
 

12 IV April 2024

https://doi.org/10.22214/ijraset.2024.59960



International Journal for Research in Applied Science & Engineering Technology (IJRASET) 

                                                                                           ISSN: 2321-9653; IC Value: 45.98; SJ Impact Factor: 7.538 

                                                                                                                Volume 12 Issue IV Apr 2024- Available at www.ijraset.com 

     

993 © IJRASET: All Rights are Reserved |  SJ Impact Factor 7.538 |  ISRA Journal Impact Factor 7.894 |  

Changing Role of HR Manager in Global Market 

Place 
 

Deepak Nagar, Dr. Anshu Yadav  

 

Abstract: Research on "Management of Expatriates" is in its early stages. The challenge of preparing expatriate managers to 

serve as a bridge between parent and subsidiary firms and to thrive in different cultural contexts has emerged as an extra 

consequence of globalisation for many organisations. Hiring people from all over the world adds another layer of complexity to 

company cultures. There is a vast array of ethnicities, languages, and cultures represented among these people. Managers tasked 

with managing teams abroad should receive training to help them navigate cultural differences. An "expat" can be a manager 

from one nation whose home country's parent company sends them to live and work in another country. Proper training is vital 

if the expatriates are to succeed in their new surroundings and contribute to the organization's objectives. When employees 

participate in effective expatriate training courses, they may be better able to handle the challenges and stresses of cultural 

adaptation. Before, during, and after an assignment, participants get cultural training on subjects such home culture work and 

living in a host country. It could be more crucial to adjust to a different culture than to completely embrace it. The value of expat 

assignments is well-known by every prosperous business. By sending employees to work in other countries, a parent firm may 

help its subsidiaries run more smoothly. When travelling, a person's mindset and behaviour may diverge significantly from their 

home country. A company runs the risk of creating costly and unsolvable issues if it just talks to locals. By placing an expat on-

site, cultural friction can be reduced. also, there are locations on every continent. Quality and safety standards may differ 

substantially from one country to another. Businesses may respond to client problems more quickly and individually when they 

hire personnel from different nations. While working overseas, an expat would have absorbed the values and norms of their 

home firm. Companies now value Expatiate Management. Management and training are two of the main reasons why expats 

fail.  
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More HR Tasks: International human resource management encompasses a lot more than just domestic HR management. 

Challenges arise in areas such as foreign taxes, expatriate administrative services, rules and regulations of the host country, 

language translation, and international orientation and relocation. 
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The use of foreign branches, joint ventures, and subsidiaries by American firms is on the rise. It isn't always possible to include 

local personnel from the beginning. Oftentimes, they don't have the administrative and technical skills that are required. But it's 

certain that the company will deploy native-born employees to start operations in other countries. To ensure that expatriate 

managers do not suffer from culture shock, it is crucial to consider cultural variables, particularly the "international" part, while 

selecting and training them. The intensity of culture shock is directly proportional to the amount of pressure one feels to adopt the 

norms of a new society. When recruiting new employees, multinational corporations should take cultural orientation into account. 

Even the most capable foreigner will struggle to adapt without this. The advent of globalization has made it easier than ever for 

Indian businesses to reach a wider audience outside of their own country. International expansion is crucial to the success of many 

new firms, particularly those in the information technology industry. That is why there is a great demand for experts who can 

convey complex ideas clearly across cultural lines. In recent years, the number of mergers and acquisitions has increased at an 

exponential rate, especially when looking at countries other than the United States. There has been a boom in acquisition activity for 

a number of companies in the core industry as well. This pattern is not exclusive to fast-growing sectors like IT, telecom, and BPO; 

for instance, Bharat Forge bought out Carl Dan Peddinghaus in Germany and Sterile company bought out Australian mines. 

 

II.      RESEARCH OBJECTIVES 

1) In order to get a feel for the methods used by HR to monitor remote employees. 

2) So that we can find out how much these foreign workers value their training. 

3) The purpose of this book is to provide businesses with a basis for educating their employees who work abroad. 

 

III.      LIMITATIONS 

Most expats didn't have much time to relax since their lives were so busy. Small data collection. 

 

IV.      RESEARCH METHODOLOGY 

Before deciding on a methodology, it is important to thoroughly examine the study's objectives and research questions. Using the 

right technique is critical for the dissertation to produce accurate and dependable results. Both the research and the analysis that 

went into the study were exploratory in nature. 

 

V.      METHOLODOLOGY 

We wanted to know how the expats were anticipating the assistance and training they would receive in this section. See what kinds 

of preparations expats should do before coming to their host country. An expatriate's success is ensured by a well-planned training 

approach. A scale ranging from "Always Important" to "Not Important" was utilised to gather the data seen here. The majority of 

respondents (3.24 out of 5) think that enough training is required before travelling to the other country. When trying to determine if 

there was any variation in the training and assistance expectations of expats, the following were taken into account: Marital status 

Work Ex. Regardless of marital status, the results show that married and single people have similar views on the required training. 

They have slightly different opinions. How much help and training an expat anticipates receiving is heavily dependent on their 

degree of professional experience. Their perspectives are very divergent. 

 

VI.      ANALYSIS 

Staff members with two years or less of experience were kept apart from those with ten years or more. 
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Showing the percentages of years worked The minimum required amount of work experience for any respondent was two years. All 

participants had worked for 5-10 years; none had worked for more than 10 years; and 74% of those with 2-5 years of experience had 

done so. 

 

VII.      REVIEW OF LITERATURE 

As project managers, many of us are interested in the idea of working abroad. Living abroad isn't for everyone, and non-native 

project managers often face challenges. Interested in finding a job overseas? I have some expert advice that you might want to think 

about. This is Part 3 of a Four Part Series that will teach you all you need to know to become a senior project manager in any 

company. More and more companies are looking to hire expatriates, and there are more and more opportunities to work abroad, 

according to the latest annual Global Relocation Trends Survey. Having strong project management skills is highly desirable in the 

job market, therefore this is fantastic news for anybody seeking employment abroad. Getting a job in another country may be done 

in two main ways. By the conclusion of their time abroad, 85 percent of expats secure jobs with overseas branches of their home 

company. It can be worthwhile to seek for a position with other companies with headquarters abroad as well. Those who work for 

MNCs would do well to consider their options. The fact that your company only sends board-level or very senior managers on 

overseas missions shouldn't deter you, though. Your ideal job is still within your reach if you're ready to strive for it. Housework is 

plainly not an American woman's priority, thus many Bahrainis would look askance at her while she works there. Many people felt 

sorry for Ellen Moore when she said she had no children (Ellement, Maznevski and Lane, 1990). The majority of Bahraini married 

couples aspire to have a son. As a result, having a family is more important to a Bahraini woman than advancing her job. Even 

though Ellen Moore is making an effort to fit in with the Bahraini people, they keep picking apart her life decisions and treating her 

like she's made some terrible ones. The locals would appreciate and envy a guy who was in Ellen Moore's position. However, there 

is greater disagreement over Ellen Moore. She could get some advice from Bahrainis who feel she's 'incomplete' without a family. 

When faced with such challenges, female expats must remain authentic. As a precaution, you may always act more formally while 

interacting with natives. So, it's impossible to understand why women do the things they do. Maintaining this level of activity all the 

time could be demanding. Some women who choose this route report feeling lonely as a result. Opting to question the other person's 

assumptions about women's societal responsibilities is another option. An impression of rudeness could be conveyed by the posture 

of the female expat. Thirdly, the expat lady can have the ability to gracefully endure the attention—or lack thereof—that others 

show her. The female expat shows maturity by being understanding of others' perspectives on her. 

 

VIII.      FINDING 

In the initial phase of the survey, we requested the names, email addresses, and birth dates of the participants. Both the breadth and 

complexity of the questions asked of respondents varied. Some of the reasons why the replies differed were as follows. A total of 

three information technology firms—NIIT, TECH Mahindra, and Patni Computers—provided feedback. Twenty percent of the 

participants were sent by Tech Mahindra, forty percent by NIIT, and twenty percent more by Patni Computers. Various titles were 

used, ranging from "developer" to "manager" and beyond. There were further subgroups for those aged 40–60 and 60 and more, 

with the total sample falling within the age range of 20–40. Men made up 80% of the overall respondents, while women did 

participate as well. Additionally, we obtained their academic credentials. When we inquired as to whether or not they were married, 

64% of them responded no. The nations in which respondents had resided for an extended period of time varied widely, including 

the US, Australia, France, China, Germany, Singapore, and the UK. 

 

IX.      CONCLUSION 

"The Rising Position of Human Resource Managers in the Global Marketplace (With a Focus on HR's Function in Expatriate 

Management)" is the research's official title. The research set out to answer many questions, including how successful training is 

seen by expatriate employees, what role does HR play in managing expats, and what kind of framework can businesses use to teach 

their expatriates. We started by gathering information on people's private lives. Factors such as gender, years of experience, marital 

status, and organisation were considered while making selections. Another finding is the critical role of HR and management. 

According to the results, workers think highly of HR when it comes to receiving training. Many people work in human resources 

and management and are responsible for a wide range of tasks, including coaching, training, mentoring, communicating, and 

effecting change. Not only do they comfort the foreigner, but they also guide, motivate, and educate them. As a third argument, it is 

probable that the expats do not receive enough training before they depart.  
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Their ability to adjust to the new job is greatly hindered by a lack of resources for learning the language, traditions, business 

etiquette, news, and nonverbal clues (such hand gestures). Training is lacking in both practical skills and opportunities to hone 

managerial abilities. Wives and children, among other family members, get the bare minimum of aid when moving to a new 

country. The Expatriate Programme's efficacy and the company's bottom line are both threatened by insufficient training in these 

areas. Such an expat may find it difficult to settle into their new home. For that reason, before sending employees abroad, 

companies should verify their degree of training. Looking at the latter part of the poll might help determine the predicted needs of 

expats in terms of assistance and training. The vast majority of expats believe that businesses should put significant resources into 

their employees' education before sending them on international assignments. But people with more than five years of experience in 

the industry often think as an alternative, they place less value on technical training than those with two to five years of 

experience.They have decided, after considerable discussion, that it would be wise to attend an orientation in the host country 

beforehand to learn the language, religion, culture, practical concerns, possible hurdles, nonverbal clues, etc. According to them, 

when they adjust to their new place, expats should be open to new ideas, kind, and respectful of local traditions. Supporting one's 

spouse and offspring financially is also very important to them. It is of the utmost importance to help the family obtain healthcare, 

housing, and educational possibilities. Human resources are thus, logically speaking, the most important factor in an expatriate 

manager's achievement. Furthermore, firms are providing inadequate training to their workers stationed abroad. For the organisation 

to succeed, it is crucial to devise effective methods that would help the expats achieve their goals. 
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