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PRACTICAL PERSPECTIVE

This guide develops Managing a Global Workforce as a Workplace Domain functional area. 
The 2026 SHRM materials describe the area as focusing on the HR professional’s role in 
managing global and mobile workforces to achieve organizational objectives. The content 
therefore connects global business conditions, organizational choices, workforce mobility 
and international HR practice.

STUDY BOUNDARY

The guide does not substantially reteach Inclusive Mindset, Talent Acquisition, Total 
Rewards, Risk Management, Corporate Social Responsibility, U.S. Employment Law & 
Regulations, or general Business Acumen. Cross-border versions of those topics appear only 
where the Managing a Global Workforce source requires them.

01  2026 SHRM BASK / WORKPLACE DOMAIN CONTEXT
The 2026 SHRM Certification Prep System organizes the Workplace Domain into four 
Functional Areas: Managing a Global Workforce, Risk Management, Corporate Social 
Responsibility, and U.S. Employment Law & Regulations. The Workplace Domain accounts for 
14% of both the SHRM-CP and SHRM-SCP exams in the 2026 materials.

Managing a Global Workforce addresses organizations operating across borders, 
organizations employing multicultural or geographically dispersed workforces, and 
organizations participating in multinational markets or supply relationships. Global workforce 
management is therefore not limited to expatriate assignments.

CORE CONTENT AREAS

•  Globalization and global forces.

•  Global business and operating environments.

•  Global integration and local responsiveness.

•  Organizational approaches to international 
operations.

•  Global workforce strategy and staffing.

•  International and mobile assignments.

•  Selection and preparation of assignees.

•  Compensation, benefits and support for global 
mobility.

•  Repatriation and knowledge transfer.

•  Cross-cultural and local-context 
considerations.

•  HR’s role in supporting global organizational 
objectives.
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02  GLOBALIZATION AND THE GLOBAL ENVIRONMENT
The SHRM materials frame globalization as increasing integration among markets, nation-
states and technologies. Technology contributes to a more connected marketplace, but 
globalization also exposes organizations and workforces to economic, political, social, legal 
and environmental forces that interact across borders.

HR needs to distinguish enduring or large-scale forces from immediate events or short-lived 
trends. A single event can still have major consequences, but strategic workforce decisions 
should be grounded in the larger environment rather than reacting mechanically to whatever 
is newest.

GLOBAL FORCES

The source materials treat political, economic, social, technological, legal and environmental 
forces as interconnected. A change in one area can affect several others. For HR, this means 
that global workforce decisions require environmental awareness rather than isolated 
consideration of labor supply or HR policy.

03  GLOBAL CRISES AND WORKFORCE IMPLICATIONS
Economic disruption, climate events, pandemics and governmental change are examples of 
global crises identified in the SHRM materials. Their effects can cross national borders and 
alter labor availability, mobility, operating conditions and organizational priorities.

The HR role is not to become the organization’s general geopolitical or risk-management 
function. Within this functional area, HR interprets global conditions for their workforce 
implications and helps the organization adapt people practices accordingly.

04  WHY ORGANIZATIONS OPERATE GLOBALLY
Organizations can cross borders to reach markets, obtain resources or capabilities, improve 
cost or operational positions, access talent, respond to customers, or pursue other strategic 
opportunities. Global activity may involve selling into another market, sourcing work or 
resources internationally, establishing operations in another country, partnering with other 
organizations, or moving employees across borders.

The reason for international activity matters because it influences workforce design. A market-
entry strategy, for example, can create different talent and localization requirements than 
moving an established activity to another location.

05  PUSH AND PULL FACTORS
The SHRM global-workforce materials distinguish forces that push an organization away from 
an existing approach or location from forces that pull it toward another opportunity. Push 
factors arise from pressures in the current environment; pull factors reflect attractions or 
advantages elsewhere.

The distinction helps HR understand the business reason behind a global workforce decision 
before recommending staffing, mobility or people practices.
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06  GLOBAL INTEGRATION AND LOCAL RESPONSIVENESS

Concept Primary emphasis

Global integration
Consistency, coordination and efficiencies 
across the organization’s international 
operations.

Local responsiveness
Adaptation to the needs, conditions, practices 
or expectations of a particular local market or 
environment.

Global organizations frequently face tension between these two needs. Maximum 
standardization can ignore important local realities, while unrestricted localization can 
undermine coordination and efficiency. The appropriate balance follows the organization’s 
strategy and the conditions in each location.

A practice can be globally consistent in purpose while varying locally in execution. HR should 
distinguish what must remain common from what should be adapted.

07  INTERNATIONAL ORGANIZATIONAL APPROACHES
The SHRM materials distinguish international approaches according to the degree of global 
coordination and local responsiveness. The labels matter less than recognizing the underlying 
strategic choice: whether decisions and practices are primarily centralized, adapted to 
individual markets, coordinated regionally, or integrated globally while responding to local 
conditions.

When a scenario emphasizes adaptation of products, practices or operations to a specific 
country or culture, local responsiveness is a central signal. When it emphasizes consistency 
and coordination across countries, global integration is more prominent.

08  GLOBAL WORKFORCE PLANNING
Global workforce management requires organizations to determine where work should be 
performed, which capabilities are needed, whether talent can be developed or acquired 
locally, and when movement of employees across borders is appropriate.

Detailed workforce-planning methodology belongs in its own curriculum area. Here, the 
emphasis is the global decision: how location, mobility, labor markets and organizational 
strategy shape the workforce solution.

09  SOURCES OF GLOBAL TALENT
A global organization may use talent from the headquarters or parent-country workforce, the 
host-country workforce, or other countries. The appropriate source depends on capability, 
availability, development objectives, cost, local knowledge, organizational control and the 
purpose of the role.

Using local talent can provide local knowledge and continuity. Moving talent from another 
location can support knowledge transfer, leadership development, integration or the 
establishment of new operations. Neither approach is automatically superior.
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10  GLOBAL MOBILITY AND INTERNATIONAL ASSIGNMENTS
International assignments move employees across national borders for organizational 
purposes. Assignments can vary in duration and structure, from shorter project-based 
arrangements to longer assignments.

The assignment should have a defined business purpose. HR should consider the role 
requirements, employee and family readiness, immigration and employment requirements, 
compensation and benefits, preparation, support during the assignment, and the employee’s 
return or next placement.

ASSIGNMENT LIFECYCLE

•  Define the business and workforce purpose.

•  Determine whether an international assignment is the appropriate solution.

•  Select an employee with the required capability and assignment readiness.

•  Prepare the employee and, where relevant, accompanying family members.

•  Establish mobility terms, compensation, benefits and logistical support.

•  Support performance and adjustment during the assignment.

•  Plan repatriation or the next career move before the assignment ends.

•  Capture and transfer knowledge gained through the assignment.

11  SELECTING INTERNATIONAL ASSIGNEES
Technical competence alone does not establish assignment readiness. International 
assignments can require adaptability, relationship capability, cultural awareness, resilience in 
unfamiliar environments and the ability to operate with different norms and expectations.

Selection should match the purpose and demands of the assignment. Family or household 
considerations can also affect assignment success when relocation is involved.

12  PREPARING EMPLOYEES FOR GLOBAL ASSIGNMENTS
Preparation can include role and business expectations, cultural and contextual information, 
language support where needed, practical relocation information, and preparation for 
differences in work and daily life.

Preparation is intended to increase effectiveness and adjustment; it should not reduce cultures 
to stereotypes. The employee needs enough contextual understanding to interpret differences 
and adapt behavior without assuming that every individual in a location behaves according to 
a cultural generalization.

13  SUPPORTING EMPLOYEES DURING ASSIGNMENTS
Support continues after relocation. HR may coordinate with managers, local HR and mobility 
providers to address assignment administration, employee and family adjustment, 
compensation and benefits, communication with the home organization and ongoing career 
considerations.
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An employee who is physically relocated but disconnected from the home organization can 
face difficulty when the assignment ends. Maintaining organizational connection supports both 
current performance and later repatriation.

14  GLOBAL COMPENSATION AND BENEFITS
International mobility can create compensation and benefit questions involving differences in 
labor markets, cost of living, taxation, housing, relocation, allowances and benefit systems. 
The appropriate package depends on assignment purpose and organizational policy.

Detailed compensation-system design belongs in Total Rewards. Within Managing a Global 
Workforce, the key issue is how reward practices support mobility while accounting for 
relevant home- and host-location conditions and organizational consistency.

15  REPATRIATION
Repatriation is the process of returning an international assignee to the home organization or 
otherwise transitioning the employee after an assignment. It should be planned rather than 
treated as an administrative event at the end of the assignment.

Employees may return with new skills, networks and knowledge while also encountering 
changed roles, relationships or organizational conditions. Effective repatriation connects the 
assignment to the employee’s continuing career and helps the organization retain and use the 
capability gained.

16  KNOWLEDGE TRANSFER
International assignments can transfer knowledge in both directions. An assignee may bring 
organizational knowledge to a host operation and return with market, cultural, technical or 
relationship knowledge that can benefit the broader organization.

If the organization does not deliberately capture and use that knowledge, part of the strategic 
value of the assignment can be lost.

17  CROSS-CULTURAL EFFECTIVENESS
Global workforce management requires awareness that assumptions about communication, 
hierarchy, time, relationships, decision-making and work can differ across contexts. HR 
professionals should seek to understand the local environment and avoid treating home-
country practices as automatically universal.

This is not a substitute for the Inclusive Mindset competency. Inclusive Mindset addresses 
openness to differences and inclusive behavior broadly; Managing a Global Workforce applies 
cultural and contextual awareness to cross-border workforce and organizational decisions.

18  GLOBAL STANDARDIZATION VS. LOCAL ADAPTATION IN HR
Organizations may establish global HR principles or standards while adapting practices to 
local requirements and conditions. The strategic task is deciding which elements require 
consistency and which require localization.
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Legal requirements can mandate local differences. Labor-market conditions, cultural 
expectations and operational realities can also justify adaptation. Detailed legal doctrine 
remains in the applicable employment-law curriculum.

19  GLOBAL HR GOVERNANCE
Global HR governance clarifies decision rights and accountability across headquarters, 
regions and local operations. Without clarity, global organizations can experience duplication, 
inconsistent standards or practices that fail to fit local conditions.

Effective governance does not require every decision to be centralized. It requires deliberate 
allocation of what is decided globally, regionally or locally.

20  HIGH-VALUE DISTINCTIONS
Global workforce vs. expatriate management

Global workforce management includes geographically dispersed and multicultural workforces 
and cross-border operations; expatriate or international assignments are only one component.

Global integration vs. local responsiveness

Integration emphasizes consistency and coordination; responsiveness emphasizes adaptation 
to local conditions.

Global standardization vs. localization

Standardization applies common approaches across locations; localization adapts practices for 
a particular country or context.

Global trend vs. immediate event

A broad force can shape the environment over time; an immediate event can be significant 
without representing a durable trend.

Push factor vs. pull factor

A push factor creates pressure to move away from the current situation; a pull factor makes 
another location or option attractive.

International assignment vs. business travel

An assignment involves a defined work placement across borders; ordinary business travel 
does not create the same mobility lifecycle.

Assignment selection vs. technical qualification

Technical capability addresses the work; assignment readiness also concerns ability to 
function effectively in the international context.

Relocation vs. repatriation

Relocation moves the employee into the assignment; repatriation manages the return or post-
assignment transition.

Local talent vs. mobile talent

Local talent provides in-market capability and context; mobile talent may support transfer, 
integration, development or capability gaps.

Cultural awareness vs. stereotyping
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Cultural awareness uses contextual knowledge to improve effectiveness; stereotyping assumes 
individuals conform to generalized group traits.

Managing a Global Workforce vs. Inclusive Mindset

Inclusive Mindset focuses on openness and inclusion across differences; Managing a Global 
Workforce focuses on cross-border workforce and operating decisions.

Managing a Global Workforce vs. Risk Management

Global conditions can create risk, but risk identification and mitigation as a general discipline 
belong in Risk Management.

Managing a Global Workforce vs. Total Rewards

Global mobility requires reward decisions, but compensation architecture belongs in Total 
Rewards.

Managing a Global Workforce vs. U.S. Employment Law & Regulations

This guide addresses cross-border workforce management; detailed U.S. statutory 
requirements belong in the U.S. law functional area.

21  FAST RECOGNITION
MLS STUDY AID — These cues are derived from SHRM Managing a Global Workforce content. 
They are not official SHRM exam wording.

•  A company adapts practices or offerings to a particular national market: think local 
responsiveness.

•  A company wants common processes and coordination across countries: think global 
integration.

•  A location is becoming unattractive because of conditions there: think push factor.

•  Another location offers attractive talent, market or operating conditions: think pull factor.

•  An employee is being sent abroad: evaluate the business purpose and the complete 
assignment lifecycle, not just relocation logistics.

•  A technically strong employee is being considered for an international assignment: also 
assess assignment and cross-cultural readiness.

•  An assignee is approaching the end of the assignment: think repatriation, career transition 
and knowledge transfer.

•  Headquarters wants one rule everywhere despite meaningful local differences: determine 
what requires global consistency and what should be adapted.

•  A scenario is about cultural difference within a cross-border operating or mobility decision: 
Managing a Global Workforce may be primary; if the issue is inclusion itself, Inclusive 
Mindset may be primary.

•  The organization is deciding where global HR decisions should be made: think governance 
and global/regional/local decision rights.
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22  2026 SHRM BASK CONNECTION
The 2026 BASK differentiates expectations applicable across HR career levels from advanced 
HR responsibilities. In Managing a Global Workforce, foundational application emphasizes 
supporting global and mobile employees, applying global policies appropriately, recognizing 
local requirements and supporting assignment processes. Advanced application emphasizes 
shaping global workforce strategy, advising leaders on global operating choices, balancing 
integration and responsiveness, and designing governance and mobility approaches aligned 
with organizational objectives.

ALL HR PROFESSIONALS — APPLICATION

•  Supports HR practices for global, multicultural and mobile workforces.

•  Recognizes relevant differences in local context and applies established global policies 
appropriately.

•  Supports international-assignment preparation, administration, employee support and 
repatriation.

•  Coordinates with appropriate internal and external partners on global workforce needs.

•  Uses cultural and contextual awareness when supporting employees and managers across 
locations.

ADVANCED HR PROFESSIONALS — APPLICATION

•  Develops or influences global workforce strategies aligned with organizational objectives.

•  Advises leaders on workforce implications of international operations and expansion.

•  Determines appropriate balance between global consistency and local responsiveness in 
HR practices.

•  Designs or oversees global mobility, governance and workforce approaches.

•  Evaluates global workforce effectiveness and adjusts strategy based on organizational and 
environmental conditions.

For final production, the active 2026 BASK remains the controlling authority for exact 
proficiency-indicator wording. These statements synthesize the source-supported operational-
versus-advanced distinction into instructional language rather than reproducing the BASK 
verbatim.

23  EXAM-LEVEL APPLICATION — OPERATIONAL / SHRM-CP VS. 
STRATEGIC / SHRM-SCP

Dimension Operational / SHRM-CP Strategic / SHRM-SCP

Global environment
Recognizes how local/global 
conditions affect an HR 
situation.

Interprets global forces for 
enterprise workforce and 
organizational decisions.

Policies
Applies global policy while 
accounting for established 
local requirements.

Determines which practices 
should be globally consistent 
and which should be localized.
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Mobility
Supports selection, 
preparation, administration 
and repatriation of assignees.

Designs mobility strategy and 
determines when assignments 
support organizational 
objectives.

Talent source
Supports staffing and 
employee movement within 
established strategy.

Evaluates local, regional and 
mobile talent approaches for 
strategic capability needs.

Cross-cultural context
Adapts HR support and 
communication appropriately.

Builds global approaches that 
work across different cultural 
and operating contexts.

Governance
Coordinates among 
headquarters, regional and 
local HR.

Defines or influences 
global/regional/local HR 
decision rights and 
accountability.

Knowledge transfer
Supports transfer of learning 
from assignments.

Uses global mobility and 
networks deliberately to build 
organizational capability.

The SHRM-SCP answer is not automatically the option involving headquarters, the largest 
geographic scope or the most standardized approach. The appropriate response must fit the 
organization’s strategy, local conditions, authority and facts.

24  CURRICULUM CROSS-REFERENCES

Related guide What belongs there rather than here

Inclusive Mindset General inclusion, bias, belonging and inclusive 
behavior.

Business Acumen General business environment, economics and 
business strategy concepts.

Talent Acquisition General sourcing, recruiting and selection 
architecture.

Total Rewards
Compensation and benefits architecture; this 
guide addresses only global-mobility 
application.

Learning & Development General instructional design and employee 
development systems.

Risk Management Enterprise risk identification, assessment, 
mitigation and crisis/risk processes.

Corporate Social Responsibility
CSR, sustainability and organizational 
responsibility as a distinct Workplace functional 
area.

U.S. Employment Law & Regulations Detailed U.S. statutory and regulatory 
requirements.

HR Strategy & Organizational 
Effectiveness

Enterprise HR strategy and broader 
organizational alignment.
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25  SOURCE FOUNDATION
Controlling source:

•  2026 SHRM BASK / SHRM Certification Prep System — Workplace Domain, used as the 
active authority for domain structure, Managing a Global Workforce framing and current 
CP/SCP expectations.

Primary instructional source:

•  SHRM Certification Prep System — 2026 Workplace Domain. The current material 
identifies Managing a Global Workforce as one of four Workplace Functional Areas and 
defines its focus as managing global and mobile workforces to achieve organizational 
objectives.

Supporting SHRM source used only where consistent with the 2026 material:

•  SHRM 2024 Workplace — Managing a Global Workforce, retained in the approved study-
materials collection for detailed instructional treatment of globalization, global forces and 
workforce-management concepts.

Curriculum-control note: content from adjacent functional areas is referenced only where 
necessary to understand a global-workforce application and is reserved for its own study 
guide.

Fast Recognition note: Fast Recognition is an MLS-created study aid, not official SHRM exam 
wording.



