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2. How is Google’s Code Jam effort consistent with an overall geocentric or
regiocentric staffing approach?

3. Besides the rapid generation of viable candidates, what are other possible
benefits to Google of this highly publicized Code Jam event in South and
Southeast Asia?

RECOMMENDED WEB SITE RESOURCES

Hewitt Associates (http://www.hewitt.com). A global human resources outsourcing and consulting firm
delivering a complete range of integrated services to help companies manage their total HR and
employee costs, enhance HR services, and improve their workforces.

Human Resource Planning Society (www.hrps.org). A global association and network of senior HR
executives, consultants, and university faculty and researchers.

RHR International (www.rhrinternational.com). Provides information and consulting services related
to succession planning, high-potential employee development, and overall talent management.
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