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Annotated Bibliography 

Abraham, S. (2017). An example of how your annotated bibliography should be formatted. 

Journal of Management and Leadership, 12(2), 167-177. 

 Each source should be listed first and have a hanging indent format. Follow APA to 

format each entry. Your first paragraph should be in block format. It should summarize 

the purpose, research questions, hypotheses, findings, and conclusions of the article.  

The second paragraph should also be formatted in block style. It should explain how this 

source is relevant to and how it will impact your research. Once you have completed the 

first source, you will continue to the next source and perform the same steps for each 

source. A few samples are provided here. 

 

Friedman, B. (2007). Globalization implications for human resource management roles. 

Employee Responsibilities & Rights Journal, 19, 157-171. 

Globalization within organizations continues to grow as the consumer expectations in the 

areas of product performance, price, and quality continue to accelerate exponentially.  

While numerous corporations expand into multi-national organizations, others may 

partner or choose mergers and acquisitions as a means of international expansion.  As a 

result, many countries have decreased barriers to trade, such as is exemplified in the 

North American Free Trade Agreement (NAFTA) and the European Union (EU).  As a 

logical progression to globalization and decreased trade barriers comes the reduction in 

labor and production costs.   

Consequently, with the expansion of organizations throughout the world and the diversity 

of cultures comes a need for effective International Human Resource Management 
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(IHRM).  There are numerous specific topics related to global trends in IHRM, including 

legislation, compensation, benefits, and differences in the importance of pay versus the 

importance of family, politics, and holidays.  Consequently, this author suggests the 

implementation of a mixed compensation strategy for successfully growing Multi-

National Companies (MNCs).   

Furthermore, this essay discusses the varying Human Resource Management Roles using 

Ulrich’s (1997) model.  The four roles are (1) strategic partner, (2) change agent (3) 

administrative expert, and (4) employee champion. Each role is explained in detail 

concerning its importance to IHRM and will be more thoroughly reviewed in the final 

paragraphs of this annotation. 

Additionally, a brief overview of the importance of Hofstede’s model of cross-cultural 

implication presents concerning human resource issues.  These issues include the 

differences in laws, policies, and specific cultures within varying countries.  The cross-

cultural dimensions references by Hofstede are (1) uncertainty avoidance, (2) 

masculinity-femininity, (3) individualism-collectivism, (4) power distance, and (5) short-

long term orientation.  These varying cultural dimensions work hand in hand with the 

implications for IHRM.   

To assist in clarification, this research presents a table which summarizes Ulrich’s four 

human resources roles with four key deliverables of (1) HR activity alignment with 

company goals, (2) organizational renewal that is more competitive, (3) an increased 

efficiency of HR services and (4) maximizing employee contributions, along with global 

challenges.  These deliverables are cross-referenced against Hofstede’s five cultural 

dimensions, along with global challenges.  
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In summarizing this table, it explicitly outlines that the human resources person in the 

role of the change agent can assist organizational leaders with quick-changing 

marketplaces, which requires legal and organizational changes in the human relations and 

corporate areas.  Additionally, the human resources leader acts as an administrative 

expert who adds to the efficiency and profitability of the organization. Furthermore, the 

human resources professional must be the employee champion in that they should 

promote the rights of their staff, be proactive about distance training when applicable, 

ensure universal task forces are held accountable to solve international issues, and ensure 

expatriate safety.  Indeed being an employee advocate is essential within the role of the 

human resources professional; however, the role of the employee champion is not 

without its problems concerning the cultural differences encountered. Finally, there are 

HR competency implications as organizations continue to globalize, which are critical for 

both the human resources professional and the organization.  These competencies may 

extend to knowledge about privacy restrictions, legal implications, operative 

communications skills, and varying linguistic skills 

While this author covers significant content and correlates the two influential theories of 

Ulrich and Hofstede, there does not appear to be substantial new information; instead, 

this researcher presents a reformatting of data that already exists.  However, this essay 

does bring two substantial theories concerning the issues of IHRM in the growing arena 

of MNC’s together.  Therefore, this culmination of data may indeed cause human 

resource experts to look at these theoretical models more closely concerning the 

challenges of multi-national business and its direct and necessary correlation and 

importance to IHRM. 
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Yongsun P., & Sohn, J. H. D. (2004). Striking a balance between global integration and local 

responsiveness: The case of Toshiba corporation in redefining regional headquarters’ 

role. Organizational Analysis, 12(4), 347–359. Retrieved from 

http://search.ebscohost.com.saintleo.idm.oclc.org/login.aspx?direct=true&db=bth&AN=1

7918339&site=ehost-live&scope=site 

The authors present a detailed overview of varying approaches for multi-national 

enterprises (MNE’s), providing local responsiveness when globally integrating their 

business.  The research presents data not only related to the regional headquarters (RHQ) 

model as a potential organizational structure for MNEs; it also looks at the potential of 

utilizing a double-tiered RHQ, such as the model introduced by Toshiba.  This double-

tiered RHQ model utilizes an RHQ for both the corporate level and another smaller RHQ 

located at the specific local company level. 

Furthermore, this study briefly reviews the importance of integration and differentiation 

as a theoretical basis for the research, and as a result, suggests that there is a need for 

finding an equilibrium between the two.  Furthermore, the authors present the following 

three objectives for their study: 1) a review of the numerous approaches concerning the 

growth of MNE’s utilizing the RHQ model, 2) the study of the circumstances which may 

ascertain the necessity and effectiveness for RHQs, 3) the double-tiered RHQ, currently 

implemented by Toshiba as a possible, financially improved alternative. 

Indeed, this research provides a good overview of presenting the RHQ or the double-

tiered RHQ as alternatives for global organizations to ensure a successful and profitable 

local integration approach.  Furthermore, the researchers present the importance of a 

well-executed and highly communicative division of authority within the organization’s 

http://search.ebscohost.com.saintleo.idm.oclc.org/login.aspx?direct=true&db=bth&AN=17918339&site=ehost-live&scope=site
http://search.ebscohost.com.saintleo.idm.oclc.org/login.aspx?direct=true&db=bth&AN=17918339&site=ehost-live&scope=site
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home office product divisions and the local affiliates.  Specifically, it is vital to meet both 

the needs of the global business and the local growth areas of the MNE’s in order for the 

organization to be successful and profitable with international growth.  Therefore, the 

researchers concluded that the two-tiered RHQ, presented by Toshiba, may provide for a 

more financially beneficial and effective system that enhances the level of 

competitiveness for a company vying in the global arena. 

In general, the strength of this research article is that it presents a solid high-level 

overview of the use of RHQ’s as a means for MNEs entering new markets while 

providing for local responsiveness.  A weakness of this essay is that other specific 

examples and analyses, outside of organizations such as Toshiba and Sony may have 

provided for a more well-rounded study. 
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