 
                           and using political influence 
Dos of Negotiations
1. Negotiate in private
2. Let both sides win
3. Start with easy issues
4. Remove deadlocks by offering, showing flexibility, emphasizing mutual benefits
5. Do offer less and receive more 
6. Deal with spirit of the deal
Don’ts of Negotiations
1. Don not give best offer first
2. Do not reach to the agreement too quickly
3. Do not break the communication channel (let union members to go to top management directly)
4. Do not say No directly
Settlement and Contract Agreement
· Both parties sit back and think for point agreed informally
· Both parties disclose agreed points to the stakeholders of their side and take opinion
· Draft contract carefully leaving no ambiguity
· Deal with spirit of the deal 
Administration of Contract/Agreement
· Agreement must be implemented in real spirit
· Communicate and analyze implementation clause by clause 
· Stick adherence to provisions and clauses may sometime invoke conflict (more important is spirit of the deal)
· Allow provisions for unexpected situations  
· Line managers and HR managers can give important feedback on implementation of contract
· Collective Bargaining
Collective bargaining a method of settling disputes
· Legislative process: in a sense that it establish rules and norms (term and condition) under which both management and labour will work over a period of time 
· Executive process: Management and union officials share the responsibility to enforce rule
· Judicial Process: In every collective agreement there is grievance handling procedure to  settle any likely dispute regarding implementation of agreement
Code of Discipline
· Define duties and responsibilities of workers and employer. The objectives of codes are
· Employer and employees respect and recognize each other’s rights
· Settlement of disputes by negotiation, arbitration and conciliation
· Eliminate coercion, intimidation and violation
· Avoid work stoppages
· Facilitate growth of unions
· Maintain discipline  
Grievance Procedure
· Grievance is state of dissatisfaction of employees 
· Method of settling disputes
· All agreement contains grievance procedure
· Conditions that can create grievance
1. Violation of terms and conditions
2. Violation of law
3. Violation of company rules
4. Change in work conditions or terms
5. Violation of health and safety standards
Arbitration
· Neutral third party listen to both parties, analyze bargaining situation and then make recommendations that are obligatory/binding on both parties 
Conciliation
· Mediator persuades and facilitate both parties to discuss the issue and reach to the agreement 
· Conciliator helps both parties to understand demands of each other, explain position of each party, offer workable solutions or helps in finding solutions
Adjudication
· Labour court or tribunal settles the disputes
· Conciliator refers to recommend the government to send the case to courts. Once court decides the case it is obligatory on both parties
LECTURE 28
Labour Laws In Pakistan
The lecture slides are based on text from website http://www.labourunity.org/labourlaws.htm

Learning Objectives
· Labour Legislations 
· Contract Appointment 
· Working Hours and Conditions
· Leaves and Holidays
· Children Employment
· Labour Disputes
· Equal Employment Practices in Pakistan
Labour Laws
The Constitution of Pakistan 
· Part II: Fundamental Rights and Principles of Policy
· Article 11 of the Constitution prohibits all forms of slavery, forced labour and child labour
· Article 17 provides for a fundamental right to exercise the freedom of association and the right to form unions
· Article 18 give the right t its citizens to enter upon any lawful profession or occupation and to conduct any lawful trade or business
· Article 25 address the right to equality before the law and prohibition of discrimination on the grounds of sex alone
· Article 37(e) makes provision for securing just and humane conditions of work, ensuring that children and women are not employed in vocations unsuited to their age or sex, and for maternity benefits for women in employment. 
Labour Legislation
· Industrial and Commercial Employment (Standing Orders) Ordinance was enacted in 1968 addressing the relationship between employer and employee and the contract of employment.
· The Ordinance applies to all industrial and commercial establishments throughout the country employing 20 or more workers
· Every employer in an industrial or commercial establishment is required to issue a formal appointment letter at the time of employment (containing nature of job, tenure of appointment, pay and allowances, working hours, terms and conditions of appointment) 
· Section 22-B of the Mines Act, 1923 restrict weekly hours at 48 hours or 8 hours each day, with the limitation of spread-over 12 hours and interval for rest for one hour every six hours. Section 22-C further limits the spread-over to 8 hours for work done below ground level.
· The Factory Act enforce that no worker shall be required to work continuously for more than six hours
· According to the Factories Act, 1934, every worker who has completed a period of twelve months of continuous service in a factory shall be allowed holidays for fourteen consecutive days. If he fails to avail whole leaves the part of unveiled leave will be carried forward in next year
· The Maternity Benefit Ordinance, 1958 stipulates that upon the completion of four months employment or qualifying period, a worker may have up to six weeks prenatal and postnatal leave with pay
· Section 22-B of the Mines Act, 1923 restrict weekly hours at 48 hours or 8 hours each day, with the limitation of spread-over 12 hours and interval for rest for one hour every six hours. Section 22-C further limits the spread-over to 8 hours for work done below ground level.
· The Factory Act enforces that no worker shall be required to work continuously for more than six hours
· According to the Factories Act, 1934, every worker who has completed a period of twelve months continuous service in a factory shall be allowed leaves for fourteen consecutive days. If he or she fails to avail whole leaves the part of un-availed leave will be carried forward in next year
· The Factories Act, 1934 provides that every worker is entitled to 10 days casual leave with full pay and further 16 days sick or medical leave on half pay.
· Under section 49 of the Factories Act, workers are entitled to enjoy gazetted holidays 
· If worker is required to work on holiday he or she will be allowed substitute holiday on full pay
· The Maternity Benefit Ordinance, 1958 stipulates that upon the completion of four months employment or qualifying period, a worker may have up to six weeks prenatal and postnatal leave with pay
· The Maternity Benefit Ordinance, 1958 prohibits the dismissal of the woman during her maternity leave
· Mines Maternity Benefit Act, 1941 is applicable to women employed in the mines in Pakistan
· Under section 49 of the Factories Act, workers are entitled to enjoy gazetted holidays 
· If worker is required to work on holiday he or she will be allowed substitute holiday on full pay
· The Maternity Benefit Ordinance, 1958 stipulates that upon the completion of four months employment or qualifying period, a worker may have up to six weeks prenatal and postnatal leave with pay
· The Maternity Benefit Ordinance, 1958 prohibits the dismissal of the woman during her maternity leave
· Mines Maternity Benefit Act, 1941 is applicable to women employed in the mines in Pakistan
· Article 11(3) of Constitution of Pakistan prohibits the employment of children below the age of fourteen years in any factory, mine or other hazardous employment. Make it obligatory to provide safe and human working conditions
· The Factory Act provides that no child or adolescent is allowed to work in a factory between 7 p.m. and 6 a.m
· The Employment of Children Rules, 1995
· Further laws emphasize on cleanliness, drainage, ventilation, and hygiene of work place . Provision of drinking water. All passages, stairs, entrance and exits points must be open and properly lighted to ensure safety
· Article 38 of the Constitution speaks achieving equality in the form of securing the well-being of the people, irrespective of sex, caste, or race
Collective Bargaining Agent and Agreement
· Industrial Relations Ordinance have provision for appointment of collective bargaining agent that is elected by secret ballot
· CBA entitle to undertake collective bargaining with employers
· CBA formulate collective agreements
· Agreement may contains matters such as facilities for unions, dispute resolution process including grievance handling and disciplinary cases, settle terms and conditions of employment, wages, working hours, pension and retirement schemes, layoff, leave, level of job performance etc. 
· Agreement become source of law and used to settle disputes so it must be drafted carefully
Collective Labour Disputes
· Under the IRO 2002, if an employer or a Collective Bargaining Agent finds that an industrial dispute has arisen or is likely to arise, they may communicate their views in writing to the other party. Upon receipt of the communication, the other party has fifteen days (or more if agreed) to try and settle the dispute by bilateral negotiations.

Conciliation
· If the parties do not manage to reach a settlement, the employer or the CBA may, within fifteen further days, serve a notice of conciliation on the other party, with a copy to the Conciliator and to the Labour Court.
· If the dispute is settled before the Conciliator, or a tripartite Board of Conciliators, a report is sent to the Provincial or Federal Government, with the memorandum of settlement.
· If the conciliation fails, the Conciliator tries to persuade the parties to refer their dispute to an arbitrator. If they agree, the parties make a join request in writing to the arbitrator they have agreed upon.
· The arbitrator gives his or her award within a period of 30 days or a period agreed upon by the parties. The award of the arbitrator is final and valid for a period not exceeding two years.

Proceedings of strikes and lock-outs
· If dispute settlement proceedings before the Conciliator fail and no settlement is reached, and if the parties have not agreed to refer their dispute to an arbitrator, the workers retain the right under section 31 of the Industrial Relations Ordinance 2002, to go on strike providing due notice to their employer within seven days, and the employer has the right declare a lock-out after the delay of notice of conciliation has expired. The party raising a dispute retains the option, at any time, either before or after the commencement of a strike or lockout, to make an application to the 
Labour Court for adjudication of the dispute.

· Where a strike or lock-out lasts for more than fifteen days, if it relates to a dispute which the Commission is competent to adjudicate and determine, the Federal and/or the Provincial Government may, by order in writing, prohibit the strike or lock-out at any time before the expiry of thirty days, provided that the continuance of such a strike or lock-out causes serious hardship to the community or is prejudicial to the national interest.
Proceedings of strikes and lock-outs
· If Under section 32 of the IRO 2002, if a strike or lockout occurs within the public utility services sector the Federal Government and the Provincial Government may, by order in writing, also prohibit its occurrence at any time before or after the commencement of the strike or lockout.
· No party to an industrial dispute may go on strike or declare a lockout during the course of conciliation or arbitration proceedings, or while proceedings are pending before the Labour Court.
· A strike or lockout is declared illegal if it is commenced without giving notice of conciliation to the other party of the dispute, or if it is commenced or continued in a manner other than that provided by the IRO 2002
· In case of an illegal strike or lockout, an Officer from the Labour Department may make a report to the Labour Court, and require the employer or CBA or the registered trade union concerned, to appear before the Court. The Court may, within 10 days, order the strike or lockout to be stopped.
Proceedings of strikes and lock-outs
· In case of contravention of the order of the Court by the employer, and if the Court is satisfied that the pursuance of the lock-out is causing serious hardship to the community or is prejudicial to the national interest, it may order the attachment of the factory and the appointment of an official receiver, who will exercise the powers of management and may do all such acts as are necessary for conducting business.
· In case of contravention of the order of the Court by the workers, the Labour Court may pass orders of dismissal against the striking workers, or cancel the registration of the trade union that committed such contravention.
LECTURE 29
Equal Employment Practices in Pakistan
The slides on Equal Employment Practices are based on text from 

Syed, J. (2003) 'Equal Employment Practices', Pakistan and Gulf Economist, Issue No. 39, Sep 29 - Oct 05, pp. 34-37.

Equal Employment Opportunity 
“Equal Employment Opportunity (EEO) prohibits discrimination against anyone on any pretext” 
“EEO speaks of the equality of every human being (irrespective of gender, religion, caste, ethnicity, color, age, physical disability etc) while considering a candidate before, during and after employment”
Source: Syed, J. (2003) 'Equal employment practices', Pakistan and Gulf Economist, Issue No. 39, Sep 29 - Oct 05, pp. 34-37.
Affirmative Action: These are conscious efforts to compensate past unfair and bias practices in organization
· Laws in Pakistan make it obligatory on employer to follow equal employment practices and do not discriminate in employment on any pretext
· Article 27 of Constitution of Pakistan, prohibit discrimination based on sex in “Services of Pakistan”
· further “make it obligatory to take steps to ensure full participation of women in all spheres of national life“
· According to Articles 34 and 38a, it is responsibility of state to work for wellbeing of  the people of Pakistan by raising their standard of lives and taking steps to prevent concentration of wealth in few hands and exercise of equal right between employer and employee
Pakistan is signatory of international agreements and conventions
· ILO Discrimination (Employment and Occupation) Convention, 1958 (No. 111) (ratified on 24/1/1961)
· ILO Equal Remuneration Convention, 1951 (No. 100) (ratified on 11/10/2001)
· UN Convention on the Elimination of All Forms of Discrimination Against Women, 1979 (ratified on 12/3/1996)
· ILO Vocational Rehabilitation and Employment (Disabled Persons) Convention, 1983 (No. 159) (ratified on
· 25/10/1994)
· ILO Underground Work (Women) Convention, 1935 (No. 45) (ratified on 25/3/1938)
· On 30 April 2000, the Federal government announced Labor Welfare Package for Workers making it obligatory for the organizations to offer gender equality and affirmative action. In summary, it permits:
· Equal remuneration for men and women for work of equal value through appropriate legislation.
· Enhancement of maternity benefits for female mine workers.
· Safeguards against sexual harassment through appropriate actions
· Recruitment of female labor inspectors for enforcement of labor laws on female workers.
· Increase in percentage of reserved seats of workers and peasants at Union Councils, Tehsil Councils and District Councils in the Devolution of Power Plan.
· Extension of coverage of laws to agriculture and other informal sectors of economy
· In 2002, Federal government announced labour policy which empowered labour courts to reinstate illegally dismissed workers and allow compensation
· Labour policy emphasize on bilateralism
· It also defines contractual labours in accordance with international standards of temporary jobs  and protect their rights
The labour policy also ban child and bonded labour and pledges equal opportunity. 

To improve recruitment conditions in Pakistan, the government has made legislation like 

· National Policy and Plan of Action for Elimination of Child Labor (2000)

· National Policy and Plan of Action for the Abolition of Bonded Labor (2001)

· Endorsement of ILO Conventions 100 and 182. 

· Federal and Provincial governments have also made legislations about the provision of  2% quota for special (disabled) people in the employment. This was enacted by the Disabled Persons (Employment and Rehabilitation) Ordinance 1981.

Disabled Persons:
· Disabled Persons (Employment and Rehabilitation) Ordinance 1981 allot 1 percent quota to disabled 
· In 2002, Ministry of Social Welfare and Special Education ask Cabinet Division for 2 percent quota of disabled persons in all Ministries
· In Pakistan despite labour laws making obligatory to practice equal employment opportunity in employment, employers take cover under “circumstances and acceptability” 
· Women are even not consider for selection and interview on several grounds (they can not stay in office late, they quit their jobs after marriage, they give more time to their children, they can not move from one place to other)  
· In Public sector delaying tactics of writing ACRs deprived eligible employees from timely promotion thus violating EEO
Hurdles in EEO Practices:

· Costly and time consuming efforts are also hurdles for discriminated workers to pursue their cases under prevailing law
· Lack of education and information also preclude labour to claim their legal right given under laws
· HR and line managers are not educated and aware of EEO laws
· In Pakistan most of the jobs are filled through references and relationships
· Ethnicity, regional belonging and alumni also play role in selection
· In terms of working conditions, women are also victims of sexual harassment
· No separate or adequate facilities for women 
· Lack of facilities for disabled persons 
LECTURE 30

Chapter 28
International Human Resource Management
Aswathappa, K. (2008). Human Resource Management, Text and Cases, 5th Edition, McGraw Hill Company

Learning Objectives
· International HRM
· Difference between IHRM and Domestic HRM
· Basic steps in IHRM
· Key Issues in International Labour Relations
International Human Resource Management
· Globalization has significantly influence HRM practices and policies 
· All HRM functions need international orientation
· MNC operating internationally need to be more focused to attract, motivate and transfer workforce globally
· The process of procuring, allocating, motivating, training & development, and compensating and utilizing human resources in international business is called international human resource management
· IHRM covers six main functions of domestic HRM such as HR planning, recruiting, training and development, performance management, compensation and labour relations
· The three countries categories of IHRM are country where headquarter is based, country where subsidiary is located, and country from where workforce and finances come 
· The three types of workers in international business are host country, parent country and third country nationals
Difference between IHRM differs from domestic HRM
1. More HR activities
HR Planning
· Difficulty in implementation of HR policy and procedure in host country
· Difficulty in aligning business strategy with HR strategy 
· Providing career development opportunities to international managers 
Hiring
· Matching person and organizational fit (cultural match)
· Selection of expatriates
· Managing expatriates failures
· Managing repatriation process
· Each HR functions has different scope and issues in IHRM
HR Planning
· Difficulty in implementation of HR policy and procedure in host country
· Difficulty in aligning business strategy with HR strategy 
· Providing career development opportunities to international managers 
Hiring
· Matching person and organizational fit (cultural match)
· Selection of expatriates
· Managing expatriates failures
· Managing repatriation process
Training and Development
· Language training 
· Cultural training
· Training of expatriates and managers 
Compensation
· Deciding compensation of expatriates
· Deciding compensation of parent, host, and third country nationals
Performance Management
· Implementation of performance evaluation system in host country
· Physical distance, time difference, and reporting cost
· Raters to evaluate subsidiary performance 
· International Human Resource Management
Industrial Relations
· Who should deal industrial relations issues in subsidiary?
· What is attitude and policy of parent company toward unions in subsidiary?
· What should be tactics to deal with unions in subsidiary?
2) Need for Broader Perspective

IHRM has boarder scope in deal with employment related issues. 
For example: International taxation, host country regulations, home country regulations, international orientation of relocating and training of employees, and administrative and compensation issues of expatriates, and language translation services
· In dealing with compensation issues, HR manager in headquarter need to consider different pay systems for parent, host, and third country nationals, paying in different currencies, and change in relative value of currency
· In deciding fringe benefits, HR managers face difficulty, in most countries providing health insurance is compulsory, whereas definition of dependent varies from country to country, in some countries dependent means multiple spouses, children, parents, grandparents  
3) More involvement in employees’ personal lives
· In IHRM there is more involvement of HR department in dealing with their personal issues for better selection, training, relocation and effective management of global workforce
· HRM department need to ascertain that managers selected for foreign assignment understand housing, health care, and remuneration package
· HRM need to have more information about manager family, schooling of their children, emotional and physical health of their spouse and children etc.
· ‘International Human Resource Services’ section provide services to managers like handling investment, banking, home rental, house arrangements, home visits, and repatriation issues
· Unlike domestic HRM in International HRM, HR manager needs to understand more about their personal lives and provide support in relocation for foreign assignment even assistance to children left behind
4) Greater Work force Diversity
· IHRM requires more emphasis on management of global and diversified work force
· Different work ethics, motivation level, cultural compatibility, managing team work  are main issues that IHRM to handle
5) Change in Emphasis
· Emphasis has changed from idea of repatriation and dependence on third country nationals towards development of local managers
· As more trained local managers are available, the issue of training and development of local managers come to highlight 
· Designing programs and policies to provide development opportunities to local managers by placing them in headquarter 
Figure: Managing International HR Activities
[image: image5.png]Adopted from: Aswathappa. Human Resource Management, Textand Cases, 2008, p. 664




Managing International HR Activities
HR Planning
· HR planning in international business is more complex and crucial
· HRP procedures are difficult to implement in different countries. Cultural differences in view of planning
· Identification of top management
· Identification of critical competencies for future managers
· Providing developmental opportunities
· Tracking and supporting in pursuing international career path
· Aligning business strategy with HRP and vice-versa (European and Asian strategy) 
Recruitment and Selection
· Main issue in international hiring is not to select competent employee but candidate who could mix with culture of organization
Ethnocentric Approach
· All key management positions are held by parent country nationals
· This is good strategy at early stage of new start up/operations in host country 
Polycentric Approach
· Subsidiary is headed by host country nationals and parent country nationals are at the top positions in headquarter
· Some countries have made regulation or exert pressure to hire host country nationals for top position in subsidiary
Geocentric Approach
In this staffing approach best people are selected to fill vacant positions irrespective of their nationality
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LECTURE 31
Chapter 28
International Human Resource Management
Aswathappa, K. (2008). Human Resource Management, Text and Cases, 5th Edition, McGraw Hill Company

Learning Objectives
· International HRM
· Basic steps/activities in IHRM
· Factors Influencing PCN and HCN Choice 
· Expatriates

· Repatriation
· Key Issues in International Labour Relations
[image: image8.png]Factors Influencing PCIl and HCHl Choice

T T —

Parent Courtry Cutura distance between HQ and s ubsidiar, ize

Charaterstics ofopertin, esearch intansity

Industy Characterishes  Finanoial is$tuton, ned for conbl, necd
customiza

Subsidiry Age, scquied o straegio ol of subsidar,

Charactarstos pertarmance, owneship

HostCounty Variables  Eduoational leveks, poltcal ik, ocetof hiing
ot o Ha Fesote Manae e L N dCas, 0, .55




Problems of Expatriates
· Expatriates are those employees who work abroad (away from their home country)  for a specific time period with a planned return to third country or home country

· [image: image9.png]Expatriates Assignment life cycle
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Figure: Expatriate Adjustment Process
[image: image1.png]Adopted from: Aswathappa. Human Resource Management, Textand Cases, 2008, p. 552
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Table: Expatriates Selection Decision
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Training and Development
The common objectives of training and development in MNCs are
· Bridging cultural gap between subsidiary and HQ
· Orientation challenges are different in HQ and subsidiary
· Building united corporate culture  
· Training and development activity IHRM most of the time focus on training of candidate likely to be posted abroad
· Expatriates are giving training to reduce likelihood of failure in foreign assignment. The main components of training of expatriate are cross cultural, language and practical training, and management development programs
1) Cross Cultural Training
· Expatriate receives pre-departure training on host country culture to make it easy for him/her to adjust to new culture
· Expatriate often receives training on repatriation to avoid cross cultural shock
Table: Merits and Demerits of Cross Cultural Training 

[image: image13]
Expatriate’s Compensation
The objectives of expatriate compensation
1. Attract employees for international assignment
2. Facilitate the movement
3. Be cost effective
4. Provide consistent relationship between HQ employees and foreign subsidiary
Problems with expatriate compensation
1. Gap between pay of parent, host and third country nationals
2. The pay variation considering the expatriate's family 
3. Issues relating to entry of expatriate back to parent country
[image: image14.png]Source: Aswathappa. Human Resource Management, Textand Cases, 2008,p.677




Expatriate’s Compensation
Base Salary
· Different meaning from domestic employment
· Primary component of package of allowances (foreign assignment premium, house allowance, and cost of living allowance)
· Payment in home country and host country currency
Benefits Issues
· Whether expatriate subscribe to home country benefits (if there is tax exemption)
· Whether home or host country is responsible for social security benefits
· Whether the benefits should be according to host or home country requirements
· Whether home country benefits be available to local citizens
Allowances
· Cost of living allowance, provide same standard of living as expatriate was enjoying in home country
· Covers expenses like relocation, housing, hardship, and education
· Spouse assistance (protect or compensate loss in case of spouse lost income due to relocation)
· Offer support to find spouse job or placement in subsidiary
Incentives
· Incentive is once time lump-sum payment apart from regular salary 
· Tax equalization: MNC based on home country tax obligation withhold or deduct amount from expatriate salary and pay all taxes in host country
· Tax protection: Employee pays up to the taxes he would pay on remuneration in his home country and entitled to retain extra in case tax deduction is less in foreign assignment

Tax Consideration
· Tax equalization: MNC based on home country tax obligation withhold or deduct amount from expatriate salary and pay all taxes in host country
· Tax protection: Employee pays taxes he would pay on remuneration in his home country and entitled to retain extra in case tax deduction is less in foreign assignment 
Tailoring the package
i) Balance sheet approach
· Equate purchasing power of expatriate in host country with home country 
ii) Going rate approach
· Expatriate compensate is linked with host country on going rate 
iii) Lump-sum method
· Giving lump-sum amount and expatriate has option to spend in a way he likes
iv) Regional approach
· In which MNC decide compensation system for particular region (Europe, South Asia, Middle east)
Repatriation
· Bringing expatriate back to home country after completion of assignment or due to other reasons (failure to perform, adjustment problems, family problems)
· Re-entry shock or reverse culture shock
Benefits of returnees
· Exposure to global culture and local culture
· Part of global network
· Understand operations of HQs and subsidiary (overseas operations)
· Transfer technology, business knowledge back to home country
· Provide coordination and communication support
· Personal and professional growth (global and broader vision)
Figure: Repatriation Process
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Challenges of Re-entry

Individual Perspective

· Personal Perspective: Face reverse cultural shock schooling, social network, loss of income, lower social status  

· Professional disappointment: No use of his expertise and skills gained during foreign assignment, less authority, autonomy, and importance

· Often limited promotion opportunities and career choices means removed from mainstream corporate advancement

Organizational Perspective

· Retaining the expatriate after repatriation

· Managing International HR Activities

Industrial Relations
· Who should deal industrial relations issues in subsidiary?

· What is attitude and policy of parent company toward unions in subsidiary?

· What should be tactics to deal with unions in subsidiary?

· Managing International HR Activities

· Who should deal industrial relations issues in subsidiary?

· What is attitude and policy of parent company toward unions in subsidiary?

· What should be tactics to deal with unions in subsidiary?

Employee Relations
· Who should deal industrial relations issues in subsidiary?

· What should be tactics to deal with unions in subsidiary?

Multiculturalism
· Culture is customs, beliefs, values and norms that guide behavior and pass from one generation to other

· Multiculturalism when people from different cultures interact regularly

· IHR managers should have cross cultural competence

· Should have strong personal identity, knowledge of different cultures, communicate effectively in language of given culture group 

· Hofstede Cultural dimensions: Power distance, uncertainty avoidance, Individualism, and masculinity 

LECTURE 32

eHR

Evaluating HR Effectiveness

Aswathappa, K. (2008). Human Resource Management, Text and Cases, 5th Edition, McGraw Hill Company

Learning Objectives
· Nature of e-HRM

· Implication of e-HRM
· Nature of HR evaluation

· Need for HR evaluation

· HR evaluation framework

· Approaches to Evaluation

Nature of e-HR

· Use of internet and related technology to perform HR functions is called e-HR

· e-HR can provide more accurate and timely data for decision making in recruitment, promotion, training and development, performance appraisal, compensation management, termination, and administrative matters 


[image: image16]
e-Recruitment
· Also called online recruiting

· Benefits of e-recruitment are reduced cost, wide reach, decreased cycle time, and less burden on administrative work

· Few disadvantages of e-recruitment are misuse of confidential data by companies, potential candidate may be unwilling to apply due to privacy issues, candidate does not have internet access

Guidelines for e-recruitment

1. Company with good reputation can attract more candidates

2. Should not be used as only source

3. Website should be user-friendly

4. Develop online screening system

5. Provide adequate information about company and job

6. Protect privacy of data

7. Take care of language and legal requirements
e-Selection
· Web based testing, interview and job offering

Figure: e-selection process flowchart 
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e-Performance Management
· Technology facilitates measuring performance of employees

· Make easy writing performance evaluation report and giving performance feedback

· Softwares are available that make task of performance appraisal more easy, spot poor performers, identify competency gaps, and determine pay related to performance

e-Compensation
· Use of internet and stand alone software to gather, store, analyze and distribute compensation information 

e-Learning
· Use of internet and intranet for training 

· Large number of employees can be given training irrespective of geographical location and at anywhere any time


[image: image18]
Nature of HR Evaluation

· It is procedure to calculate value addition of HR practices to the organization
Reasons to evaluate HR practices
· Promotion of HR functions through bottom line impact on cost cutting measures and turnover

· Promoting change 

· Highlighting key HR practices

· Evaluating performance of HR functions

· Contribution of HR department in realizing organizational objectives

Figure: Evaluation Framework
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Figure: Approaches to HR Evaluation
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Approaches to HR Evaluation

1) Audit Approach

· HR audit evaluate overall effectiveness of HR functions like financial audit

Benefits of HR audit

· Provide verifiable data on HR functions

· Clarifies HR functions responsibilities and duties

· Identifies HR problems

· Reduce HR costs

· Review and improve HRIS

· Improve status of HR functions

1) Audit Approach
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2) Analytical Approach

· It focus on cost benefit analysis therefore also called utility analysis

· Evaluation is more focus on economic terms and quantification of results

· It is difficult to conduct

3) Qualitative Indices

· Behavioral indicators like employee loyalty, interpersonal skills, teamwork, organizational commitment, attitudes, and morale assist to evaluate HR effectiveness

4) Balance Score Card

· Developed by Kaplan and Norton in 1993

· Tool to evaluate strategies and control

· The name originate with the efforts to balance financial measures/objectives with non financial measures/objectives

· BSC contains four dimensions financial performance, customer service, internal business processes, and ability to learn and grow

· HR evaluation focus on all four dimensions to measure and evaluate the performance of HR department/manager not only HR aspect like employee satisfaction and performance 

5) Benchmarking

· Following “best practices” or standards in industry

· Benchmarking help managers to learn from best practices of successful organization

· It also identify the gaps where HR need to focus or put more emphasizes

· Xerox learn from L.L. Bean order fulfillment process and reduce warehouse cost by 10 percent. GE adopted best management practices
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