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Instruction : Answer all the Sections.

SECTION - A
Answer any five questions, each carries five marks. 5x5=25

1. How does International Staffing benefit an Organization ?
2. Explain the components of Cross Cultural Training of Expatriates.

3. Define career management and justify whether career management is a
challenge for international performance.

4. Discuss the national cultural characteristic and HR policies of UK and the
- Us. : :

5. What are the scenarios under which a Corporate Strategy can be linked to
HRM strategy ?

6. “International performance appraisal is must for career development”.
Comment.

7. Explain the purpose of Global Mobility.

SECTION - B
Answer any three questions, cach carries ten marks. 3x10=30

8. Write short notes of the following :
(a) The role of HR in Global Mobility
(b) Laissez-fair approach to leadership
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0. What are the factors that affect the performance of Non-Expatriates ?

10. What is IMD ? Explain the scope of International Management Development
and role of international managers.

11. Write a detailed note on human rights movement in Japan and China.

SECTION - C
12. Case study : Compulsory Question 1x15=15

“Low Salary for Nationals and High Salary for Expatriates for
the same Job = Halting the Wings of the Flights”

Air Nuigini-national carrier of Papua New Guinea used to pay more than
double the salarics to cxpatriate pilots compared to that of national pilots.
In fact, national pilots are in no way inferior to expatriate pilots in skills and
in performance in safety, regularity and punctuality. The salary
discrimination was necessitated to attract foreign pilots due to shortage of
national pilots. This practice was along with policies and practices of
compensation management in other public and private organization in Papua
New Guinea.

These practices resulted in the dissatisfaction among national pilots
that prompted them to look for opportunities in other countries. The fast
growth of airlines industry in various countries led to shortage of pilots’
resulting in higher salaries for pilots across the countries. Majority of the
pilots of Papua New Guinea (PNG) who are dissatisfied with the salaries in
Air Nuigini based on skill levels and performance records procured jobs in
various airline companies particularly in the middle-east with triple the
salary levels of their previous jobs in Air Nuigini. In fact, one of the former
national pilot of Papua New Guinea got the job of the Deputy CEO of one of
the middle-east airline company. A

The migration of PNG pilots reached the peak level in April 2008 and
ultimately, Air Nuigini did not have required number of pilots to operate
their flights and Air Nuigini had to cancel some of its domestic flights and
delay the operation of international flights, resulting in halting the wings of
Air Nuigini flights.

Consequently, Air Nuigini modified its compensation policy and offered
equal salary levels to its national pilots along with that of expatriate pilots to
combat the situation. However, it could not attract those pilots who left the
company, but could halt the further migration of pilots to other companies.
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Answer the following questions :

(a) Do you think the compensation discrimination based on the nationality is
desirable ? ' ’

(b) Why did the management of Air Nuigini failed to foresee the situation ?

(c) Suggest the strategies to prevent such situation in future and in other
organizations in various countries that differentiate the salaries of expatriates
from that of nationals consequent upon shortage of human resources of
certain categories.
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