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Introduction

“The creation of global HR systems remains a real challenge for
organizations fighting to stay competitive in a globalized marketplace”
(Wiechmann & et al, 2003, p.71). In addressing this ongoing “challenge,”
in this paper we first examine important global staffing issues and the
practices that should be implemented to create a successful international
global staffing strategy. Second, we paint a picture of the economic and
labor conditions of Iran within a broader global marketplace. Finally, we
specifically review Iranian HR managers' challenges in staffing, as well as
identify the core and unique competencies necessary for carrying out
effective Iranian domestic and international staffing strategies within an
increasingly globalized economy.
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Analysis of Global Staffing Systems

Wiechmannand his colleagues conducted interviews with six corporate
business leaders (including companies such as Dow Chemical Company,
IBM, Motorola, Procter and Gamble, and Shell Oil) .

Figure 1in the next slide provides a summary of the obstacles and benefits
in designing global staffing systems mentioned by the interviewees
(Wiechmannetal, 2003).




Figure 1: Obstacles and Benefits of Impl ing a Global § g System
Obstacks to o Global Staffi Benefits of Global Stalfing
»  Legal requirements across countries ' regions o Global dsabase of qualified abem
= Educational systems across countries regions »  Quick identification of candidates 1o meet
Economic conditions across countries regions needs of a specific location
= Ability to scquine and use rechnalogy = Provision of a consistent message about the
*  Labor market variations company 1o candidates worldwide
= Value differences across cultures ®  Quality of all kires is ensured
»  Availability of off-the-shelf translated wols = Hetter understanding of country/regional
s Level of HR experience varies across regions needs by all HR
«  Role of HR in hiring varbes scross regions ®  Global succession planning is enabled
. miliarity with a fool or practice varies »  Global HR personnel have access 1o the lstest
»  Misperceptions that something is a cubral versions of producsiools
difference = Shared vision of HR globally
*  Limited local resources for i i »  Comp of staffing results across
= Heliefs about whether a global system is locations
U5« centric or imposed *  Global datshase 25 an internal benchmark of
achievernen in different parts of the world

Adapted from Wiechmann & et al, 2003, p.82,
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Implementing a Good Global Staffing Systemin IHRM
* Ryanand his colleagues (2003) continued the work of Wiechmann and his
colleaguesregarding implementing good global staffing systems

¢ Figure 2in the next slide provides a brief summary of the best and worst
practicesthey outline (Ryanetal., 2003, p.93).

Figure I: Necessities to Implementing Global Staffing in MNCs

[ Bont....
« Work within existing local systems— * Try 0 do everything the same way
integrate global wools into lacal systems everywhere
o Creme s stong corpomie culture Create & *  Yied wevery claim tha “we're different™—
global nerwork for sysiem development— makie e peove it « Fosee a global system
global input is critical Treat local people s on local people
equsl partmens i system developmers *  Use local poople just for implementation
= A - elements across g #  Usethe same wols globally, unless you can
o  Focus on what 1o measure and allow show that they really work and are culturally
Nexibility n how 1o measure approgriate
. A focal additions beyond core »  lgnore cultural differences
e *  Letsechnology drive your system design—
»  Differentiate when necessary you can't assume every location has the same
+  Train local people 10 make good decisions hevel of lechnology investment and sccess
about which wals o use and bow 1o do w0 ®  Assume that =if we build it they wil
«  Communicate, communicase, and come™—you peed to market vour tals of
communicase! system and put change mamagement
+  Dedicate resources for global HR effons strategies in place
*  Know, or have access 1o someone who
knaws. the legal in each coutry

Adapied from Ryan & et al, 2003, p.93,




Iran in a Comparative-International Context

e Historyof Iran

* Muchof Iran'seconomy is housed domestically, but as with most
countriesin the world, Iranis also experiencing increased amounts of
economic activity outside of its borders. as it tries tograpple with an
increasingly globalized economy and the level of Iranianinvestment in
other foreign-based companies is constantly rising.
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Table 1: Country distribution of companies with foreign capital in Turkey among Iran
und other Countries
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Table 2: Population in Iran from 1976-2006

Year Papulation
(In Millions)

1976 337
1986 49.4
1996 601
1999 62.8
2000 638
2001 659
2006 69

Source: Javadin, 2001, p.48




Table 3: Employed Population in Different Sectors in Iran, 1976-2006

Sector 1976 1986 1996 2001 20046
Private TOR5.6T9 TAT 480 9,794,168 11.839.240 14,763,427
Growth - 0.04 324 21 448
Public 1,673,092 1454437 4,157,968 4,705,665 5195434
Growth - 7.52 21 2.01 199
Cooperative - B 56,715 77,204 13814
Growih - - - 636 BT

Source; Javadin, 2001, p.50
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* Major Factors Impacting Organizational Staffing Systems
(1) Economic factors

(2) Social factors

(3) Technological factors

(4) Regulations for staffing (Saadat, 2004).

* Major Factors Impacting Organizational Staffing Systemsin Iran
(1) Organization

(2) Location

(3) Compensationand Benefits (Mir Sepasi, 2004).




Global Staffing System’s Implementing Problemsin Iran
There are many obstaclesIranian enterprisesand factoriesface in
implementing global staffing systems, including:

strict legal requirement among Iranian neighbor countries for trading,
cooperating, staffing and soforth.

Cultural values differ with the primaryvalues of Iranian (Abbas J,
Amirshahi, 2002, p.138) and these cultural differences must be
understood and accounted for in formulating a successful global staffing
strategy.

11/5/2009

Conclusions

There are some necessities for implementing and designing a good global

staffing systemin Iran:

Iranian HR managers should workto create a strong global corporate
culture, for without a good corporate culture having and designing a
global staffing system will not be practical.

Iranian HR managers seeking to be strategic leadersina growing global
marketplace, must work within existing local systems, while working to
simultaneously integrate global toolsinto those local systems.

Iranian HR managers seeking to be successful in the globalization era
should develop their ability to be strategic global HR managers (Mir
Sepasi, 2004).

Thanks for your patience




