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EXECUTIVE SUMMARY

The ASTD—i4cp Learning’s Role in Globally Dispersed
Workforces Study (the Study) found that organizations
planning to expand into global markets can expect
many challenges; however, those challenges—such as
familiarizing employees in the new region with corporate
values, attending to local conditions, and adhering to
budgetary constraints—are lessened by the involvement
of the learning function early in the process. In fact,

the Study uncovered a correlation between involving

the learning function early in the process and the success
of the learning initiatives and the smoothness of the
transition to global operations.

Although learning plays a crucial role in meeting the chal-
lenges of globalization, the Study found that organizations
are not currently involving the learning function as much
as they could. Only 29 percent of the survey participants
indicated that learning initiatives in their global operations
had been successful to a high or very high extent.

The discrepancy between the documented importance of
involving the learning function when expanding globally
and the actual level of learning’s involvement illustrates

a great opportunity for learning professionals. The Study
found that learning professionals can contribute to the
success of global operations in the following areas: easing
global transitions, minimizing culture-related barriers,
integrating processes across locations, relating learning
content to local practices, and eliminating obstacles to
learning in global operations.

Growing a business is never easy, and the complications
that come with expanding globally introduce new
stresses, such as foreign legal requirements and
international regulations. To minimize conflicts,
headquarter employees must embrace an international
perspective—one that not only pushes the corporate
agenda but also makes organizational adjustments

for local cultures. That perspective will assist in the
development of a decentralized network that considers,
among other things, the human resources and learning
needs of the new region and promotes the overall
corporate goals.
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When an organization decides to begin operations

in another country, the learning function should play
a more prominent role in both the planning and the
implementation phases. To help their organizations
be more successful, learning professionals should

do the following:

® join the project team during initial plans
to expand operations
e teach headquarter managers how to begin
operations in a new country
e teach basic job skills in the international operations
e teach industry knowledge to employees in the

international operations

e provide pandemic readiness and response training.

Expanding operations into another country involves
handling cultural differences. The Study found that
survey respondents agreed that the following three
practices were the activities that their firms both

are and should be engaged in:

e familiarize employees in the new region with
overall corporate values

e customize the timing of training to conform
to local customs

e change the way corporate values are expressed
to be more relevant and understood in the new region.

The Study also found areas for improvement in this
area. According to the Study, organizations should place
greater emphasis on the following practices:

e familiarize headquarters with the new region
e train trainers in regional learning differences

e require learning specialists to spend time
in the new region

e develop or purchase training courses geared
toward learning cultural differences

e include cultural education in the learning
management system.



Integration of processes between headquarters and

the new regional location is one of the most difficult
challenges organizations will face when expanding
operations. The Study found the following practices

to be the activities learning professionals use most when
attempting to integrate processes:

e emphasize core values
e stay flexible in regard to learning
® engage in train-the-trainer programs

e develop a “glocal” strategy (combination of global
and local).

The Study also uncovered gaps between what respondents
asserted organizations should be doing and what they
actually are doing to help integrate processes. For example,
one practice identified as correlated to both the smoothness
of transition and the success of learning initiatives was
performing training needs analysis at the local level;
however, relatively few respondents reported that their
organizations do so to a high or very high extent.

Two other practices, integrating new acquisitions into
learning infrastructure and establishing communities of
practice, were also identified as deserving greater emphasis.

When designing and delivering learning content to a
global workforce, a number of complex issues arise.
The Study notes the most widely used practices to
overcome those issues:

e use local subject matter experts
¢ have local experts review translated materials

¢ avoid the use of colloquialisms but use local data
and images.

Other, less frequently used practices that can help
organizations ensure that their learning content is
appropriate for employees in the new region are using a

training team that pairs a content expert with someone to
monitor technology and customizing training evaluations
based on regional preferences.

The Study identified the four most widely cited barriers
that keep the learning function from being more involved
in international operations:

¢ budgetary constraints
e not enough staff to conduct training
¢ insufficient in-house skills to conduct training

¢ insufficient involvement of the learning function
early enough in expansion.

Various other factors, however, also hinder learning in
global operations. Two responses, not a top corporate
priority and learning function not involved early enough
in expansion, showed the greatest negative correlations
with global transitions.

Ultimately, the Study illustrates that organizations can
ease global transitions if they make learning a higher
priority and involve the learning function earlier

in the process.
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ABOUT THE CONTRIBUTING ORGANIZATIONS

The American Society for Training & Development (ASTD)
is the world’s largest association dedicated to workplace
learning and performance professionals. ASTD’s members
come from more than 100 countries and connect locally in
136 U.S. chapters and 25 global networks. Members work
in thousands of organizations of all sizes, in government, as
independent consultants, and suppliers.

ASTD started in 1944 when the organization held its first
annual conference. ASTD has widened the profession’s focus
to link learning and performance to individual and organi-
zational results and is a sought-after voice on critical public
policy issues. For more information, visit www.astd.org.
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The Institute for Corporate Productivity (i4cp) im-
proves corporate productivity through a combination of
research, community, tools, and technology focused on
the management of human capital. With more than 100
leading organizations as members, including many of the
best known companies in the world, i4cp draws upon one
of the industry’s largest and most experienced research
teams and executives-in-residence to produce more than
10,000 pages of rapid, reliable, and respected research
annually, surrounding all facets of the management of
people in organizations.

Additionally, i4cp identifies and analyzes the upcom-

ing major issues and future trends that are expected to
influences workforce productivity and provides member
clients with tools and technology to execute leading-edge
strategies and “next practices” on these issues and trends.
For more information, visit www.i4cp.com.



CONTACT

ASTD

RESEARCH

ASTD Research tracks trends, informs decisions, and connects
research to practice in the field of workplace learning and
performance. ASTD Research conducts a wide variety of
ongoing studies on topics of interest to the learning profession.
Recently released studies include:

e Annual State of the Industry Report
e Learning’s Role in Employee Engagement
e Learning’s Role in Globally Dispersed Workforces
e Tapping the Potential of Informal Learning
e Talent Management: Practices and Opportunities
e Executive Development: Strategic and
Tactical Approaches
e The State of Sales Training

For more information about each study, as well as ASTD
Research’s comprehensive benchmarking services, visit
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