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Abstract:  
It is a corporate s tructure that settles the choices  regarding personnel management within 
the organization, beginning with payment, mobilization, exchange of jobs , expected duties, 
planning of the corporate management, etc. More or less, universal human talent can 
beunderstood as  a  strategy for the use of HR in large companies. In large companies, HR 
di rectors  must participate in HR s trategies  and practices  to achieve key destinations  and to 
achieve conflicting global  client and s takeholder expectations . MNC handling human 
resources  generally allows  for a  wide variety of effective schemes  and s taff management 
practices  of various  types . Contradictory to Intercontinental Human Resources  Management 
national  human resources management requires  further assessment of individuals ' skills 
and cultural diversity. Worldwide management of human capital  will approach subjects  such 
as universal taxation, international  reposi tioning and management in order to select, inform 
and respect individuals  locally and globally as  workers  and supervise their ties  with various 
experts  in di fferent countries  around the globe. 
Key Word: Human Resource Management, Cross Cultural Human Resource Management, 
Cultural Human Resource Management, Performance Management, Human Resource 
Diversity. 
 
INTRODCUTION 
If an employee joins a  domestic MNC, he or she is expected to face many linguis tic, atti tude, 
cul tural , psychological  and many other challenges . Growing company has  i ts different 
cul tural  envi ronment, different HR policies and practices regardless of MNC or domestic. 
Say, for example, that MNC may be resul ts-oriented, that a public sector company is more 
processes driven while a  private firm may believe in yesterday's  resul ts. Often, the 
organizational  cul ture has a  major influence on the performance of employees, which turns 
out to be organizational . 
Julie Bevacqua, RISE CRO, has rightly pointed out the needs  and requirements of the 
organisation's  human capi tal. Maslow's philosophy shows  that different people can have 
di fferent needs  that can motivate them to perform better. In comparison, better human 
resources  practices  will inspi re and control  employee behavior in order to achieve 
organizational  objectives . However, policies must be more focused when i t comes  to global 
HRM, as cul tural diversi ty is involved. 
But what exactly does the "cul ture of organization" mean? In a  broader term, the cul ture of 
an organization is the philosophy of a company and i ts aims . The employee defined the 
basic framework of organizational cul ture, how the organisation, including other cri teria, 
permeate these principles  in i ts  everyday activi ties, procedures , processes and s tandards  of 
accountability and ethics. All the factors  combined represent a  company's  cul ture. 
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Generally, leadership i tself creates and/or determines the environment / cul ture of an 
organisation. In the founding years, what a company embraces cul ture is defined by the 
actions  and words  of the originator. Following this  point, the culture of the company has 
been developed or remodelling by other personali ties and elements . In shaping 
organizational cul ture, for example, a HR department can play a crucial role. However, this 
can not be true for companies  where the founder or the management is  responsible to HR 
in everyday business affai rs . But the HR fulfills  responsibility for implementing and 
implementing cul tural  changes in a process driven company like PSUs . 

The cul ture of the organization gradually penetrates  the behavior of the employee who 
wanted to understand the meaning of' working according to company culture, i .e. the policy 
and procedures of the company' or measures  for achieving growth. In other words, the 
corporate cul ture is essential to the success of a company. 

HR is  extremely cri tical in an organizational  role. HR discusses the effect of any single action 
/ decision on the future and then follows  the course. This course of action is  always  in favor 
of coordinating and supplying workers  with an appreciation of corporate cul ture. Each HR 
decision has an impact on the culture of the organization, the s tronger the corporate 
cul ture, the more easy is  the HR approach. On the other hand, culture tracks  not only ‘what 
to do but also how to do’ for workers . 

HR is responsible for three main activi ties  

1. Responsibility for HR Transactions: management, jobs , compensation and benefi ts, 
special guidance, hi ring, etc. 

2. Responsibilities  for skills development and the management of resources  include 
management, governance, education, performance management, recrui tment and s trategic 
planning activi ties etc.  

3.Organizational growth and productivi ty obligations which can include cultural change, cost 
cutting measures , knowledge management, technologies , climate change resul ts , re-
engineering initiatives , industrial relations / consul tation and communications , etc. 

In order to have various  roles , HR professionals are required to carry various  "hats" such as 
coaches to policy makers, policymakers , s tructural developers  and processes implementers , 
as well as experts in HR processes . 

As  the organization's  key resource, HR plays  an important role in contributing to, supporting 
and enabling a  positive organizational  cul ture through management actions, selection, 
training and socialization, s tructural design, empowerment, leadership, assessing 
performance and payment systems. The organization is  shaped by cul ture through the way 
the company runs , every decision is  made and implemented, the way priori ties  are assigned, 
policies  for the workforce and the way the meetings  are conducted. Cul ture is  not a  process 
that exists  on the business side. It is the journey of all managers  throughout their daily 
routine and has  a  much greater impact than any other activi ty that can be planned to build 
cul ture. In addition to the possible inputs  as  managers  of certain cul tural  initiatives  their 
organization can choose to take on, the Human Resources  department may also play a 
signi ficant role modeling. To order for HR roles  to impact in a credible way, the future 
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cul ture i tself must in the fi rs t ins tance be a  prototype. If a  company sets a  high performance 
target, the HR role may totally dislike poor performers. When coordination with other 
operational departments is  a  priori ty for the business strategy, the HR role will  lead the way 
through the application of best practice through divisions , the good working and the 
avoidance of effort duplication.  HR could be the role model which expresses  moral 
requirements, offers  instruction, apparent incentives , behaves and punishes those that are 
immoral  and provides securi ty measures with regard to the workers . 

REVIEW OF LITERATURE 

The Harvard Business School (Heskett n.d.) researcher proposed two types  of organizational 
cul ture, namely "visible cul ture" and "invisible cul ture." The visible cul ture includes  the 
employees  ' behavior and s tyles. The invisible cul ture includes  common values  and 
assumptions which are more difficul t to change over a long period of time. J. P. Kotter and J. 
Heskett. L. The research has been performed for 11 years  by answers from 207 corporations 
such as IBM, Wal-Mart, Procter & Gamble, Time, Swiss Ai r, 3 M & Hewlett-Packard etc. 
According to these investigators , changes  in atti tudes  and s tyles  may lead to the shi ft of 
deeper convictions over a  period of time. This s tudy also showed that corporate cul ture 
s trongly and increasingly influences organizations  ' performance. Nevertheless, the 
organization's success has s trong links  to i ts people and thus makes i t very important to play 
the role of the HR department. 

Michael , Porter (1985), talked about a  comprehensive review of HRM concepts  and 
techniques  in his  book 'The Framework for Human Resource Management.' He focused on' 
how HR practices develop employee behavior leading to s trategic resul ts and performance 
across the company.' He also addressed various factors , ins truments and s trategies to 
create a  HR system that helps  to assess  how workers  can accomplish the s trategic purpose 
of the business . According to him, learning helps  develop a  s trong and valuable basis for real 
life HR practices as a  manager. 

(Ivancevich 2008) said HRM is  an important element in the completion of any formalization 
process. According to this  e-book, the manager is  constantly dealing with issues  that are 
associated with humans as a  useful resource. 

She addressed s trategic implications  of di fferent HR s trategies , procedures  or positions  in 
Nicky Lisa (2018), as  well  a  study of i ts  terminology and i ts  implementation concerns  in her 
dissertation on Strategic Human Resource Management. The role of companies in the 
development of employee skills for organizational development, like selection, hi ring, 
training, performance improvements  and the performance evaluation system and the 
control  of performance. She also emphasized the efficiency of workers  and the morale of 
the employees . In cross -cul tural organizations , human resources  practices should have the 
greatest influence on an employee's desire to go beyond established levels of performance. 

A s tudy carried out by (Salokhe 2002) s tates  that major efforts  made to enhance employee 
performance in the role they play as resources of an organization are "Human Resource 
Development (HRD). ‘People' i .e. workers  should be seen as  valuable resources , established 
with regard to their expertise, skills and actions  in order to meet their personal  and 
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organizational objectives . Because dynamic people alose only capable and motivated 
individuals can have dynamic organizations that can achieve their objectives . 

The methodology and framework of the HRD audit are explained in his  book "HRD audit" 
(T.V.Rao 1986). It has provided a framework for organizations to perform a  human 
resources  audit. He has designed and developed the HRD score card that enables 
organizations  to understand the gaps  that exis t between "organizational  expectation and 
success ." He recommended HRD dimensions  to improve organizational  efficiency, 
sophistication of HRD processes, HRD competencies , cul ture and values  of HRD and 
relations  between HRD and business goals . He recommended. Given his contribution, many 
companies have s tarted investing in developing fai r budgets in the development of human 
resources and expect the HR role to offer their companies a  strategic advantage. 

(Hemant Rao 2007,) Dramatic changes in the' HR role change' have been observed. His 
s tudy has shown that HR Managers play the important role in key areas such as employee 
empowerment, business reengineering, total management of quality, work humanisation 
and work quality. In former days , the function of the department was to advise or support 
employees  in different regions , castes , language and social backgrounds as and where 
necessary, but change in scenarios emphasized the role of the HR professionals. 

The author outlined the challenges facing the manager of human resources  in the context of 
a new economic scenario. (AnupamaGupta2007). She called for these challenges  to be taken 
seriously in her research article. She also looked at "the lack of skilled s taff" as a  major 
obstacle to the industry and that is managed effectively by the HR Department. The HR 
department is responsible for designing the best career path for the retention of talent. 
Other shareholders are also responsible for ensuring the organization's  s table exis tence. 

In his  s tudies on HRM Practices  in Insurance Companies, a  study by Indian and Multinational 
companies , the performance of the company was  strongly influenced by a  range of effective 
HRM practices , while a competitive advantage of the cutting throat can be achieved through 
human resources. (Dr. Subhash C. Kundu 2009). The resul ts of the s tudy showed that their 
education and financial benefi ts program for MNCs and domestic companies, quality 
evaluation and HR scheduling and recrui ting must be considerably improved. To order to 
achieve a competitive advantage, the service sector should focus  on human resources 
management practices in order to obtain competi tive advantage. 

RESEARCH METHODOLOGY 

"Research," means the search process for something over and over again. The goal  is to find 
new information and evidence on speci fic topics or knowledge classes. Research 
methodology is known as the systematic and careful  examination of speci fic social or 
organizational problems and problems with scienti fi c methods . In other words, "Study is a 
method and means of acquiring knowledge of any phenomenon natural or human." In the 
current scenario of liberalisation; globalization and open economies, researchers  and 
academics  have a  very wide scope. Organizations  as well as employers also face extensive 
business opportunities and challenges . With the cycle of discovery never s topping, scholars, 
researchers  and scientists often complement the exis ting knowledge with new information. 



 

THINK INDIA JOURNAL 
ISSN:0971-1260 

Vol-22- Issue-14-December-2019 
 

P a g e  | 7580 Copyright ⓒ 2019Authors 

 
 

Statement of the Problem 

In global  manufacturing fi rms, human resource management has become challenging as 
corporations  employ people from various  countries  with diverse economic, politi cal, ethical 
and geographical backgrounds . The human resources  department in these organisations , as 
i t is  very difficul t to identify persons of unknown background and assign them appropriate 
tasks  with employee-friendly cul tural  work, is always  dilemmatic. HR management is always 
confused about the factors  that influence employee behaviour, performance and work 
satis faction associated with cross-cul tural  management. This  research aims  at recognizing 
the intercul tural  patterns  of human resources  management faced by global  companies  as a 
major challenge for HR. 

Objectives of the Study 

1. To find out opinion of top level  management about cross-cul tural  HRM in 
multinational manufacturing companies 

2. To s tudy organizational  s trategies  for inculcating cross-cul tural  practices  in 
employees 

Hypotheses of the Study 

1. H0= There is  no significant impact of cross cul tural human resource s trategies 
adopted by HR managers on international  success of multinational  organization. 

H1= There is signi ficant impact of cross cultural human resource s trategies adopted 
by HR managers  on international success of multinational organization. 

Scope of the Study 

In Pune there are over thi rteen industrial areas such as Chakan, Pimpri  Chinchwad, 
Talawade, Talegaon, Hadapsar, Shi rur, Ranjangaon and Mulshi  have over 3000 
manufacturing companies  located in these areas. Manufacturing companies in Pune have 
better access to qualified workers . For many manufacturing companies Pune is a center of 
attraction that appeals to the whole world. In Pune, manufacturers  are doing a great deal 
because of high consumption, qualified s taff, good customers  and better IT support. 

After the 2010 boom in the manufacturing industry. Manufacturing companies  in this 
increasing time of business  have a  s trong demand to fuel  the growing human need in 
di fferent segments . In addition to various  other advantages , government programs such as 
Mudra, Make in India  and Startup India  have helped manufacturing industry in the last five 
years , from 2013 to 2018, to s tudy transcul tural  s trategies  and their impact on employee 
performance and overall  organisation's  resul ts . This period was similar because in these five 
years  these sectors  have seen enormous growth in Pune. 

Work cul ture is  an important aspect of favorable working conditions . Cross-cultural 
management of human resources is no longer a specific term, but has become a necessity 
for the best survival  of employees . The working cul ture helps  workers to do their best in this 
dynamic and unpredictable world can be a  big s trength for any company. The research 
findings and suggestions  will help measure attributes  that show the perception of 
employees  and the impact of cross-cul tural s trategies  in multinationals. 
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Research Design 

In this research, a  description of the various parameters  of cross-cultural human resource 
management is  used by means  of frequencies, percentages, ari thmetic average and various 
other s tatis tical parameters . A s tatistical  analysis  of the HRM approaches  for intercultural 
management of human resources was conducted based on variables that assess the views 
of HR managers . A number of other factors , including factors  that affect employees  ' 
performance in cross-cul tural  HRM strategies and top management efforts  for effective 
large-scale HRM in cul turally active manufacturing organizations , are also explained by 
descriptive research design. 

Data Sources 

Various  bases  are known as  data  sources  for which required data  can be retrieved for 
analytical purposes in order to achieve the desi red resul ts  and test hypotheses. Primary and 
secondary data are the key two forms  of knowledge widely used in most research studies. 
This research contains the following sources  of primary and secondary data . 

 

Primary Data: 

The primary data  in the survey are the fi rs t-hand and new information gathered from target 
survey respondents  for research analysis. Based on a  field survey carried out by 
s tandardized questionnaire di rected to human resources managers , the primary data for 
this research have been collected. 

Secondary Data: 

The published data  concerning the topic of study is  secondary data  and data from books, 
phD dissertation, main and secondary articles , web-based li terature and di fferent libraries 
has  been collected. A number of journals, magazines, journals, newspapers , reports , 
bulletins , survey materials, journals published in India and abroad make significant 
contributions  in this  field. It is  validated in various  points  of the dissertation and at the end 
of the thesis i t is  mentioned as bibliography. 

Sampling Design 

Convenient sampling is used to select the manufacturing companies from the geographical 
locations  and the companies selected from the eastern, western, southern and northern 
regions of the ci ty of Pune out of the total companies . The respondents have been chosen 
by cluster proportional samples  from all manufacturing companies  clusters , which is  why 
this  analysis uses  the convenience cluster sample methodology. The s tudy was  conducted 
wuth human resources managers working in cross-cul tural  organizations  and multinational 
manufacturing companies . The total  number of Human Resource Managers  of all 
multinationals in di fferent industries  is regarded as respondents  for the survey universe and 
the total  number of Pune multinational  companies is  treated as  an organizational  universe. 
Sample size refers  to the total number of people from the sample universe to be chosen. 
Insufficient sample size can not yield validated findings as the opinion of the respondents  ' 
heterogeneity is  imitated. In this  research, 437 respondents  were taken from the sample 
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universe, in accordance to Robert V. Krejcie and Daryle W. Morgan (1970) s tandard sample 
estimation theory. 

An explanation of the collected responses was also made using Excel tool . The MS-Excel  tool 
was  also used in data coding, edi ting and leaning. For s tatistical es timates , each variable has 
been coded in SPSS software and numerical values have been allocated to i t. In both 
parametric and non-parametric data  applications , SPSS played an important role. The use of 
PLCS technology is  used to apply s tatis tical tests  such as  Chi -square testing and One-way 
ANOVA, f-test and t-testing as needed. 

DATA ANALYSIS 

Descriptive Data Analysis 

The basic characteris tics of the data collected for a s tudy are represented in descriptive 
s tatis tics. Descriptive provides a simple synthesized analysis of sample population 
characteris tics and measures for the collection of data . The foundation of the quantitative 
data  analysis consists  of concise presentation. Details and predictions  of a population can be 
derived from inferential s tatis tics based on a data  sample from that population so as to 
generalize the sample population resul ts to sample universe. The resul ts of a descriptive 
analysis with s tatistical es timates  and signi ficance tests  are authenticated by inferential data 
analysis. 

Hypothesis Testing 

1. H0= There is no significant impact of cross cultural human resource strategies adopted 
by HR managers on international success of multinational organization. 
H1= There is significant impact of cross cultural human resource strategies adopted by 
HR managers on international success of multinational organization. 

This  hypothesis  is tested by regression analysis test, because the hypothesis  claims 
dependence on variables . Regression analysis is  also applied to understand, and explore the 
forms  of the relationships , which of the independent variables relate to the dependent 
variable. Global  production companies ' output is known to be a  dependent variable and 
their reliance on the enumerated, independent variables is  checked. 

The accuracy, validi ty and normality of the data gathered are checked and the findings are 
appropriate in order to test thei r hypothesis. Testing of the normality of the variables is 
carried out using the highly signi ficant (p=0.00) Kolmogorov-Smirnov and Schapiro-Wilk 
tests  and therefore normal and useful  data  is  found for testing hypotheses. Validi ty of 
variables internal and external  is al ready guaranteed during variable choice. As  shown in the 
dis tribution matrix, which refers to regular data  dis tribution, the data spread formed exactly 
the ball shape curve. 
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Tests of Normality 

 
Kolmogorov-Smirnova Shapiro-Wilk 

Statis tic df Sig. 
Statis ti

c df Sig. 
International success dependent .339 437 .000 .737 437 .000 

Similar HR policies for global 
business 

.282 437 .000 .872 437 .000 

Country specific HR policies .344 437 .000 .751 437 .000 

Consider religions/cul tures .305 437 .000 .808 437 .000 

International skills are valued  .334 437 .000 .757 437 .000 

Direct communication between 
people 

.340 437 .000 .804 437 .000 

Ensure candidate remains in 
touch 

.316 437 .000 .769 437 .000 

Individuals are well trained  .300 437 .000 .798 437 .000 

Overseas employees are trained .356 437 .000 .755 437 .000 

Candidates made familiar  .358 437 .000 .654 437 .000 

a . Lilliefors Signi ficance Correction 
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Descriptive Statistics 
 Mean Std. Deviation N 

International success dependent 4.06 .750 437 
Similar HR policies for global business 3.45 1.005 437 
Country specific HR policies 4.04 .691 437 
Consider religions/cul tures 4.03 .808 437 
International skills are valued  4.06 .836 437 
Direct communication between people 3.69 .725 437 
Ensure candidate remains in touch 4.10 .650 437 
Individuals are well trained  4.08 .711 437 
Overseas employees are trained 3.92 .645 437 
Candidates made familiar  4.30 .576 437 

 

ANOVAb 
Model Sum of Squares df Mean Square F Sig. 
1 Regression 47.132 9 5.237 11.28

2 
.000a 

Residual 198.200 427 .464   
Total 245.332 436    

a . Predictors : (Constant), Candidates made familiar , Country speci fic HR policies , 
Consider religions/cul turs , Di rect communication between people, Similar HR 
policies for global business, Ensure candidate remains in touch, International  skills 
are valued , Overseas employees  are trained, Individuals are well  trained  
b. Dependent Variable: International  success dependent 

 

Model Summaryb 

Model 

R 
R 

Square 
Adjusted R 

Square 

Std. Error 
of the 

Estimate 

Change Statis tics 

R Square 
Change 

F 
Change df1 df2 

Sig. F 
Change 

1 .438
a 

.192 .175 .681 .192 11.282 9 427 .000 

a . Predictors : (Constant), Candidates made familiar , Country speci fic HR policies , Consider 
religions/cul tures, Di rect communication between people, Similar HR policies for global business, 
Ensure candidate remains in touch, International  skills are valued , Overseas employees are 
trained, Individuals are well trained  
b. Dependent Variable: International  success dependent 

Interpretaion: 
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R s taistics in model  summary indicates th s trenght of dependancy among variables 
hypothesized. Model Summary table indicates the sinificant s tatis tics justifying the rejection 
of null  hypothesis. 

 

Interpretation: P va lue at 0.00 signi ficant level  in ANOVA statistic table indicates  that the 
null hypothesis tested should be rejected as all the responses given by human resource 
manager’s  fall in confidence level  in selected population. R value in model  fit at the level  of 
0.438 indicates  the capaci ty of independent variable to explain the dependent variable 
which is  43.8% at significant f-value of 0.00 and crates  the evidence to reject the null 
hypothesis. 

Findings and Conclusion 

Findings 

1. In the report, the most important contribution to intercul tural  human resource 
management is by senior managers  including VP-HR. 

2. Candidates  have been found to be familiar with cultural and social changes  they face in 
foreign assignments . 

3. Cross-cul tural  human resources  management practices  are the foundation for 
organizational performance. 

4. To order to deal  with cul tural  changes , multinational  companies  will  adopt country-
specific HR policies. 

5. Multinational manufacturing companies consider the religion and cul ture of thei r workers 
when developing s trategies for cross-cultural human resources . 
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6. In multinational manufacturing companies, international  skills of employees are valued. 

7. Multinational companies  believe that they should communicate company purposes and 
passion and promote a  team environment for better intercul tural  management of human 
resources. 

8. The fi rst group of key factors affecting employee behavior in multinational  manufacturing 
companies  is Internal  Work Cul ture and Work Relations  and the second group consis ts of 
attraction and pay. 

9. Overseas employee behavior is signi ficantly influenced by cul tural education programs 
conducted in multinational manufacturing companies by human resources  managers . 

Conclusion 

The investigation found that foreign workers were attracted to higher wages  and 
opportunities to work abroad. In the cross-cul tural  management of human resources, 
highest multinational manufacturing companies are playing an important part in improving 
employee learning and performance in general  against this  principle. The employees  of the 
multinational manufacturers  included in this research are heavily dependent on employee 
synergy and productivi ty. The s tudy has also shown that cross-cul tural  human resources 
leadership, employee performance and overall organizational success go together. Various 
employee groups  play a  major role in today's  workforce. But these workers  ' laws  vary from 
country to country. While scheduling their workers  in each area  in which they work, HR has 
a  challenge to consider the nuances  of law and changes to ensure that they treat their 
employees  equally. Regulations  become less  strict once you hi re workers  by digital 
crowdsourcing or other, less  tradi tional  methods . This  increases the risk and means  that HR 
compliance can be understood. Local  and foreign workers  rules  and migration legislation 
will  remain up to date with the constantly changing and complicated labor law in each 
country and region as well as  a constant challenge beyond conventional visa  issues. Work 
supports HR's s trategy for handling global manufacturing corporations ' cross-cultural 
human resources to address local and international issues related to workforce diversity. 

Suggestions 

1.  Cross-cul tural  human resource practice in multinational manufacturing organisations, 
employees  at all levels should be made aware and trained. 

2. Company's  purpose and passion should be communicated and a team environment 
should be fostered to better intercul tural  management of human resources. 

3. Internal  working cul ture and work relations  in multinational  manufacturing enterprises 
should be improved through training and a  friendly cul ture. 

4. Since employees ' behavior at work outside Europe depends  greatly on cul tural  training 
programs conducted by managers of human resources , the training programs for such 
activi ties should be tailored to speci fic employee needs. 

Utility of study 

The following elements  of society can be helpful  with this research: 
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1. Useful  for manufacturing companies ' current and aspiring employees  to understand their 
work culture and intercul tural  human resource policies . 

2. This  s tudy will  help managing boards  to learn about their perceptions  of employees  in 
their companies about the company and intercul tural envi ronment. 

3. Multinational  manufacturing company human resources  departments  may find this 
research helpful  in order to improve their company's work cul ture on cross-cul tural  issues. 

4. Through this research study for manufacturing in multinational  manufacturing 
companies , government adminis trative departments will be helped with the required 
information to improve employee control . 

5. This s tudy will help employee organizations  and wel fare commissions for employee 
opinions and improvements in cross-cul tural  issues. 

6. The research will  provide the academics and social researchers with basic guidance for 
field knowledge and reference s tudies  for further research in intercul tural  strategies for 
human resources. 

Limitations of the Study 

The research managers selected were executive to HR level  and did not include the senior 
managers  ' views  such as  the boards  of di rectors . The thesis has  the time and resources 
constraint, which the author normally faces as follows. 

1. These investigations  are limited to testing the human-related s trategies of Pune-based 
multinationals. 

2. When conducting this  study, very few variables  are taken into account as other variables 
can also have greater impact on global  production corporations  ' cross-cul tural  human 
resources s trategies . 

3. The study took only production companies, and not several  other sectors , into account 
for their intercul tural management of human resources . 

4. The study is only confined to certain deadlines, i .e. 2013 to 2018, so variations in 
manufacturing companies  ' intercul tural  human resource management in other time 
frames  on this s tudy are not possible to predict. 

References 

1. Adler, N. J. International dimensions of organizational behavior (4th ed.). Cincinnati : 
Southwestern, 2002. 

2. Basadur, M H. and Head, M. “Team performance and satisfaction: A link to cognitive 
s tyle within a  process framework.” Journal of Creative Behavior 35 (2001): 227–248. 

3. Beeber, L. S. and Schmitt, M. H. “Cohesiveness in groups: A concept in search of a 
definition.” Advances in Nursing Science 8 (1986): 1–11. 

4. Byrne, D. The Attraction Paradigm. Academic Press: New York, 1971. 
De Dreu, C.K.W. and Weingart, L.R. “Task versus  relationship conflict, team 
performance, and team member satisfaction: A meta-analysis.” Journal  of Applied 
Psychology 88 (2003): 741–749. Festinger, L., Schachter, S. and Back, K.W. Social 



 

THINK INDIA JOURNAL 
ISSN:0971-1260 

Vol-22- Issue-14-December-2019 
 

P a g e  | 7588 Copyright ⓒ 2019Authors 

 
 

pressures  in informal groups : A s tudy of human factors  in housing. Harper: New York, 
1950. 

5. Jehn, K.A., Chadwick, C. and Thatcher, S.M. “To agree or not to agree: The effects  of 
value congruence, individual demographic dissimilari ty, and conflict on workgroup 
outcomes.” International Journal of Conflict Management 8 (1997): 287–306. 

6. Katz, D. and Kahn, R. L. The social psychology of organizations. Wiley: New York, 1978. 
Lane, H., DiStefano, J.J. and Maznevski , M. L. International  management behavior: 
Text, readings , and cases (5th ed.). Blackwell Publishers : Oxford, 2006. 

7. Miura, A. and Hida, M. “Synergy between diversi ty and similarity in group-idea 
generation.” Small Group Research 35 (2004): 540–564. 

8. Mullen, B. and Copper, C. “The relation between group cohesiveness and 
performance: An integration.” Psychological Bulletin 115 (1994): 210–227. 

9. Thurston, W. P., McNall , L., (2010) justice perceptions  of performance appraisal 
practices . Journal of Managerial Psychology, 25(3), 210-228 

10. O’Reilly III , C.A. and Roberts , K.H. “Task group s tructure, communication and 
effectiveness in three organizations .” Journal of Applied Psychology 62 (1977): 674–
681. 
Schneider, S.C. and Barsoux, J.L. Managing across cul tures (2nd ed.). Financial Times 
Prentice Hall: Harlow., 2003. 

11. Schwenk, C. R. “Conflict in organizational decision making: An exploratory s tudy of its 
effects  in for-profi t and not-for-profit organizations.” Management Science 36 (1990): 
436- 448 

12. Ang & Van Dyne (2008). Handbook of Cultural Intelligence. ME Sharpe.p-23 
13. Shaw, M. E. Group dynamics : The psychology of small  group behavior (3rd ed.). 

McGraw-Hill: New York, 1981. 
14. Stahl , Günter K., et al . Unraveling the Diversi ty-Performance Link in Multicul tural 

Teams: Meta-analysis of Studies on the Impact of Cul tural  Diversi ty in Teams. France: 
INSEAD Working Paper Series, 2007. 

15. Tjosvold, D. Working together to get things done: Managing for organizational 
productivi ty. Lexington Books : Lexington, MA, 1986. 

16. Walsh, J. P. “Selectivi ty and selective perception: An investigation of managers ’ belief 
s tructure and information processing.” Academy of Management Journal 31 (1988): 
873- 897. Wiersema, M.F. and Bantel , K.A. “Top management team demography and 
corporate s trategic change.” Academy of Management Journal 35 (1992): 91–122. 

17. Ellison, S., Greenbaum, J. & Mullin, W. P. (2010): Diversity, social  goods  provision, 
and performance in the firm. CESifo Working Paper 3171. 

18. Gerdes , C. (2011): Using “shares” vs . “log of shares” in fixed-effect estimations. 
Journal of Economics  and Econometrics , 54(1), 1–7. 

19. Glaeser, E., Ponzetto, G. & Tobio, K. (2011): Ci ties, skills, and regional  change. NBER 
Working Paper 16934. 

20. Hugh Scullion & Margaret Linehan (2005) International  HRM: an introduction (eds) 
International Human Resource Management. A Cri tical Text. Hampshire: Palgrave 
Macmillan. 3-21 


