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Resume:
· The dominance of expatriate adjustment Cultural adjustment has long been recognized as an important aspect of on-assignment performance and of concern to MNC management, given the high maintenance cost of this staffing strategy.
· However, it could be argued that we have reached the stage of diminishing returns from research on expatriate adjustment.
· Takeuchi (2010) critiques, expatriate performance research has largely neglected the effects of assignments on other stakeholders; such as family members, host country nationals, and parent country nationals.
· The use of adjustment as an explanatory variable for expatriate performance and turnover is dangerous, it blinds us from seeking other potential explanations; and may be likened to the Drunkard’s Search: Taking the easier, well-lit path of scholarly inquiry (Brewster 1999; McKenna et al. 2008).
· Moreover, continuing to devote research time to expatriate adjustment for marginal benefit carries the danger of reinforcing the perception that IHRM equals expatriate management, or that the field is an extension of cross-cultural management.
· The recent work on different types of assignments shifts attention from senior management to a broader cohort of international assignees, but it maintains an emphasis on a select group. 
· It is demonstrably clear that international assignees constitute only a fraction of a MNC’s total global workforce, yet there has been relatively limited work regarding the HR management of local employees working for MNCs.
· The diversity of the MNC-related stream reveals there are a burgeoning number of articles dealing with people issues beyond the confines of expatriate management.
· MNC context; A large number of studies in the general IB literature have examined the way in which institutional factors (including political-legal, the economic system, the educational system, and the forms and values associated with these) and cultural factors influence an MNC’s global operations.
· Firms operating in the dynamic global environment constantly make strategic decisions, such as divesting operations in one country or moving into new markets and contexts. Each of these decisions has HR consequences. As the work on social capital and knowledge transfer reminds us, people are an important resource.
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Resume:
· Organisations today have to contend with a pluri-religious workforce and hence there is a need to enhance and expand knowledge, understanding and managerial practices in dealing with religion at work.
· Four distinct organisational approaches to religion and spirituality at work: faith avoiding, faith-based, faith-safe and faith-friendly. 
· The faith-avoiding organisation chooses to suppress personal/community expressions of faith and employees may perceive that the organisation is acting unjustly with regard to religious accommodation.
· The faith-based organisations are generally grounded in one particular faith tradition, often reflecting the faith traditions of the founder and/or top management team. However, those outside the dominant faith tradition may feel marginalised and excluded.
· The faith-safe organisation tolerates faith at work, ensures compliance with basic legal requirements but does not necessarily embrace or encourage its expression.
· The faith-friendly organisation goes beyond minimum legal requirements and welcomes manifestations of faith at work, with all faith traditions treated at par and with respect.
· Due to the numeric growth of Muslims within Europe, along with their growing desire for the advancement of Islamic values within the countries where they or their ancestors have settled (Loobuyck et al., 2013), there has been a significant change in attitude by Western governments towards the presence of Muslims since the 1990s.
· However, Lebl (2014) opines that the outcome of such policies was that it was no longer appropriate for anyone to promote the dominant or majority culture, as to do so would be to undermine the equality or status of other equally valid, minority perspectives.
· Bouma, Haidar, Nyland, and Smith (2003) suggest that there is no inherent conflict between Islamic faith and modern workplaces, and therefore any potential areas of friction between Islam and contemporary HRM practices can be managed effectively.
· Muslim organisational leaders tend to be collectivistic in nature preferring avoidance and evading arguments in organisational settings if it benefits the communal good, despite the fact that they are more autocratic leaders as compared to Christian leaders – this may be based on their strict adherence to Quranic principles (Possner, 2015).
· In their multilevel study of Muslim migrant women in Australia, Syed and Pio (2010) note that holding organisations solely accountable for diversity policies may be inadequate as diversity management is impacted by both macro-societal and micro-individual issues.
· Using human agency and coping theory, drawing on interviews with Muslim female professionals in the UK and Australia, the authors investigate the coping strategies of Muslim professional women, how they adapt and react to and reflect on stressful workplace events such as discriminatory behaviour.
· The findings indicate that active coping and planning to deal with stressful events is important to ethnic minorities and that emotion-focused coping is invoked when less active planning is prevalent.





