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ELETIVE-V INTERNATIONAL HUMAN RESOURCE MANAGEMENT
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SECTION A — (10 × 2 = 20 marks)

Answer any TEN questions.

1. Define International HRM.

2. Define Transnational.

3. List the factors to be taken into account while selecting expatriates.

4. What is the meaning of culture ?

5. Write about Aesthetics

6. Define Compensation .

7. What is an expatriate ?

8. What is culture shock ?

9. What is social dumping ?

10. Who conducts the performance appraisal in International HRM ?

11. Write few elements of culture.

12. What are the characteristics of high context cultures?

SECTION B — (5 × 5 = 25 marks)

Answer any FIVE questions.

13. What are the barriers to effective global HRM?

14. What is the internationalization process towards the path to global states?

15. What are the four attitudes of MNCs towards building a multinational enterprise?

16. What are the key components of an international compensation programme?

17. What are the types of cross cultural training?

18. What are the variables that influence performance of expatriates?

19. Explain the importance of cultural sensitivity. 
SECTION C — (3 × 10 = 30 marks)

I.
Case study (Compulsory)
(1 × 10 = 10)
20.
In January 1990, the U.S. multinational, General Electric (GE), invested in Tungsram, a Hungarian lighting company, as part of its European market expansion strategy. By 1994, its equity had risen to 99.6%. The Hungarian operation had 13 existing factories employing 17,600 workers. GE initially appointed a Hungarian born U.S. expatriate employing as its top manager, though he was later replaced when Tungsram was brought under the direct control of GE lighting Europe in 1993. Staff transfers played an important role in training and developing the Hungarian staff. Key executives were brought over from the United States for varying lengths of time (three to six months) to assist in knowledge and skills transfer. Management training also involved sending Tungsram staff to the United States, giving selected Hungarians exposure to GE’s working environment and American life in general. In order to improve Tungsram’s competitiveness, GE reduced staff levels by almost half and closed five plants, despite the unionized environment, it also invested heavily in training (Quality programmes) to improve production workers’ output. During this period, its European market share increased from 5% to 15% in 1994.

           Questions.
a) How did GE choose to execute its expansion strategies?

b) Did GE’s top manager anticipate the HR investment that the    

            Tungsram acquisition would entail prior to its decision to 
            purchase  the Hungarian firm?

c) What steps did GE take to improve the competitiveness of

             Tungsram company?

II    Answer any TWO questions.                   
          (2 × 10 = 20)
21.
Differentiate International from Domestic HRM and explain the six major factors.

22. 
What are the advantages and disadvantages of using PCN, TCN and HCN (various nationality groups) in selecting managers ?

23. 
“A well designed repatriation process is important in achieving maximum benefit of international assignments.” Comment.

 24. 
Explain the four dimensions of cross culture communication.

————————




[P.T.O.]








PAGE  
                                                  1

