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Abstract 

 

In spite of the sheer volume of workers in developing countries, commentators have observed that 

little attention has been given to human resource management (“HRM”) in those countries and 

more research on HRM in developing countries should lead to improvements in identifying 

effective ways to transfer HRM systems and practices to those countries and perhaps illuminate 

new ideas for HRM that go beyond the traditional portfolio based primarily on research on 

practices in developed countries. 

 

In spite of the sheer volume of workers in developing countries, commentators have observed that 

little attention has been given to human resource management (“HRM”) in those countries.
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Budhwar and Debrah suggested that the apparent lack of interest in HRM in developing countries 

could likely be attributed to the perception that there were a relatively few number of 

researchable topics due to the fact that many developing countries, at least several decades ago, 

often were small economies with small companies and small wage employment sectors; however, 

they noted a surge of interest in management practices in developing countries in general could 

be expected from the rapid growth in number of persons employed by multinational companies in 

developing countries.
3
  Obviously, more research on developing countries should lead to 
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improvements in identifying effective ways to transfer HRM systems and practices to those 

countries; however, a focus on developing countries would also permit illumination of new ideas 

for HRM that go beyond the traditional portfolio based primarily on research on practices in 

North America and the European Union. 

 

Future research in the area of HRM will need to take into account the unique issues and problems 

that arise in developing countries.
4
  For example, globalization has forced companies from all 

around the world to establish a presence in multiple markets, including developing countries with 

untapped resources and large potential customer bases, and those companies must grapple with 

how to effectively manage HR on a worldwide basis while understanding and accommodating 

local nuances.  In that vein, additional work and study is needed in order to understand the impact 

of societal culture on various aspects of HRM and companies engaged in globalization need to 

acknowledge “diversity” among managers and employees from developing countries and 

establish strategies for overcoming culturally-based impediments to equal opportunities for 

women and others with racial and ethnic backgrounds that have experienced difficulties due to 

traditional discrimination in their countries.
5
  Researchers will also need to track the erosion of 

traditional employment practices in emerging markets countries around the world including the 

movement of economic activities from state-owned enterprises to privately-owned and managed 

firms and the transition from “hard HRM), which emphasized control over employees and neglect 

of their personal needs, to more enlightened approaches to the employment relationship.  Finally, 

the influence of regulation on HR practices is an increasingly important topic throughout the 

world and there is much to be learned from the experiences of developing countries that are 

starting to build a framework of employment laws and regulations where little or nothing may 

have existed in the past. 
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