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Global Business Fundamentals
138-150
Chapter 13 Worksheet
Text: Peng Global

Instructions:
Please read the chapter and complete the items below.  Upload completed worksheet to instructor’s Blackboard on or before the due date.  No late worksheets will be accepted.  Your work will be assessed for understanding of concepts and thoroughness of answers.

1.  Compare the ethnocentric and polycentric strategies for staffing overseas operations.  What are the advantages and disadvantages of each?
Ethnocentric Strategy defines staffing the senior positions in foreign companies with expatriates, from the company's home country. The target here is to have a better representation of the welfares of the home-based workplace and confirm that the foreign offices are brought to line with home head office. Main advantage with this strategy is the alignment of home based offices with that of its foreign affiliates. The disadvantage here is cost. Expatriates are expensive compared to hiring host staffs.
Polycentric Strategy common in developed countries, accommodates host country individuals, in almost all dockets available in the company, however, the level of qualification must be high to fit foreign market operations. The advantage of hiring local individuals is cheap and offers a sense of touch toward host country, thus acceptance in the market. However, the disadvantage could be sub standardizing or over standardizing services to fit the local market. This is a quick way for companies to collapse due to the foreign stretches.



2.  What four roles do expatriates fill in overseas operations?
Strategist, to give the way forward on an overall scale depending on the position.
Daily manager, take control of the daily operations.
Ambassador, represent the company at full capacity.
Trainer, couch other staffs to adhere and fit the company’s international ethics.

3.  Why is there such a high failure rate with expatriate managers?
There are a few valid reasons why expatriates fail. The predominant reason is nature of the subject country. Most of this managers are assigned to developing countries, which in most cases have damaged client relations, disrupted local market and unfavorable government policies. This results to premature goals, that are termed as failure. Secondly, the domestic disconnection that offers emotional support. It might sound unrelated but there has been a significant impact when these individuals are separated from their family and friends. Lastly, cultural inflexibility. Different countries like Japan, have unique work ethics that might not impact positively to the general performance of an expatriate in charge.

4.  If you were the US headquarters human resource manager, what training would you arrange for a manager preparing for an overseas assignment?
The appropriate training here would be on cross-cultural relations, to curb collision with foreign work ethics and cultural misunderstandings. Training should also focus on understanding the local setup, government policies and the history of subject clients, which hinder an exclusive performance of managers overseas. Lastly, there should be an “in-country” briefing on adaptive ways for the changes that might occur in the long run. 

5.  Why are expatriate compensation plans so much more complex than those for domestic managers?
Expatriates face a lot of expectations from the affiliate company, which most of the times their compensation policies get attached to their overall performance. Hence, the drawbacks in the host country actually play the role of complicating compensations. Additionally, factors like costly housing, healthcare, cost of living and taxes, may differ widely from what was in place for expatriates or their past experience with their basic expenditure. 

6.  Would you have any interest in an expatriate assignment?  Why or why not?  And if so, what country would be of interest to you and why?
	Yes. Looking at the bigger picture, especially now that developing countries are growing very first, it is possible to achieve the objectives set, thus adding up to my professionalism on a global scale. My preferred country would be China, due to their super-fast growing rates on their economy.
7.  How does power distance (discussed earlier in the text) relate to performance appraisal processes at overseas operations?
The effects of power distance can be traced down to overseas operations. Both positively and negatively. Low power distance brings uncertainty on who leads or follows, since decision making and consultation is somehow, insignificant or paralyzed.  However, with in high power distance, the authoritative body is ever present, giving a clear direction on any given agenda. Comparing the two scenarios, power distance correlate with the performances of operations, impacting them positively or negatively.
