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1: 5 Trends for the Future of Learning and Development | Training Magazine
We explore the key role played by global staffing in strategic international human resource management, with a
particular focus on innovation, organisational learning and corporate integration. We.

The term has gradually replaced personnel management. Managing and developing human resources in the
international global setting is increasingly recognized as a central challenge, particularly to multinational
enterprises MNEs. Human resource management is both academic theory and a business practice that
addresses the theoretical and practice techniques of managing a workforce. While the theoretical aspects of the
discipline may also be universal, the same cannot be said of its 1 practice. The paper defines human resource
management, the theoretical basis of the discipline, business practice and global or international human
resource management. Thereafter, the paper concentrates on global perspective or issues in international
human resource management practice. Human resource management can also be defined as the function
within an organization that focuses on recruitment of, management of, and providing direction for the people
who work in the organization. As a change agent, it is concerned with the nature of and regulation of the
employment relationship at the level of the workplace and broader society. The human resource management
model emphasises. It takes a positive view of workers, assuming that virtually all wish to contribute to the
enterprise productively and that the main obstacles to their endeavours are lack of knowledge, insufficient
training, and failure of process. It is an innovative view of the workplace management, which, asserts that
human techniques when properly practiced, are expressive of the goals and operating practices of the
enterprise overall. As an academic theory, the goal of human resource management is to help an organization
to meet strategic goals by attracting, and maintaining employees and also to manage them effectively. The
basic premise of the academic theory of human resource management is that humans are not machines,
therefore, we need to have an interdisciplinary examination of people in the workplace. That is why fields
such as psychology, industrial engineering, industrial and organizational psychology, industrial relations,
sociology etc play a major role. These practical processes include: It involves the world-wide management of
people, not just the management of expatriates. An international organization or firm is one in which
operations take place in subsidiaries overseas, which rely on the business expertise or manufacturing capacity
of the parent company. Such companies or organizations bring with them their own management attitudes 4
and business styles. Human resource managers of such organizations cannot afford to ignore the international
influences on their work. The issues in global HRM include: This is also known as the issue of Convergence
and Divergence. Decentralized federation in which each national unit is managed as a separate entity that
seeks to optimize its performance in the local environment. This is the traditional multinational corporation.
Coordinated federation in which the centre develops sophisticated management systems enabling it to
maintain overall control, although 5 scope is given to local management to adopt practices that recognize local
market conditions. Centralized hub in which the focus is on the global market rather than on local markets.
Such organizations are truly global rather than multinational. Transnational in which the corporation develops
multi-dimensional strategic capacities directed towards competing globally but also allows local
responsiveness to market requirements. There is a natural tendency for managerial traditions in the parent
company to shape to the nature of key decisions, but there are strong arguments for giving as much local
autonomy as possible in order to ensure that local requirements are sufficiently taken into account.
Convergence may be increasing as a result of the following factors: In a study that become a classic in the
study of cultural differences, Hofstede investigated value differences between over 11, employees in some 40
countries employed by International Business Machine IBM. His study focused on the influence of national
culture on the sub-cultures of the worldwide organization. Individualism versus Collectivism â€” i. Power
distance â€” i. Uncertainty Avoidance â€” i. Masculinity versus Femininity â€” i. More developed Latin 2.
More developed Asian 4. Nordic Low power distance Low power distance Low-medium uncertainty
avoidance Low-medium uncertainty avoidance High individualism Medium individualism High masculinity
High masculinity Australia, USA, Canada, Denmark, Norway, Sweden, Great Britain, Ireland, Finland,
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Netherlands New Zealand, South Africa From this Hofstede concluded that it was impractical to produce a
unified managerial approach that could be adopted world wide to meet the needs of individuals and groups,
their structures and the requirements of change. The conclusion to be drawn from this study is that a
contingency approach to human resource management is called for in these circumstances. Ouchi also made
an important contribution to our understanding of the international dimension of human resource management.
He studied the characteristics of Japanese and American organizations to see if selected practices from Japan
could be translated to the United States. Ouchi discovered the following differences in the behaviour of
Japanese and American organizations. He argued that American firms could make changes in the following
areas of human resource management: This means that an international balancing act is required, which leads
to the fundamental assumption made by Bartlett and Ghoshal that: To achieve this balancing act, there are six
capabilities that enable firms to integrate and concentrate international activities and also separate and adopt
local activities: CONCLUSION Global human resource management provides an organized framework for
developing and managing people who are comfortable with the strategic and operational paradoxes embedded
in global or international organizations and who are capable of managing cultural diversity. Because of
cultural diversities and issues of convergence and divergence, it is impractical to develop a truly international
approach to global human resource management. This means that organization structures, management styles,
organization cultures and change management programmes have to be adapted to the dominant cultural
attributes of the host nation just as a careful balancing act is sought between being global and local needs.
Bhatia , International Human Resource Management: Practices and Strategies for Competitive Success. New
Delhi, Deep and Deep.
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Strategic global HRM: standardisation versus localisation The key debates in the literature concerning HRM in
internationally operating organisations have concerned four issues. Scullion. A third stream of research has explored the
extent of internal consistency versus local isomorphism. homogenisation.

Email 5 Trends for the Future of Learning and Development Five key trends and best practices that companies
should consider include the use of mobile technology, adoption of social learning tools, alignment with
corporate objectives, use of adaptive learning principles, and the ability to measure effectiveness. August 28,
Article Author: As a result, leading companies are abandoning traditional methods of learning in favor of more
effective solutionsâ€”often involving technology innovationâ€”that engage talent and improve performance.
This report highlights key trends affecting the future of enterprise learning and recommendations for selecting
the right provider. Key Findings One-third of companies are increasing their budget for learning and
development. Finding and keeping talent is no longer an HR challenge but a strategic business priority. Yet,
most companies are unable to build lasting relationships with their employees in an effort to overcome these
challenges. Instead of empowering employees with the tools they need to succeed, many companies feel
threatened by their workforce and fearful of change. For many companies, an updated learning and
development process is long overdue. It may seem surprising considering the state of the global economy over
the last few years , but learning has remained, for the most part, stagnant. The good news is that one-third of
companies are increasing their budget for learning and development over the next 12 months. Although having
the right resources and expertise is critical, companies may want to consider the role technology can play in
transforming their learning functions. Trends and Recommendations Although learning is one of the most
mature areas of talent management, it is also one of the most innovative. With recent technology
advancements and the rapid adoption of social collaboration, learning and development has come a long way.
Yet making a decision to improve a learning management program and invest in a learning management
solution is often a daunting challenge. Five key trends and best practices that companies should consider
include the use of mobile technology, adoption of social learning tools, alignment with corporate objectives,
use of adaptive learning principles, and the ability to measure effectiveness. Mobile has transformed the way
companies work, interact, and collaborate. With global penetration rates skyrocketing, organizations that are
not considering mobile in all areas of HCM will have a difficult time competing for talent. Despite this reality,
companies are still slow to embrace mobile learning solutions. Only 10 percent of companies are using mobile
Web-based learning solutions. Some 8 percent are using mobile learning apps, 5 percent mobile performance
Web-based sites, and 4 percent are using mobile performance apps Most companies recognize that mobile
learning solutions can improve adoption, expand global reach, and engage users better, but do not understand
how to execute a mobile strategy. Additionally, some organizations find it challenging to determine what
options are available and which providers to consider. Regardless of the barriers they are facing, organizations
looking to improve their learning functions will need to make mobile part of the equation and determine what
requirements they have in order to select a technology partner. Companies are quickly embracing social media
tools, as well as investing in social collaboration tools to better engage employees and foster a learning
culture. Although social has become mainstream, companies still lack the knowledge and insight around how
to use these tools for learning and development. Of the 59 percent of companies using social for their learning
strategies, only 24 percent say they are effective. One reason is that companies are limited in the social tools
they are using. Companies must educate themselves on the value of social learning and invest in providers that
offer solutions that drive business outcomes. Adaptive learning is a methodology that breaks traditional
models and allows employees to learn at their own pace. In the workforce, adaptive learning is conducted
similarly. Employees can be monitored individually and in real time to determine what learning approach will
best suit their needs. It has advantages for younger generations entering the workforce that have expectations
around flexibility and interaction. Adaptive learning can be effective at improving efficiency, as well as
employee engagement and retention since it allows employees to build confidence and overall expertise.
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Companies may want to consider breaking traditional learning methods by introducing aspects of adaptive
learning. Aligning with Business Objectives. The learning of the past operated in silos where learning
professionals had little interaction or input from other areas of the business. The learning of the future must be
closely aligned to overall corporate strategies in order for companies to achieve results. Any program or
technology investment should involve input from business leaders to ensure that learning is driving retention,
engagement, and performance. For those companies that did align learning and business priorities 48 percent ,
more than 70 percent were able to improve company revenue. To determine if the learning strategy in place is
driving business outcomes, companies must find a way to consistently measure its effectiveness. Currently,
most companies are considering team encouragement, employee engagement, and employee satisfaction over
more concrete business metrics such as retention, turnover, and revenue per full-time employee. Traditional
models of learning do little to bridge the gap between employer and employee or to improve engagement and
performance. By aligning learning strategies with corporate objectives and leveraging innovative technology,
organizations will be able to significantly improve their learning functions. Select the right provider. In the
past, organizations had limited technology choices for learning and development, but today there are new
solutions emerging every month. Organizations should consider providers with innovative capabilities such as
mobile and social and also understand the importance of measuring the effectiveness of learning activities.
Collaborate with the business. Learning professionals must work closely with business leaders to design the
learning program and also to gather input on the right technology providers. With executive support,
organizations can help shift their approach to learning and create new vehicles for enabling individual success.
Put the individual first. Companies must shift the way they view employees and consider focusing on the
individual and his or her unique learning needs. For some companies, this strategy may include aspects of
adaptive learning; for other companies, it could mean a different communication strategy.
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