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IHRM: A Gateway for Nepalese Human Resour ce

for Global Competitive M arket
-- Kashiraj Pandey

“Management is so much more than exercising radk an
privilege;
it's so much more than ‘making deals’.
Management affects people and their lives,
both in business and in many other aspects as.well”
- Peter Drucker, 1995

This paper reviews how the concept of Internatiddaman
Resource Management (IHRM) has opened a gateway for
Nepalese Human Resource (HR) in global market. Wthen
world has become a global village, our investmargducation

and knowledge industry as business by preparingugites
with need based courses for the emerging globakenhawill

have great advantage for the country, the individaad it
further contributes in international job market.

M anagement Discourse: HRM and IHRM

Human Resource Management (HRM) focuses on theplpeo
dimension of business and management. It is wedibéshed
that in the competitive environment of *2tentury business,
people represent the most potent opportunitiesafidrieving
competitive advantage. As such, the HRM role iraoizations
has become increasingly more important as orgaoimaseek
to deploy, develop, and engage their people. Soite v
concepts and techniques relevant to any businessanritical
understanding of the roles played by people in umgdions in
terms of their needs and behavior, the way in whigh
organization’s people can be deployed for optimadtemer
service, the management of people as a criticainbss
resource integral to organizational strategies and
complementary management activities, and the imp#adhe
external environment on the business and how itgplpeare
managed.
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Human resource management in general involves fating
and implementing HR policies, practices, and aibtigi that
influence the performance, capabilities, and Igyadf the
employees of an organization. Through these paliaad
procedures, individuals are attracted, retainedivei®d, and
developed to perform the work of the organizatid®RM has
its purpose to improve the way human resource inaged
strategically within organisations. Each businasis across the
globe has the freedom to make and implement its BV
policies and practices. Different policies lead ddferent
outcomes in employee commitment, competence, and
congruence with organizational goals. The four ©dsRM
functions are acquisition for getting right peopbe the right
jobs, development for helping people manifest tHabent
potentials, motivation for keeping people happy aiting to
put forth extra effort for growth and developmerand
maintenance for occupational health, safety andbeielg of
the people.

International Human Resources Management (IHRMniasy
similarities to domestic human resource managenhentthere
are also some important differences. In IHRM thenifar

HRM activities are placed in an international cahtéAmong
the results of this are situations such as org#oizs bringing
their operations into unfamiliar social contextspdoyees from
different cultural backgrounds working together,dathe
movement of employees from their own to foreign kvand
social environments. Consequently this createdditianal set
of challenges for HRM.

Knowledge on the differences between IHRM and tiawaial or
domestic HRM makes the planners more aware abouagirag
the international aspects of emerging HR dutieqidRpace of
globalisation leads to a more strategic HRM.
Internationalization of businesses, inter-countriffecences
affecting HR, improved international assignmentsouigh
selection, and training and maintaining internaicemployees
as IHRM involves planning, recruitment, selectiomda
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delegation of HR for specific jobs at specific lthoas. Three
basic Recruitment models adopted in IHRM are: atbntrism
(all expatriates) where home-country attitudes, Wkedge,

management style, evaluation criteria have forengpsice,
geocentrism (citizenship is ignored in favor of $bperson for
the job™) believing that the firm’'s staff must bgpesed on a
global basis, and polycentrism (all local countityzens) with

the belief that only host country employees/managerould

understand the values, culture, and behavior ohts¢-country
market as well would economize the cost, “ hostntigu
nationals often know the culture, politics, lawsdabusiness
customs better than an outsider would” (Jackson Mathis,

2003, p. 586). Organizations always look for blest people,
basically the “selection is based on five critenirsonality,
skills, attitudes, motivation, and behavior” (CascR006, p.
663). Orientation classes are conducted in inipeg¢departure,
and postarrival stages when cross-cultural trainsggiven.

Decentralization of decision-making is more premalén

IHRM, but “major” personnel decisions still madetlwitn home
country.

As globalization is increasingly being linked tovelisify
management efforts when “multicultural perspects/@eeded
in order for organizations to successfully competthe global
marketplace” (Desimone, Harris and Werner, 20053%).
Approaches to such issues vary according to factors
endogenous to the organization (such as the néityoiwh the
multinational enterprise (MNE), the stage of
internationalization, organizational strategy, andhe
headquarters’ orientation and corporate culturs),well as
exogenous factors (such as national culture, tloisimy in
which the MNE is operating, competitor activitiesd regional
economic development) having both successful stoded
potential pitfalls. While the focus of this papes ion
international HRM, keeping in mind that many of tbpics can
apply equally to a domestic environment, especiallyere
multi-cultural factors are part of the work contexinsidering
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the ethical dimensions of managing employees fraverde
cultural and national backgrounds.

Looking at the global trends of HRM, massification,
bureaucratization, improvisation, diversification, and
internationalization, are the key themes that tleners have
to keep in mind. Though little reported and largaetyoticed, in
various forms, service trade has become increasingl
international. In every developed country, servicade is
growing as fast as merchandise trade. It is beameted by
financial services and retailing, by higher eduwmati by
tourism, by royalties on books and technology orsofiware,
by fees on consultancy services, and by a host tbéro
businesses and professions. “The United Stateshiealrgest
single share of the world’s services trade followsgd the
United Kingdom, with Japan at the bottom of the &song
developed countries” (Drucker 1995, p. 129). Druc{i95)
further clarified that the action was rapidly siniff to
‘alliances’: joint ventures, partnerships, knowledggreements,
‘outsourcing’ (p. 132). We can take the alliancetwsen
American-based Intel, the leading-edge microchigigiesr, and
Sharp, a major Japanese electronic manufacturexamplify
how according to Drucker (1995), one contributeshmécal
competence while the other contributes productmmpetence
at the same time. Intel has shared with the Japathesdesign
of a very advanced microchip; while the Japanegarim made
the chip

In global level, such activities include selectinigining, and
transferring  parent-company  personnel abroad with
establishment and execution of policies, prograrasd
procedures for the entire firm, and for its foreigperations.
For human resource (HR) practitioners, the comiguiigh
paced restructuring of business activities has maoifound
effect for competition. This way International Huma
Resources Management has to cover planning, re@uif
selection, and delegation of human resources gtcaiéy.
Knowledge has become the key resource for a nation’
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economic strength worldwide and the global economag
become more integrated. Every academic institutisn
challenged by the global marketplace internally arternally
as business and commerce are increasingly goingsscr
national, regional, and continental borders. DegiadHarris
and Werner (2005) suggest that “Organizations shoutate
management development programs to produce globally
competent managers” (p.524). In order to succeed ghobal
environment, organizations need to prepare a n&twalr
managers comprehensive to the global issues. Tweutyhour
broadcast of MTV in the USA and Bangalore beingosiym to
the Silicon Valley in California are some powerftamples
that support the fact that there are variety ofrepghes to take
when organizations decide to focus attention insislavell as
outside their national boundaries. This way, irational
business relationships are affected by a host ohaeuic,
cultural, political, and technological conditiorsat differ from
nation to nation. Internationalization of businessd HR in
particular has brought together people whose isterealues,
and cultures have differed for centuries.

Gateway for Global Market

The success of many organizations depends uparathiéty to
internationalize their operations. Key factors efffeg
globalization of managements and organizationspaliical,
legal, social, cultural with several Internatiofnaalth, safety,
and security concerns including globalization of #ttonomy,
commodification of knowledge, increasing trade dueation
services, and potential of ICT in knowledge dissetion.
IHRM is more complex than domestic HR becausedsses a
number of different systems; including politicalcoaomic,
social, cultural, and legal. Whenever cultures \aegy similar
the environment would be more congenial. Howeveostm
IHRM planners adopt multicultural/global mindsetr ftheir
managers to ensure their success in internatioratures.
Business today reaches around the world crossitmpnah
boundaries. The rise of multinational (large andwedul
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company that produces and sells goods in many relifte
countries), and transnational (operating in or leetwcountries)
corporations place new requirements. IHRM must enshe
appropriate mix of employees in terms of knowledsjlls,
and cultural adaptability that is available to Hanthe global
assignments meeting the challenges of global @ll&gcause
“the emerging technologies, the competition, ande th
opportunities, are global, all organizations, reigss of
locales, soon must evaluate workforce skills, costad
availability on a global basis” (Bernardin, 2003, f{7).
Technology affects virtually every aspect of busie
community, and particularly HRM. Even if we neveonw for
an international organization, the global econorffecés the
marketplace. Factors like language, culture, valligersity
awareness matters; failing to comply with these mesult in
embarrassing situations or even in “lost businésses

Accordingly, Bernardin (2003) further claims thatgeowing
number of US firms have shown a strong commitment t
international training and orientation. To elaberdtusiness
Firms’ concern for international assignments thesesa of
Federal Express, Gillette, Colgate Palmolive, thét train
recent graduates for multiple overseas assignmargsjotable.
They also send future expatriates and their famitie “fam”
trips to provide realistic country preview, whicmciude
international assignment as part of their juniaiming program
to make people able to build careers in a globedpeetive and
to assess their family’s willingness to live or woabroad.
Some organizations like American Express providaraar job

in a foreign location to a prospective graduateerimational
HRM policies and practices can influence the admieent of
the business goals. Gary Dessler (2005) suggests fo
“coordinating market, product, and production plams a
worldwide basis” (p. 656). For him the firm mustend its HR
policies and systems to serve its staffing needsaab
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Scope of Nepalese HR

In the context of Nepalese Educational leadershimgl a
management, Nepal has space in the global marketgiovee
and Thill (2005) suggests, “even small companieseimote
locations can sell and support their products gtohal scale”
(p- 62). When the HR boundary has blurred inteomeatiy,
Nepal can benefit by preparing competitive HR titizet this
opportunity. In this context, student exchangesirbdrain,
international convention on recognition of degreé&sgulty
exchanges, university partnerships, global and oregi
networks, information flow with intellectual proper right
considerations are other areas that Nepalese plammest put
in consideration. When domestic and foreign openatiare
highly interdependent and the political situationthe country
is unstable, Nepal can be the abundant sourceobBhuman
capital. Strategy of creating flexible, motivateddacapable
human resources that will form efficient work teatoslisplay
high levels of performance and commitment is denmand

As global business enterprises, particularly edaocat
institutions evolve rapidly, to maximize productii a solid
understanding of total global system is essentililling the
human resources, no doubt, “are the key to global
competitiveness” (Mondy, Noe and Premeaux, 199%23).
Education and training in present context haveammy with
the global competitive market producing smart addpsable
people with command over subject matter. In thisnogystem,
as the society at large makes assessment on thdugbro
emerging needs and requirements coming from th&aglo
national, or local level should be addressed. Tmgishould be
considered a lifelong attempt to learn about othdtures to
compete successfully in the global marketplace. M#ed to
better prepare individuals to work in internatioaasignments:
to be successful in their overseas projects. Assignneed
cross-cultural trainingp address major cultural differences, and
foreign expectations regarding polite business wena
training needed as well for how to avoid “feelingsulted”
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when “no insult” is made. “In Japanese firms, ogasstraining
is typically conducted over a one-year period where
international assignees are taught about the eylttustoms,
and business techniques of the host country” (Hogan
Goodson as quoted by Bernardin, 2003, p. 189). uallt
diversity, therefore, posits drawbacks and diffies as well as
creative opportunities if respect is accorded tcheather.
Several multinational organizations ensure expgasisknow
that an international assignment helps in termscafeer
advancement within the firm.

Modern Organizational Life is synonymous for foreig
investment by world’'s Leading Organizations. Ovasse
assignments have great opportunities but at thee dame it
involves considerable amount of risk. To quote Bratand
Gold (1999),
the changing social context of HRM is placing more
pressure on employers to pay more attention to the
issues associated with a diverse workforce — in
particular to be more sensitive to the issues and
challenges related to women workers, ethnic miisarit
and the disabled. (Bratton and Gold, p. 94)

For the developing nations like Nepal, when evenghis
influenced by every other thing, only way out isbi hopeful,
being very positive to the future, adapting andinaigsting
ourselves with the fast pace of ongoing changeragmg and
updating technological advancements supported big th
common saying, “though Dinosaurs died out, animide
tigers survived because they understood the suilnogs and
could adapt the change”. According to Prof. S. RarBa
((2008), the present education requires to addressssue of
unemployed youths not by treating them as burden byu
transforming them into economic strength (p. 125y m
translation). Nepal can focus its investment in ¢&dion and in
knowledge industry as business, designing needdbamgrses
for the emerging global market. To cite an exanfpben the
financial achievement of Singapore, Joel Spring@& 9nrites
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that Singapore’s school system had combined anagidacin
skills needed for contributing to economic develepm
preparing a multicultural and multilingual poputati for
competitive world markets (p.70). Nepalese edunatio
leaders/planners should design courses to prepd&tefdt
overseas assignments by giving them language shitld
coaching in the customs, culture, and laws of thespective
host countries which infact benefits the counthg individual,
and further contributes in international job market
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