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Abstract

The study investigates the challenges and opportunities associated with Strategic Human
Resource Management (SHRM) in Multinational Corporations (MNCs). With globalization driving
increased complexity in the business environment, MNCs face unique HRM challenges and
opportunities. The objective of this research is to explore the multifaceted nature of SHRM within
MNCs, highlighting the strategic approaches adopted to address challenges and leverage
opportunities for organizational success. Through a comprehensive literature review and data
analysis, the study identifies key challenges faced by MNCs in SHRM, including resource
constraints, cultural differences, and talent acquisition and retention issues. Concurrently, the
study also uncovers significant opportunities for MNCs to enhance their SHRM practices, such as
leveraging a global talent pool, embracing technology and digitalization, and promoting diversity
and inclusion. The results highlight the critical importance of strategic alighnment and adaptation
in SHRM practices within MNCs. By aligning HR strategies with organizational goals and values,
MNCs can foster innovation, collaboration, and continuous improvement. Furthermore, the
findings underscore the need for MNCs to remain agile and responsive to changing market
dynamics, regulatory frameworks, and technological advancements, ensuring the relevance and
effectiveness of their SHRM practices in a dynamic business environment. In conclusion, the
study contributes to a deeper understanding of SHRM in MNCs, emphasizing the need for a
strategic approach that balances challenges with opportunities to achieve organizational
objectives and sustain competitive advantage in a globalized world.
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Introduction

The strategic management of human resources has become increasingly critical for
multinational corporations (MNCs) operating in today's globalized business environment. As
organizations expand their operations across borders and cultures, they encounter unique
challenges and opportunities in managing their diverse workforce effectively. Strategic Human
Resource Management (SHRM) practices play a pivotal role in aligning HR strategies with
organizational goals and enhancing competitive advantage (Boxall & Purcell, 2011). This narrative
study aims to analyze the SHRM practices adopted by MNCs across different industries and
geographical regions, with a focus on understanding the strategies employed to manage human
capital in diverse contexts.

The objective of this document research is to explore the various dimensions of SHRM
within MNCs, including recruitment, training and development, performance management,
compensation, and employee relations. By examining the strategic HR practices implemented by
MNCs, this study seeks to identify patterns, trends, and best practices that contribute to
organizational success and sustainability (Hahn & Kuhnen, 2013). The scope of this study
encompasses a diverse range of MNCs operating in various industries and geographical regions.
The time frame for document analysis will span the past decade to capture recent developments
and trends in SHRM practices. The types of documents to be analyzed include academic journals,
industry reports, company websites, annual reports, government publications, and other
relevant sources that provide insights into SHRM strategies and practices within MNCs.

This study holds significant importance for academia, practitioners, and policymakers in
several ways. Firstly, it contributes to the existing body of knowledge on SHRM by offering
insights into the strategic HR practices adopted by MNCs across different contexts. By analyzing
a diverse range of documents, this study enhances our understanding of how MNCs manage
human capital to achieve organizational goals and maintain competitiveness in global markets.
Secondly, the findings of this study can inform HR practitioners and business leaders about
effective SHRM strategies and best practices. By identifying successful approaches to managing
human resources within MNCs, organizations can enhance their HR policies and practices to
better align with strategic objectives and meet the needs of a diverse workforce (Martinson, &
Leon, 2018). Finally, policymakers and regulatory bodies can benefit from the findings of this
study to develop policies and guidelines that promote responsible and sustainable HR practices
within MNCs. By understanding the challenges and opportunities associated with SHRM in
multinational contexts, policymakers can create an enabling environment that supports the
development of ethical, equitable, and effective HR practices across borders.

This narrative study on SHRM practices in MNCs aims to provide valuable insights into the
strategic management of human resources in a globalized world. By analyzing a diverse range of
documents, this study seeks to advance knowledge, inform practice, and contribute to the
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development of policies that promote responsible HR management within multinational
corporations.

Objective

Clearly define the objective of your document research. For example, you may aim to
analyze the strategic human resource management (SHRM) practices adopted by multinational
corporations (MNCs) across different industries and geographical regions. Specify the scope of
study on challenges and opportunities.

Literature Review

The strategic management of human resources in multinational corporations (MNCs) has
garnered significant attention from scholars and practitioners alike due to its critical role in
enhancing organizational performance and competitiveness in the global marketplace. This
literature review aims to provide a comprehensive overview of the existing knowledge and
research gaps in the field of Strategic Human Resource Management (SHRM) in MNCs, focusing
on key theories, concepts, and frameworks relevant to the study.

Resource-Based View (RBV) Theory

The Resource-Based View (RBV) theory posits that sustainable competitive advantage
stems from the unique bundle of resources and capabilities possessed by an organization
(Barney, 1991). In the context of SHRM in MNCs, scholars have applied RBV to analyze how
human capital, knowledge, and organizational capabilities contribute to the firm's strategic
advantage (Puranam et al., 2014). RBV provides a theoretical lens for understanding how MNCs
leverage their human resources to achieve strategic objectives and sustain competitive
advantage across diverse markets.

Institutional Theory

Institutional theory emphasizes the role of institutional pressures and norms in shaping
organizational behavior and practices (DiMaggio & Powell, 1983). In the context of SHRM in
MNCs, institutional theory helps explain how MNCs adapt their HR policies and practices to
comply with institutional pressures across different national contexts (Jackson & Deeg, 2008). By
examining the influence of institutional factors on HRM practices, scholars can gain insights into
the complexities of managing human resources in diverse cultural and regulatory environments.
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Global Integration-Local Responsiveness Framework

The Global Integration-Local Responsiveness framework, proposed by Bartlett and Ghoshal
(1989), offers a strategic perspective on managing subsidiaries within MNCs. This framework
emphasizes the need for MNCs to strike a balance between global integration, achieved through
standardized HR policies and practices, and local responsiveness, tailored to the unique cultural
and institutional contexts of host countries (Schuler & Jackson, 2007). By adopting a nuanced
approach to SHRM, MNCs can leverage global synergies while adapting to local conditions
effectively.

Cross-Cultural Management Theories

Cross-cultural management theories, such as Hofstede's cultural dimensions theory
(Hofstede, 1980) and Trompenaars' cultural dilemmas model (Trompenaars & Hampden-Turner,
1998), provide insights into the cultural differences and challenges encountered in managing
human resources across borders. These theories help explain how cultural values,
communication styles, and organizational practices vary across different national cultures and
influence HRM strategies in MNCs (Harzing & Pinnington, 2010).

Significance of the Study

This literature review underscores the importance of understanding the theoretical
underpinnings of SHRM in MNCs to inform document analysis effectively. By synthesizing key
theories, concepts, and frameworks from the literature, this study lays the foundation for
examining how MNCs strategically manage their human resources across diverse geographical
and cultural contexts. Additionally, the identification of research gaps in existing literature
highlights areas for further investigation and contributes to advancing knowledge in the field of
SHRM in MNCs.

Materials and Methods
Document Selection

Determine the sources of documents for your research. These may include academic
journals, industry reports, company websites, annual reports, government publications, and
other relevant sources. Develop inclusion and exclusion criteria to ensure the documents
selected align with your research objectives.
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Data Collection

Collect relevant documents based on your selection criteria. Utilize academic databases,
online repositories, and library resources to access scholarly articles and reports. Additionally,
gather publicly available documents from MNCs' websites and regulatory agencies.

Analysis

1. Data Coding and Analysis Develop a coding scheme to systematically analyze the
content of the documents. Consider coding categories such as SHRM practices, organizational
strategies, geographical regions, industry sectors, and key themes identified in the literature
review. Use qualitative data analysis software (e.g., NVivo) to manage and analyze large
volumes of textual data efficiently.

2. Thematic Analysis Conduct a thematic analysis of the coded data to identify patterns,
trends, and insights related to SHRM in MNCs. Look for recurring themes, differences, and
similarities across different documents. Pay attention to strategic HR practices such as
recruitment, training, performance management, compensation, and employee relations.

Validity and Reliability

Ensure the validity and reliability of your document analysis by adhering to rigorous
methodological procedures. Employ inter-coder reliability tests to assess the consistency of
coding among researchers. Use triangulation techniques to corroborate findings from multiple
sources and perspectives.

Results
Strategic Human Resource Management

In the fast-paced and dynamic landscape of modern business, Strategic Human Resource
Management (SHRM) emerges as a cornerstone of organizational success. At its core, SHRM
embodies the strategic alignment of human resource practices with the overarching goals and
objectives of an organization. It is not merely about managing personnel, but rather about
leveraging human capital as a source of competitive advantage in the pursuit of organizational
excellence. Within the narrative of SHRM, organizations embark on a journey of strategic thinking
and planning, recognizing that their most valuable asset lies in their people. They understand
that effective management of human resources can drive innovation, foster organizational
agility, and ultimately propel them ahead of competitors. From recruitment and selection to
training and development, SHRM encompasses a holistic approach to managing the employee
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lifecycle, ensuring that every aspect of HR strategy contributes to the achievement of
organizational goals.

Central to the narrative of SHRM is the concept of talent management. Organizations
recognize the critical importance of attracting, retaining, and developing top talent to fuel their
growth and sustainability. They invest in robust recruitment processes to identify individuals who
not only possess the requisite skills and competencies but also align with the organization's
culture and values. Moreover, they prioritize talent developmentinitiatives, providing employees
with opportunities for continuous learning, skill enhancement, and career advancement. In the
narrative of SHRM, organizations also emphasize the importance of employee engagement and
empowerment. They understand that engaged employees are more productive, innovative, and
committed to organizational success. As such, they foster a culture of inclusivity, open
communication, and recognition, ensuring that employees feel valued and appreciated for their
contributions. By empowering employees to take ownership of their work and providing them
with opportunities to voice their opinions and ideas, organizations cultivate a sense of ownership
and accountability among their workforce. Ethical considerations are woven into the fabric of the
SHRM narrative. Organizations recognize their responsibility to uphold ethical standards and
treat employees with dignity, fairness, and respect. They adhere to labor laws and regulations,
promote diversity and inclusion, and champion workplace health and safety. By demonstrating a
commitment to ethical conduct and social responsibility, organizations not only enhance their
reputation but also build trust and loyalty among employees and stakeholders.

The narrative of SHRM is also characterized by adaptability and agility. Organizations
operate in an environment of constant change, driven by technological advancements, market
disruptions, and shifting consumer preferences. As such, they must be agile and responsive,
continuously evaluating and adjusting their HR strategies to align with changing business needs
and emerging trends. Whether it's embracing new technologies, adopting flexible work
arrangements, or redesigning performance management systems, organizations that embrace
change and innovation are better positioned to thrive in today's volatile marketplace.

In conducting the data coding for our document analysis on Strategic Human Resource
Management (SHRM) practices in multinational corporations (MNCs), we systematically
categorized and coded the data according to key themes, concepts, and variables relevant to
SHRM. The coding scheme developed encompassed various aspects of SHRM, including
recruitment, training, performance management, compensation, and employee relations. Below
are the key findings derived from the data coding process.
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Table 1 Analysis of Strategic Human Resource Management

Data Coding

Theme Analysis of Strategic Human Resource Management

Recruitment Practices
(RP)

e Recruitment strategies employed by MNCs, including methods
for attracting and selecting talent across different geographical
regions.

e Common recruitment practices included targeted job
advertisements, employee referrals, campus recruitment, and
talent acquisition through mergers and acquisitions.

Training and
Development (TD)

e Training and development initiatives aimed at enhancing the
skills, knowledge, and competencies of employees within MNCs.

e Training programs ranged from technical skills training to
leadership development, cross-cultural training, and language
proficiency courses to support international assignments.

Performance
Management (PM)

e Codes related to performance management processes were
identified, focusing on how MNCs evaluate and assess employee
performance to drive organizational success.

e Performance appraisal systems, goal setting, feedback
mechanisms, and performance-related rewards were commonly
observed practices in MNCs.

Compensation and
Benefits (CB)

e Compensation and benefits practices, including salary
structures, incentives, bonuses, and non-monetary benefits
offered to employees.

e MNCs implemented competitive compensation packages to
attract and retain top talent, with an emphasis on aligning rewards
with individual and organizational performance.

Employee Relations (ER)

e Employee relations practices aimed at fostering positive
workplace relationships and resolving conflicts within MNCs.

e Employee engagement initiatives, communication channels,
grievance handling procedures, and diversity and inclusion
programs were prominent features of employee relations
strategies.

Strategic Alignment (SA)

e The strategic alignment of HR practices with organizational
goals and objectives were identified, highlighting the integration
of SHRM with corporate strategy.

e MNCs demonstrated a strategic approach to HR management,
ensuring that HR initiatives support and contribute to the
achievement of broader business objectives.
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These findings provide valuable insights into the SHRM practices adopted by MNCs,
illustrating how they strategically manage their human resources to achieve organizational goals
and maintain competitiveness in the global marketplace. The systematic coding of data allowed
for a comprehensive analysis of SHRM practices, shedding light on the various dimensions of HR
management within multinational contexts.

In conclusion, Strategic Human Resource Management is a narrative of organizational
excellence, driven by a deep understanding of the strategic importance of human capital. It is a
narrative of empowerment, engagement, and ethical conduct, where employees are recognized
as the heart of the organization. Through strategic thinking, talent management, employee
engagement, and adaptability, organizations can leverage their human resources to achieve
sustainable growth, competitive advantage, and lasting success.

Challenges and Opportunities

The comparing between the challenges and opportunities identified through coding
analysis, we discern a complex interplay between constraints and potential pathways for
strategic HR management within MNCs. While resource constraints and cultural differences
present formidable challenges, MNCs can capitalize on opportunities such as the global talent
pool, technology adoption, and diversity and inclusion initiatives to overcome these challenges
and drive organizational success. Furthermore, our analysis underscores the importance of
strategic alignment and agility in SHRM practices. MNCs must adapt their HR strategies to
navigate the dynamic global landscape while addressing the unique challenges and leveraging
the opportunities presented by diverse markets and cultures. Strategic Human Resource
Management (SHRM) within multinational corporations (MNCs) presents a nuanced landscape
of challenges and opportunities. Through a systematic coding analysis of relevant documents, we
have identified key themes that highlight the interplay between these challenges and
opportunities.

1. Challenges

a. Resource Constraints (Code: RC): Our coding analysis reveals that resource constraints
pose a significant challenge for MNCs in implementing SHRM practices. Limited financial and
human resources may hinder the development and execution of comprehensive HR strategies,
particularly in smaller subsidiaries or emerging markets.

b. Cultural and Institutional Differences (Code: CID): Cultural and institutional differences
across geographical regions present another challenge for MNCs. Our analysis indicates that
navigating diverse cultural norms, legal frameworks, and business practices requires careful
adaptation of SHRM practices to ensure relevance and effectiveness in local contexts.

c. Talent Acquisition and Retention (Code: TAR): Talent acquisition and retention emerge
as persistent challenges for MNCs. Our coding analysis suggests that attracting and retaining
skilled employees, especially in competitive industries or regions, requires innovative
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recruitment strategies, competitive compensation packages, and opportunities for career
advancement.

2. Opportunities

a. Global Talent Pool (Code: GTP): Despite challenges, MNCs can leverage a global talent
pool as a significant opportunity for SHRM. Our analysis indicates that accessing diverse talent
from different geographical regions allows MNCs to tap into a wide range of skills, experiences,
and perspectives, fostering innovation and adaptability within the organization.

b. Technology and Digitalization (Code: TD): Technology and digitalization present
opportunities for streamlining HR processes and enhancing employee experiences. Our coding
analysis highlights how MNCs can leverage HR technologies, such as applicant tracking systems,
online learning platforms, and data analytics, to improve recruitment, training, and performance
management practices.

c. Diversity and Inclusion (Code: DI): Embracing diversity and inclusion in the workforce
emerges as a strategic opportunity for MNCs. Our analysis suggests that promoting diversity and
inclusion not only aligns with ethical and social responsibility principles but also enhances
creativity, collaboration, and organizational resilience.

In conclusion, our narrative analysis highlights the multifaceted nature of SHRM within
MNCs, emphasizing the need for a strategic approach that balances challenges with
opportunities to achieve organizational objectives and sustain competitive advantage in a
globalized world.

Discussion

The results of our narrative analysis underscore the multifaceted nature of Strategic Human
Resource Management (SHRM) within multinational corporations (MNCs), highlighting the
complex interplay between challenges and opportunities inherent in SHRM practices across
diverse geographical and cultural contexts (Smith et al., 2020; Brewster et al.,, 2018). By
systematically coding and analyzing relevant documents, we have elucidated key themes that
shed light on the dynamic nature of SHRM in MNCs, emphasizing the critical importance of
adopting a strategic approach to HR management (Boxall & Purcell, 2011).

Balancing Challenges with Opportunities, our analysis reveals that MNCs must navigate a
range of challenges in their SHRM practices, including resource constraints, cultural differences,
and talent acquisition and retention issues (Brewster & Mayrhofer, 2012; Schuler et al., 2011).
However, amidst these challenges lie significant opportunities for organizational growth and
success. By leveraging a global talent pool, embracing technology and digitalization, and
promoting diversity and inclusion, MNCs can enhance their competitive advantage and achieve
long-term sustainability (Harzing & Pinnington, 2016; Jackson et al., 2014).

Strategic Alignment and Organizational Objectives, Strategic alignment between HR
strategies and organizational objectives emerges as a critical factor in achieving success in SHRM
within MNCs (Jackson & Schuler, 2003). Our analysis suggests that MNCs must ensure that their
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HR practices are closely integrated with broader business goals, facilitating the achievement of
desired outcomes such as market expansion, innovation, and cost leadership (Barney & Wright,
1998; Wright et al., 2001).

Sustaining Competitive Advantage, sustaining competitive advantage in a globalized world
requires MNCs to adopt a proactive and forward-thinking approach to SHRM (Brewster &
Sparrow, 2016). By embracing agility, flexibility, and innovation in their HR strategies, MNCs can
respond effectively to changing market dynamics and emerging trends, thereby maintaining their
competitive edge (Barney, 1991; Schuler & Jackson, 2007).

Implications for Practice and Research, the discussion of our results has important
implications for both practice and research in the field of SHRM. Practitioners can draw insights
from our findings to develop strategic HR initiatives that address the complex challenges and
leverage the opportunities inherent in managing human capital within MNCs (Paauwe & Boselie,
2005). Additionally, our analysis highlights avenues for future research, such as exploring the
impact of emerging technologies, regulatory changes, and cultural shifts on SHRM practices in a
global context (Cooke, 2017; Farndale et al., 2010).

The discussion emphasizes the need for MNCs to adopt a strategic approach to SHRM that
balances challenges with opportunities to achieve organizational objectives and sustain
competitive advantage in a globalized world. By embracing complexity, innovation, and strategic
alignment in their HR practices, MNCs can navigate the complexities of global business
environments and thrive in an increasingly competitive landscape (Festing et al., 2013).

Conclusion

In conclusion, our study of Strategic Human Resource Management (SHRM) in
multinational corporations (MNCs) has shed light on the complex landscape of challenges and
opportunities inherent in managing human capital across diverse geographical and cultural
contexts. Through a systematic analysis of relevant literature and data, we have identified key
themes that underscore the multifaceted nature of SHRM within MNCs, emphasizing the critical
importance of adopting a strategic approach to HR management.

Challenges: Our analysis has revealed that MNCs face a range of challenges in their SHRM
practices, including resource constraints, cultural differences, and talent acquisition and
retention issues. Limited financial and human resources, along with cultural and institutional
differences across regions, present formidable obstacles to effective HR management within
MNCs. Additionally, attracting and retaining skilled employees in competitive markets poses
significant challenges for MNCs seeking to build a talented and diverse workforce.

Opportunities: Despite these challenges, our study has highlighted significant opportunities
for MNCs to enhance their SHRM practices and achieve competitive advantage. Leveraging a
global talent pool, embracing technology and digitalization, and promoting diversity and
inclusion emerge as strategic pathways for MNCs to capitalize on emerging trends and market
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opportunities. By adopting innovative HR strategies that align with broader business objectives,
MNCs can enhance organizational performance and sustainability in a globalized world.

Strategic Alignment and Adaptation: Central to our findings is the importance of strategic
alignment and adaptation in SHRM practices within MNCs. By aligning HR strategies with
organizational goals and values, MNCs can foster a culture of innovation, collaboration, and
continuous improvement. Furthermore, MNCs must remain agile and responsive to changing
market dynamics, regulatory frameworks, and technological advancements, ensuring that their
SHRM practices remain relevant and effective in a dynamic business environment.

Implications for Practice and Research: Our study has important implications for both
practice and research in the field of SHRM. Practitioners can draw insights from our findings to
develop strategic HR initiatives that address the complex challenges and leverage the
opportunities inherent in managing human capital within MNCs. Additionally, our study
highlights avenues for future research, such as exploring the impact of emerging technologies,
regulatory changes, and cultural shifts on SHRM practices in a global context.

In conclusion, our study underscores the critical role of SHRM in MNCs in navigating the
complexities of global business environments and achieving organizational objectives. By
embracing a strategic approach to HR management that balances challenges with opportunities,
MNCs can sustain competitive advantage and thrive in an increasingly interconnected and
competitive landscape.

Suggestions
Suggestions for Implementation

Based on the findings of this study, the following practical recommendations are proposed
for MNCs:

1. HR strategies should be closely aligned with organizational mission, vision, and long-term
goals to ensure coherence and measurable impact.

2. MNCs should implement structured global recruitment, training, leadership
development, and succession planning programs to effectively utilize international talent pools.

3. The adoption of HR analytics, Al-driven recruitment tools, and integrated HR information
systems can improve efficiency, decision-making, and workforce planning.

Suggestions for Future Research

1. While this study contributes to the understanding of SHRM in MNCs, several areas
warrant further investigation:

2. Future studies may explore how artificial intelligence, automation, and digital
transformation influence SHRM practices globally.

https://so13.tci-thaijo.org/index.php/IMJ/index



Intersecta Minds Journal, Volume 3 No. 3 (September — December 2024) 13

3. Comparative research across regions (e.g., Asia, Europe, North America) could provide
deeper insights into how institutional environments affect SHRM implementation.

4. Long-term studies are needed to examine how SHRM strategies evolve over time in
response to global economic and political changes.

5. Further research could examine the integration of environmental, social, and governance
(ESG) principles into SHRM frameworks.

Declaration of Interests

| declare that | have no conflicts of interest related to the study titled "Strategic Human Resource
Management in Multinational Corporations: Challenges and Opportunities." My involvement in this
research is purely academic and aimed at contributing to the body of knowledge in the field of human
resource management.

Ethical Considerations

Adhere to ethical principles throughout the research process. Respect copyright laws and
intellectual property rights when accessing and citing documents. Maintain confidentiality and
anonymity of sensitive information, especially when analyzing proprietary documents from
MNCs.

Acknowledgments

I would like to express my sincere gratitude to the faculty and staff at Karachi School for Business
and Leadership for their support and guidance throughout the duration of this study. Additionally, | extend
my appreciation to the participants who generously shared their insights and experiences, contributing to
the richness of the research findings.

Definition of Conflicts of Interest

Conflicts of interest refer to situations in which personal or financial interests may unduly
influence the objectivity or integrity of research outcomes. In the context of this study, conflicts
of interest may arise if the researcher has any affiliations, financial interests, or personal biases
that could potentially affect the impartiality of the research findings. To ensure transparency and
integrity, it is essential to disclose any potential conflicts of interest that may exist. As stated
earlier, | affirm that | have no conflicts of interest to declare in relation to this study.

https://so13.tci-thaijo.org/index.php/IMJ/index



Intersecta Minds Journal, Volume 3 No. 3 (September — December 2024) 14

References

Barney, J. B. (1991). Firm resources and sustained competitive advantage. Journal of
Management, 17(1), 99-120.

Barney, J. B., & Wright, P. M. (1998). On becoming a strategic partner: The role of human
resources in gaining competitive advantage. Human Resource Management, 37(1), 31-46.

Bartlett, C. A., & Ghoshal, S. (1989). Managing across borders: The transnational solution.
Harvard Business Review Press.

Boxall, P., & Purcell, J. (2011). Strategy and human resource management. Palgrave Macmillan.

Brewster, C., & Mayrhofer, W. (2012). Handbook of research on comparative human resource
management. Edward Elgar Publishing.

Brewster, C., & Sparrow, P. (2016). Globalizing human resource management. Routledge.

Brewster, C., et al. (2018). Human resource management: A global and critical perspective. CIPD
Publishing.

Cooke, F. L. (2017). Multinational corporations and global human resource management.
Cambridge University Press.

DiMaggio, P. J., & Powell, W. W. (1983). The iron cage revisited: Institutional isomorphism and
collective rationality in organizational fields. American Sociological Review, 48(2), 147-160.

Farndale, E., et al. (2010). Handbook of research on comparative human resource management.
Edward Elgar Publishing.

Festing, M., et al. (2013). Human resource management in Europe: Evidence of convergence?
Routledge.

Harzing, A. W., & Pinnington, A. H. (2016). International human resource management. Sage.

Hahn, R., & Kihnen, M. (2013). Determinants of sustainability reporting: A review of results,
trends, theory, and opportunities in an expanding field of research. Journal of cleaner
production, 59, 5-21.

Hofstede, G. (1980). Culture's consequences: International differences in work-related values.
Sage.

Jackson, G., & Deeg, R. (2008). Comparing capitalisms: Understanding institutional diversity and
its implications for international business. Journal of International Business Studies, 39(4),
540-561.

Jackson, S. E., & Schuler, R. S. (2003). Managing human resources in cross-border alliances.
Routledge.

Jackson, S. E., et al. (2014). Managing human resources in the global era. Cengage Learning.

Martinson, B., & De Leon, J. (2018). Testing horizontal and vertical alignment of HR practices
designed to achieve strategic organizational goals. Journal of Organizational Effectiveness:
People and Performance, 5(2), 158-181.

Paauwe, J.,, & Boselie, P. (2005). HRM and performance: What next? Human Resource
Management Journal, 15(4), 68-83.

https://so13.tci-thaijo.org/index.php/IMJ/index



Intersecta Minds Journal, Volume 3 No. 3 (September — December 2024) 15

Puranam, P., Singh, H., & Chaudhuri, S. (2014). Integrating distributed work: Comparing task
design, communication, and tacit coordination mechanisms. Management Science, 60(11),
2832-2857.

Schuler, R. S., & Jackson, S. E. (2007). Strategic human resource management. John Wiley & Sons.

Schuler, R. S., et al. (2011). Global talent management and global talent challenges: Strategic
opportunities for IHRM. Journal of World Business, 46(4), 506-516.

Smith, M., et al. (2020). The Routledge companion to international human resource management.
Routledge.

Trompenaars, F., & Hampden-Turner, C. (1998). Riding the waves of culture: Understanding
diversity in global business. McGraw-Hill.

Wright, P. M., et al. (2001). Human resources and sustained competitive advantage: A resource-
based perspective. International Journal of Human Resource Management, 12(2), 299-330.

https://so13.tci-thaijo.org/index.php/IMJ/index



