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M N C s use four basic sources for filling overseas positions. D iscuss. 

 

1. H om e-C ountry nationals (E xpatriates): E xpatriate m anagers w ho are citizens of the country w here 

the m ultinational corporation is headquartered. E xpatriates: M anagers w ho live and w ork outside their 

hom e country. T hey are citizens of the country w here the m ultinational corporation is headquartered. 

a. U sed to get the overseas operation under w ay. 

 

2. H ost-C ountry N ationals: Local m anagers w ho are hired by the M N C ; 

a. U sed because host-country nationals are fam iliar w ith the culture and language and get low er salaries than 

hom e-country nationals. 

 

3. T hird-C ountry N ationals: M anagers w ho are citizens of countries other than the country in w hich 

the M N C  is headquartered or the one in w hich the m anagers are assigned to w ork by the M N C ; 

a. T he reason of using this is that these people have the necessary expertise for the job. 

 

4. Inpatriate: Individuals from  a host country or third-country nationals w ho are assigned to w ork in the 

hom e country; 

a. U sed to im plem ent diversification at the hom e office. T his builds a transnational core com petency for 

M N C s. 

 

5. A nd Subcontracting and O utsourcing; 

 

M any criteria are used in selecting m anagers for overseas assignm ents. D iscuss. 

 

1. A daptability to C ulture C hange; 

2. P hysical and E m otional H ealth; 

3. A ge, E xperience, and E ducation; 

4. L anguage T raining;  

5. M otivation for a F oreign A ssignm ent; 

6. L eadership A bility; 

7. A nd Spouses and D ependents or W ork-F am ily Issues. 

 

C om pensating expatriates can be a difficult problem . D iscuss. 

 

It is difficult because there are m any variables to consider. H ow ever, m ost com pensation packages are designed 

around four com m on elem ents: base salary, benefits, allow ances, and taxes. W orking w ithin these elem ents, the 

M N C  w ill tailor the package to fit the specific situation. In doing so, there are six different approaches that can 

be used: balance-sheet approach, com plem entary approach, localization, lum p-sum  m ethod, cafeteria approach, 

and regional m ethod. W hichever one (or com bination) is used, the package m ust be both cost-effective and fair. 
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W hy w ould a m anager take an international assignm ent? 

 

F or increased pay, prom otion potentials, the opportunity for greater responsibility, the change to travel, and 

the ability to use his or her talents and skills. 

W hy w ould a m anager return from  an international assignm ent? W hat does happen w hen it 

occur? 

 

T hey w ant to return either because they w ant to leave early or due to their poor perform ance on their part. A t 

any event, readjustm ent problem s can arise back hom e, and the longer a m anager has been gone, the bigger 

the problem s usually are. Som e firm s are developing transition strategies to help expatriates adjust to their 

new  environm ent. 

W hat is training? 

 

It is the process of altering em ployee behavior and attitudes to increase the probability of goal attainm ent. 

W hat are the prim ary reasons for training? 

 

 O rganizational R easons: reasons that lead to the benefit of the organization, like im proving 

com m unication, overcom ing, and validating the effectiveness of training. 

 P ersonal R easons: reasons that lead to the benefit of the trainee, like im proving skills and talents. 

 

 

 

 

 


