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Task One - Journal Article

Section 1

AC 1.1 Contextual factors of international organization

An international organization refers to the organizational setting created for people to work
together coming from different nations, origins, and regions of the world. Their aim is to
serve the same purpose and goal together in an inclusive working environment (Abuselidze
and Mamaladze, 2021). Organizational structure is differently suited to these international
organizations and the business owners select one based on the necessity of the situation.
Expo-documents against approval departments, international division structure, global
organizational structures, global functional division structure, and other variations in
organizational structure are present. In the international organizations, the employees are
ordered or instructed by their higher authority which are strictly followed in each
organizational setting. It helps in maintaining a positive flow of work and achieve the goals
properly. It supports the aim of the international organizations to conduct cross-geographic
and cross-product coordination. Moreover, the international business owners must take
careful measures to reduce the duplication of resources in the organization (Budhwar et al.
2022). Terra-wide can consider implementing a hierarchical organizational structure to
conduct the work practices in its international operations. Thereby, they can maintain proper

flow of instructions of work and work for achieving the goals together.

Organizational types are also present in different forms and the business owners choose the
one which best suits their business needs. International Governmental Organizations (I1GO),
International Non-governmental Organizations (NGO), and Multinational Corporations
(MNCs) are three among the different types of international organizations. This division of
types are done depending on the type of work they do and the goal they aim for. Terra-wide
comes under the MNC setting depending on its type of functionality and operational
activities. Multinational organizations operate under only one CEO and the instructions
provided by him all through the sections of different countries to achieve the same goal
(Alugbuo, Ikwumezie, and Ugochukwu, 2022). Terra-wide currently possesses only one
headquarter to operate in multiple countries. They provide instructions to every department

and division of their country from the one headquarter which makes it an MNC.

Different sizes are observed in different types of international organizational setting which
properly suits the business needs. In IGO, there are approximately 185 members in an

organization to operate their business functions. UN is one example of an IGO which



operates with an average of 185 members. Moreover, an NGO is consisted of maximum of
200 members and minimum of 2 directors to support the organizational functions (Dickmann,
2021). Lastly, in an MNC, there are approximately 30,000 to 59,999 employees work for the
organization in all over the world. the MNCs target to generate about 25% or more revenues
from other regions except from their home country to meet the conditions of an MNC.

Terra-wide must fulfil this condition of being an MNC.

A centralized organization refers to the setting where one single leader conducts the work
processes to achieve a set goal. In this case, the leader is only responsible for setting goals,
planning strategically, budgeting, talent deployment, and others to perform the organizational
functions (Caligiuri et al. 2020). On the other hand, decentralized organization refers to the
one in different people having expertise in different areas conduct organizational operations
with their specialized field of knowledge. Based on the needs and functionalities of the
organization, Terra-wide can select centralized or decentralized organizational types to

conduct their organizational functions.

Language is another important area for the organizations to conduct their operations in the
international context. It supports the base of communication between people and important
for fulfilling the goals properly. In the international business context, the HR managers
should be careful of choosing a language type that can reduce language barrier and maintain
positive flow of information (Alugbuo, Ikwumezie, and Ugochukwu, 2022). As Terra-wide
operates in the UK, they can choose English as their medium for communication and
fulfilling the goals. However, when operating in other countries, there may be special
requirement or preference for language which Terra-wide must investigate and try to follow.
Apart from language, the international organizations should analyze the political, economic,
social, legal, and other external environmental factors to decide their strategies effectively

and conduct operations successfully.

Hofstede’s cultural dimension can be followed to know about five different cultural
dimensions that vary according to different countries. Gender, power distance, uncertainty
avolidance index, individualism, and time are five different dimensions of culture that should
be analyzed before starting international businesses (Cooke, Dickmann, and Parry, 2020). It
helps in setting business strategies as well as human resource management strategies to work

effectively.



AC 1.2 Drivers and benefits of employment in international context

Drivers

Transferrable business knowledge: Transferrable business knowledge is about the type of
knowledge that helps in conducting the business operations in different regions of the world.
it is an important driver of international employment to support the individual to contribute
properly in the business and help it grow (Bonache and Festing, 2020). Problem-solving
skills, analytical skills, critical thinking, adaptability, communication, leadership skills, and
others are considered as transferrable business knowledge. The presence of this knowledge
among individuals helps in keeping people together and work towards achieving the same
goal. The employees who can show their transferrable knowledge are prioritized to work

internationally as they can handle different functions.

Increased diversity: Increased diversity is another important driver to consider international
employment. In this case, diversity and inclusion are required to support an international
business to perform different business activities effectively. Hiring employees from different
regions can help in fostering the growth of the organization with different types of knowledge
and skill support (Budhwar et al. 2022). It helps in including innovative and creative ideas in
the business which helps in improving the business context. Terra-wide should consider

diversified employees in the organization to fulfil the goals and aim.
Benefits

Business growth: International employment can consider business growth after
implementing the business in different countries. Moreover, the international business owners
can generate different creative solutions and ideas which can support the business to grow
effectively in the international context (Aydogan and Arslan, 2020). International
employment from different regions of the world can provide diversified views and ideas
about different localities which would provide important knowledge to the business and help

to grow.

Competitive advantage: Competitive advantage is another important advantage that can be
achieved from international employment. As the diversified employees from different regions
provide creative and innovative solutions to the organization (Cooke, Dickmann, and Parry,
2020). It helps in setting creative strategies that can increase the rate of success for the
organization against their competitors. It also helps in expanding the network in different

countries and fulfilling the goals.



AC 1.3 Convergent or divergent approaches in people management

Convergent approach of people management is about selecting a particular type of approach
for managing diversified employees in an organization operating in one or many countries.
The HR managers look for the issue in the organization and set a single strategy applicable to
every type of employee in the organization irrespective of their origin, nation, culture, and
others. In the international business context, convergent approach also supports applying the
same strategy in all divisions and countries to manage people (Do ef al. 2020). The extension
of industrialization and globalization is the cause of applying convergent approach in the
international organizational context. The advantage of this approach is that it can help in
supporting the growth of competitive advantage for the organization across the world.
moreover, it can support global economy expansion and setting strategies for the industrial
practices in the world. It provides the opportunity to the business owners to devise only one
unique strategy to implement in the organization to conduct work practices and achieve
competitive advantage (Ererdi et al. 2022). On the other hand, the disadvantage is that in the
international organization, there are employees working from different regions. These
diversified group of employees have different cultural preferences which cannot be fulfilled
by implementing one single strategy. It does not support fulfilling the different expectations

and necessities of people in a diversified and inclusive working environment.

On the contrary, divergent approach in people management refers implementing different
types of strategies in the organization to support the needs of diversified employees. In this
case, the advantage is that the different expectations and necessities of people coming from
different regions can be satisfied. The different cultural needs and expectations are fulfilled
through divergent approach and it increases the level of satisfaction among the diversified
employees (Fana, Torrejon Pérez, and Fernandez-Macias, 2020). Moreover, there are other
important factors such as socioeconomic conditions, capitalist framework, institutional,
cultural, employment relationships, and other factors are considered during divergent
approach. This approach helps in supporting and following the global trends properly and

increase the rate of business success in the international context.

The “one country” approach is about type of actions designed by the international
organizations to conduct the organizational operations and fulfil the goal. In this strategy, one
single strategy is selected to implement in different divisions of the organization set in
different locations in the world (Ozbilgin, 2020). This approach believes in considering

different countries of the world to have similar features and the differentiations between



countries are neglected. The advantage of this approach is that the diversified employees are
treated equally and fairly which motivate them to feel inclusive and equally important for the
organization. Thereby, the chance of competitive advantage is also increased as the motivated
employees can contribute effectively in the organization. It also supports a reduced conflict
situation in the workplace which maintains a smooth flow of work. On the other hand, the
disadvantage is that “one country” approach does not acknowledge the differentiations
between nations which may affect the emotion of different people. Eventually, it would
demotivate the employees and hamper the organizational work. Moreover, this approach does
not consider evaluating the different political, economic, and other external conditions of

different regions of the world which reduces the chance of success.

Section 2

AC 3.1 Function of people practice in international context

The people professionals need to perform their general duties in the international business
context as well. It includes hiring employees, employee retention, talent development and
management, change management, turnover, learning and development, employment
relationship handling, and others. Moreover, the people professionals should analyze the
trade relations of different countries before devising any business strategies for the
organization (Gerlach and Eriksson, 2021). in the international context, it is important to
know about the type of trade relations to avoid any conflict and perform effective business
performance. When operating in the international context, it is the duty of the people
professionals to analyze the different rules, governmental regulations, and policies of other
countries to design effective strategies. It is also necessary to guide and provide the necessary
information to the diversified employees in the international organization so that they can
work effectively. Apart from this, the people professionals in this context should be arrange
proper learning and training approaches for the diversified employees. It is necessary for the

employees to adopt to the new environment and conduct work effectively.

Health and safety measures, positive labour relations, fair treatment policies, and other
factors should be considered and analyzed well by the people professionals of an
international organization. The people professionals in Terra-wide should be careful about
these measures while designing strategies to manage them and achieve success. The
organization must analyze all the external environmental conditions before starting its
business in another country. Moreover, different cultural needs and expectations of different

people of different countries should be known effectively while designing the strategies (Ho



et al. 2022). Type of trading operations, governmental rules, regulations, and policies should
be well analyzed to devise effective people management strategies and fulfil goals. The
people professionals can consider different approaches such as geocentric, ethnocentric,
regiocentric, and polycentric while hiring employees. Based on the necessities and demands
of the business, the people professionals should choose one while hiring the employees in the

international context.

AC 3.2 Practices and policies in international context

It is the responsibility of the people professionals of the international organizations to
thoroughly evaluate the internal and external factors of the organization. It helps in being
properly aware of the situation and devise proper strategies and policies to manage the human
resources and work processes. Under the external factors, it is necessary that the people
professionals properly evaluate the differences between governmental regulations,
employment relationships, social conditions, economic factors, and others. It leads the people
professionals to design effective strategies and fulfil the goals properly. Cultural differences
are important factors to be considered while designing the people management strategies in
the international business context (Przytuta, Strzelec, and Krysinska-Koscianska, 2020). For
example, when Terra-wide will expand from the UK to other countries, it would face
different cultural pattern which they must cope with by designing effective strategies. In the
UK, the power distance between individuals is lower than the power distance in India.
Therefore, even if Terra-wide does not maintain hierarchical culture in the UK division, they

must design it for their Indian branch.

The people professionals should be careful of the institutional differences between countries
to design the policies and regulations for their diversified workforce. The different
employment relationship status for different countries should be analyzed to properly treat the
employees of countries other than home country (Gerlach and Eriksson, 2021). For example,
in the UK, there are categories for setting the minimum wages for the employees according to
their age. The employees aged 23 years or more would receive National Living Wage
whereas employees aged under this age should be provided with the set minimum wage in the
law. In India, the minimum wage for the employees is decided based on skilled or unskilled
employees rather than age. Unskilled employees would receive a minimum wage of
INR17,494 whereas a skilled worker would receive INR21,215 in an average (India-briefing,
2023).



Section 3

AC 2.1 Selecting and resourcing for international assignment

The people professionals should carefully evaluate the factors required for choosing and
selecting candidates for international assignments. Emotional resilience, managerial
competency, adaptability, effective communication skills, and other factors should be
considered well by the people professionals to select candidates for international assignments
(Shin et al. 2020). Cultural adaptability is an important factor for the employees to work in an
international context. When the employees are exposed to a different culture, they must have
the ability to cope with the different environment and manage the cultural shock. Apart from
this, experience of working overseas of an employee is preferable when selecting and
resourcing for international assignments. Moreover, the presence of stress management skills,
technical skills, communication skills, flexible nature, open-mindedness, cultural awareness,

and others are important for the employees to be selected for international assignments.

These help in adopting in the new working environment well and managing the work
processes effectively. It is important to interview the employees before choosing them for the
international assignments. In the interview, the people professionals should understand the
acceptability and adaptability skills of the employees to handle the international assignments.
The ability to handle diversified workforce and environment should be judged while selecting
for international employment (Smith, 2022). The employees must be able to respecting other
people and take their opinions to value the business. The people professionals should judge
the psychological, financial, physiological, and emotional capabilities of the employees to

handle international assignments.

The EPRG framework by Perlmutter can be considered by the people professionals to set
strategies for hiring people in the international organizations. in ethnocentric approach, the
employees in the international organizations are resources from the home country to handle
the business activities in the host country (Turin et al. 2022). Thereby, the people
professionals can properly maintain the culture of the parent company in the host country. On
the other hand, in polycentric approach, employees are hired from the host country to handle
business operations in the host country. It supports the business to collect local market
knowledge and the way to win the marketplace. In regiocentric approach, employees are
resourced within the same region for the company to conduct work practices. This approach

reduces cultural conflicts among the employees as they are hired from the same region and



works there only. Lastly, the geocentric approach is about hiring employees irrespective of

the geographic boundary of the world prioritizing the talent of the employees only.

AC 2.2 Varying people practice across international boundaries

Cultural and institutional differences mainly act as the reason for varying people practices
across international boundaries. Different policies, rules, and regulations of different
countries should be researched well and strategies should be planned accordingly to manage
diverse workforce (Son and Boger, 2021). Terra-wide operating in the UK should thoroughly
evaluate the policies and culture of other countries before expanding operations. For example,
if Terra-wide decides expanding in India, then it needs to understand the power distance
between people and difference between the UK and India. As India follows a hierarchical
structure and the power distance is greater there, Terra-wide needs to devise its home country
strategy to manage people and set strategies according to Indian cultural dimension. On the
other hand, institutional differences between two countries should also be followed. For
example, in the UK, the maternity leave is granted for 52 weeks. In India, only 26 weeks of
maternity leave is granted for the eligible employees and the leave is extended depending on

subsequent deliveries.

AC 2.3 Cultural and institutional differences in managing international people practice

Cultural and institutional differences are measured by the people professionals when devising
strategies for managing people in the diversified workforce in international organizations.
Hofstede’s cultural dimensions can be considered to analyze the cultural differences between
countries and design strategies accordingly (Tocaven Gonzalez and Kasteren, 2021). For
example, in the UK, an individualism culture is maintained where individuals prioritize
themselves over group culture. On the other hand, in India, a collectivist culture is observed
where the people prioritize group achievement more than individual achievement. Therefore,
the people professionals of Terra-wide must analyze the cultural differences between the UK
and India if they plan to expand to India (Waxin and Brewster, 2020). On the other hand,
there are institutional differences between two countries. For example, in India, the wages of
the workers are decided based on unskilled or skilled. On the contrary, in the UK, minimum

wages of the workers are decided based on the age group.
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Task Two- Presentation Pack

AC 4.1 Reasons for using expatriates for international working

AC4.1

* Expatriates are defined az the workers who go
overseas for performing the organizational

| Expatriate
activities in another subsidiary of the parent e Naxt Exit

country. - e
* The international companies choose expatriates for
handling the work processes in the host country
» improves the global expansion opportunity of the
companies

Expatriates are defined as the workers who go overseas for performing the organizational
activities in another subsidiary of the parent country. The international companies choose
expatriates for handling the work processes in the host country and improve the global
expansion opportunity of the companies (Despotovic, Hutchings, and McPhail, 2022).
Selecting expatriates for international working can help in collecting proper knowledge about
the local market of the host country. It helps in devising proper strategies by the people
professionals to manage diversified workforce in the international context. It guides to create
value for the company that leads to achieve extensive profit for the organization. Moreover,
sending expatriates to the host country can help in adopting the employees of that branch

with the parent company’s culture.

Thereby, the employees of the host country can manage well and learn better to act
accordingly. The business knowledge and the way to conduct work processes in the
international organization can be properly informed to the host country’s employees (Duarte,
de Eccher, and Brewster, 2021). Moreover, sending expatriates in another subsidiary of a
company in another country helps in negotiating business deals effectively. More importantly,
it fosters gathering knowledge about the local market, culture, and customer preferences to
handle the business properly. It helps in understanding the customer expectations and needs

properly to devise proper strategies to serve the customers well.

It keeps the company one step ahead in the competition in the international market by

delivering the desired factors to their target customers. It is really important to provide
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cross-cultural information to the subsidiaries of the parent company. Thereby, cross-cultural
conflicts can be avoided and an inclusive culture can be promoted in the international
organization to successfully achieve the organizational goals (Hamze, 2020). Proper guidance
can be provided to the employees of the host country and lead them well to fulfil the
organizational objectives. This can also support in collecting information about the
competitors of the host country and understanding their strategies well. Therefore, proper
strategies can be devised for own company to achieve competitive advantage and improving

company reputation.

AC 4.2 Selecting, preparing, and managing expatriates

AC4.2

= Selection

= Selecton of expatriates iz neceszary for the Dnemational
arganizations is to conduct proper workdng activities in the host
country

= Pregparation

= Dext, the people professionals should be carefil enough to prepars
the expatriates so that they can properly handle the mtemational
azzignrments

= Management

= The expatriates must be managed well by the people profeszionals
for the intemational assiznments

Selection

Selection of expatriates is necessary for the international organizations is to conduct proper
working activities in the host country. The reason behind selecting expatriates is that the
cultural and work process information can be shared well in the host country. There are
different factors such as cross-cultural suitability, technical abilities, cross-cultural
adaptability, and others to be selected as expatriates for the international organization (Mello,
Suutari, and Dickmann, 2023). the presence of these skills among the employees make them
eligible for handling the international assignments in another country. On the other hand, the
people professionals must be carefully design the learning programs, language training
programs, cross-cultural communication process, and others so that they can manage the
cultural shock in another country. Apart from these, the people professionals should interview

the candidates well and get their information to be ensured of selecting them as expatriates.
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Preparation

Next, the people professionals should be careful enough to prepare the expatriates so that
they can properly handle the international assignments. In the host country, the expatriates
must be capable of managing the cultural and institutional differences and supporting the full
workforce effectively. In the preparation stage, the people professionals must take care of the
immigration support documents, pre-relocation training of the employees, and other legal
documents (Naeem et al. 2020). They must be careful of preparing the documents legally and
fairly so that these do not make any conflict after their relocation. Moreover, it is the duty of
the people professionals that they provide a thorough brief to the expatriates before they
move to another country to handle the international assignments. Cross-cultural training,
language training, sharing the details of domestic rules, accommodation knowledge, and

others should be informed well to the expatriates during this stage.
Management

The expatriates must be managed well by the people professionals for the international
assignments. It is necessary to provide the expatriates with accommodation and adjustment
support so that they can live and conduct the work practices successfully. Other necessary
support systems should be prepared well so that the employees can manage well in the host
country (Ohno, 2021). The people professionals must arrange pre-departure training for the
employees for their better management in the host country. Administration support, non-work
support, local support, and other necessary factors should be properly taken care of by the
people professionals during management stage of the expatriates. Healthcare support is
another important factor that the people professionals must consider before sending the
expatriates in another location. They must ensure that the employees receive proper social

support in the new location so that they can manage well in the new environment.
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AC 4.3 Supporting re-entry and resettlement of expatriates

AC43

+ It is the responsibility of the people professionals of
an international organization to arrange the re-entry
and resettlement of the expatriates when they return

to home country.

» It iz observed that the expatriates face different
types of challenges when they come back to their

home country.

» Cultural shock iz one of the challenges that the
expatriates face as soon as they come back to the

home country

It is the responsibility of the people professionals of an international organization to arrange
the re-entry and resettlement of the expatriates when they return to home country. It is
observed that the expatriates face different types of challenges when they come back to their
home country. Cultural shock is one of the challenges that the expatriates face as soon as they
come back to the home country (Shortland, 2020). Therefore, the people professionals should
be careful about the challenges and issues faced by the expatriates after returning. They need
to arrange best possible strategies for the employees for their better adaptability in the home

country. They face physical, psychological, and emotional challenges after coming back.

Facilitated counselling can be done by the people professionals to help the employees
manage the environment in the home country. The expatriates also go through fear of losing
their career due to returning in the home country (Wu et al. 2023). In this case, the people
professionals must ensure them that the skills that they gained during their international
assignment would not go in vain. It would be used properly and they can get better job
opportunities in the home country as well. Moreover, the people professionals should look
over the accommodation of the family members of the expatriates. It would also provide

extra support to the employee to cope with the new environment.
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