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Note: 

1. The paper is divided into TWO Sections: SECTION-A and SECTION-B. 

2. There are five questions in SECTION-A.  You are required to attempt ANY THREE. 

3. All the questions of SECTION-B (Case Study) are compulsory.

SECTION-A (20 Marks each)

1. Elucidate the factors that affect expatriate selection. Which one of them, according to you is the most important and why?  







(15+05)
2. Why should performance appraisal criteria for international operations need, necessarily be, different from that for domestic operations? Explain the issues involved. 
              (10 +10)
3. Why is it important for multinational firms to understand the compensation practices of other countries? What factors should be kept in mid while deciding benefits to the expatriates? 
(10+10)

4. What strategies can companies develop to attract dual career couples for overseas assignments and what measures they should take to overcome the potential barriers that dual-career couples may face in terms of international assignments? 



(10+10)
5. Write short notes of any two of the following: 
a) Problems & Issues  in Repatriation
b) Emerging trends in International Industrial Relations     
c) Pre-Departure Training






               (10+10)     
SECTION-B (40 Marks)

Case Study (Compulsory)

Indian MNCs that have embarked on an Africa expedition are getting a true taste of adventure when dealing with the local talent.

For Marico's executive vice-president and HR head Ashutosh Telang, the challenge presented itself three years ago, at a formal interaction with employees in South Africa. An attempt to get the employees to speak up about the issues they faced was met with silence.

Telang then hit upon an ice-breaker: he asked the employees to draw pictures of how their respective teams were doing, and the idea worked. This was more than a paradigm shift for Telang: back home, he was used to "hearing" from employees.

"In India, you get such a breadth and depth of responses," he says. That day, Telang learnt a fundamental lesson, like most other HR heads in companies that have chased the gold mine of opportunity in Africa: talent was wired differently there.

Weekends are sacrosanct to most African employees, the pace of working is slower than it is in India, and education and skill levels are lower. Besides, there are a host of cultural differences to deal with. Over a decade, Indian companies have pumped in $33 billion in Africa, lured by untapped natural resources, and the opportunities for investment in everything from infrastructure, agriculture and real estate to tourism, education and healthcare.

Trade between India and Africa could touch $70 billion by 2015. "Africa is a goldmine for everyone who wants to grow," says Prashant Goenka, director, international marketing division, Emami, which has a presence in north, central and east Africa.

In 2010-11, the company registered 100% growth in the continent, and has hired locals and people from India who are familiar with the African market. But what Goenka learnt early was that unlike in India, where employees are on call 24x7, in Africa the workday begins at 7 am and ends at 4pm.

The culture can be a bit of a shock, initially, and understanding it could take a while. Africa has varying geographical and governance systems, and assimilation of multiple ethnicities is the key to any HR policy. "It is critical to build a mature leadership to deal with this complexity," says Telang.

Swati Patwardhan, HR manager at Godrej, got her first surprise in the way South Africans worked during her stint in the country. She found that in factories and offices, playing music or singing while working was a given, something one couldn't imagine in India.

Even in corporate offices, she would find a small radio next to the laptop or PC. "Music is critical to their productivity," says Patwardhan. Attitudes toward money are different too. "Indians save and live for tomorrow. In Africa, they live for the day.

The minute they get money, especially bonuses, they go and buy high-end products," says Rahul Sabharwal, head, Africa operations at Tech Mahindra. In the Francophone markets like Gabon and the Congo countries, there's far more formality at work than elsewhere in Africa.

"Many people come to work in suits to a call center," says Sabharwal. One of the toughest challenges you will face across Africa is the speed of doing things, he says. "On a Friday evening if you tell a person to do something, it would probably get done on Monday," says Sabharwal.

"For most people here weekends are sacrosanct. They have a cultural similarity with Europe in terms of work timings." A thorn that most companies in Africa frequently come up against is local labour laws and a strong trade union culture.

"We have the highest incidence of unions. There are more people on strike here than in any other part of the world," says Keith Harrison, CEO, Godrej Africa.

New HR practices:

While most areas in the acquired companies needed a facelift in terms of systems and processes, Indian companies found that things were particularly difficult when it came to the HR function.

Tech Mahindra inherited 1,800 local workers when it took over Bharti Airtel's Africa BPO units from Zain. Its biggest worry — making sense of working culture and processes in these varied entities. "Zain was a fractured company.

There wasn't enough data on people, HR or compensation available even to Airtel," says Sujit Baksi, president Tech Mahindra. "In some countries people hadn't been promoted for seven years. It was almost like a labour shop." Basic HR metrics such as attendance, and break management were missing as well.

Around 30 people from India were relocated to Africa to head functions that didn't exist before — training, quality assurance, IT and MIS, among others. After training, 45 employees have been promoted, and Baksi says starting next quarter, he plans to bring African agents down to India for training and exposure to work practices here.

Case Questions:

6. Is African work culture similar to that in India?  Explain. 




       (10)
7. Why understanding of national culture of subsidiary countries is important in IHRM? 
       (10)
8. Suggest the various HR measures that could be taken by Indian MNCs to manage their operations effectively in Africa. 







       (20)
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