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A STRATEGY FOR HUMAN RESOURCE MANAGEMENT
IN SMALL AND LARGE COMPANIES
IN THE GLOBAL ENVIRONMENT

B Abstract:

It is very important for modern business to consider the system of management of human resources
in different environments, their similarities and differences, especially the relationships that are
developing in the United States, European developed countries and some countries and economies
in transition. It is important to know how different countries manage people, how to find a balance
between the needs of workers and employees in order to be competitive in the global market,
whether to develop specific human resources management systems tailored to local labor markets
and the like. Today, in modern business conditions, the successful management of business systems
means respecting the environment. How the development of business activities spread out within
single country managers who work in a multicultural environment should approach the study and
understanding of intercultural management, to know to analyze business problems in the global
business context. The success business management systems required by managers and the
development of cultural awareness, knowledge and new competencies. It is necessary to ensure that
managers develop new skills in managing human resources in global business systems. On the other
hand, due to rapid changes in the environment, modern enterprise organizations are trying to find
new organizational forms, new structural solutions, flexible enough and necessarily adaptive. The
transformation is visible in all elements of an organization, its objectives, resources, human resources,
information systems. The new organization has deep and significant implications for the practice of
human resource management and causes major changes- the emphasis is on people, motivating
employees and managing their potentials.
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B /NTRODUCTION changes. The emphasis is now on human
resources and  management of  their
The above changes in the global environment  resoyrces, Because of the crucial role of human
shape  of  strategy  human  resource  factors in a business enterprise, it is considered
management. On  the other  hand,  the  ipar investment in people is far more attractive
organization of modern enterprises due [0 pan jnvestment in physical capital, Still, it is
changes in the environment finds new  pecessary to be well aware of cultural specificity
organizational forms, new structural solutions, of human resources in some regions due to
necessarily  flexible  enough. The — new  gpopafization. Of course, you should always bear
Qrgagizafion has deep and  significant i mind that existing cultural factors affect
implications for the practice 'of humqn resouf'ce policies and practices of human resource
management and that is causing major  manpagement. In fact, more and more business
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activities are carried out outside the home
country and then it is necessary to know,
understand, and adapt to cultural diversity that
is present in human resource management
strategies. In the process of human resource
management an important question IS
motivation of employees especially over last few
years. Of course, it should be noted here that the
strategy that is applied to motivate employees
depends on cultural diversity. Regardless of the
everyday challenges and problems, an
increasing number of corporations at the global
level has a  greater  macroeconomic
stability. Namely, even small companies, often
family corporations, have now grown into
companies with a larger number of
employees. Despite the stock market turbulence
and a global crisis that is increasingly felt in the
market and which affects daily operations,
managers of these corporations need to work as
a team in order to realize business objectives
and the question of motivating the employees
who contribute to the success of corporations is
very important. To this end, each leader is faced
with the challenge of finding the right solution
that will be best run by the employees while
respecting cultural diversity. So, the solution
now depends on the conditions of globalization
of the cultural differences. Therefore, we can
conclude that large and small corporations in
globalization process have profound and
significant implications for the practice of
management of human resources and causing
major changes focusing on people and their
cultural diversity.

Despite the fact that most of motivating factors
found in the resulits of conducted research are
similar, there are still significant differences in
their importance to managers from different
cultures. This is a clear signal to international
corporations that inflexible policies of human
resources, which have not been adapted to the
cultural peculiarities, will allow managers to
successtully motivate each employee
individually. Therefore, studies prove that there
are different values among different cultures
and therefore any international corporation
must be aware of them. Different needs and
expectations from employees in different
countries require human resource managers to
implement a policy that is flexible enough to
respond to local specificities and to meet a
higher level of personal expectations.

B HUMAN RESOURCE MANAGEMENT STRATEGY IN
JAPAN, THE EU AND COUNTRIES IN TRANSITION

It is very important for modern business to
consider human resource management System
in different environments, their similarities and
differences, especially those related to
developing countries in the developed
economies of Furope and some countries in
transition and with reference to the United
States. It is important to know how different
countries manage people, how to find a balance
between the needs of workers and employees in
order to be competitive in the global market,
whether should they develop specific human
resource management systems tailored to local
labor markets and so on. In order to improve
manager preparations for global business it is
necessary to take into account, and understand
the peculiarities that exist in different cultural
regions (9). - Having that goal in mind, this
paper sugdests specific strategies for human
resource management in large and small
companies. In some countries, like Japan, we
should start from the fact that Japan has no
natural resources. Thus, their government was
forced create a competent work force in many
different industries. Not only hours spent in
training, but also but also methods are important
to them. Japanese organizations invest in their
people more than other nations. The first phase
emphasizes construction of teamwork and
problem-solving, but over time they are going to
create a workforce that is loyal, flexible and able
to adapt to rapid changes in technology and
cultural diversity. Unlike the United States the
relationship between management and workers
is not that of being opponents. With movement
of employees, common practice is to start
recruiting some university-educated people
before employment actually begins. Also, when
the economic teams are bad, companies will
often rely on part-time workers. Number of
changes at work is on the increase, but the
improvement of observing system in Japan,
which is based on senior positions, it is difficult
to believe that experienced workers will work so
long, when it is known that the changes are
happening very fast now. Senior promotion
system in Japan created a valuable, but
uncreative directors. Newly employed people
are expected to do everything. The national
culture encourages the sense of collectivity and
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implies a strong identification with the expertise
of profession, i.e. workers see themselves as part
of a company in which they are
employed. Reward system in Japan starts with a
monthly  salary  which is based on
education. Employees get salary increases every
twelve months and the progression is based on
the principle of seniority. Compensation in
Japan is not considered as a measure of personal
values in like it is America. Increase in salary
and promotion are automatic and they are the
result of work and not only a remarkable
business success. While these bonuses are
common, the main drivers of interest are
business tasks, for training and promotion to a
managerial position. Japanese firms continue to
take into account the age and years of service
when they plan promotions. Status differences
between managers and workers are rare and
they see each other as colleagues. Differences in
pay between workers and directors are much
smaller than in the United States. The crucial
question is -"Can Japanese human resource
management be applied outside Japan?” We can
say that the Japanese human resource
management system is largely applicable
outside Japan, but not completely. Japanese
global companies headquartered in the United
States have achieved a great success thanks to
the implementation of its own human resources
management system of the host
culture. However, the practice of human
resources in the Toyota in the United States is
not the same as in Japan. Western Europe is
characterized by the diversity of
cultures. Multinational corporations that want to
do business in Furope must understand the
national culture, tradition, labor, government
and economic philosophy. Although the
common currency has led to changes in
business practices, changes in the market and
changes in the work of government, significant
differences still depend on how people
manage. Three major business partners: France,
Germany and the United Kingdom continue to
have a variety of human resource management
systems that reflect different cultures, Ilaws,
traditions and economic systems work. As Japan
and France are classified as high-context
cultures, communication depends less on what
is said than how or when it is said. In France,
people and relationships are always more
important than respect for rules. Labor,
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management and government are part of the
business environment. The government provides
a legal framework for essential things, and labor
and management agree on the details of
organising and implementation in everyday
business life. Training and development of
employees have a high priority among social
partners with a government that provides
financial and technical assistance for the
unemployed and for those industries where jobs
have become redundant. France achieved its
success thanks to people who have the same
attitude when it comes to substantive
matters. French unions are unique, because it is
their political orientation, not social, or
economic. Diffterent  types  of  collective
agreements form the basis for relations between
employers and employees on almost all levels.
Notwithstanding the great role of unions in the
French society, labor unrests are more frequent
than in the United States. Part of the reasons for
this lies in the belief that French workers have
little economic mobility, and thus expect to find
solutions to any problem from @ the
government France is stricter in terms of
structural classes, but it has great social benefits,
even when the price of labor falls. Recruitment
and selection methods and the law does not
differ much from those in the United States. The
largest number of new employees are employed
on probation and they are a subject to collective
negotiation agreements. Laying off workers in
the private sector does not differ much from the
practices of the United States. Usually you must
provide an extensive explanation, and then
follow strict procedures. Laying off workers in
the  public  sector is  much more
difficult. Reducing and restructuring prevails,
and must follow special procedures. Job security
and free time are more important to people in
France than in America. German workers work
hard, they always say what they think, they are
always right, serious, disciplined, methodical
and precise, but they have paid holidays, and the
price of labor is the highest iIn the
world. Decision-making process takes Ilonger
than in the U.S., but this is usually because a
German worker investigates every
possibility. Labor, = management and  the
government put a great emphasis on training,
especially vocational An extensive internship
program is available for qualified young
people. It is expected that managers and
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professional technicians are educated and their
education needs to be in the area of leaning
toward engineering and other specialized
areas. Desirable quality of management and
leadership from the German perspective can be
achieved by the top technical and
communications skills. While the Americans
prefer to have leaders who are charismatic and
confident. Compared with the United Kingdom
and France, Germany has the lowest ratio of
staff to the line workers. This means that
German companies have fewer layers of
management, a greater amount of control, or
line workers who want and are able to do
business - stuff. Although Germany does not
offer a lifetime guarantee of employment, there
are strict rules to end the contract of
employment,  which makes laying  off
unproductive workers difficult. A characteristic
unique to Germany is legally defined role of
labor in all business decisions. Employees have
certain rights and obligations in relation to
employer and as a group they have the right to
participate in matters concerning the work of a
plant. Every company, except the smallest, must
have a working council, which represents the
employees, and they can refer to them to the
appeal and ensure impact on policy decisions
important for the workers. The size of the
workforce, compensation systems, Systems
selection, work planning, training, restructuring
and termination of work are examples of where
employment advice and management share the
responsibility. Management of  the co-
determination still retains substantial power, but
since it has to take into account the perspective
of business advice, the link between human
resource planning and business planning has
significantly  increased. In  practice,  labor
councils have a great legal power, but generally
do not need to use it. The interests of workers
are more closely aligned with the objectives of
the company because of constant interaction
between workers and managers, and because
does not create a substantial inelasticity of
Management. The United Kingdom is one of the
main trading partners of the United States and
the primary source of foreign direct
investment. Great Britain is the first European
location for the Japanese automotive industry
and the Asian electronics industry. English class
system still exists regardiess of the changes that
have occurred, and people still tend to remain

in the class in which they were born. The British
tradition of love and hate changes. Like the
Germans, the British work in Ilow-context
culture, where people say exactly what they
think. In the United Kingdom university
managers are less educated or technically
trained than in other advanced nations. One of
the reasons is that the managers job is less
appreciated than a job in law, medicine, finance,
or government service. One study showed that
only 40% of UK corporations have a budget for
the education of their employees. Collective
negotiations process in the UK is similar to that
of the United States, as both are based on
opposed relationship between workers and
management. Old-fashioned  methods of
selection for employment almost completely
rely on the following: questionnaire, interview
and recommendations- this helps in making a
final decision. Centers for testing and evaluation
are rarely used. There are laws on equal
conditions for employment there, but there are
no laws against discrimination, for example, by
age and the like. Women who work part time
and temporary workers are an important source
of flexible labor and they are generally paid less
and have fewer benefits. Employers in the UK
differ from those in continental Europe in having
a great freedom provided by the government
with regard to firing workers and reducing the
organization. Workers are laid off due to the
decrease in the number of employees and they
receive modest a compensation determined by
the government. Neither management nor the
workers have a strategy for planning work such
as construction teams, or quality
circles. Management sees the strengthening of
the workers as a threat to their autonomy, while
unions have other priorities, such as the amount
of wages, job security and participation in
decision-making management. British
supervisors on the front line, unlike those in
Germany, have a management Style that
emphasizes support and consideration rather
than the content of the task. Workers in
manufacturing tend to have more impact on
business planning, distribution and determining
the number of workers. In the UK the pay is a
function of job classifications in which
employees are paid the same rate for the same
job, which in some way corresponds to the
unions. Over the past few years, plans to pay for
performance have emerged, but it’s still less than
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in the United States. Communism in the
countries of Fastern and Central Europe has left
people badly prepared for the establishment of
market reforms and the adoption of market
economy. Millions have created non-productive
workers, abandoned factories, destroyed
infrastructure,  high  unemployment  and
unstoppable inflation. The countries of the
Central Europe such as Hungary, Poland and
Czech Republic have made enormous
progress. Unlike  these  countries, Fastern
Furopean countries such as Russia, URraine,
Bulgaria, Romania, and our country prosper and
grow much more slowly. China is a special
country, a country with two systems, in which
the government is still communist, but the
country where communism did not prevent the
progress and openness to the world. In China,
market reforms have been already largely
carried out and they have shown significant
results not only in the economic field but also in
all other areas. The previous system neglected
the role of human resources. In the open market
systems employees and management look for
professionals in human resource
management. A director of personnel in
enterprises controlled by governments has often
been associated with the Communist Party. The
party wanted to have a political voice in the
company and use the personnel titles that would
have legitimacy. Centralized plan depended on
workers who were involved. Promotions were
allocated on the basis of connections and loyalty
to the party. Training manager was neither
available  nor  appreciated. . China, = most
populous country in the world is changing
rapidly. Doing business in China today is not
easy, and one of the biggest obstacle is
corruption, bribe  and  bribery. Foreign
employers are likely to have problems attracting
unskilled labor force that wants to work for low
pay, but employers must also be prepared to
provide a lifetime employment, housing
discounts, maternity leave, pensions for
employees, as well as cash payments to those
already retired. In China, the owner must pay
the state for already trained workers. When it
becomes necessary to lay off employees they
must follow strict rules, which have been
proscribed by government. The largest number
of employers provide generous severance pay,
hoping to avoid long and costly legal
procedures. We should point out that in this
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global environment it is very important to
understand and to be familiar with different
business cultures which will have influence on
motivation, communication of people and
control. It will have an impact on success of
business communication.

B NFW STRATEGIES FOR HUMAN RESOURCES AND
GLOBALIZATION

Modern and new conditions also mean big
changes and globalization. Globalization consists
of transformation of world market from
expensive national to unique marRet where
enterprises from different countries compete
with each other with minimal barriers. It implies
accelerated flows movement of capital trade,
mobility factors production exchange
technologies information etc. Today, managers
are facing group activities and teamwork. A
basic idea of integrated companies affects
everyone in interdependent environment where
cooperation is an essential factor for success.
Teamwork  functions  naturally  through
cooperation and integration but these concepts
are similar in its application in international
federations and collaborative joint
activities. International =~ company can  be
successtul only if there is teamworR. A lot of
managers should fulfill expectations developing
group access to global tasks and begin
international teamwork. International teams are
formed or based on international initiatives
management or they evolved as a result of
global expansion. In both cases teams working
primarily on helping their companies to
distinguish global effectiveness. Teams as form
of strategic management are substantive for
strengthening  global  organizations. Without
intensive focusing on global network relations
international companies can effectively lead
(especially transnational configuration).

International teams create and give power to
local branches - companies or regional groups-
SO they can react on pressures competition.
Teams bring benefit and by nature are groups
which already have power thanks to certain
stage of possibility to make independent
decisions. In ideal configuration teams provide
interdependent activities between specific
operations of a company. Accordingly, global
network teams of one company may combine
significant independence within their subsystems
with interdependent contributions to the global
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system. International teams operate as a
pipeline for learning organization. Team unites
individuals with different interests individually
and they contribute to the activities of the
team. This process of division enables
transferring Rnowledge because team members
discuss, negotiate  and react amongst
themselves. Of course, heterogeneity increases
risk of conflict and misunderstanding but
concrete heterogeneous management can
enrich the experience of members of groups and
be useful for organization to spread the volume
of making decision. If management is bad, there
is always a danger from conflict or unproductive
compromise for potential and then groups can
disintegrate or there can be bigotry among their
members. Accordingly, effective management
team is a crucial factor for success. Success is
assigned to ability of company managers to
inspire development team. Managers are in
charge of creation constructive group processes
what involve group members. Group leaders
work as mediators helping individuals to
confederate in collective body which makes
decision so that they could together work on
realization of justified goals. When work group is
composed of multinational members whose
activities include several countries we to call it a
transnational team. Unlike other strategic teams
transnational team worR in extremely complex
environment and have personnel managers
from different global operations: members must
not work in immediate physical vicinity already
cooperate via information network and they
need to have occasional meetings to consider
numerous plans. Geographical distance can
cause problems in communicating between
members of teams, but they must be
psychologically coordinated if their strategic
focus has common and valuable goals. Forming
transnational teams is a complex problem
because members of international team
represent different cultures and bring their
personal perspective, prejudices, linguistic
characteristics and behavior to the group which
enriches work team but also breaks up the
unity. Variety obviously has its advantages but it
also represents a special problem for
management. Modern conditions caused that
international teams increasingly receive status
of basic coordinating elements of global
strategies in multinational systems. They take
part in making decisions in overall portfolio

Lz

interests of transnational firms of global symbols
and products of global export strategies. They
are also in charge of management and
Coordination of activities of former subordinate
teams (regional). Managers  of  strategic
transnational teams must carefully develop a
system of human resources forming teamworR
needed for success in all international activities.

Regional or administrative groups are called
representative teams. This term initiates notion
of representative managers of international
operations. (Representative regional manager or
corporate manager doesn't have a hierarchical
role but a role of a coordinator of a regional
interest). Such manager supports autonomy of
international team (on that level) and makes
decisions related to  responsibility  for
interdependent requirements of organizational
systems. Representative team is only a mediator
coordinating body and a channel of information
and decisions between peak company and its
regional or group branches. A manager-
mediator  must  concentrate  on  staff
development, not management from the
top. There also must exist working conditions for
team fto facilitate cooperation among members
and if necessary reconcile differences among
them. Team focuses on operational
effectiveness, distribution sources transferring
priorities from one affiliate to another and
optimization obtained by any member in one
branch or between regional alliances.

B ConcLusron

The way in which employees and managers
behave in business and all other types of
organizations is determined largely by
subconscious assumptions, values and norms of
national culture which they brought into the
company. Companies and other organizations in
every national community are organized and
they operate according to rules that are deeply
rooted in national culture and
community. People in organizations cannot act
otherwise than according to their assumptions,
values and norms of their culture. Cultural
determinants of management imply that an
organization and management needs to subject
to the assumptions and beliefs of national
culture in the community. For example, as the
distance power in the Serbian national culture is
higher than in the UK, it will lead all companies
in Serbia, under the same business conditions, to
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be more centralized and autocratic than British
companies. This does not mean, however, that
the national culture is the only factor of
organization and management of enterprises in
a country. Culture is the only additional factor
that complements and influences the other
factors. If the national culture was the only
factor of management, all companies in a
national community would be organized and
managed in the same way. The national culture
determines the trends before they define the
situation. The organization, for example when it
starts to grow needs decentralization but
decentralization depends on the culture.
Companies in Serbia and Great Britain will be
equally subjected ro the rule that they are larger,
more decentralized. But the companies in Serbia
which are the same size as companies in Great
Britain will be a more centralized one. The
globalization of markets and international
competition will require companies that operate
in  multicultural environments. The above
mentioned facts indicate the need for
multicultural managers. Experts estimate that
company annually loses 2-2.5 billion dollars due
to employee errors that occur in business in
other cultures. Large companies are taking steps
to globalize the training of managers and their
ability to understand other ways of thinking
feeling and the way they realize their business
activities. The aim is to improve their ability to
operate effectively with customers, suppliers,
managers and employees in other countries and
regions. Managers need to examine their own
beliefs, overcome comparisons with other
cultures and  adapting the way  of
communication, problem solving and decision
making process. Global enterprises, and
multinational companies that invest in Serbia, as
well as any other country culturally difterent
from their parent company, are (in) a significant
dilemma. Their crucial question is: how to deal
with cultural differences between their units in
different countries? These companies must find
a way to reconcile the two conflicting
requirements. On the one hand, multinational
companies need to preserve the unity of their
corporate cultures and values, beliefs and norms
of behavior that are shared by all employees and
managers. Also, multinational companies need
to ensure the implementation of unique
strategies, policies and procedures throughout
the system. You cannot manage people in the
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same way people London and Belgrade. And it's
not just because of cultural differences but also
because of the economic environment and legal
system. Multinational —companies need to
preserve the unity of its Rey systems, structures
and mechanisms of governance, and also allow
local units of these systems, procedures and
structures to adapt to their specific features to a
level that will not jeopardize the unity of the
whole system.
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