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Globalizing Human Resource
Management: Examining the

Role of Networks

PAUL SPARROW, CHRIS BREWSTER, AND PAUL LIGTHART

INTRODUCTION

Research and practice in the field of international human resource management
(IHRM) has advanced significantly in recent years. Schuler and Tarique (2007) ar-
gue that throughout this period, writing about IHRM has focused on the worldwide
management of human resources (Briscoe and Schuler, 2004; Brewster and Suutari,
2005; Schuler and Jackson, 2005; Sparrow and Brewster, 2006; Stahl and Björkman,
2006; Sparrow and Braun, 2008a, b). The purpose of IHRM is to enable the firm to
be successful globally and this entails being: competitive throughout the world; effi-
cient; locally responsive; flexible and adaptable within the shortest of time periods;
and capable of transferring knowledge and learning across their globally dispersed
units. In achieving this, however, there is a continual tension between the require-
ment to standardize and the requirement to be sensitive to local circumstances.

Four academic debates are shaping much IHRM research:

◆ the nature of IHRM structures and strategies and the ensuing IHRM research
agenda;

◆ the changing technological context and the impact of developments in shared
services, e-enablement, outsourcing and offshoring;

◆ the role of line managers and business partners in the effective conduct of
IHRM;

◆ the role of knowledge management, networking, and social capital processes.

We outline some of the key issues in each of these four areas, and then explore the
latter topic in more depth through some exploratory research inside a single case
study organization.
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THE NATURE OF IHRM STRUCTURES AND STRATEGIES

It is widely accepted that within international business, HRM is the most likely ac-
tivity to be localized (Rozenweig and Nohria, 1994). However, recent research has
demonstrated that largely as a result of technology ‘a new line in the sand’ is be-
ing drawn between standardized and localized HR practices (Sparrow et al., 2004).
As Evans and his colleagues have put it, organizations are faced with a ‘duality’:
they have to be good both at standardizing and at respecting the local environment
(Evans and Lorange, 1989; Evans and Doz, 1992; Evans and Genadry, 1999). Even
this may understate the complexity. Organizations often split HR responsibilities in
these areas between a global HR department, country management, and business
stream leaders. In addition, arising from research which identified a trend toward
the regionalization of businesses and HRM, there is yet another layer of complexity
in the mix. Definitions of the geographical nature of regions, their scope, their re-
sources and their capabilities vary from organization to organization. An important
contribution still to be made is to explain how organizations manage this complex-
ity. What is the role of the regional coordination processes and structures in the way
people are managed within global organizations? Research is needed to understand
the trends in IHRM structures and strategies; the antecedents of those trends; the
factors that are pushing organizations in one direction or pulling them in another;
and the practical implications that flow from these developments.

IHR Directors also face a series of inward-facing and “operational” – yet equally
challenging to answer – questions. Global organizations today are presented with
multiple choices as how to structure and organize their HR organizations. The an-
swers are unlikely now to rest in a series contingencies, but rather require us to un-
derstand what is pushing organizations in one direction or pulling them in another
and with what practical implications? IHRM academics need to help global HR func-
tions to position themselves inside the rest of the organization so that they can best
achieve the needs of their (many and diverse) stakeholders. If we are to understand
and advise on the positioning of global HR functions, at a pragmatic level, we need
to help to advise on who should have the responsibility for the HR policies and
the practice? Having considered who should have responsibility, how should such
responsibility be integrated with the organizational strategy at a global and local
level? What conflicts of interest can be expected between these areas and how can
they be resolved? HR specialists now manage through multi-line reporting relation-
ships, but what is really meant by the business partner role in this global context?

CHANGING TECHNOLOGICAL CONTEXT: THE IMPACT OF DEVELOPMENTS

IN SHARED SERVICES, E-ENABLEMENT, OUTSOURCING, AND OFFSHORING

Questions about IHRM structures and strategies cannot be fully understood,
however, without also examining the combination of a series of parallel and
technologically-enabled changes – shared services, e-enablement, outsourcing, and
offshoring. The combination of developments in technology, process streamlining,
and sourcing are moving the focus of the IHRM function away from managing a
global set of managers toward becoming a function that can operate a series of
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value-adding HR processes within the business internationally. Yet, these develop-
ments are in most instances impossible to disentangle from the parallel debates
about specialization, core capability, and the technological enablement of service
delivery that makes some of these developments easier to implement.

Historically, considerable energy has been spent translating central initiatives into
what works within different countries. Now, however, there is a much stronger focus
on cross-country and cross-business border implementation issues. HR is moving
toward a world where it has to satisfy line-of-business – and not just country – needs,
and this is beginning to shift the way that HR professionals think about problems
(Sparrow et al., 2004). Brewster and colleagues (2005) have drawn attention to three
distinct, but linked, enablers of high-performance that are creating a new set of
pressures on IHRM specialists:

(1) HR affordability (the need to deliver global business strategies in the most cost
efficient manner possible);

(2) central HR philosophies (the need to ensure a common philosophy and co-
herent practice across disparate countries and workforces); and

(3) e-enabled HR knowledge transfer (the use of networks and technology to assist
organizational learning).

E-enablement of HRM is a significant and developing trend in international orga-
nizations (Martin, 2005) and it is already evident that there will undoubtedly be a
considerable impact on the role and activities of global HR departments, centrally
and locally.

However, the implementation of e-enablement has been fraught with problems,
in part because practitioners lack a sound body of theory and evidence on which
to proceed, particularly in the area of innovation, absorptive capacity, technology
acceptance, and change management. The pursuit of this process across countries
is also a relatively under-theorized one, and the consequences of ICT enablement
for HR specialists, line managers and other employees is not well understood, with
researchers highlighting both significant benefits and problems for these stakehold-
ers (Cooke, 2006). This will likely affect the credibility and authority of such depart-
ments, in turn having significant implications for the roles and activities of line
managers. There will also be extensive resourcing implications for global HR func-
tions given that e-enablement is often associated with shared service structures and
adjustments in terms of global outsourcing or insourcing of HR activity. Research
therefore needs to address the following questions: What is the usage of e-enabled
HRM? What are the implications of technical developments and process stream-
lining for the design and conduct of international activity? What are the specific
challenges of operating shared services on a regional or a global basis? What are
the implications for the role of HR departments and line managers?

THE ROLE OF LINE MANAGERS IN THE CONDUCT OF IHRM

In order to help to answer these questions, we also need to address a third
puzzle that faces HR functions, which is how best to build upon the role of line
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managers in the conduct of IHRM and how to best achieve the HR business
partner role. The role and responsibility of the line manager has been much
debated over the years (Schuler, 1990; Blyton and Turnbull, 1992). There is now
considerable evidence that this role varies in a significant and consistent manner
across countries (Brewster and Larsen, 2000; Brewster and Mayne 1994; Paauwe,
1995; Brewster and Scullion, 1997; Gennard and Kelly 1997; Brewster and Larsen
(2000); Larsen and Brewster, 2003). The opportunities and the difficulties this
creates for organizations are obviously magnified across international boundaries
(De Cieri, Fenwick, and Hutchings, 2005). There are many unresolved questions
about the distinctions about HR work is conducted within the “line management”
category: responsibilities at the different levels will vary considerably; there may
well be HQ/subsidiary differences.

Despite there being clear specifications about the nature of the business partner
role, ‘. . . the challenge lies in creating the contexts and practices through which the
strategic partner role can be realized’ (Smethurst, 2005: 25). In his original concep-
tion, Ulrich (1997) outlined four HR roles of employee champion (which were later
split into two roles of employee advocate and human capital developer), administra-
tive expert (later re-termed functional expert), strategic partner, and change agent
(later combined into a broadened strategic partner role and accompanied by a new
leader role). In all of these roles HR acted as a business partner but the practical
realization of the job title “business partner” became that of “strategic partner” or
“strategic business partner”. Exactly what was involved in this role was unclear. The
boundaries between the attention given simply to business issues (i.e., working with
line management but with an HR background, and focusing therefore on strategic
execution) as opposed to higher level strategy formulation advice, has once more
become vague. The strategic business partner role has become opportunistic in its
delivery.

While the complexities and strategic centrality of the international business part-
ner role often affords the necessary context to create understanding, demonstrate
value and relevance and acquire support from line managers, it also risks removing
strategic influence of HR previously exerted by a central board-level role and sub-
suming it in a decentralized and more anonymous line relationship, dependent on
the idiosyncratic skills and unplanned opportunities negotiated by HR practition-
ers. Clearly there is an opportunity now to address a number of important questions.
Who has the responsibility, authority and accountability to set HR policies, and at
what level? Who is responsible for carrying out the policies through into practice?
How are we to understand the responsibilities of the different levels of line manage-
ment that may be involved in these processes?

THE GROWTH OF NETWORKING TO MANAGE DEMANDS

ON IHRM FUNCTIONS

The fourth and final strand of research that needs to be understood results from
the growth of networking as a way of managing the extensive demands of HRM
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in international organizations. One component of these demands clearly concerns
that of knowledge management. Bonache and Dickmann (2007) have argued that
knowledge management is still loosely defined in the literature. They characterize
the field as focusing on three issues: the generation of new knowledge through
processes of acquisition and creation; taking stock of and understanding knowl-
edge assets through processes of knowledge capture and storage; and the capacity
of the firm to distribute knowledge flows among parts of an international network
through processes of knowledge diffusion and transfer. The resource-based view of
the firm and institutional theory have been used as dominant theoretical frame-
works (Kostova, 1999; Martin and Beaumont, 2001; Kostova and Roth, 2002). Five
main forms of global knowledge management, or integration mechanisms, have
featured in the literature (Sparrow, 2006b), namely: organizational design and the
specific issue of centers of excellence; managing systems and technology-driven ap-
proaches to global knowledge management systems; capitalizing on expatriate ad-
vice networks; coordinating international management teams; and developing com-
munities of practice or global expertise networks.

The developments noted earlier – such as real and/or virtual shared service cen-
ters and centers of excellence – draw particular attention to the need to understand
the role of networks in enabling many of these knowledge management mech-
anisms. Global organizations can pursue different models to organize and man-
age their formal and informal international networks. It is clear that network and
project-based structures also have a range of significant impacts beyond knowledge
transfer, such as on the conduct and quality of international HR interventions and
on the career trajectories of HR professionals (Fenwick and De Cieri, 2004). Harvey
and Novicevic (2004) observed that global leaders must possess a complex amalga-
mation of technical, functional, cultural, social, and political competencies (see also
Harvey and Novicevic, this volume Chapter 6). They made a distinction between hu-
man, social, and political capital. Human capital leads to competencies. This is an
area that is well researched and is quite well understood, but less well understood
are the areas of social and political capital. Social capital leads to trust. It is typically
reflected in the standing the manager has in the organization and his or her ability
to use that standing to influence others. It helps to build on and meld the many
cultural norms that exist in a foreign subsidiary. Political capital by contrast leads
to legitimacy. Global leaders have to accumulate political capital – which as subsets
includes reputational capital (i.e., being known in the network for getting things
done) and representative capital (the capacity to effectively build constituent sup-
port and acquire legitimacy by using traditional forms of power) simply in order to
be in a position to remove obstacles to cooperation.

Recent empirical work has helped to explain the role of these networks in IHRM
and a fair amount is now known about the extent to which networking is used by
international organizations and the field has also developed frameworks and tax-
onomies to describe how they conceive of and use networks. Tregaskis et al. (2005)
described the function, structure, and process typically associated with international
HR networks, which may be run through top-down or more collaborative remits
and operate through leadership, project or special event team structures. They
can serve a range of functions including policy development and implementation,
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information capture, exploitation of knowledge, sharing of best practice, achiev-
ing political buy-in and socialization of members. Face-to-face contact is important
in the process of relationship and reputation-building but is often supplemented by
virtual working as a way of signaling more global cultures. The level of localization is
generally driven by the politics of acquisition, size, expertise, and level of resistance
in subsidiaries. HR leadership through networks can facilitate more collaborative
solutions, but this depends on the strategic capability of the function, board-level
support and strength of international HR networks.

Given that different types of networks can be categorized, we now need to under-
stand how protocols for managing these networks may be established, and how such
protocols impact the other areas explored in the symposium – i.e., international
HRM structures and strategies; the potential impact of the technological context:
shared services, e-enablement, outsourcing and offshoring; the role of line man-
agers in the effective conduct of IHRM; and the role of knowledge transfer and
social capital processes.

THE ADVANTAGES OF USING SOCIAL NETWORK ANALYSIS

RESEARCH METHODS

Given the above analysis, we believe that a useful avenue of research is to explore
the conduct of IHRM through the analyses of social networks. Before doing so, we
briefly review some key principles of social network analysis as a research tool.

Social network analysis serves a powerful role in helping to model complex real
world phenomena (Borgatti and Foster, 2003). Over time, however, various forms
of network theory have been imported into the social sciences. The earliest work
looked at interpersonal influence and the way that people think about relationships
(their cognitions). Sociologists then introduced more mathematical approaches to
graph the social structures of such relationships, moving the study of social network
beyond description and into a more analytical mode. Anthropologists then began to
look at the emergence of these social structures inside organizations. Throughout
these developments, the range of algorithms, programs, and procedures used to
map networks expanded massively.

The essence of network approaches is to look at the patterns that exist within
relationships and to see if these patterns relate to other important factors such as
power, knowledge or capital. A range of factors can be considered to be related
to social capital and its development (Kilduff and Tsai, 2003). Typically these have
included the centrality of an actor to a network, which in turn may be analyzed
through:

◆ ascribed qualities (for example, how competent they may be perceived as
being);

◆ their betweenness (acting as a go-between for others not directly connected);
or

◆ their eigenvector (the extent to which they are connected to others who are
highly central).
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Social network analysis in essence serves to analyze social structures and the role of
people within these structures (Cheuk, 2007). The social structure of a network is
also important. Networks may be analyzed to look at (Freeman, 1979; Wasserman
and Faust, 1994):

◆ the nature of cliques (blocks of actors with a tendency to interact with people
similar in some way);

◆ the overlaps, symmetry or density (tightness) of connections between and
within cliques; and

◆ the role and nature of important dyadic (paired) relationships within the
network.

Indeed, a number of recent studies have started to address the role of social net-
works to research generic IHRM issues. For example, Singh (2007) used patent
citation data to examine the bi-directional knowledge flows between foreign multi-
national companies and host county organizations in 30 countries. They used micro-
level observations to explain macro-level knowledge diffusion patterns by assessing
the career history of patent inventors. As a matter of general interest to the IHRM
literature, they considered patterns if interfirm mobility as a driver of knowledge in-
flows and outflows, and found that these indeed appeared to track personnel flows
within the organizations. Cheuk (2007) examined the role of social network analysis
as a support tool for the British Council’s knowledge management program, ana-
lyzing the social networks of 30 global leaders, while M’Chirgul (2007) examined
the complete network structure of smart card firms, the strategic value of interfirm
collaborations, and how these networks evolved over time.

The value of social network analysis to the field of international HRM, then, lies in
its ability to look at both micro- and macro-level linkages between individual actions
and institutional outcomes, and vice versa. For this to be the case, a plausible set
of hypotheses must be developed to link micro individual actions to successively
macro organizational or institutional outcomes. It is an approach, therefore, that
can be used to link social capital theory with institutional theory and knowledge
management theory – all approaches that have recently begun to influence the
IHRM field (see Stahl and Björkman, 2006; Lengnick-Hall and Lengnick-Hall, 2006;
and Sparrow, 2006b).

RESEARCH METHODOLOGY

Case study organization

The case study organization is a global information company providing information
tailored for professionals in the financial services, media, and corporate markets. In
2006 its revenues were £2.6 billion. The information provided drives decision mak-
ing across the globe. More than 90% of revenues are derived from financial services
businesses. The organization has grown through acquisitions. It employs 16 900 staff
in 94 countries with nearly 200 in-country sites and establishment. It has a popula-
tion of over 800 expatriates, which at around 5% of the workforce signifies the
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high levels of international mobility needed. There are three regional headquar-
ters in: Europe, Middle East and Africa (Switzerland); the Americas (the USA); and
Asia-Pacific (Singapore). The organization has been transforming its core business
after completing a major change program. Strategic issues concern improvements
in time to market, product quality, network resilience, and customer service. It has
been concentrating its product development into fewer centers; continuing to im-
prove the timeliness and breadth of data by streamlining content management,
modernizing customer administrator, and simplifying its network of data centers. It
operates through business divisions, a series of geographic sales and service chan-
nels and shared resources. The business divisions are aligned with the user commu-
nities and cover sales and trading; research and asset management, enterprise, and
media.

Interviews

A sample of 13 interviewees was preselected by the organization to represent their
significant lines of business, the main corporate HR functions and the regional
layers of HR coordination. The interviews, which were tape recorded, and lasted on
average for one hour each, were with senior managers (Global Heads or equivalent
level) with the roles shown in Table 18.1.

Eight of the 13 interviewees were senior line managers responsible for running
key global businesses within the case study organization. Two were leaders of corpo-
rate HR functions and three held roles at the regional HR level.

Each interview focused on five key themes – the respondent’s perceptions of:
evolving HR strategies and structures (in the context of your business); the role
of line managers; the role of e-HR; the management of diversity; and finally (to
help to interpret the subsequent social network analysis exercises) the role of net-
works and knowledge management. For each theme we explored: the business ratio-
nales behind the five core research issues, via the link to organizational strategy and

TABLE 18.1 Role of 13 interviewees.

Line Functions Corporate HR
Head of Asian Development Global Head of HR Operations
Global Head of Customer Service Global Head of Performance and Reward
Global Head of Divisional Technology

Group Regional HR

Managing Director, Global Sales and Head of HR EMEA
Service Operations Head of Human Resources Japan

Global Head of Finance, Group and
Shared Services

Senior VP Human Resources, Americas

Senior Company Officer, Pacific
Senior Company Officer Japan
Managing Director Italy and Iberia
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effectiveness (value creation, value improvement, value protection) and the criteria
for success; and the political, process and technical skills that have to be brought to
bear to manage these interventions.

Social network analysis instrument

The social network analysis exercise uses analysis of egocentric data (Kilduff and
Tsai, 2003), i.e., we are collecting data from the same sample of HR and line
managers who were made available for our interview. The exercise had two parts.
In exercise one respondents listed all the key people/units that formed part of
their network. In exercise two, for each person or unit they identified, respon-
dents provided some key information (in the form of ratings) about the dyadic
relationship. Respondents spent up to 5 minutes generating a list of (up to 10) peo-
ple/units/stakeholders that they dealt with (each person/or unit was called a node).
They were asked the following questions:

◆ In order to execute your HR strategy, who is the target, i.e., with whom do you
interact?

◆ Why do you interact with them?
◆ How important is the relationship?

In the second exercise respondents were asked to select their top five interactions
and to answer the following 13 questions for each one:

1. How frequently do you interact with this node? (1 = not very frequently; 5 =
very regular contact)

2. To what extent do you transfer expert knowledge to/from this node? (1 = not very
frequently; 5 = very frequently)

3. To what extent do you broker information to/from this node? (1 = not very
frequently; 5 = very frequently)

4. To what extent do you provide consulting support to/from this node? (1 = not
very frequently; 5 = very frequently)

5. To what extent do you have to persuade this node to do something? (1 = not
very frequently; 5 = very frequently)

6. How deep is the relationship? (1 = surface level; 5 = very deep)
7. How much power do you have in the relationship? (1 = very little; 5 = consid-

erable)
8. What would happen if interaction never took place! How serious would the

consequence be for international HRM? (1 = we could find a work-around;
5 = very serious impact)

9. To what extent is value added or created for the HRM function from this relation-
ship? (1 = low; 5 = high)

10. To what extent is value protected through this relationship (e.g., brand/reputation,
corporate social responsibility, risks controlled); (1 = low; 5 = very high)

11. What is the level of reciprocation in this relationship? (1 = very low; 5 = very
high)



P1: JYS

c18 JWBK355-Sparrow April 3, 2009 16:34 Printer Name: Yet to Come

372 PAUL SPARROW, CHRIS BREWSTER, AND PAUL LIGHART

12. Who most influences what is delivered? (1 = I do; 2 = joint negotiation; 3 = they
do)

13. How central to (the case study’s) strategy is the relationship? (1 = very central; 5 =
of some importance to the strategy).

To summarize, the social network analysis is based on a dataset consisting of the
questionnaires filled in by 13 managers (egos) of the case study organization. Each
manager was asked to list from 5 to 10 others (alters) with whom they interacted.
Furthermore, additional questions were asked about the relationship between the
egos and their five most important alters.

Plotting the network

The first observation that has to be made is the complexity of network actors in-
volved in practice in the delivery of IHRM (Table 18.2). The social networks nec-
essary to enact HR for just 13 egos involved 76 significant alters. These included
11 nodes covering corporate HR roles and functions, 21 nodes covering corporate
business roles, 2 corporate leadership nodes, 4 regional HR roles, 7 country busi-
ness roles, 8 country HR roles, 6 HR business partner roles, 9 strategic teams, and
10 external advisers. The second observation is that the majority of these alters are
not part of formal HR structures. They include external advisers, and a very high
proportion of line management roles.

In order to best convey the structural features of these networks, the usual prac-
tice is to develop some form of visual display. In social network analysis, two options
tend to be used to assist visualization (Huisman and van Duijn, 2005). The first is
to use UCINET. This is probably the best known and most frequently used software
package for the analysis of social networks and other proximity data. The program
contains a large number of network analytic routines for the detection of cohesive
subgroups (such as completely mutual cliques, or clans) and regions (components,
cores). These may be used for centrality analysis, for ego network analysis, or for
structural holes analysis. A centrality analysis can plot the in- and out-farness from a
node to and from every other node. The program finds the most central subgroup
of fixed size, or tests the (degree) centrality of a specified group.

A second option is to use Pajek, which is a network analysis and visualization
program specifically designed to handle large datasets. Large networks are hard to
visualize in a single view. Therefore meaningful substructures have to be identified,
which can be visualized separately. Pajek uses six different data structures:

(1) networks (nodes and arcs/edges),
(2) partitions (classifications of nodes, where each node is assigned exclusively

to one class),
(3) permutations (reordering of nodes),
(4) clusters (subsets of nodes),
(5) hierarchies (hierarchically ordered clusters and nodes), and
(6) vectors (properties of nodes).
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We have included in Figure 18.1 a single visualization of the HRM network within
the case study organization, which for ease of interpretation is the smaller network
based on the 13 egos and their five most important alters. The legend is shown in
Figure 18.2.

We have categorized the actors, i.e., egos and alters, with respect to two dimen-
sions:

(1) Geographical/internal structure (the actor’s activities are primarily
Global/HQ, (sub)continental, regional/national, or external/not applica-
ble); and

(2) HR being the focus of the actor’s activities: (yes/no).

The nodes shown in Figure 18.1 are mostly a person (by name, sometimes only a
job title, such as head of . . .), sometimes only a team or group.

FINDINGS

In the following section we present some exploratory analysis of the features of the
networks involved. It is important to note here that we have to refer to specific
roles, positions or teams, and to the external reader the importance of these teams
is difficult to assess. In order to appreciate the utility of a social network analysis, one
has to be able to imagine that the organization is capable of looking at these actual
(realized) interactions, and be able to assess this pattern against a master-view of
what interactions were intended by the organization structure. Put simply, are the
brokerage roles, structural holes, centrality, and importance those that would be
expected, and if not, what is the consequence on the efficiency and effectiveness of
the structure-in-practice?

Centrality measures

This first task of course can be attempted by analyzing three positional attributes of
the network. In this ongoing research we use a positional analysis of the first seven
out of the total 13 egos in the HRM network dataset to demonstrate the potential
utility of social network analysis to explain the relative prominence of actors (cen-
trality), their degree of closeness, and the level of betweenness. In the following
sections, we present some of the main findings that can be derived from the analy-
sis. In the final section we relate these back to more generic observations about the
utility of such social network analysis in IHRM research.

The prominence or importance of an actor is indicated by the centrality of his or
her position in the network. There are a number of different centrality measures.
The best known, and used in this analysis, are the degree centrality, closeness and
betweenness (Wasserman and Faust 1994). The centrality measures of the actors in
the HRM network are based of the reversed rankings of the (maximally) five most
important alters by the first seven egos (data taken from Exercise 2).
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A high level of degree centrality indicates the presence of highly valued ties be-
tween an actor and his first-order alters. On average, the HRM-network has a degree
centrality of 6.25 (min. 3.125, max. 25). Within the group of egos, two (the Global
Head of HR Operations and Head of Asian Development) are particularly well con-
nected. The Global Head of Customer Service and Global Head of the Divisional
Technology Group have relatively low levels of degree centrality. Within the group
of alters, a high level of degree centrality exists for the Group HR Director, the
Business Partner for development transformation, the Global Head of HR Business
Divisions and the HR Operations Team. All the other alters have equally lower levels
of degree centrality.

Closeness refers to the nearness of an actor to all alters in the network. On av-
erage, the HRM network has a closeness centrality of 11.3 (min. 3.4, max. 14.9).
Within the group of egos, the Global Head of HR Operations has a relatively short
path distance to the alters in the HRM network, the Global Head of Customer Ser-
vice has a relatively lower level of closeness. Within the group of alters, the Group
HR Director, HR Operations Team, Global Finance Team, and HRET have rela-
tively high levels of closeness, whereas some teams (Group Diversity Counsel, Group
Learning and Development, and Head of Talent Management) have low levels of
closeness.

Betweenness measures the extent to which an actor lies ‘between’ the various
other actors in a network. On average, the HRM network has a betweenness of
5.1 (min. 0, max. 56.7). Within the group of egos, again the Global Head of HR
Operations has an important ‘intermediary’ position in the HRM network, whereas
the Global Head of Customer Service is relatively at the periphery. Within the group
of alters, the HR Operations Team is relatively central. Every other alter has a low
level of betweenness.

Brokerage analysis

The second task is to identify who are the most important brokers of exchange
within this HRM network. A brokerage-analysis of the different roles that egos can
have connecting groups shows that only the Global Head of HR Operations appears
to be a representative broker between the central division of the case study organi-
zation and the organization’s foreign groups (notably Geneva and Bangkok). The
analysis of the structural holes in the smaller HRM network also points to the Global
Head of HR Operations (as well as the Managing Director Global Sales and Service
Operations) being the one who is the least constrained by the HRM alters.

Component analysis of the HRM network

The third task is to see if comment can be made about the key components within
this HRM network? Centrality of the complete HRM network is 14.53% (expressed
as a proportion of the possible ties that are actually present in the network). The
HRM network contains two completely connected cliques. One clique has the
Global Head of Asian Development, Global Head of HR Operations and Global
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Head of Performance and Reward as members. The other clique, which largely
overlaps the first, includes the Group HR Director, the Global Head of HR Opera-
tions and the Global Head of Performance and Reward.

Statistical findings

Finally, a fourth task, based on the correlations between the tie-characteristics, is to
see if any important statistical relationships can be established within the network
data. Indeed, some important relationships could be seen:

◆ The Frequency (Q1) and Deepness of the Relationship (Q6) appear to be the
two most important characteristics. The frequency characteristic affects to a
high level most of the other characteristics. Frequency is highly correlated with
the Deepness (Q6) of the relationship, which has a similar coverage, but on
average lower correlation coefficients and a less clear-cut meaning.

◆ Frequency (Q1) almost equals transferring information to the alters (Q7). They
correlate extremely highly, i.e., 0.911.

◆ The higher an alter is ranked by an Ego (Exercise 2), the deeper (Q6) is the
relationship, the more serious the effect on IHRM (Q4), and the more infor-
mation that is received (Q8) from the alter . The ranking based on Exercise 2 is
significant and negatively correlated with these three characteristics.

◆ The less central (Q3) the relationship with the alter is, the more support that
is provided to (Q9) the alter (or vice versa).

◆ The characteristics referring to providing expert knowledge to/from, informa-
tion to/from, and support to/from are highly correlated (except for receiving
expert knowledge and providing support).

◆ The easiness to get what the ego needs (Q13) is highly correlated with helping
to achieve objectives (Q14).

◆ The extent of created HRM value from the relationship (Q14) is positively cor-
related with the centrality of the relationship to the case study organization’s
strategy (Q3).

◆ Protection of the case study’s reputation through the relationship (Q15)
is positively correlated with providing expert knowledge (Q5)/information
(Q7)/support (Q8), and the effect of absence of interaction in the relation-
ship (Q4).

With regard to a Reliability analysis of the tie-characteristics, based on the re-
sponses of the egos, the tie-characteristics (Q1 to Q12) show a high level of con-
sistency/reliability (Cronbach’s Alpha is 0.85; 13 items, number of ties: 33). Based
on regression analyses of the rankings in Exercise 2 (the smaller HRM network),
the deepness of the relationship has the largest effect on the ranking of the alters in
Exercise 2. This effect is significant (Deep F (1,31): 5.0; p < 0.032). R -square is 11.2%.
On entering this characteristic in the regression model, the other characteristics do
not have additional explanatory effects.
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DISCUSSION

For Kilduff and Tsai (2003) a number of concepts – each of which may in turn be
considered as an important structural or design feature for an organization – lie at
the heart of social network analysis. We draw upon six of these features in this discus-
sion: social capital; structural holes; density of connections; level of centralization;
reachability; and the level of reciprocity.

The first concept used to discuss the findings is social capital, which may be
individual or collective. For Kilduff and Tsai (2003) social capital reflects the po-
tential set of resources inherent in the social ties that an individual holds and
the advantages that may be created (be this advantage in terms of economic out-
comes, value creation or other specified outcomes) by the activation of particu-
lar links (to individuals, groups, units, etc.) in a social network. Although the ac-
tivation of these links may not always be in the control of individuals and may
be dependent upon the actions of others, this potential is still regarded as cap-
ital because it may be traded for other forms of capital (such as money or ca-
reer advancement). The reality that activation may be dependent on others means
that it is the configuration of the social network that produces different levels of
social capital at the individual level. Moreover, at a collective level (for example
the social capital of an HR function) it is the maintenance of effective relation-
ships that determines the level of capital. We caution that our findings have to
be seen as exploratory at this stage, but the statistical analysis of the tie qualities
showed just how important social capital was. Frequency of ties is the main capi-
tal being traded, affecting most all other qualities, and having a dominant effect
on the level of knowledge transfer. The depth of ties has independent effects on
the amount of information received and the seriousness of consequence for IHRM
provision.

The second concept that we use is structural hole theory (Burt, 1992). This theory
explains how the bridging or liaising across disconnected networks may be impor-
tant. Therefore it is the kind of ties that connect networks that may best be used
to classify the type of structure that the network represents. The same principle ap-
plies to bridging roles, where the notion of centrality becomes important. In the
act of go-between, how central is any one actor? This centrality reflects the level of
reciprocated interactions or connections to others who have beneficial ties. Look-
ing at Figure 18.1 it is clear that there are two structural holes, both of which in
fact have no brokerage roles to cross the divide, creating structural islands with re-
gard to IHRM. In both instances, there is poor coordination at regional level. The
first structural island concerns the Pacific–Australian operations, and the second
the Iberian regional operations. It could be hypothesized that there are relatively
low levels of HR standardization within these regions and a highly devolved, au-
tonomous form of IHRM. One other region, that of Asia (Japan and China) is only
connected to the mainstream HR network via the spanning role of Head of Asian
Development. It is clear from this analysis that the health of regional layers of IHRM
regional coordination may be examined via such social network analysis. In the case
of this organization, the structural ties are weak.
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A third important concept is that of density. Density may be seen in terms of
the number of connections between actors as a proportion of the total number
of connections that could mathematically exist. Loose networks have low density,
tightly-knit networks have high density. The role of important dyads can take on
especial importance in this context. In some instances, the nature of an impor-
tant relationship – say, between an HR Director and a senior line Director – can
only be understood by examining the network of relationships that surround the
pair. Based originally on studies of married couples, the use of mutual dependence
on loosely-knit networks, where organizational actors may be ‘. . . thrown on each
others’ resources’, has been understood as an important way of coping with and
reducing significant role differences (Kilduff and Tsai, 2003: 50).

Where loosely knit networks that are relatively unconnected exist around both
members of the dyad, the two members of the dyad become more reliant and de-
pendent on each other than if they were surrounded by relatively unconnected
(independent) but tightly-knit surrounding networks. If surrounding networks are
tightly-knit, members of the dyad can reduce their mutual dependence by relying
on their respective networks (and the role differences they may sustain). In short,
the embeddedness of a relationship may also depend on the looseness and tight-
ness of surrounding networks. A useful avenue for research on the effectiveness
of HR–line management relationships therefore would be to examine the network
qualities that surround important dyadic relationships.

The likely significance of this for the effectiveness of IHRM in this case study
organization can be seen by an examination of some loose, but important, ties evi-
denced in Figure 18.1. Consider that the relationship between the Global Head of
Customer Service (CSghd) and the Head of Talent Management (HRtmHd) pro-
vides some very important brokerage, tying the more distant concerns of the diver-
sity counsel and learning and development into the mainstream network. Similarly,
the relationship between the Global HR Operations Director (HROTghd) and the
Head of HR EMEA brings the HR capabilities associated with legal and learning
and development activities into the central fold. Finally, the Global Head of Per-
formance and Reward (HRPRghd) brokers contacts from the spider-in-the-web HR
Operations Director to the CEO.

A fourth concept is the level of centralization that exists within a network. This
is the extent to which interactions are focused around one or two actors, or the ex-
tent to which coordination is around a single center or multiple centers. We would
note that this concept could be important to judge, for example, whether a cen-
ter of excellence established within an HR structure (Sparrow, 2006b) is indeed a
real center of excellence. Do the bulk of interactions naturally gravitate to a few
central points of reference? Is a center of excellence formally constituted as an or-
ganizational unit, or is it more the case that such centers are charismatic (Moore
and Birkinshaw, 1998) – focused around a handful of individuals (talent) who op-
erate as spiders-in-the-web? The data analyzed in this study did not manage to as-
sess the networks surrounding the few (newly established) formal centers of excel-
lence in this case study organization. However, the presence of at least one charis-
matic spider-in-the-web, to whom many interactions gravitate, is clearly evident in
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Figure 18.1. The Global HR Operations Director has network arms reaching out
into the Asia region (China and Japan), EMEA region, and to South Asia (Banga-
lore), and these powerful regional webs are supported by similar network arms ex-
tended out into two important business partners, the Divisional technology Group
and Global Sales and Service.

A fifth related concept is that of reachability. Reachability reflects the proportion
of people who may be interacted with through a “friend” (an immediate and prox-
imal linkage), or through a “friend of a friend” (a linkage that is one-removed).
High reach structures are considered to be more efficient as there is less message
distortion in the transmission across ties. The spider-in-the-web role associated with
the Global HR Operations Director would seem to have very high reachability in this
organization, suggesting little message distortion between the regions and business
functions connected via this reach.

Finally, the sixth construct used to discuss the impact of networks on IHRM is
that of the level of reciprocity, whereby relations may be mutual (symmetric) or
non-reciprocated (asymmetric). We found that the less central the relationship
with the alter , the more support that was provided to the alter (or vice versa).
Providing expert knowledge to/from the alter , information to/from the alter , and
support to/from the alter were all highly correlated and clearly operate on a re-
ciprocal basis. There were two exceptions to this – where there is a much more
asymmetric relationship, and these were the receiving of expert knowledge and
the provision of support. This seems to make eminent sense – those attributes
of networks that are concerned with capability building activity (and providing
expert knowledge and support reflect this) understandably operate on a one-
way basis. The comments made about reverse transfer (see Edwards, this volume,
Chapter 11) may be seen is this context. Asymmetric transfer in IHRM may need
to happen by design, a process handled by network structure. Of course, it is
still possible that asymmetric networks, as observed in this case study, simply re-
flect a blindness, whereby reverse capability transfer is possible but is structurally
ignored.

Kilduff and Tsai (2003) draw attention to some other important concepts, that
while not discussed here, may have important implications for IHRM. The first of
these additional concepts is the notion of embeddedness (where work-related trans-
actions may be seen to overlap with other forms of social relations which might not
initially be the purpose of study). They showed, for example, that knowledge com-
municated between business units in a large food company in reality flowed around
a small central network of family-led business units, i.e., in this instance knowledge
transfer was embedded in kinship ties. The strength of ties may also be expected
to be important for IHRM. Strength may be judged on different grounds or cri-
teria, such as the temporal, emotional, communicational, or reciprocal qualities.
Weak ties may, however, still facilitate knowledge transfer (Hansen, 1999). Finally,
another potentially useful construct for future exploration is the level of multiplex-
ity (the extent to which a tie between actors might be judged differently depending
on the range of particular stakeholder perspectives), i.e., the stability of a tie across
different social arenas.
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CONCLUSIONS

We believe that the use of social network analysis in IHRM research has the po-
tential to open up very valuable new streams of theoretical development. We have
discussed the role that social networks in this case study organization play with re-
gard to IHRM through examination of six structural features. We noted at the be-
ginning of the section that examined the structural features of the HRM network
that such analysis might be focused on what interactions were intended by the or-
ganization structure, the identification of key brokerage roles or the existence of
structural holes, the centrality and importance that would be expected from key
roles, and the consequence on the efficiency and effectiveness of the structure-in-
practice. However, future research should be able to move beyond such pragmatic
analysis toward a deeper theoretical understanding of the capabilities that such net-
works help to create for the organization.

Sparrow (this volume Chapter 1) argues that the field of IHRM would benefit
from theoretical extension at the micro-level, but only where that extension aids
and assists the understanding of international phenomena. We have noted that so-
cial network analysis helps to bring together theoretical perspectives driven by social
capital, knowledge transfer and institutional explanations of organization-level be-
havior. We would note also that the analysis of these networks could be looked at
from a social cognitive perspective. What do the networks say, for example, about
the level of sense-making within international strategy, the role of information mar-
kets in helping to execute appropriate strategy and structure within international
organizations, and the existence (or not) of any collective cognition within the or-
ganization? The rather old and tired global–local debates about international strat-
egy and structure may be enriched by a more realistic understanding of how net-
works not only provide the glue between structures, but also create mindsets that
are more appropriate to the complexity that surrounds current globalization pro-
cesses. We briefly signal some social cognitive theoretical perspectives that might
help researchers to understand the conditions that effective global networks need
to create inside organizations.

The first perspective is that of sensemaking. Sensemaking is the process whereby
members of an organization confront surprising or confusing events, issues, and
actions (Gioia and Chittipendi, 1991). It both precedes decision making and also
follows it, but it is still a relatively unexplored social process (Maitlis, 2005). Pfeffer
(2005) has recently argued that HR needs to help to manage this process inside or-
ganizations, i.e., help to manage the mental models in the organization. Strategies
– and global strategies and structures are no exception – are the product of a ne-
gotiated order, in turn associated with a process of sensemaking. This sensemaking
of course is a collective process. There has been discussion in the IHRM literature
about the role in particular of expatriates as sensemakers, but also the importance
of reverse knowledge flows provided by inpatriates (Reiche, Kraimer and Harz-
ing, this volume Chapter 8) or via practice transfer (Edwards, this volume Chapter
11). This role of collective sensemaking is also now provided by multiple forms of
international working (see Suutari and Brewster, this volume Chapter 7). Global
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networks are in some sense just one very important vehicle through which these
insights are provided. From this perspective, a global mindset might just reflect the
ability of key individuals to be able to ensure and enable collective dialogue; either
by:

(1) possessing the appropriate social and political capital that their position in
the network affords them (see Harvey and Novicevic, this volume Chapter
6); or

(2) having the ability to be able to understand and model the connections and
interactions revealed by the social network analysis, thereby short-circuiting
learning about appropriate execution of strategies.

The analysis of social networks may show that relevant social and political capital
resides at singular points or at several levels of the organization. However, in future,
such research might examine the linkages between actual networks (structures-in-
practice), the sensemaking advantages that this provides key global leaders, and the
sensegiving messages that these individuals have to convey through their knowledge
and insight into the reality of global operations.

A second conceptual development could be to link analysis of social networks
with an understanding of the information markets that they create inside organi-
zations. The scarcest resource in organizations is attention to information in what
is an overloaded environment – the various nodes revealed through the social net-
work analysis in this chapter are in competition with each other for the attention
of line managers. Organizations are therefore considered to be designed around
markets because there are distinct sets of suppliers of information (practice groups,
networks, functions, etc.), but these suppliers have to compete for attention in a
crowded space. Both information suppliers and users have to receive rewards to
participate in this market. For Kang et al. (2007), knowledge brokering within these
information markets gains access to divergent knowledge that is valuable or un-
known to important parts of the organization. The ability to control and manage
the quantity and quality of information that flows through these markets is central
to organizational survival (see, for example, Hansen and Haas, 2001). Considerable
strategic importance is now attached to the brokering of information across inter-
nal (intra-) and external (inter-) organizational information markets necessitated
by a global operating model.

To conclude, social network analysis can provide some very powerful insights into
the reality of IHRM-structures-in-practice. Moreover, the structural qualities that
such analysis reveals can provide useful insight into the underlying levels of capa-
bility that an IHRM might (or might not) truly possess. Future research must move
on to examine the extent to which networks serve to merely glue together existing
capabilities, or to create new and previously untapped ones. Do networks serve to
correct deficiencies in formal IHRM structures, do they create their own deficien-
cies, or do they, via the connectivity they can bring, offer the opportunity for new
modes of IHRM delivery? To answer such questions, in addition to understanding
the structural benefits and knowledge transfer properties that these networks bring,
we believe it will also become necessary to understand the social and cognitive ca-
pabilities that these networks create for their members.



P1: JYS

c18 JWBK355-Sparrow April 3, 2009 16:34 Printer Name: Yet to Come

GLOBALIZING HUMAN RESOURCE MANAGEMENT 385

REFERENCES

Blyton, P., and Turnbull, P. (1992). Reassessing Human Resource Management. London: Sage.
Borgatti, S.P., and Foster, P.C. (2003). The network paradigm in organizational research: A

review and typology. Journal of Management, 29 (6), 991–1013.
Brewster, C., and Mayne, L. (1994). The Changing Relationship between Personnel and the

Line: The European Dimension. Report to the Institute of Personnel and Development. Wimble-
don: IPD.

Brewster, C., and Larsen, H.H. (2000). Human Resource Management in Northern Europe. Ox-
ford: Blackwell.

Brewster, C., and Scullion, H. (1997). A review and agenda for expatriate HRM. Human
Resource Management Journal, 7 (3), 32–41.

Brewster, C., and Suutari, V. (2005). Global HRM: Aspects of a research agenda. Personnel
Review, 34 (1), 5–21.

Brewster, C., Sparrow, P.R., and Harris, H. (2005). Towards a new model of globalising HRM.
International Journal of Human Resource Management, 16 (6), 949–970.

Briscoe, D., and Schuler, R.S. (2004). International Human Resource Management (2nd edn).
New York and London: Routledge.

Burt, R.S. (1992). Structural Holes: The Social Structure of Competition. Cambridge, MA: Harvard
University Press.

Cheuk, B. (2007). Social networking analysis: Its application to facilitate knowledge transfer.
Business Information Review, 24 (3), 170–176.

Cooke, F.L. (2006). Modeling an HR shared services center: Experience of an MNC in the
United Kingdom. Human Resources Management, 45 (2), 211–227.

De Cieri, H., Fenwick, M., and Hutchings, K. (2005). The challenge of international human
resource management: Balancing the duality of strategy and practice. International Journal
of HRM, 16 (4), 584–598.

Evans, P., and Doz, Y. (1992). Dualities: A paradigm for human resource and organizational
development in complex multinationals. In V. Pucik, N. Tichy and C. Barnett (eds), Global-
ising Management: Creating and Leading the Competitive Organization. New York: John Wiley &
Sons, Inc.

Evans, P., and Genadry, N. (1999). A duality-based prospective for strategic human resource
management. In P.M. Wright, L.D. Dyer, J.W. Boudreau and G.T. Milkovich (eds), Strate-
gic Human Resource Management in the Twenty-First Century (vol. 4, Research in Personnel and
Human Resource Management). Stamford, Conn: JAI Press.

Evans, P., and Lorange, P. (1989). The two logics behind human resource management. In
P. Evans, Y. Doz, and P. Lorange (eds), Human Resource Management in International Firms,
Change, Globalization, Innovation. London: Macmillan, pp. 144–161.

Fenwick, M., and De Cieri, H. (2004). Interorganizational network participation: Implica-
tions for global career management. Journal of Management Development, 23 (9), 798–817.

Freeman, L.C. (1979). Centrality in social networks: Conceptual clarification. Social Networks,
1, 215–239.

Gennard, J., and Kelly J. (1997). The unimportance of labels: The diffusion of the personnel/
HRM function. Industrial Relations Journal, 28 (1), 27–42.

Gioia, D.A., and Chittipeddi, K. (1991). Sensemaking and sensegiving in strategic initiation.
Strategic Management Journal, 12, 433–48.

Hansen, M.T. (1999). The search-transfer problem: The role of weak ties in sharing knowl-
edge across organizational sub-units. Administrative Science Quarterly, 44, 82–111.

Hansen, M.T., and Haas, M.R. (2001). Competing for attention in knowledge markets: Elec-
tronic document dissemination in a management consulting company. Administrative Sci-
ence Quarterly, 46 (1), 1–28.



P1: JYS

c18 JWBK355-Sparrow April 3, 2009 16:34 Printer Name: Yet to Come

386 PAUL SPARROW, CHRIS BREWSTER, AND PAUL LIGHART

Harvey, M., and Novicevic, M.M. (2004). The development of political skill and political cap-
ital by global leaders through global assignments. International Journal of Human Resource
Management, 15 (7), 1173–1188.

Huisman, M., and van Duijn, A.J. (2005). Software for social network analysis. In P.J. Car-
rington, J. Scott and S. Wasserman (eds) Models and Methods in Social Network Analysis.
Cambridge: Cambridge University Press.

Kang, S-C., Morris, S.S., and Snell, S.A. (2007). Relational archetypes, organizational learn-
ing, and value creation: Extending the human resource architecture. Academy of Manage-
ment Review, 32 (1), 236–256.

Kilduff, M., and Tsai, W. (2003). Social Networks and Organizations. London: Sage Publications.
Kostova, T. (1999). Transnational transfer of strategic organizational practices: A contextual

perspective. Academy of Management Review, 24 (2), 308–224.
Kostova, T., and Roth, K. (2002). Adoption of an organizational practice by subsidiaries

of multinational corporations: Institutional and relational effects. Academy of Management
Journal, 45 (1), 215–233.

Larsen, H.H., and Brewster, C. (2003). Line Management Responsibility for HRM: What’s
happening in Europe? Employee Relations, 25 (3), 228–244.

Lengnick-Hall, M.L., and Lengnick-Hall, C.A. (2006). International human resource man-
agement and social network/social capital theory. In G.K. Stahl and I. Björkman (eds),
Handbook of Research in International Human Resource Management. Cheltenham: Edward El-
gar, pp. 475–487.

M’Chirgul, Z. (2007). The smart card firms’ network positions: A social network analysis.
European Management Journal, 25 (1), 36–49.

Maitlis, S. (2005). The social processes of organizational sensemaking. Academy of Management
Journal, 48 (1), 21–49.

Martin, G. (2005). Managing People in Changing Contexts. Harlow: Pearson Education.
Martin, G., and Beaumont, P.B. (2001). Transforming multinational enterprises: Towards a

process model of strategic human resource management change. International Journal of
Human Resource Management, 12 (8), 1234–1250.

Moore, K., and Birkinshaw, J.M. (1998). Managing knowledge in global service firms: Centers
of excellence. Academy of Management Executive, 12 (4), 81–92.

Paauwe J. (1995). Personnel management without personnel managers: Varying degrees of
outsourcing the personnel function. In P. Flood, M. Gannon and J. Paauwe (eds), Manag-
ing Without Traditional Methods. Wokingham: Addison-Wesley.

Pfeffer, J. (2005). Changing mental models: HR’s most important task. Human Resource Man-
agement, 44 (2), 123–128.

Rosenzweig, P.M., and Nohria, N. (1994). Influences on human resource management
practices in multinational corporations, Journal of International Business Studies, 25,
229–251.

Schuler, R.S. (1990). Repositioning the human resource function: Transformation or demise.
Academy of Management Executive, 4 (3), 49–60.

Schuler, R.S., and Jackson, S. (2005). A quarter-century review of human resource manage-
ment in the US: The growth in importance of the international perspective. Management
Revue, 16 (1), 11–35.

Schuler, R.S., and Tarique, I. (2007). International human resource management: A North
American perspective, a thematic update and suggestions for future research. International
Journal of Human Resource Management, 18 (5), 717–734.

Singh, J. (2007). Asymmetry of knowledge spillovers between MNCs and host country firms.
Journal of International Business Studies, 38, 764–786.



P1: JYS

c18 JWBK355-Sparrow April 3, 2009 16:34 Printer Name: Yet to Come

GLOBALIZING HUMAN RESOURCE MANAGEMENT 387

Smethurst, S. (2005). The long and winding road. People Management, 11 (15), 25–29.
Sparrow, P.R. (2006b). Knowledge management in Global organizations. In G. Stahl and I.

Björkman (eds), Handbook of Research into International HRM. London: Edward Elgar, pp.
113–138.

Sparrow, P.R., and Braun, W. (2008a). HR strategy theory in international context. In M. Har-
ris (ed.), The Handbook of Research in International Human Resource Management. Mahwah, NJ:
Lawrence Erlbaum, pp. 77–106.

Sparrow, P.R., and Braun, W. (2008b). HR sourcing and shoring: Strategies, drivers, success
factors and implications for HR. In M. Dickmann, C. Brewster and P.R. Sparrow (eds),
International Human Resource Management: A European Perspective. London: Routledge,
pp. 39–66.

Sparrow, P.R., and Brewster, C. (2006). Globalizing HRM: The growing revolution in man-
aging employees internationally. In C. Cooper and R. Burke (eds), The Human Resources
Revolution: Why Putting People First Matters. London: Elsevier.

Sparrow, P.R., Brewster, C., and Harris, H. (2004). Globalizing Human Resource Management.
London: Routledge.

Stahl, G.K., and Björkman, I. (eds) (2006). Handbook of Research in International Human Re-
source Management. Cheltenham: Edward Elgar Publishing.

Tregaskis, O., Glover, L., and Ferner, A. (2005). International HR Networks in Multinational
Companies. London: CIPD.

Ulrich, D. (1997). Human Resource Champions: The Next Agenda For Adding Value To HR Practices.
Boston: Harvard Business School Press.

Wassermann, S., and Faust, K. (1994). Social Network Analysis: Methods and Applications. New
York: Cambridge University Press.




