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Training and Development for Overseas Expansion


1. Introduction

Globalization is an irresistible trend. Organizations are searching for overseas development opportunities in order to maximize its revenue and influence in its own industry. When facing the change brought by overseas expansion, Human Resources Management (HRM) will definitely face different challenges during the process. We are going to investigate on the challenges brought to Training and Development section through two case studies of overseas expansion.


2. Executive Summary

In the trend of globalization, one of the departments receiving first impact will be HRM. To ensure a smooth process of overseas expansion, HRM has to input tremendous amount of effort. We all understand facing change is not easy, especially for a sized organization. We are going to pick one of the HRM functions and analyze in details on its challenge and solutions. We will focus on two industries and use their models as our case studies. One is restaurant industry (Tsui Wah Group) while the other is legal industry (International Lawfirm).

2.1 Challenge imposed by overseas expansion
As HRM, one of the main functions is to manage the people in an organization, maximize their contribution and result in the best performance of company revenue and image. In face of the new cultural and business environment coming along with overseas expansion, HRM will need to adjust its policies in all areas to endeavor through this transition period. Our focus, which also plays an important role as solution, is Training and Development.

2.2 Importance of Training and Development
Globalization, the continuously rising competition and rapid change in modern enterprise environments make clear that human resources is one of the key factors for their survival. Modern CEOs and middle management realize that lifelong learning is an imperative methods contribute to increased motivation, job satisfaction and morale among employees. 
(Decision support systems for human resource training and development, Athanasios Chatzimouratidis, Ioannis Theotokas and Ioannis N. Lagoudis, The International Journal of Human Resource Management, Vol.23, No.4, February 2012, 662-693)


2.3 Purpose of Training and Development
· Professional ability: representing proven capacity to use knowledge, abilities and personal, social or methodological capacities during work or study
· Knowledge: representing the result of information absorption through study. These are the totality of facts, principles, theories and practices related to a certain work or study field
· Abilities: representing the capacity to apply and use knowledge to accomplish tasks and to solve problems, Abilities are described as being cognitive (implies the use of logic, intuitive and creative thinking) or practical (implies manual dexterity and the use of methods, materials, tools or instruments)
(Determine Current and Future Demands on Human Resources Training and Development Branch “CREIR CF” Constanta, Daniel DANECI-PATR-AU, Gabriela NEACSU, Laura PATACHE, University Spiru Haret, Constanta, ROMANIA, Economy Transdisciplinarity Cognition, Vol.15, Issue 1/2012, 171-179)
								1

3. Case Study I - Tsui Wah Group

3.1 Background of the company

Tsui Wah Group is a listed company originated from Hong Kong. It is a business of running local restaurant providing specific Cantonese style food and beverages named ‘Cha Chen Tin’. The characteristics of ‘Cha Chen Tin’ are the unique local taste of Cantonese food and tea that only Hong Kong has and the restaurant style is also very unique. Currently, ‘Cha Chen Tin’ is very popular and spreading everywhere in Hong Kong and has been existed for a very long time. 

In 1977, Tsui Wah opened its first restaurant in San Po Kong. In 1990, a branch was opened in Central in a high-class style. Since then Tsui Wah branch was spreading in different areas with a branch opening 24-hour in Causeway Bay. In 2012, Tsui Wah Group expanded to Wuhan, China and became a listed company in Nov the same year. 

The revenue of the Group slightly decreased by approximately 0.3% from approximately HK$1,845.4 million for the Year 2017 to approximately HK$1,839.8 million for the Year. The slight decrease in gross profit corresponded with the decrease in revenue, mainly due to a decrease in sales as a result of the closure of certain branches in Hong Kong during the Year 2017.
(Tsui Wah Group Annual Report)

As a financial and development strategy, in Jun 2018, Tsui Wah Group expanded to Singapore in joint venture with a local corporate Vista F&B Services Pte. Ltd. The first branch is located in Clarke Quay, a prime location in Singapore.






3.2 Challenges of overseas expansion

As we all know, overseas expansion is not easy, especially it is carrying an expectation of management. From the perspective of management, the expansion is carrying a mission of recovering the financial loss in Hong Kong. Meanwhile, it is also the prestigious trademark of the Group that its restaurant development is penetrating in different parts of Asia.

When we look into the restaurant development, we will see there is a mix of employees from both Hong Kong and Singapore. With the aim of sustaining the local Hong Kong Tsui Wah restaurant style, the management will face challenge in training the local Singaporean staff achieving this goal as there is a fundamental difference in the mindset between Singapore staff and Hong Kong staff. The career expectation of the Hong Kong staff is also different. On top of this, there are all sorts of cultural difference that the management has to consider. 

As a Hong Kong ‘Cha Chen Tin’ restaurant staff, the career prospect is wide and they can easily find a job opportunity back in Hong Kong. However, for a Singaporean staff, they will undoubtedly worry about their career prospect as ‘Cha Chen Tin’ is being viewed as a narrow development prospect. Hong Kong has a name of fast pace while Singapore is a more relax. Mixing the staff from two different cultural background together will also create some tension.
								2
With all these unfavorable factors, one of the unwanted consequences is high turnover rate. The aim of management is to enhance the group revenue while high turnover rate will be wasting a lot of resources and increase the expense of the group. It will also impact the image and morale of the group. In view of this, HRM is to pay special attention. Implementation of Training and Development can be one of the solutions to the overseas expansion issue.


3.3 Training and Development

Training is a systematic setup where employees are instructed and taught of technical knowledge related to their jobs. It focuses on teaching employees how to use particular methods or how to do specific tasks to increase efficiency. Development exposes executives to the latest techniques and trends in their professional fields, ensures the company has adequate number of managers with knowledge and skill, helps in long-term growth and survival of the company and ensures the employees utilize their managerial and leadership skills in particular to the fullest.

Training can be focus in overcoming the defects and tension caused by the expansion to Singapore. Training process can include: needs analysis, instructional design, program implementation and evaluation. Training programs can be set up through on the job training, apprenticeship training, job instruction training and lectures, etc. 

In Tsui Wah Group case of overseas expansion, one of the immediate problems is the cultural tension of the employees. Hong Kong staff tends to have a fast pace and Singaporean staff is relatively slow. Through training program, HRM can adjust the expectation of both sides, implement understanding between the two parties and state a clear measurable requirements from the management. It can ease the complaints between each other. Cultural understandings between the two groups are also to be addressed to. Singaporean has their own way of mentality while Hong Kong staff is to embrace the difference and not to strongly impose their implanted value to the new staff. Singaporean being new to the Hong Kong local food restaurant style can also be positively benefited from the training and grasp the essence of ‘Cha Chen Tin’. 

Another hidden concern of most employees is their future career development. ‘Cha Chen Tin’ is a narrow industry in Singapore. Take the chef as an example, he will unavoidably worry about his future whereabouts. As an overseas organization, it is the management responsibility to cultivate the sense of belongings of their employees. Through training, various different skills, other than specific ‘Cha Chen Tin’ training, broader sense of skills such as better workplace behavior, safe workplace and management skills can be trained. In a way, the employee would not feel working in a narrow environment, but with a prospect of growth in future.

The Company adopted its share option scheme on 5 November 2012 (the “Share Option Scheme”), where certain eligible persons whose contributions have been beneficial to the performance, growth or success of the Group would be awarded a personal stake in the Company.
 (Tsui Wah Group Annual Report)

It is wise for the group to implement a system to implement a scheme to encourage its staff to be devoted to the company, contributing themselves for the good of the company. Furthermore, as the group is an overseas organization, the management can implement job rotation. It will result in staff loyalty and higher morale and, therefore, resolve the possibility of high turnover rate. Moreover, as staff is having higher performance and stability, revenue is likely to increase and the company can proceed in a bigger step in its overseas expansion plan.
								3

4. Case Study II – International Law firm

4.1 Background of the company

There is quite an amount of international law firm existing in the world. They mainly deal with legal issues such as banking & finance, capital markets, competition antitrust, corporate M&A, international arbitration, litigation, private equity, projects & energy, tax, etc. Their annual revenue is easily as high as billions of US dollars. Usually, they are in partnership system with several tens of branch spreading all over the world, especially in the key locations. With these sized organization, they easily have hundreds of associates and thousands of support staff all over the world.

When these giants are at the start stage, in terms of Asia Pacific development, they mostly choose Hong Kong as their Asia Hub. The reason is mainly due to Hong Kong low tax and international environment. With a head office located in Hong Kong, the firm can then develop step by step in Asia Pacific region and build a full occupation among the region. The most common trend of development is Hong Kong as the first and head office, then extend to China, with Singapore, Australia and Vietnam as the next alternatives.

Due to the blooming growth of China economy in the recent decades, it is nearly a must for the Asia Hub to be extended to China other than Hong Kong. It is also due to the political openness of the China after 1997, together with its national beneficial commercial policies towards outside entities. Hong Kong with a close and special connection with China, is to be benefited from this trend and the China branch especially in Beijing, Shanghai, Guangzhou and Shenzhen is very popular. One big benefits from the China blooming economy is the size and amount of the deals concluded with the China giant clients are usually bringing in the highest revenue among all in the firm.

Therefore, as an international organization, in Asia Pacific region, it is very common to see an expansion of branch to China and leading to a mix of Hong Kong staff and local Chinese staff. With this overseas expansion, there would be some adjustments to be implemented due to the cultural and regional differences. In the below, we are going to see in details the challenge and solution for law firm expansion to China.


4.2 Challenges of overseas expansion

In Hong Kong, the firm is using Common Law system and to be in compliance with the laws and regulations of Hong Kong Laws Society. When expanding to China, there is a change to Civic Law while the local legal practice is totally different as well. There is a fundamental need to hire local legal brains. Meanwhile, as it is a branch from Hong Kong headquarters, it is also necessary to have Hong Kong staff to be transferred to China office to ensure a smooth expansion and sense of unity.

The legal brain is to be trained up for adapting to China law system. The finance team also needs to grasp a full understanding of the tax and financial system of China. There is also a high possibility of interpersonal tension due to the cultural difference between Hong Kong and China. Not only the people characters have a big difference. One specific area would be in the salary scale. In China, the living standard is a lot lower than Hong Kong, therefore the payroll scale would be a lot lower for the local Chinese staff comparing to Hong Kong staff. However, the work amount and requirements would be the same between them. This will unavoidably create tension between the two sections of staff. For future career prospect, local Chinese staff would see themselves more trapped in China and may result in a low morale in the firm.
								4

4.3 Training and Development

Training and Development strategy is to be implemented in this scenario. As mentioned before, the firm is to analyze the needs for training, implement appropriate program and constantly evaluate the result. For technical skills, it can be trained through on-the-job training, apprenticeship training, learning lecture, e-learning or video conferencing. The firm can consider role-play exercise for non-skill area training.

For legal areas, China staff can pass their professional knowledge to the newly transferred Hong Kong staff, as the China law school is insufficient in equipping all the needed information and practical knowledge to be applied in workplace. With more communication between the two cultures, there will result in higher mutual understanding of each other culture. It is the same for financial area, China tax system and financial regulations is to be taught to the Hong Kong staff, while the Hong Kong office is to train up the China office to be in unity in accordance with the overall standard of the firm. Training can also focuses on the cultural difference that staff can understand the different mentality and habits of each other. Figures can be used to let the staff understand the expenses and living standard difference between Hong Kong and China, so as to ease the tension of the feeling of inequality.

In China, due to the country specific system, the local staff will have a doubt on their future career development. As the firm HRM, it is a wise to implement the job rotation policy. For personnel with outstanding performance, they can be transferred to other countries where they can broaden their view and absorb more international experience. With the implementation of a sound Training and Development policy, an international firm can resolve the tension caused by overseas development and enhance the personnel morale, resulting in an effective globalization policy.



5. Conclusion

Overseas expansion is undoubtedly challenging due to cultural and technical difference. It is an unavoidably process each global organization has to go through. With the effective implementation of Training and Development, a lot of tension and negativity can be resolved, and, afterwards, the organization can step up to a successful path of globalization. 
















							5
[bookmark: _GoBack]
[image: ]
























							6
image1.png
University of Wales
Trinity Saint David

LEVEL 7 ASSESSMENT SPECIFICATION

Student name: ‘Seto chi shing Student ID number: | 1812207
Programme; mBA
Module: Human Resource Management
Module code: SBMAT101 ContributichBREC] ¢gs,
Overall  Module
Assessment (%):
Lecturer: DrLeo Ho Internal Verifier:
Assignment Title: | Assignment 2 Word count (or| 2,500 words
equivalent):
Submission 3 May 2019 Return date of | 23 May 2019
deadine: provisional marks
& written feedback:

e “AlTwitlen assessments, where practical and possible, must be Submitied via
o Turnitin unless otherwise instructed by the Lecturer. (Please DO NOT put this

assessment specification into Tumitin,or it will match many similarities with
other students’ submissions.)

Alternative submission method (if applicable):
Late submission of the assessment will result in a late penalty mark.
Penalties for late submission Up to one week late, maximum mark of 50%.

Over one week late, 0%. _Only the Extenuating Circumstances Panel may
approve a change to submission dates,

Academic Academic honesty is required. In the main body of your submission you must
honesty / give credit to authors on whose research and ideas your workis based. Append
referencing: to your submission a reference list that indicates the books, articles, etc. that

you have used, cited or quoted in order to complete this assessment.





image2.png
References

Irena Grugulis, Dialogue Review: Invited Response Skills, Training and Human Resource Development: A
Response, from The Economic and Labour Relations Review Vol. 19 No. 2, pp. 123-128

Alexey Pak, Lila L. Carden & Jamison V. Kovach, Integration of project management, human resource
development, and business teams: a partnership, planning model for organizational training and
development initiative, from ISSN: 1367-8868 (Print) 1469-8374 (Online) Journal homepage:
https://www.tandfonline.com/loi/rhrd20

Gary P. Latham, Human resource training and development, from Ann. Rev. Psychol. 1988 39:545-82
1988 by annual Reviews Inc.

Daniel DANECI-PATRAU, Gabriela NEACSU, Laura PATACHE University Spiru Haret, Constanta,
ROMANIA, Determine Current and Future Demands on Human Resources Training and Development
Branch "CREIR CF" Constanta, from Economy Transdisciplinarity Cognition www.ugb.ro/etc Vol. 15,
Issue 1/2012 171-179

Athanasios Chatzimouratidisa®, loannis Theotokasb and Ioannis N. Lagoudisb, Decision support systems
for human resource training and development, from The International Journal of Human Resource
Management, Vol. 23, No. 4, February 2012, 662-693

Ogilvie, John R, The ASTD Training and Development Handbook: A Guide to Human Resource
Development (4th edition), from Personnel Psychology; Autumn 1997; 50, 3; ProQuest pg. 757




