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Staffing Top Management Positions in Foreign Subsidiaries – 
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ABSTRACT
When doing business abroad, one of the most important aspects companies are confronted with is to decide strategically who to put in charge of host country subsidiaries in order to achieve the company’s goals. Although an increasing discussion of global staffing issues can be observed in relevant journals, the extant literature has failed to adequately explore the changes of staffing over time and the staffing of top management positions in subsidiaries in emerging markets like the BRIC countries. Additionally, the questions why e. g. expatriates are deployed overseas and which influencing factors have to be considered remain to be answered empirically. Hence, the objectives of this study are to address these so far neglected issues. Based on principal agent theory and contingency theory four assumptions are formulated which guide the qualitative research design using a case study approach. The analysis of global staffing practices of the managing director’s position of eight Brazilian subsidiaries of German companies from its establishment until today identifies industry and ownership structure as relevant influencing factors of global staffing decisions. Moreover, certain patterns in global staffing over time and the main reasons for changes in staffing practices are discovered.




Staffing Top Management Positions in Foreign Subsidiaries – 
A Longitudinal Study on German MNCs in Brazil

INTRODUCTION
Due to the increasing business globalization, multinational corporations (MNCs) are more and more challenged by the conflicting demands of global standardization and local differentiation. In this regard, there is a growing consensus that the MNC’s International Human Resource Management (IHRM) may be one of the most critical resources of a company’s capability to compete globally. So first of all, MNCs have to decide strategically who to put in charge of host country subsidiaries. Therefore, global staffing policies and practices are „increasingly seen as a primary HR practice used by MNCs to control and coordinate their spatially dispersed global operations“ (Collings & Scullion, 2009: 1249).

There are three main approaches to staff top management positions in host country subsidiaries: When parent country nationals (PCNs), so-called expatriates, are used as part of a coordination and control strategy, MNC specific knowledge and strategic values are transferred to the foreign subsidiaries. Host country nationals (HCNs) – by contrast – possess knowledge about the host country environment such as culture, competition, regulations, and the like (Collings & Scullion, 2006). Furthermore, the assignment of third country nationals (TCNs) is also imaginable. To make the best decision, MNCs need to “examine carefully the configuration of the internal and external contingencies for each of their subsidiaries and take a differentiated staffing approach that is going to optimize the constraints imposed on the subsidiaries by the unique strategic, competitive, cultural, and institutional environments they are facing.” (Harvey, Speier & Novicevic, 1999: 170).

Against this background the purpose of this paper is to answer the following questions: 
1) Which parameters influence global staffing practices and how?  
2) To which extent do MNCs actually use PCNs, HCNs or TCNs in the position of the subsidiary’s managing director? 
3) How do staffing practices change over time? 
4) What are the underlying reasons of (those) staffing decisions?

LITERATURE REVIEW
In order to provide an appropriate and meaningful overview of the current status of research about global staffing, an extensive literature review was conducted. Therefore, the database EBSCOhost Business Source Premier and the © GBI-Genios Deutsche Wirtschaftsdatenbank were searched by keywords. To include all relevant studies the search covered a time period of thirty years: „The question of whether an expatriate should run a firm’s foreign affiliates or not has – directly or indirectly – been a topic of management research for the past 25 years” (Belderbos & Heijltjes, 2005: 341). The so-identified articles were then evaluated according to specific criteria (e. g. they had to consist of at least ten pages of text; conference papers and studies that focused on NGOs or students or subordinated aspects, like repatriation, were eliminated). To ensure a high quality the articles have only been considered if they were published in journals which are ranked at least as C in the Ranking of the Verband der Hochschullehrer für Betriebswirtschaft (VHB, 2011) or at least as B in the Ranking of the Australian Business Deans Council Journal Rankings List (ABDC, 2010). As a result, 84 studies that focus on global staffing aspects were identified. Figure 1 shows the development of the relevant literature on the subject of global staffing during the last thirty years.

Insert Figure 1 here

Although an increasing discussion of global staffing issues can be observed in relevant journals (e. g. Tarique & Schuler, 2008), the extant literature has failed to adequately explore, on the one hand, the changes of staffing over time and, on the other hand, the staffing of top management positions in subsidiaries in emerging markets like the BRIC countries. Additionally, the questions why e. g. expatriates are deployed overseas and which influencing factors have to be considered remain to be answered empirically (Gong, 2003). This study will focus on those neglected aspects of global staffing. 

THEORETICAL BACKGROUND
As mentioned, MNCs have three main possibilities to staff top management positions in host country subsidiaries: PCNs, HCNs and/or TCNs. One of the most powerful theories in which the choice of international staffing can be based in is principal agent theory (e. g. Jensen & Meckling, 1976) which is therefore chosen as a theoretical background of the following considerations. An agency relationship is defined as “a contract under which one or more persons (the principal(s)) engage another person (the agent) to perform some service on their behalf which involves delegating some decision making authority to the agent” (Jensen & Meckling, 1976: 308). Assuming that both parties want to maximize utility it can be expected that the agent will not always act according to the principal’s aims. These divergent interests require a suitable control mechanism that forces the agent to behave in the principal’s interest (Eisenhardt, 1989a). Applying the idea of principal agent theory on MNCs as a group of geographically dispersed units, an interesting principal agent relationship can be found: The headquarters as principal has to choose an appropriate agent who manages the subsidiary abroad. Hence, “the headquarters must delegate work and responsibilities to overseas subsidiaries since it must depend on the unique knowledge of the subsidiaries” (Gong, 2003: 729). Therefore, MNCs may choose from different control strategies like output control that is based on the measurement of outputs, and behavioral control that is based on personal surveillance (Ouchi & Maguire, 1975). The latter could be realized through the use of a PCN as managing director of the subsidiary abroad (Egelhoff, 1984). As expatriated PCNs share the headquarters’ values and goals it is more likely that they behave in the principal’s intent. In summary, this means that „an agency perspective would predict expatriate deployment in situations where the need is felt to impose control by placing an insider in important roles in foreign subsidiaries“ (Brock et al., 2008: 1304). 

In accordance to contingency theory (e. g. Kieser, 1999; Lawrence & Lorsch, 1967) several factors that influence global staffing have to be taken into account to optimize this strategically relevant decision. In this study the focus will be on characteristics of the company as a whole (respectively the headquarters). The reason for that is that studies that investigate influencing factors of HR strategies and especially global staffing strategies focalize those characteristics in a nearly traditional manner (Thompson & Keating, 2004). Some authors even consider them more important with regard to global staffing decisions than the characteristics of the subsidiary (Selmer, 2003: 55). The influencing factors considered here include industry, size and ownership structure of the company. 

Furthermore, a special focus of this study is the investigation of changes in global staffing practices over time. Following the idea that “once the subsidiary is established, coordination, control, and knowledge transfer issues become more prominent, leading to an increased use of PCNs over time“ (Gaur, Delios & Singh, 2007: 632), the expected result is the placement of PCNs at the beginning of the investment, than assigning HCNs or TCNs (Welch, Fenwick & De Cieri, 1994) which are in turn replaced by PCNs after a certain period of time. Tan & Mahoney concluded based on their study results that "when a multinational firm's control concern over local managers is high, expatriates may be chosen even when the firm has high demand for local knowledge and local managers may be more able to enhance revenues." (Tan & Mahoney, 2006: 478). 

Against this theoretical and conceptual background the following assumptions (A) shall be examined in the course of the empirical investigation:
A I: 	MNCs that operate in global industries are more likely to assign a PCN as managing director of the subsidiary as those operating in a multinational branch.
A II:	The size of the MNC as a whole is positively related to the likelihood that a PCN will be assigned as managing director of the subsidiary.
A III: 	Family companies are more likely to assign a PCN as managing director of the subsidiary than companies that are not family-owned.
A IV: 	Global staffing over time follows a certain pattern: Whereas the likelihood that a PCN will be assigned as managing director of the subsidiary is high at the beginning of a foreign direct investment, PCNs will be replaced by HCNs after some time, especially for financial and market related reasons. But in case of any need for coordination or control, HCNs will be replaced by PCNs.

RESEARCH DESIGN AND METHODS
To control the influence of culture the empirical study concentrates on one host and one parent country, i. e. on Brazilian subsidiaries of German MNCs. This resulted to the long internationalization history of German MNCs in Brazil and Brazil’s (growing) importance as emerging market (Cheng et al., 2007) which – in comparison with countries such as China and India – is extensively neglected in the International Business (IB) literature.

Jim O’Neills thesis of the BRIC-countries argues that in 40 years, the combined economies of Brazil, Russia, India and China are to become the largest global economic group – even larger than the combined economies of U.S., Japan, Germany, France, Italy and the United Kingdom. With an average growth exceeding 5 % annually and a share of global trade of 15 % annually, the importance of the BRIC-countries is undeniable (Cheng et al., 2007). Not only due to the threefold increase of Foreign Direct Investment (FDI) within the borders of the BRIC to 15 % since 2000, it is important to gain a better understanding of their economies in order to improve the knowledge of world economy in the future. With 8.547.403 km², Brazil is the largest country of Latin America and the fifth largest country in the world. It developed from a market dominated by raw-material exports to a strong industrial power with annual growth of GDP per capita of 4.2 % which attracted almost 400,000,000 US $ of FDI in 2009. Especially to Germany, Brazil plays a decisive role: With 800 companies of German origin – such as Siemens, Volkswagen, Daimler, BASF, Bayer, Henkel – São Paulo is classified as worldwide largest German industrial site overseas. Overall in Brazil there are about 1,200 German-Brazilian companies employing 250,000 people with a long history of business in Brazil (Auswärtiges Amt, 2010).

In order to investigate global staffing practices over time a longitudinal approach seems inevitable. To examine the choice of PCNs or HCNs or TCNs and explore the underlying reasons the method of case study research will be used (Yin, 2009). As the case study is a research strategy which focuses on comprehending the dynamics present within single settings (Eisenhardt, 1989b) it seems to be the most appropriate research method for this study and its objectives. Within the case study research usually different data collection methods are combined (Eisenhardt, 1989b). Therefore, within this study, data is being collected by means of semi-structured questionnaires supplemented by the analysis of secondary data like information from several company homepages, archives etc. To achieve a good internal validity the expected amount of cases will be about eight cases and therefore include more than the four cases suggested by Eisenhardt (1989b).

The process of selecting those cases is below explained in detail: The cases are selected by filtering different recognized lists of German companies according to several, specific criteria to ensure valid results (Ghauri, 2004). In a first step the companies of which the management board of the German Chamber of Commerce in São Paulo consists (AHK, 2013) were analyzed. In a second step all missing companies of the following lists were added: (1) the list of the DAX 30 companies, (b) the list „Die größten Unternehmen in Deutschland 2013“ from the journal FAZ (FAZ, 2013), and (c) the first hundred companies of the list „ Die 500 größten Unternehmen in Deutschland 2012“ from the journal Die WELT (Die Welt, 2013). These rankings were chosen because of their timeliness, their assumed accuracy and because of the fact, that the combination of several rankings increases the probability to have taken all relevant companies into account. After that, the following four criteria have been used to identify the relevant companies: (1) the company had to be of German origin and still headquartered in Germany; (2) the company had to operate in industries that seem relevant for the research questions (trading companies, law firms, and freelancer were eliminated); (3) firm size was included by requiring a minimum of 5000 employees, and (4) companies had to have sufficient business activities in Brazil (e. g. measured by the establishment of a sales and/or production company). That way, a sample of 65 relevant German MNCs doing business in Brazil could be worked out. In order to have the possibility to include the size of the MNC as an influencing factor (see A II), a control group of Small and Medium-sized Enterprises (SMEs) had to be generated to be contrasted with the sample of MNCs. The Institut für Mittelstandsforschung describes SMEs as companies with up to 499 employees and an annual turnover of less than 50 million Euros (Ifm Bonn, 2013). Following this definition, a research was conducted via the data base yourfirm to identify relevant companies. Using the criteria (1), (2) and (4) described above, a sample of 22 German SMEs doing business in Brazil could be worked out (Yourfim, 2013).

In accordance with previous studies on global staffing (e. g. Collings, Morley & Gunnigle, 2008; Harzing, 2001a; Widmier, Brouthers & Beamish, 2008), the subsidiary was primary focused in context of the data collection. This approach was taken assuming that it would lead to a high(er) response rate (e. g. Harzing, 2001a). At the same time this “could be considered a strength of the paper as the majority of the extant research is based on a HQ perspective” (Collings, Morley & Gunnigle, 2008: 210). Against this background, the subsidiaries and the corresponding contact persons of the chosen MNCs and SMEs had to be identified. This time consuming investigation finally discovered a sample of 74 Brazilian subsidiaries of the 64 German MNCs and 22 Brazilian subsidiaries of the 22 German SMEs.

One chosen method of data collection was the semi-structured questionnaire, although disadvantages like the missing possibilities of controlling the interview situation or of clarifying questions of understanding are known. The latter could entail the risk that questions are not or only incompletely answered (Atteslander, 2006). Despite the outlined drawbacks, the written survey, more precisely the survey via e-mail, seemed to be the most adequate method of data collection for the current study. This was in particular due to the great geographical distance between the focused home and host countries – Germany and Brazil – and, furthermore, to the mainly fact-based questions (see the approach of Tungli & Peiperl, 2009). Moreover, the questionnaire enquired data that required an extensive research of information of the respondents. For this purpose, (only) the written survey seemed suitable because the respondent was able to decide how often and how long the answering had to be interrupted and when it could be continued. The questionnaire was developed and after a pretest adapted marginally. An English version of the questionnaire was sent to the identified subsidiaries, more specifically its managing director and/or its head of the human resources department (German and Portuguese versions were available upon request).

Because of the relatively small response rate the idea was born to consider both sides – the headquarters’ and the subsidiary’s perspective – as also mentioned in literature before: “future studies may need to collect data from both headquarters and foreign affiliates. In particular, simultaneous observation of headquarters and foreign affiliates may provide more enriched explanations about executive staffing issues for foreign affiliates” (Ando, Rhee & Park, 2008: 131). Therefore the German headquarters were contacted in order to gain more information about the staffing of the top management positions of their Brazilian subsidiaries. Despite different privacy concerns this was successful regarding some companies. 

In the end eight companies were selected as case companies. The reason for their selection was that in those cases the global staffing practices since the beginning of doing business in Brazil could be almost entirely traced.

CASE ANALYSIS AND FINDINGS 
Within the scope of the analysis all case companies were first analyzed separately considering its global staffing practices, this means the analysis of the fact who was employed in the position of the subsidiary’s managing director from the date of the establishment of the subsidiary until today (see table 1 for an overview) and – if the information was available – the underlying reasons of job changes. 

Insert Table 1 here

As a result of this in-depth analysis the staffing of the top management position of the Brazilian subsidiary of the eight different case companies could be reconstructed and analyzed for a time span of 308 years. In sum 47 top managers and 39 changes could be identified across all case companies. In the next step the global staffing practices of the case companies were compared with regard to the assumptions formulated above.

Industry
[bookmark: _Toc416277727]Concerning industry it was assumed that companies that operate in global industries are more likely to assign a PCN as managing director of the subsidiary as those operating in a multinational branch. As table 2 shows, from the analyzed case companies six could be assigned to the global industry (A, B, C, D, E, F) and two to the multinational industry (F, G).

Insert Table 2 here

The following analysis shows that the staffing of the managing director position differs clearly between these two groups. Figure 2 shows that companies of global industries preferred the assignment of PCNs as managing directors for 62 % of the analyzed time span (173,5 years out of 282 years). So PCNs were the most important staffing group concerning the top management position. For nearly a third of the analyzed time span MNCs charged HCNs with the management of the Brazilian subsidiary; TCNs were only employed for 8 %. In contrast, companies of multinational industries assigned mainly TCNs which means 58 % of the analyzed time span (15 out of 26 years). PCNs were employed for less than a third, HCNs for only 15 % of the focused period. 

Insert Figure 2 here

In view of these results assumption A I can rather be confirmed.

Size
It was assumed that the size of the MNC is positively related to the likelihood that a PCN will be assigned as managing director of the subsidiary. As table 3 shows, from the analyzed case companies only one could be identified as SME (H) whereas the remaining companies could be assigned to the group of large companies (A, B, C, D, E, F, G).

Insert Table 3 here

Figure 3 shows that, for the SME, PCNs played an important role concerning the staffing of the managing director position of the Brazilian subsidiary (78 % of the analyzed time span). HCNs were less important (22 %) whereas TCNs have not been assigned until today. The staffing practices of large companies were quite similar as they also preferred the assignment of PCNs (58 %), followed by HCNs (29 %). In contrast to the SME, large companies assigned TCNs, too (13 %). It can be noted that both groups preferred PCNs when choosing the right person to manage the subsidiary abroad so that there is no clear difference. 

Insert Figure 3 here

Regardless of this result the assumption A II can neither be confirmed nor be refused as there was only one case representing the group of SMEs what is not convincing enough. 

Ownership structure
Concerning ownership structure it was assumed that family companies are more likely to assign a PCN as managing director of the subsidiary than other companies. As table 4 shows, from the analyzed case companies two could be assigned to the group of family companies (C, E) and six to the companies that are not family-owned (A, B, D, F, G, H).

Insert Table 4 here

Figure 4 shows clearly that PCNs were the most important staffing option for family companies as they were assigned for 90 % of the here analyzed time span. HCNs were chosen for about 10 % of the time, TCNs were no option. In contrast, those companies that were not family-owned used relatively more HCNs (38 %), more TCNs (18 %) and less PCNs (44 %).

Insert Figure 4 here

In view of these results assumption A III can be confirmed.

Global staffing over time
It was hypothesized that global staffing over time follows a certain pattern: Whereas the likelihood that a PCN will be assigned as managing director of the subsidiary is high at the beginning of a foreign direct investment, PCNs will be replaced by HCNs after some time, especially for financial and market related reasons. But in case of any need for coordination or control, HCNs will be replaced by PCNs.

The observation of global staffing practices across all companies over time shows the high relevance of PCNs at the beginning of the investment in Brazil. In the first three to seven years (especially in the fifth) many job changes can be noticed (period under consideration I). This could be an indicator for continuing adjustment problems of the PCNs in their new cultural environment. A further rise of job changes can be identified for the subsidiary’s age from 16 to 22 years (II) and from 32 to 40 years (III). Even after 50 years some job changes have taken place (IV). Although there is an increased employment of HCNs detectable, followed by TCNs, figure 5 shows the recurring assignment of PCNs relating to the age of the subsidiary; this applies especially for the periods under consideration I, II and IV. Between those periods the job changes are reduced to a minimum which leads to periods of consistency of about ten years.

Insert Figure 5 here

Reasons for job changes 
Besides the analysis of the case companies with regard to the assumptions this study aims to provide a deeper insight in the underlying reasons of global staffing to increase the understanding of those strategically relevant decisions. As it is almost unfeasible to inquire information about the reasons of staffing decisions concerning top management positions in the subsidiary the idea was to examine reasons for job changes. Therefore, respondents of the questionnaire were asked for the main reason for the managing director’s leaving. In addition, secondary data, like newspaper articles or information published by the companies, were used. This way, for 85 % of the identified job changes the (probably) underlying reasons could be figured out. Figure 6 shows that in the majority of cases the leaving of the top management position of the Brazilian subsidiary happened in order to assume a new position within the company which means in the headquarters or its subunits (36 %). Termination given by employee or employer was the reason in 15 % of the observed cases each. Another 15 % are explained in a planned leaving, like retirement.

Insert Figure 6 here

Summarizing the results it can be said that companies are more likely to assign a PCN as managing director of the subsidiary when they work in global industries and/or when they are family-owned. With regard to the subsidiary’s age the analysis showed that PCNs are important at the beginning of the investment but also still after several years. The main reason for leaving the managing director’s position of the Brazilian subsidiary is the relocation within the MNC. 

CONCLUSION
The focus of this study was to analyze the staffing of the top management position in Brazilian subsidiaries of German MNCs. Based on principal agent theory research assumptions have been conducted and considered during a qualitative research. Within the scope of the empirical study some characteristics of the parent company were identified as factors that influence staffing practices of MNCs. Furthermore, certain patterns of global staffing over time and the underlying reasons of staffing decisions respectively changes were identified in order to contribute to IB literature and interested practitioners.

This study also has its limitations: (1) limited theories: the argumentation is based on principal agent theory and contingency theory, (2) limited cases: eight case companies were analyzed, (3) limitation on generalization to other home and host countries: the companies examined were German companies with subsidiaries in Brazil, and (4) limited influencing factors: three chosen characteristics of the company were taken into consideration. These limitations could be addressed in further studies.

Nevertheless, it is to be hoped that this study contributes to IB literature in some ways: Firstly, a longitudinal oriented approach is used which is explicitly required in the global staffing literature: “future research should employ longitudinal methods to examine how executive staffing policies for foreign affiliates change as host country experience is accumulated.” (Ando, Rhee & Park, 2008: 130, see also Belderbos & Heijltjes, 2005; Harzing, 2001b). Secondly, it is one of the few studies that use a qualitative approach to examine global staffing practices and especially the underlying reasons. Thirdly, this study provides insights into the staffing practices of German companies in Brazil as an important emerging market which both have been so far neglected in IB literature. The missing consideration of Brazil has already been mentioned, but also Germany as home country of MNCs is an underexplored aspect in IHRM literature: “there is relatively little empirical research that documents the international HRM strategies and practices of international firms – particularly firms that have their headquarters outside North America.“ (Scullion, 1994: 86). By taking only one home country and one host country into account, it could be argued that this sample provides a stronger basis for the generalizability of the results than a sample which could disguise important effects due to aggregation problems caused by variations resulting from home- or host-country effects (e. g. Schotter & Beamish, 2011). Fourthly, the study provides special insights in global staffing practices focusing the position of the subsidiary’s managing director. This means insofar progress as most of the previous studies are on the ratio of expatriates in the total workforce or general management positions or the whole top management team. Fifthly, the study contributes to the research effort of European origin which in view of the dominance of studies from the USA, Australia and Japan seems necessary. Sixthly, the study aims to provide insights in global staffing patterns of MNCs of German origin in a market which is of special interest for (German) companies in order to draw up recommendations for practitioners. This study could possibly help other, younger, less experienced companies to decide whether to staff the position of the managing director of the Brazilian (or other) subsidiaries with a PCN, a HCN or a TCN. Against this background it can be summarized that this study is expected to generate benefits for both, theory and praxis. 
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TABLES
Table 1: Overview of the results of the in-depth analysis of the case company’s staffing practices
	Case company
(age of the subsidiary)
	Number of managing directors
(changes of job)
	Average tenure in years
(standard deviation)
	First person in the managing director’s position
	Staffing options in relation to the subsidiary’s age

	A (62)
	6 (5)
	10,33 
(5,25)
	No data available
	HCN (100 %)

	B (61)
	10 (9)
	6,10
(5,25)
	PCN
	PCN (76 %)
TCN (24 %)

	C (58)
	3 (2)
	19,33
(12,47)
	PCN
	PCN (100 %)

	D (41)
	8 (7)
	5,79
(2,70)
	(TCN) 
PCN
	PCN (77 %)
TCN (19 %)
No data (4 %)

	E (41)
	6 (5)
	6,83
(6,50)
	HCN
	PCN (76 %)
HCN (24 %)

	F (19)
	7 (6)
	3,00
(2,47)
	PCN
	HCN (71 %)
PCN (26 %)
TCN (3 %)

	G (17)
	4 (3)
	4,25
(2,86)
	(TCN)
HCN
	TCN (88 %)
HCN (12 %)

	H (9)
	3 (2)
	3,00
(1,41)
	PCN
	PCN (78 %)
HCN (22 %)







Table 2: Differentiation of the case companies related to industry
	Case Company
	Global Industry
	Multinational           Industry

	A
	X (62)*
	

	B
	X (61)*
	

	C
	X (58)*
	

	D
	X (41)*
	

	E
	X (41)*
	

	F
	X (19)*
	

	G
	
	X (17)*

	H
	
	X (9)*

	∑
	6 (282)**
	2 (26)**


*	analyzed time span per case company in years
**	analyzed time span in total in years


Table 3: Differentiation of the case companies related to company’s size
	Case Company
	Large Company
	SME

	A
	X (62)*
	

	B
	X (61)*
	

	C
	X (58)*
	

	D
	X (41)*
	

	E
	X (41)*
	

	F
	X (19)*
	

	G
	X (17)*
	

	H
	
	X (9)*

	∑
	7 (299)**
	1 (9)**


*	analyzed time span per case company in years
**	analyzed time span in total in years










Table 4: Differentiation of the case companies related to ownership structure
	Case Company
	Family Company
	No Family Company

	A
	
	X (62)*

	B
	
	X (61)*

	C
	X (58)*
	

	D
	
	X (41)*

	E
	X (41)*
	

	F
	
	X (19)*

	G
	
	X (17)*

	H
	
	X (9)*

	∑
	2 (99)**
	6 (209)**


*	analyzed time span per case company in years
**	analyzed time span in total in years





FIGURES
Figure 1: Development of literature about global staffing from 1973 until 2013
[image: ]


Figure 2: Analysis of global staffing practices across all case companies with regard to industry
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Figure 3: Analysis of global staffing practices across all case companies with regard to company’s size
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Figure 4: Analysis of global staffing practices across all case companies with regard to ownership structure
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Figure 6: Reasons for changes in global staffing practices
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Figure 5: Analysis of global staffing practices with regard to the subsidiary’s age
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