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Introduction

As a purchaser of the GPHR certification workbook serials, you have access to the
www.ihrci.orglearning system. The system contains Glossary that provides a search box and
a description of the keyterms in HR. Also, the system consists of over 1,000 practice exam
guestions and answers with explanationsin our database including pre-test, review-test, and
post-test:

Pre-test: |t contains the same percentage of questions from each content area. Participants
can take a pre-test of that module to access their conceptual understanding of that specific
area of the GPHR Body of Knowledge. When the pre-testis completed, an overall correct
percentage is provided along with the number and percentage of questions answered
correctly. The answers with explanations toindividual questions are al so provided. Our
systemallows users to save the results of the pre-testsothat they can improve upon that
later.

Review-test: Every review test contains questions with explanations which help to
understand the concepts of that particular knowledge areafor each section of the study
workbook. Once you successfully finish reviewing forone section textin the workbook; you
naturally get access to the nextsection. Every new section helps construct on the earlier
concepts learntin the previous knowledge areas. Please do step-wise study forall the
knowledge areas.

Post-test: Once you complete with all the knowledge areas, have a post-test through the full
length simulated practice tests under the same testing conditions as the actual exams. With
165 questionscovered duringthe 3 hours test. These testsare designedto help youget the
feel of the final GPHR Exam, with similarformat and question types. Practice till you are near
to 80% correct answersin the post-test. This helped youinunderstandingareas where you
have improved since the last testas well as list down topics for which you needed more
revision.

Access to the learning systemisvalid for twelve (12) months from the date of purchase to
cover two test windows. Each practice for the pre-test, review-test, and post-test may be
taken as many times as you would like within the 12 months. Access to these practice exams
is foryour individual use; youraccount is not to be shared with others. Your use of the online
practice exams signifies youracknowledgment of an agreement to these terms.

This workbook is not a textbook. These materialsinclude workbooks and practice exams are
intendedforuse as an aid to preparation for the GPHR Certification Exam conducted by the
HR Certification Institute. By using all of the preparation materials, you will be well-versedin
the five key functional areas that make up the HR Certification Institute GPHRbody of
knowledge. Studying these materials does not guarantee, however, that you will pass the
exam. These workbooks are not to be considered legal or professional advice.
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Part One: Global Workforce and Staffing

1. Global Workforce
1.1. Type of Global Workforce

The extentof the firm’sinternationalization and its degree of centralization or
decentralization affects its philosophy regarding the nationality of its international
managers. In General, there are three types of global workforce as Parent-country
nationals (PCNs), Third-country nationals (TCNs) and Host-country nationals (HCNs)
classified by theirsource (Where to find).

Human Resource Activities

P All ili
rocure ocate Utilize Other
Home
Host-country nationals (HCNs)
Host “@
\ﬁ\
N

Parent-country nationals (PCNs)

soakojdwa Jo adA ]

Third-country nationals (TCNs)

Global Workforce

Source: industryplayer.com

1.1.1. Parent-country nationals (PCNs)-Citizens of the organization's headquarters
country who reside and work abroad with the intent of returningto the home

country.

1.1.2. Third-country nationals (TCNs)-Employees who are citizens of countries other

than where they work or where the organization’s headquartersresides.

1.1.3. Host-country nationals (HCNs) or local nationals-Employees workingintheir

own country.



1.2. Advantages and Disadvantages of using PCNs, HCNs or TCNs

Regarding these three types, we would say that none of the optionsiswithout its

disadvantages. Some of the most frequently mentioned advantages and

disadvantages of using PCNs, HCNs or TCNs are summarizedin followingtable:

Advantages and disadvantages of using PCNs, HCNs or TCNs

* Familiarity with the home office’s
goals, objectives, policiesand
practices

* Technical and managerial competence

* Effective liaison and communication

with home-office personnel

* Familiarity with the socioeconomic,
political and legal environmentand
with business practices in the host
country

* Lower cost incurred in hiring them as
compared to PCN and TCN

* Provides opportunities for
advancement and promotion to local
nationalsand, consequently increases

theircommitment and motivation

* Difficultiesinadaptingto the
foreignlanguage and the
socioeconomic, political, cultural
and legal environment

* Excessive cost of selecting, training
and maintaining expatriate
managers and their families

abroad

* The host countries’ insistence on
localizing operationsand on
promotinglocal nationalsin top
position at foreign subsidiaries

* Family adjustment problems,
especially concerningthe

unemployed partners of managers

* Difficultiesin exercising effective
control overthe subsidiary’s

operation

* Communication difficultiesin
dealing with home-office

personnel

* Lack of opportunitiesforthe home
country’s nationalsto gain
international and cross-cultural

experience



* Responds effectively to the host
country’s demands for localization of
the subsidiary’s operation

* Perhaps the best compromise
between securing needed technical
and managerial expertise and
adapting to a foreign socioeconomic

and cultural environment

* TCNs are usually career international

business managers

* Host country’s sensitivity with
respectto nationals of specific

countries

* Local nationals are impededin
theirefforts to upgrade theirown
ranks and assume responsible
positionsin the multinational

. subsidiaries
* TCNs are usually less expensive to

maintain than PCNs

* TCNs may be betterinformed about
the host environmentthan PCNs

Source: Reiche, S. & Harzing, A.W. (2009). International Human Resource Management,

London: Sage Publications

1.3. RegiocentricStaffing

MNCs following an ethnocentricstaffing policy would appoint mostly parent country
nationals to top positions at their subsidiaries, while MNCs following a polycentric
staffing policy would preferto appoint host country nationals (HCNs). Firms with a
geocentricstaffing policy would simply appoint the best person; regardless of his/her
nationality and that could include third country nationals (TCNs), nationalsof a
country other than the MNC’s home country and the country of the subsidiary.
Researchersdefined afourth approach, which they called regiocentric. In this
approach, managers are transferred on a regional basis, such as Europe, and it often
forms a mid-way station between a pure polycentric/ethnocentricapproach and a
truly geocentricapproach. It isimportant to note that these staffing policies apply to
key positionsin MNC subsidiaries only. Although some PCNs or TCNs might still be
found at middle management, MNCs normally appoint host country managers at this

and lowerlevels.
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1.4. Other Global Workforces
Other than above three types of global workforce, there are several types emerging:

1.4.1. Expatriates of host country origin/ returnees — Permanentresident of the
parent country but belongs to ethnicity of the host country and is hired and/or transferred by
the parent country organizationtothe host location on a temporaryassignment or

permanent transfer.

1.4.2. Foreign executivesinlocal organizations — Foreign individuals at the executive
level who hold local managerial positions supervising HCNs in local organizations
where these organizations have theirheadquarters.

1.4.3. Localized expatriates —Expatriates that originate froma home-countryand are

localized inthe host-country.
2. International Assignments

The general topics of staffingwith international assignmentsinclude Expatriation,
Repatriation and Inpatriation.

Expatriation

Repatriation Inpatriation

*Hostto Home
*Expatriates return to their
place of originor
citizenship.

*Includes home-country
nationals, third-country *Multiculturalism
nationals, and inpatriates «Careeropportunities

NI

International Assignments

International Assignment Types

Briscoe & Schuler (2011). International Human Resource Management.

2.1. Expatriation

Expatriation has been historically viewed as the process of moving from the parent
company or headquarters to foreign subsidiaries or “overseas” operations. However,
expatriation mightbetterbe viewed as the process of moving from one country to
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2.2.

2.3.

another while stayinginthe employment of the same firm.
Repatriation

Repatriationisthe opposite of expatriationthatinvolvesthe move of the
international assignee back to the parent company and country from the foreign
assignment. For many expatriates, the move “back home” is even more difficultthan

the original move overseas.
Inpatriation

Inpatriation means an employee (HCN or TCN) who isrelocated from a foreign
subsidiary or jointventure to the parent company. This posting is usually for a
relatively short period of time (one to two years) and is for the purpose of teaching
the subsidiary or international joint venture employee about the products and
culture of the firm from the perspective of headquarters. Alternatively, increasingly it
could be to fill a functional or technical need for a limited period of time or to serve
on a multinational team fora specified period of time.

3. Type of Assignment

3.1

3.2.

3.3.

3.4.

3.5.

3.6.

International Assignees or Expatriates
Anyone postedto a foreign assignment.
Domestic Internationalists

People who typicallylive intheirhome countries but who regularly commute to
specificforeignlocalesto perform some aspect of their work.

Employeeson long-termbusiness trips
The international assignees take ad hoc international trips.
Assignees onshort- term foreign postings

Assignments that last less than one year and increasingly used as a substitute for

more expensive longer-term international assignments.
Assigneesonintermediate- term foreign postings

These are the traditional expatriate who are assigned from twelve to thirty six

months.
Assigneeson long-termforeign postings

This type of assignmenttend to be assigned greater than thirty-six months upto five
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years.

3.7. Permanenttransferees

The situation where a person in the previous category is converted to permanent

local status.

3.8. Permanentcadre

International employees who spend theirwhole careers in overseas assignments.

3.9. Local hires

3.10.

3.11

3.12.

3.13.

3.14.

3.15.

Also known as host-country nationals, these employees are hired forjobs in their

own country.
International transferees

People who are moved from one foreign subsidiary to another, but who maintain

theirhome bases and usually return after such assignmentsto theirhome offices.
Immigrants

They may be traditional TCNs or hired by parent firmto work in the parentcountry or

for six-monthtotwo-yearinternships.
Repatriates or Returnees

These are emigrants who are hired to return to theirhome countries. This term is

used as “Boomerangs” in Japan.
Inpatriates

Employees broughtin from another country to work in the headquarters country for

a specified period.
Outsourced employees

Workforce outside an organization paid for theirservices by an independent company
that assumes full operational responsibility forthem through a contract with the

organization.
Virtual International Employees (IEs)

This is a situation where all or most of the wokis performed across borders via

electronicmedia.
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3.16. Commuterassignment

An employee wholivesinone country works in another country by regularly

commuting across borders (usually weekly or biweekly)to perform different aspects

of hisor her job while the family remains at home.

3.17. Sequential

Assignees who commute from the parent company to a workplace in another country

for a specified short duration and then return home for a break are referred to

sequential orrotational.

International commuters (sequential)
* Long-termbusiness trips

\ ° Boomerangs
Multiple/l * Just-in-time assignees
: J . O'utsourced )
MUIt'pl.e * Virtual expatriates
categones « Retirees
| —
— Host-country Local hi
nationals | ° ocalhires
HCN | . |nternationaltransferees
Parent-country
. nationals
Third-country
nationals * Domesticinternationalists
* Short-termforeign assignees
* Intermediate-term foreign assignees
PCN * Long-termforeign assignees
* Permanenttransfers
—— * Permanent cadre
TCN * Returnees
S ¢ Second-generation expatriates
< Immigrants + Rewardor punishmentassignees
Internship

+ Self-initiated foreign work experience

Type of Assignment

Briscoe & Schuler (2011). International Human Resource Management

4. International Assignee Allegiance

4.1. Homebound

Homebound international assignees may not completely assimilate into the local

culture or local operation. Theirallegiance isto their home country. They will

implement policies from theirhome country or headquarters without reservation

and may struggle to achieve the proper balance between global integration and local

differentiation.
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4.2. Dual citizens

Dual citizens probably experience the potential conflict between global integration
and local differentiation mostintensely because they see the value of both
perspectivesand both approaches and their allegiance to the needs of both entitiesis
strong. They continually seek to find the right balance foreach issue and are usually
good at compromise and facilitation.

4.3. Free agents

Free agents are more committed to their personal careers than to the organization.
As in thesports arena, the free agent plays for the team with the greatestneed or the
one that represents the best opportunity. Free agentsare more likely than other
international assigneestofind another international job once the presentassignment

is completed.

4.4. Go native

Assignees who "go native" develop strongallegiances and become closely attached to
the local operation, fully embracinglocal customs, ways of doingbusiness, etc. In
selected situations, they may choose (orindicate a very strong prefere nce for) local
responsiveness and modifying policy and procedure based on local needs. Because
theseindividuals are strong advocates who will challenge the headquarters policies
and recommendationsif necessary, they often earn a great deal of respectfrom the
host country employees and staff.

4.5. Successful International AssignmentPlan

Despite the good intentions of most planning for international assignments, research
showed that several assignments reduce rather than create organizational value.
Here are helpful suggestions forachieving effectivenessin the management of
international assignment planning:

v' Viewinternational assignmentsasa process, not an activity.

v' Recognize and considerall dimensions of the international assignment

experience.
v" Conduct thorough and professional assessments of candidates.
v' Establish and maintain realisticexpectations.
v" Provide cultural training.

v" Provide well planned, ongoingtraining and support.
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v" Plan, prepare for, and support repatriation with the same care as expatriation.

v' Address problems quickly, thoroughly, and responsively.

v" Link global mobility policy to the organization's culture and general practices.
7. Global Staffing

Global staffingis the HR function that identifies staffing needs throughout a global
enterprise and then recruits, selects, and deploys worldwide talent resources to meet
those requirements. Similarto domesticworkforce planning, a gap analysis must compare
global requirements to present skill and competency levels and identify the need for
additional or new staffingresources.

5.1. Global Staffing Plan

5.1.1. Focused directly on achievingelements of the global HR strategy while indirectly
supportingthe organizational strategy.

5.1.2. Targeted on specific, short-term, and often country-specificobjectives, as
opposed to long-term and global strategicones.

5.1.3. Responsive torapid changes inlocal country environments, as opposed to

changing only as organizational strategicgoals change.
5.1.4. Implemented primarily by country-level managers

5.2. Tactical Staffing Plan

5.2.1. Statement of purpose: Documents the previous components of the global
staffing plan, and establishes the goals and targetsfor the remainder of the staffing
plan.

5.2.2. Stakeholders: Identifies key decision makers and others who should be involved
in the development of the plan.

5.2.3. Activities and tasks: Describes the activities and tasks that need to be carried

out and the time line forcompletion, while notes relationships between activities,
tasks, and deliverables.

5.2.4. Team members: Identifies all the people who have been assigned or who have

volunteered towork on specificactivities, tasks, and deliverables.
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5.2.5. Resources: Documents financial and nonfinancial resources required for
implementation.

5.2.6. Communication plan: Notes specifictactics and responsibilities for

communicatinginitial details about the plan as well as monitoring the plan and
soliciting ongoing feedback.

5.2.7. Continuousimprovement: Sets up a process to review the extentto which

tactical objectives are achieved and identifies ways to continuously improve the plan.

5.3. Beat Brain Drain

The movement of skilled workersinternationally represents “brain gain” for the
countriesthat reap their skillsand experience and brain drain for their countries of
origin. On the brain gainside of the divide, countriesincreasingly are lookingto
positiontheirimmigration policies to attract the types of international workers and
students whose skills they desire. Onthe “brain drain” side, the developmentimpacts

of losing educated workers are beingassessedinimmigrant-sending and receiving
countriesalike as the research presented here shows.

Brain circulationis an alternative model to the idea of braindrain. The concept of
"brain drain" gained popularity as skilled laborfrom certain countries emigrated to
other countriesin search of betteropportunities. InIndiafor example, one witnessed
large-scale emigration of engineers fromits premierengineeringinstitutes called lIT
(Indian Institute of Technology) in the sixties, seventies and eighties. The late nineties
and the early years of the 21st century howeversaw large numbers of these
emigrants returningto India as prospects in India improved markedly, brought on by
important economicreformsinitiatedinthe early nineties. Brain circulation can thus
be defined as the circular movement of skilled laboracross nations. In cases like

Taiwan, China, and India, countries have profited enormously from brain circulation,
while in others, brain circulation does not seemto happen in a significant way.

Shifting demographics are starting to reshape the workforce. As Baby Boomersretire,
in most developed markets, there will simply be fewer people of working age to fill
positions. Notonly is the pool of locally available replacement talent shrinking,
competitionfortheir talentis on therise. The people shortage is exacerbated by the
lack of growth in graduates with Science, Technology, Engineeringand Maths (STEM)

degrees. Thisis happeningat a time when, due to rapid advances in technology, the
demand forthese skillsin the workplace is on the rise.
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At the same time, businesses are also finding that the leadership and experience of
the Baby Boomers are beingsorely missed. Asthey leave the workforce, Boomers are
taking decades’ of knowledge with them, while younger generations have oftenyetto
build up the experience and leadership skills needed to maintain successful
businesses.

Therefore, talent shortages are likely toremain a feature foryears to come. Ensure
your business has the qualified staff and skillsets needed by adoptinga long-term
program for attracting, trainingand developingthe people who will drive its success
over the long-term— not just for this year’s needs, but for five to ten years’ time.

There are a few things global organizations should considerto helpwiththeir long-
term talent needs:

5.3.1. Establishapprenticeships

Not only does on the job training help you cultivate the skills yourbusiness will need,
it can help promote loyalty and long-term engagement. With trainingand career
development opportunities strong pull factors for modern workers —especially from
younger generations —making trainingan ongoing part of your business fromthe
early stages of employees’ careers can be a powerful proof point in your commitment
to employee development.

5.3.2. Work with schools

Encourage changes in the educational system that support the development of
needed skill setsinthe long term. Ensure students are made aware of career

opportunitiesinyourindustry, and the true value and potential that a career with
your organization can bring.

5.3.3. Committo workforce diversity

Women and minorities still have significant under-representation withinthe
managerial ranks of many industries. Organizations should be reaching out to qualified
minorities notjust because practicing equality in the workplace reaffirms your
business’s commitmentto fairness, but because diverse workforces are a proven
driverof innovation. Not are organizations with greater genderequality provento

perform better, but beingseenas promoting genderequality in the workplace can be
a powerful attractor fortalent.

5.3.4. Globalize your hiring
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Developing countries around the world are producing well qualified staffing for
accounting, data analysis, and other financial services, while in healthcare a majority
of newly qualified healthcare professionalsincluding nurses and general practitioners
are graduating from schoolsin these countries. In a globalized world, the competition

for talentis alsoincreasingly global — so you increasingly need to look where the
talentis, not just where you wouldlike it to be.

6. Global Staffing Approaches

Approachesto staffingininternational HR managementthough the general aim of any
recruitment policyis to selectthe right people forthe right task at the right time, the HR
department of international companies may adopt one of the following specific
approaches available forrecruitingemployeesforglobal operations.

Geocentric staffing approach is used
when companies adopt a
transnational orientation. It is best
used when companies need the
best personnel to work at subsidia

Regiocentric staffing policy involves
hiring and promoting employees
based on specific regional context
where subsidiary is located.

Regiocentric

____________________ .

Polycentric is the policy involved
hiring and promoting employees
who are citizens of the host
countries that the subsidiary is
operated.

Ethnocentric staffing is generally
adopted by headquarters by
sending employees from the home
or parent countries to the host
country.

Global Staffing Approaches

Source: Briscoe & Schuler (2011). International Human Resource Management.

6.1. Ethnocentric approach

When a company follows the strategy of choosing only from the citizens of the parent
country to work in host nations, it is called an ethnocentricapproach. Normally,
higher-level foreign positions are filled with expatriate employees from the parent
country. The general rationale behind the ethnocentricapproach isthat the staff from
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the parentcountry would representthe interests of the headquarters effectively and
link well with the parent country. The recruitment process in this method involves four
stages: self-selection, creatinga candidate pool, technical skills assessment, and
making a mutual decision. Self-selection involves the decision by the employee about
his future course of action inthe international arena. In the next stage, the employee
database is prepared according to the manpowerrequirement of the company for
international operations. Then the database is analyzed for choosing the bestand
most suitable personsforglobal assignments and this process is called technical skills
assessment. Finally, the best candidate is identified forforeign assignmentand sent
abroad with his consent. The ethnocentricapproach places natives of the home
country of a businessin key positions at home and abroad.

Ethnocentric predispositionis anationalistic philosophy of management whereby the
values and interests of the parent company guide strategicdecisions:

6.1.1. Headquarters country personnel manage all operations.
6.1.2. Home staffing policies are replicated in countries.

6.1.3. Talentskills transferessentially one-way.

6.1.4. Rotate coaches into countriesto develop talent.

6.1.5. Require returning personnel to bring back lessonslearned.

6.1.6. Refine talentacquisition policies toreflectlocal country input.

6.2. Polycentricapproach

When a company adopts the strategy of limiting recruitmentto the nationals of the
host country (local people), itis called a polycentricapproach. The purpose of
adopting thisapproach is to reduce the cost of foreign operations gradually. Even
those organizations which initially adoptthe ethnocentricapproach may eventually
switch over to the polycentricapproach. The primary purpose of handing over the
managementto the local peopleisto ensure that the company understands the local
market conditions, political scenario, cultural and legal requirements better. The
companiesthat adopt this method normally have a localized HR department, which
manages the human resources of the company inthat country. Many international
companiesoperating their branchesin advanced countries like Britain and Japan
predominantly adoptthis approach forrecruiting executives lo manage the branches."
The polycentricapproach uses natives of the host country to manage operationsin
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theircountry and natives of the parent country to manage inthe home office.

Polycentric predispositionis a philosophy of management whereby strategicdecisions
are tailored to suitthe cultures of the countries where the MNC operates:

6.2.1. Headquarters country personnel have little impact on other countries.
6.2.2. Talentacquisition policies are unique to each country.

6.2.3. Little cross-border movement of talentand skills occurs.

6.2.4. Encourage cross-border knowledge sharing.

6.2.5. Encourage trading complementary talent between countries.

6.2.6. Develop common processes where similarities exist.

6.3. RegiocentricApproach

Company's international businessis dividedinto international geographicregions. The
regiocentricapproach uses managers from various countries within the geographic

regions of business. Although the managers operate relativelyindependentlyinthe
region, they are not normally moved to the company headquarters.

The regiocentricapproach isadaptable to the company and product strategies. When
regional expertise isneeded, natives of the region are hired. If product knowledge is
crucial, then parent-country nationals, who have ready access to corporate sources of
information, can be brought in.

One shortcoming of the regiocentricapproach is that managers from the region may
not understand the view of the managers at headquarters. Also, corporate
headquarters may not employ enough managers with international experience. The
regiocentricapproach places managers from various countries within geographic
regions of a business.

Regiocentricpredispositionisaphilosophy of managementwhereby the firmtries to
blendits own interests with those of its subsidiaries ona regional basis:

6.3.1. Employeescirculate withinregions, with a focus on regional business results.

6.3.2. Talentacquisition policies are developed and coordinated within regions.
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6.3.3. Talentand skillsare developed within regions, with minimal inter-region
transfer.

6.3.4. Support succession planningamong selected regions.
6.3.5. Encourage cross-region knowledge sharing.
6.3.6. Encourage trading of complementary talentacross regions.

6.3.7. Develop global approaches where a business case is strongest.

6.4. Geocentric approach

When a company adopts the strategy of recruiting the most suitable persons for the
positionsavailableinit, irrespective of their nationalities, itis called a geocentric
approach. Companiesthat are truly global in nature adopt this approach since it
utilizesaglobally integrated business strategy. Since the HR operations are
constrained by several factors like political and ethnical factors and governmentlaws,
itis difficulttoadopt thisapproach. However, large international companies generally
adopt the geocentricstrategy with considerable success.

For international recruitment, especially on foreign soil, organizations generally use
manpower agencies or consultants with international connections and repute to
source candidates, in addition to the conventional sources. For an effective utilization
of the internal source of recruitment, global companies needto develop an internal
database of employees and an effective tracking systemtoidentify the most suitable
persons for global postings. The geocentric approach uses the best available managers
for a business withoutregard for their country of origin.

Geocentric predispositionis a philosophy of management whereby the company tries
to integrate a global systems approach to decision making:

6.4.1. Employeescirculate throughout the global organization.

6.4.2. Talentacquisition policies maximize long-term strength of the global
organization.

6.4.3. Talentand skills are deployed globally to achieve global goals while meeting
local requirements.

6.4.4. Evaluate and refine global talent acquisition processes based on organizational
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impact.
6.4.5. Adjustthe global talent acquisition planto reflect changing global requirements.
6.4.6. Leverage local talentand tools for cost-effective global talent acquisition.

7. Alternative Global Staffing

We have seenthat international transfers can fulfill anumber of very important functions
in MNCs. Unfortunately, there are increasing signs that barriersto mobility —especially the
issue of dual-career couples— are becoming more and more important, leadingto a
declineinthe willingness to accept an assignmentabroad. In addition, sending out
expatriates can be very costly. Increasingly, companies are therefore looking for
alternativesto global staffing.

Alternative staffing strategies are defined as employer-employee relationships that depart
from traditional, full-time, long-term, in-house employment arrangements. While
alternative methods are not new, they are becomingincreasingly popular because of the
advantagesthey hold for both employeesand employers. Alternative staffing methods
allow employers the flexibility to respond to fluctuationsinthe business climate while
protectingthe job security and morale of theirregular, full-time work force. We discuss
other type of global staffingas follows:

7.1. Inpatriate assignments

One alternative to expatriationisinpatriation, whichinvolvesthe transfer of
subsidiary managers to the HQ for a specific period of time. This would allow key
subsidiary managers to get to know the workings of the parent company and build up
informal communication networks. It also allows the HQ to inculcate the subsidiary

managers into the corporate culture in a more direct way than would be possible by
the transfer of expatriates.

Inpatriationis also a useful option if tacit knowledge needs to be trans