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І. ANNOTATION 

 
International human resource (HR) management deals with the description and analysis of man-

agerial, economic, and psychological issues related to human resources in international context and in 

multinational companies. These include classic aspects such as planning, recruitment, selection, train-

ing, development, organization, and motivation, as well as problems related to teamwork, encourage-

ment and intangible relationship between employer and employee. Specific to the course is the interdis-

ciplinary approach, which combines managerial, economic, and psychological approaches and methods. 

They feature a mix of conceptions, analytical apparatus, and techniques for identifying trade-offs, which 

are to be balanced in practice. Applications are provided using international cases studies from various 

geographical regions around the world and on multinational companies. 

The aim of the course is to provide students with the basic theoretical and analytical tools for 

describing and analyzing HR practices. In this way, the learning process in the course helps to improve 

the preparation and decision-making skills. The topics are based on applied managerial and economic 

analysis of human resources, which includes discussing problems, analyzing case studies, and reviewing 

recent research related to the formulation of HR strategies, planning HR needs, information asymmetry 

in recruitment and selection in an international and digital environment, investment in human capital, 

international assignments, and the design of compensation packages. 

Prerequisites. Prior knowledge of management, economics or psychology is not required. To the 

extent that International HR Management includes in its toolkit the analysis of theoretical relationships 

as well as the discussion of practical international case studies, a deeper command of the English lan-

guage is required to delve deeper into management problems and dilemmas. 

Building knowledge and understanding. The course lays the foundations for understanding the 

nature of the problems and solutions related to human resource management, their advantages, and limi-

tations. An interdisciplinary approach allows for a strategic look at the most important resource of mod-

ern businesses – the people. The course extends this view by placing this resource in an international 

context. 

Application of knowledge and skills. Participation in the course requires students to become 

familiar with the nature of the problems at conceptual level during the lectures. The acquired knowledge 

and skills in lectures are deepened in the seminars through their application in specific practical situa-

tions using case studies and research reports on recent developments and challenges of HR management 

in an international context and in multinational companies. 

Formation of new knowledge and skills. Positioning HR management in an international con-

text  broadens the understanding of the management of work in the modern company and provides the 

necessary basis for the successful realization of students in a multicultural environment and in the chal-

lenging environment of multinational companies. The course develops student’s ability to clearly present 

his or her own views, problem statements and possible solutions to a specialized and non-specialized 

audience by collecting, processing, and understanding specialized information needed to approach prob-

lems related to human resource in an international context. 

Key competencies. The course develops three key competencies: (1) personal, (2) entrepreneuri-

al, and (3) cultural awareness and assertiveness. The personal competency is developed through the re-

flection of  own work, as well as the work of others, and a subsequent discussion with peers. This would 

reflect on his or her own nature and behavior, to manage time and information effectively, to work in 

constructive dialogue with others, to manage his or her own learning and career. The entrepreneurial 

competency is developed by formulating strategies and aligning those with human resource practices, 

which would allow participants to act on favorable opportunities and ideas, and to transform them into 

values for other people. The competency for cultural awareness and assertiveness is developed through 

the exposure to different cultures and their approaches to dealing with human resources issues, which 
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would allow for understanding and respecting the way ideas and meanings are creatively expressed and 

communicated across cultures. 

 

II. T H E M A T I C  C O N T E N T  

 

No. TITLE OF UNIT AND SUBTOPICS NUMBER OF HOURS 

  L S L.E. 

1. INTRODUCTION 2 2  

1.1. 
Evolution of international human resource management (IHRM): 

industrialization, globalization, and digital transformation 
   

1.2. 
IHRM practices and the performance of multinational companies 

(MNCs) 
   

1.3. 
Organizational life-cycle, stakeholders, and the chain of success 

in international context 
   

1.4. 
Mapping IHRM: HRM practices and the role of strategy and in-

ternational diversity 
   

2. IHRM FUNCTIONS AND ROLES  2 2  

2.1. Core functions of IHRM    

2.2. 
Key challenges to IHRM functions: global standardization vs. 

local responsiveness 
   

2.3. Factors driving standardization and localization    

2.4. HR roles and competencies of international HR professionals    

3. HR PLANNING 2 2  

3.1. Setting hiring standards: balancing benefits and costs    

3.2. International competition and employment decisions    

3.3. Setting up a resource plan, job families, and capability planning    

3.4. Planning for the individual and international career paths    

4. STRATEGY AND IHRM 4 4  

4.1. 
Basics of business strategy: value proposition, cost leadership 

strategy, and differentiation strategy 
   

4.2. HR strategy: labour orientation strategy, internal versus external     

4.3. 

Approaches to international staffing: parent country nationals 

(PCNs), host country nationals (HCNs), third country nationals 

(TCNs)  

   

4.4. 
International staffing strategies: ethnocentric, polycentric, geocen-

tric, regiocentric 
   

5. INTERNATIONAL RECRUITMENT AND SELECTION 4 4  

5.1. 
Solving the problem of asymmetric information in recruitment: 

screening, signaling, and self-selection 
   

5.2. 
Strategic recruitment and selection: skill scope, talent type, and 

type of relationship 
   

5.3. Recruiting and selection for international assignments    

5.4. 

Practical considerations in the recruitment and selection of inter-

national managers: selection criteria, selection process, interna-

tional comparison 

   

6. INTERNATIONAL TRAINING AND DEVELOPMENT 4 4  

6.1. Training and human capital    

6.2. Investment in education. Comparative educational systems    

6.3. On-the job training. General versus firm-specific training    

6.4. Training for international assignments    
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7. ORGANIZATIONAL DESIGN IN INTERNATIONAL CONTEXT  2 2  

7.1. Transaction costs. Centralized versus decentralized organization    

7.2. Organizational structures: flat, hierarchical, hybrid, network     

7.3. Multinational companies structures and control mechanisms    

7.4. Organizing IHRM: integration versus differentiation    

8. JOB DESIGN AND INTERNATIONAL ASSIGNMENTS 2 2  

8.1. Putting tasks together: multiskilling versus multitasking    

8.2. Strategic job design: autonomy versus interdependence    

8.3. Flexible work arrangements: tasks, preferences, and workflows    

8.4. International assignments: expatriation, inpatriation, alternatives    

9. TEAMS 2 2  

9.1. The discipline of teams: costs and benefits of teamwork    

9.2. Team composition: specialization versus knowledge transfer    

9.3. Incentives in teams: team bonuses, profit sharing, and norms    

9.4. Multicultural and global teams    

10. IHRM AND TECHNOLOGY 2 2  

10.1. Centralizing and decentralizing tendencies in organizations    

10.2. On-demand workforce and digital talent platforms    

10.3. Skill-biased and task-biased technological change    

10.4. 
Impact of artificial intelligence on work: speed, scale, decision 

making, and personalization 
   

11. PERFORMANCE MANAGEMENT IN GLOBAL CONTEXT 2 2  

11.1. Performance ratings    

11.2. Strategic performance management: merit versus parity systems    

11.3. Cultural, institutional, and organizational factors    

12. MOTIVATION AND INTERNATIONAL COMPENSATION 2 2  

12.1. Theories of motivation    

12.2. Pay for performance    

12.3. Design of compensation packages    

12.4. International variations in compensation systems    

 Total: 30 30  
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ІІІ.  FORMS OF CONTROL: 

  

№ TYPE AND FORM OF CONTROL Number 

extracur-

ricular, 

hours 

 

1. Midterm control   

1.1. Case studies (incl. via eLearn) 1 20 

1.2. Presentation (incl. via eLearn) 1 30 

1.3. Midterm test (mixed-type questions) 1 30 

Total midterm control: 3 80 

2. Final term control   

2.1. Examination (mixed-type questions) 1 100 

 Total final term control: 1 100 

 Total for all types of control: 4 180 
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