
. . 

GLOBAL TRAINING AND 

DEVELOPMENT 

Abstract: Nowadays there is almost no firm can avoid global competition. This kind of competition is 
different from regional or local/domestic competition. Nevertheless, the key success factor stays the 
same that is having the competitive advantage. Unfortunately, the traditional sources of competitive 
advantage are no longer powerful in global competition which means they will not be able to create 
the competitive advantage needed to win the competition. Hence, we need to develop a new source of 
competitive advantage beyond the traditional ones. The most potential candidate for a new source of 
competitive advantage is huma� resource. In order to be a powerful source of competitive advantage, 
human resource has to be capable, and being capable, human resource needs to be trained and devel­
oped. 

This article will try to describe tlie training and development practice under the global competi­
tion environment which includes the definition, objectives, effective management of such practice, 
alternative methods, and alternative approaches for designing the global training and development · 
programs. In addition, it will describe the specific training and development practice for parent coun­
try national, third country national-and home.country national employees. At the end part of the ar­
ticle, there_ will be one global training and development practices _case study of a U.S. -based <;ompany. 

Introduction 

Almost all firms in the world are now 
facing global competition. There are three 
primary charact�ristics of global compe­
tition: uncertain, complicated and sharp. 
Whatever the market competition is, how­
ever, firms have to do their best to survive. 
The reason behind that is the amount of 
money they have already invested. They 
have to return that investment as quickly 
as possible. One key success factor to win 
global competition is having the competi­
tive advantage. According to Pfeffer 
(1994: p. 6), traditionally, there are four 
sources of competitive advantage: prod­
uct and process technologies which are 
protected by patents or other proprietary 
know-how, market protection from gov­
ernment, access to financial resources, and 
economies of scale. Nevertheless, those 
sources of competitive advantage are not 
as powerful as in the past. Product and 
process technologies are less powerful 
now because of the rapid technology in� 

novation. So, there will be no companies 
like Xerox which· could enjoy an exclu­
sive technology for many years. Govern­
ment protection is very limited since most 
of the countries in the world agree to pur­
sue a freer world trade. Financial resources 
become more accessible as the informa­
tion and technology grow rapidly which 
increase the capital mobility worldwide. 
Larger production volumes do not· guar­
antee lower production costs anymore 
while the flexible manufacturing system 
makes small production volumes possible 
to generate low production costs. The only 
thing left beyond those traditional sources 
which can be generated as a source of com­
petitiveness is human resources. How 
powerful human resources as a source of 
competitive advantage depends on the ca­
pability of the human resources them­
selves. The more capable, the more pow­
erful. One way to increase the capability 
of human resources is by enrolling them 
in training and development programs. 

Although frequently used in conjunc­
tion, training programs and development 
programs are different. According to 
Carrell, Elbert and Hatfield (1995: p. 400), 
training programs tend to focus on a 
smaller number of technical skills arid con­
centrates on the short-run whereas devel­
opment activities tend to focus on a broad 
range of skills and aimed atthe long-run. 
As the scope of business of the company 
become global and so do training and de­
velopment. The training and development 
in a global company (the global training 
and development) is different from the 
training and development in a domestic/ 
local company (the domestic/local train­
ing and development) since the global 
training and development deals with 

. people from various nationalities/countries 
and cultures, and is more concerned with 
the external, rapid-changing environment. 
That makes the global training and devel­
opment not an easy thing to do. There are 
seven strategic purposes of global train-
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The nomination for training and <level� 
opm:ent program enrollment follows'.sev� 
eralsteps: 

1. Program request in which such in­
formation must be filed as employee
data,· individual career planning and
development,program, work expe­
rience and training record; overall
development objective, training spe­
cifics/program contents, and future
assignments.

2. Selection and assignment placen;ient
which consists of evaluation of candi­
dates' experience and background, ·
find out suitable project availability to
meet training objectives, and approval
from company's management.

3. Discussion of program outline· to en­
s:ure a proper match between the needs
and program.

4. Finalization of program outline.

Although such pre-program efforts
have been done in order to niake training 
and development programs effective, but 
monitoring and evaluation activities are 
still needed. Three kinds ofmcinitoring and 
evaluation exist. They are as follows: 

1. Monthly report submission to com-
. pany's headquarters which covers brief
list of activities, how activities contri�
bute to objectives achievement, com­
rµents and concerns regarding the
assignment, and course attendance.

2. Field visit in which trainees meet train�
ing and development officers to review
the progress of programs, resolve any
problems, ahd modify/adjust the
programs as needed.

3. Exit interview which aims to obtain
feedback for future assignments
improvement. Such interview includes
the following questions:

Was the assignment beneficial? 
Were assignme�t objectives met? 
What kind of support was given by 
supervisors and co-workers? 
What are the recommendations for 
·improvement?
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