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Abstract  

 

Expatriate managers in multinational corporations are ahead of 

everyday challenges to successfully implement international assignments 

in the turbulent highly competitive business environment. 

Competitiveness requires hiring qualified employees that along with their 

knowledge, ability and experience will make the corporation 

internationally competitive. The practice shows that the human resources 

policies in the organization need to be in direct relationship to the 

establishment of intentional structures in it, as well as the respective roles 

and jobs. Human resources policies of multinational corporations are 

necessary to directly connected to the type and nature of the international 

business company performances. The research throughout this paper 

aims at pointing out the fact that the advantage of quality human 

resources in multinational corporations and their training, development 

and initiation of work with a team spirit is much more complex, unlike 

the situation in domestic corporations which have large homogeneous 

structure of employees. For a successful implementation of international 

tasks there is a need to satisfy more psychological and organizational 

factors concerning managers and organizations in order to successfully 

implement and realize the given organizational goal at international level.  
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Introduction 

 

It is always necessary that managers of multinational corporations 

have a great sense of culture, religion and other factors, regarding 

employees that come from different backgrounds. Otherwise, they will 

face problems in communication, performance of their tasks and 

accomplishment of organizational goals. The practice shows that 

multinational corporations will increasingly require educated staff, and 

for that reason, they will increasingly engage in looking for talented 

people from developing countries. Therefore, planning of HR (human 

resources) is very important in terms of successfully dealing with 

organizational changes caused by internal and external environment of 

the organization and a successful performance on the international 

market. It involves a process in which organizational goals, mission, 

planning and targeting under new conditions in the organization and 

beyond.  

Planning within the pattern of modern models implies a strong 

relationship between the business strategy and the human resource 

planning in an organization. Modern management must involve planning 

that can deal with fast changes of the external environment, rapid 

changes of technology, demographic trends and new conditions of 

globalization
4
. This includes long term planning and permanent 

communication of high and low management in making the strategy of 

the organization instead of the traditional short-term planning. The 

connection between the strategy of the organization and the modern 

(contemporary) planning model has a large emphasis on planning of the 

human resources, improvement of their qualifications and professional 

development, behavior and organizational culture.  

 

                                                             
4
 Schuler R. S., Jackson S. E., “A quarter-century review of human resource 

management in the U.S.: The growth in importance of the international perspective”, 

Management Revue, 16(1), 2005, p.11–35. 
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According to Mintzberg: “not only in stable, but also in the 

dynamic environments, it is necessary to plan and build the human 

capital, which is a prerequisite for a successful operation of the 

organization
5
.” Koch and McGrath confirm the importance of timely 

planning of human resources in an organization in terms of planning the 

number and qualifications of personnel who should be involved in an 

organization, its selection and recruitment
6
. Brews and Hunt have done 

analysis on 656 organizations and confirm that planning is a prerequisite 

for development of the organizations operating in unstable 

environments
7
.  

The planning of human resources is a process which is based on 

taking responsibility of the changes in the internal and external 

environment, in order to anticipate the needs for human resources in the 

defined time period. It is a process in which the organizational goals are 

contained in missions and business plans, adapted to suit the purposes of 

human resources.  

The planning of human resources involves great responsibility not 

only to the general managers but to the human resource managers as 

well. Each of them has their own part of work and responsibility. 

Everything is subordinated in order to create the necessary conditions for 

timely staffing, necessary for future activities of the organization. 

However, none of the work is done in isolation, since the planning of 

human resources must be consistent with the vision and strategy of the 

organization.  

Workforce planning is the preparation of plans for filling future 

posts in the company on the basis of forecasts for vacancies on the basis 

of deciding whether jobs are going to be filled by candidates who are 

already working in the organization or outside candidates. Therefore, the 

objective of planning should be to fill any or all future posts in the 

organization. Most organizations use the term planning (succession) that 

marks the implementation of the plan for how it will fill the most 

important positions in the top management of the firm.  

                                                             
5
 Mintzberg, H., “Strategy-making in Three Modes”, The Strategy Process, Englewood 

Cliffs, NJ: Prentice-Hall, 1988, p.82–88. 
6
 Hossain S., Davis H.J., “Some Thoughts on International Personnel Management as an 

Emerging Field”, Research in Personnel and HRM, Supplement 1, 1989, p.121–136. 
7
 Hunt J, Boxall, P., “Are Top Human Resource Specialists Strategic Partners? Self-

perception of a Corporate Elite”, The International Journal of Human Resource 

Management, 9(5), 1998, p.767–781. 
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No matter how much care is taken for the planning process in 

order to finally do that carefully and with high quality, it is almost 

impossible to predict all the circumstances. Good planning involves 

continuous monitoring and evaluation of the company needs for 

employees. Thereon, we can conclude that the human resources plan is 

never finalized, but it is a continuous process that is constantly being 

renewed.  

By predicting the demand of human resources, it is required to 

see the needed number of people and professions in the organization, in 

order to be able to achieve the planned goals. Predicting demand is based 

on information from the past, present and future assumptions. Predicting 

the need for human resources is considered a much more complex 

process, not only a human resources supply. 

Companies that enter global markets must recognize that these 

markets are not simply mirror images of their home country
8
. Countries 

differ along a number of dimensions that influence human resource 

management in the global market. Some of them are: the culture, the 

education-human capital, the economic system, the political-legal system 

etc.
9
 All these factors affect human resource policy and human resource 

functions. Therefore, human resource management must be adjusted for 

international operations in order to decide which individuals are most 

capable of handling an assignment in different cultures. 

 

 

International human resources staffing approaches  

 

Creating a human resources policy by definition involves filling 

and keeping the positions in the organizational structure. In multinational 

corporations, we come across people with different educational, 

religious, linguistic, cultural and other background. In the selection of the 

employees in the corporation three types of international human resource 

policy can be identified: ethnocentric, polycentric and geocentric
10

.  

Ethnocentric staff approach is the policy of employment of staff 

from the local countries on key management positions. Their advantage 
                                                             
8
 Noe, Hollenbeck, Gerhart, Wright, “Human Resource Management” McGraw Hill Int 

2008. Pg.661. 
9
 Peiper R, “Human Resouce Management: An International Comparison” Walter de 

Gryter, Berlin, 1990. 
10

 Weihrich H., Koontz H., “Menadzment”, Nacionalna i sveucilisna biblioteka, Zagreb, 

1994. 
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is seen in the vast knowledge of the activities of the corporation and their 

ability to successfully present the corporation internationally. This policy 

may change if the domestic company does not have enough trained staff 

potential. Some managers stated that the departure from the local 

company overseas brings damage and harms their career because they 

move away from the center of the contracting company and the most 

important affairs. Most managers who leave to foreign branches are 

executives. Usually companies that have a large number of overseas 

employees provide preliminary training that enables success in working 

abroad and when they return to their home country they provide 

assistance in resettlement.  

Companies argue that the implementation of the ethnocentric 

approach makes it possible to maintain unified culture. On the other 

hand, this policy prevents the promotion of managers from the host 

country, which can cause dissatisfaction and decrease of productivity, 

because they (managers from the host country) have lower wages, and 

this can destroy the corporate unity. The imported managers are never 

able to understand the characteristics of the local employees and 

customers. This policy is applied in companies that want to have 

complete control over its international operations and want to shape their 

work in each foreign market independently.  

The advantages of the ethnocentric staff policy is seen in the 

inability always and everywhere to find quality and qualified human 

resources to fill in specific and managerial positions in the company, and 

by importing that staff, a qualified filling is being reached. Also, some of 

the companies deem that the interests of the company are better taken 

care of by a management team from the country of origin, unlike the 

management team of the host country.  

The experience has shown that this kind of human resource 

staffing is specific for the initial stages of the international operations of 

the organization, or if its business abroad is not permanent and limited. 

One of the weaknesses of the ethnocentric human resources 

staffing is seen in the large outflow of funds to cover the costs of 

managers who leave to work in the branches abroad. The differences in 

cultures for managers and local people bring difficulties in the 

coordination and communication within the organization, as well as the 

fact that the presence of several managers from the home country can 

cause complication of things outside the home country.  
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The Polycentric staffing policy approach of employment in 

multinational corporations means that the citizens of the host country will 

manage the branches and the main headquarters of the corporation will 

also be managed by managers from the mother country. In this way, the 

company employs citizens of the host country according to their abilities 

and professional, political or other influence that they have in their 

country. They have excellent knowledge of the political, economic, 

cultural and other values of their country and enjoy a certain reputation 

and respect in the environment in which they operate. The company 

evaluates and invests in their professional development in order to easily 

overcome the cultural differences in the new environment. A 

disadvantage arises from the possibility of creating a gap between the 

linguistic misunderstanding, national loyalty and liking. These managers 

lack experience working internationally and thus they find it difficult to 

make progress in the center of the company, which may cause 

dissatisfaction. Certain autonomy can appear in the branches of host 

country, which can lead to problems in the operation of the corporation 

and poor assimilation with the remaining part of the organization.  

Geocentric (region or national) staffing approach uses the most 

professional staff for each position of the company regardless of the 

nationality of the employees. This policy allows the use of the strongest 

human resources available in the organization. This group of managers 

can be comprised of employees from third countries who gained their 

experience in the company headquarters or in another country and their 

knowledge and skills are at the disposal of the corporation wherever there 

is a need of that kind of knowledge and experience. They have a 

developed flexible attitude and they can adjust to work in any country, 

and thus avoid cultural differences.  

This kind of human resource policy may be limited by 

immigration laws imposed by the developed countries, which impose a 

free access of people on their territory. But this can be solved by the 

preparation of necessary documents for legal residence and working 

permissions. A resistance towards new managers may also occur from 

domestic employees and for this purpose there is a need for carefully 

planned events and actions.  

As barriers to the professional managers for their commitment to 

work in branches outside their countries, a disagreement and rejection of 

the fact of moving and adjusting of the spouses in another country may 

appear. There is also a possibility that the manager faces inability to 
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adjust to the new environment which includes acceptance of a new 

civilization, culture, behavior, environment and similar. Familiarity 

brings an obligation of managers to be close to their loved ones in the 

case of diseases of children, education, sports, and death as an inevitable 

part of human life. All this may occur as an obstacle to the transfer of 

staff from the host to affiliates outside the home country. The manager’s 

solution to this problem is engaging young helping staff from poor 

countries who cannot find similar employment and the opportunity for 

them and their spouses to live in more better conditions. It is also a great 

opportunity for this helping staff to have bigger salaries, which in their 

home countries would never be possible.  

 

 

Methodology  

 

The empirical research presented in this paper is to ascertain the 

relationship of international assignment success factors ranked by 

importance for the successful implementation thereof, enhancement and 

improvement of the management staff, care for its professional 

development as one of the most important strategic tools for successful 

performance on international market. The research is aimed at proving 

the hypothesis that emphasizes the importance of the professional 

competence profile of managers who are sent on international 

assignments, which is a guarantee for successful performance, operation 

and implementation of organizational goals internationally. It guarantees 

excellent knowledge of international business, a successful and rapid 

adaptation of managers in the new environment and culture, and to this 

end the research was focused on current experiences of managers 

globally.  

For this purpose, 100 international managers globally of both 

genders were surveyed, with varying degrees of education and 

experience and originating from different religions and cultures.  
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Results 

 

The results from the research confirm the fact that interpersonal 

skills are the most important factors for successful implementation of the 

international task. 80% of the respondents have confirmed that fact. 

 

Figure 1: Interpersonal skills 

 
 

 

Self-efficiency takes the second place according to the 

respondents. 

 

Firgure 2: Self-efficiency 

 
 

 

Solving conflicts is ranged as the third most important factor for 

successful implementation. 

 

Figure 3: Solving conflicts 
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The fourth most important factor is solving ambiguity. 

 

Figure 4: Solving ambiguity 

 
 

 

The respondents voted that discretion ability is the fifth most 

important fact. 

 

Figure 5: Discretion ability 

 
 

 

Results according to the respondents showed that interaction of 

the family with the citizens in the new surrounding is on the sixth place 

of the rating scale. 

 

Figure 6: Interaction of the family with the citizens in the new 

surrounding 
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The rating scale showed us that on the seventh place is the 

adjustment of the family. 

 

Figure 7: Adjustment of the family 

 
 

 

As the eighth most important fact ranged by the rating scale is the 

interpersonal adjustment of the members of the family. 

 

Figure 8: Interpersonal adjustment of the members of the family 

 
 

 

And the last but not the least is the factor of general adjustment of 

the members of the family. 

 

Figure 9: General adjustment of the members of the family  
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Conclusion 
 

From the survey results it can be concluded that: for the success 

of the implementation of international assignments, the most important 

factors for the international managers are: interpersonal skills, followed 

by self-efficiency, and then the ability to deal with conflicts…  

The conducted empirical research can offer the following 

recommendations for building a strategy for successful performance on 

the international market:  

 Providing implementation of modern management of human 
resources; 

 The organization to be interested in innovation, learning and 

creativity; 

 Selection of the managers for performance on the international 
market to be according to the standards of modern IMHR; 

 Paying attention to the psychological factor profile of managers 
who are sent on international assignment; 

 Being careful with the human resource policy within the 

organization in order to successfully implement and realize the 

given organizational goals internationally.  
 

Given the growing need for qualified managers globally, 

professionals tend to care for the employees and their training and 

development, which is undoubtedly one of the most important factor for 

success in modern economies, and thus caring for the aforementioned 

factors is undoubtedly crucial for the successful implementation of 

international assignments. 
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