
REGIOCENTRIC APPROACH TO INTERNATIONAL HUMAN RESOURCE

Definition: The Regiocentric Approach is an international recruitment method wherein the managers are selected from
different countries lying within the geographic region of business. Advantages of Regiocentric Approach. Disadvantages
of Regiocentric Approach.

It also must be suitable to the where they are moving, to ensure they can afford the cost of living. A
regiocentric staffing approach develops regional staff for key positions anywhere in the region that is defined
by the multinational organization. Or maybe you have opened an international shop and you are now looking
for local employees to help you with business localization. The top five countries in terms of work culture for
women expats were Singapore 51 per cent , Hong Kong 44 per cent , Vietnam 43 per cent , Indonesia 39 per
cent and China 36 per cent. Ask for referrals from our existing employees, as they may have someone in their
network who could fit in this position and be willing to relocate. R Suresh, managing director of Insist
Executive Search, said that if there are four-five members in the shortlist for a CXO search, two are invariably
expats. It is essential that the workforce of an international organization is aware of the nuances of
international business. The Expatriate Management Cycle is covered to identify any considerations that may
have to be made during the process. It was found that the regiocentric approach choses to group countries by
similarities such a geographic area: North America, Latin America, Europe, North Africa etc. The roles for
which they were hired include product development, ride and handling, vehicle refinement, architecture,
technology-led programmes, safety to meet global standards, electric vehicle, etc. Also for expatriates who
may be returning to the same organisation in their home country there may not be a position present for their
new level of experience and they are likely to have lost relationship connections. There is however potential
for sending a Parent-Country National to a new start-up no matter the region, to ensure the organisation
maximises efficiency. Sparrow, Brewster and Larris, , p Considerations that must be made during this process
will be identified with significant recommendations provided. At the same time, a different strategy may be
enacted by the same MNC in Asia. Polycentric approach When a company adopts the strategy of limiting
recruitment to the nationals of the host country local people , it is called a polycentric approach. Also,
corporate headquarters may not employ enough managers with international experience. Be in close
collaboration with the new hire until everything is resolved. Also, advertise on job boards focused on remote
work when possible. The headquarters must also decide on how communication is going to be held between
expats and their office. Hasty hiring Hiring processes are known to be tedious, lengthy, and sometimes
inconveniencing. To use the geocentric approach, we need to have a global outlook on recruitment. In these
situations, it is far more likely that parent country nationals will be posted. Although the managers operate
relatively independently in the region, they are not normally moved to the company headquarters. In this
example, the U. Conclusions will then be drawn of the overall effectiveness of the regiocentric approach in
this circumstance. It may lead to the confusion between the regional objectives and the global objectives. In
other words, the managers are selected from within the region of the world that closely resembles the host
country. Human resource management focuses on ensuring that employees receive the correct treatment. The
expatriates could be coming from many different countries and their reward packages must all reflect what
they were earning before to ensure the assignment is attractive. The survey was done among 27, expats from
countries and territories, including India, through an online questionnaire in March-April  Pdf Document
Share Looking for an all-in-one recruiting solution? Foreign businesses in China, for example, have to follow
stricter reporting structures and administration protocols than their local competitors. If your employees
understand the regulatory aspects of running an international office in China, they will use that knowledge
against you in case of future employment disputes. In this situation the expatriates have witnessed the
subsidiary develop from the start and may have become very attached to it, this means they may not want to
leave. Avoiding uncomfortable conversations with new employees Because taking a local business to the
international stage can sometimes be intimidating, some employers opt to play safe with their new staff by
avoiding direct, uncomfortable confrontations. Each role will demand a different skillset, but to make sure our
employees can work well together, look for people who: Are self-motivated and can work independently
especially if their manager is remote. Use this policy to determine whether the regiocentric, ethnocentric or
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polycentric approach suits best. It is a win-win for the executives too, as they are seeing scale and growth in
India.


