i International Journal for Multidisciplinary Research (IJFMR)

IJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email: editor@ijfmr.com

Strategies Adopted by Employees Toward
Meeting the Requirements of International
Company Needs and Developing
Global Efficiency

Dr. R. Sathiya

Head of the Department, Department of Commerce (A&F), Jeppiaar College of Arts and Science
Padur, Chennai

ABSTRACT

"In the modern world, the international company cultivates a culture on a global scale. Employees face
challenges in adapting to critical international cultural levels. Employees need to develop skills, language
proficiency, and cultural understanding based on the needs and requirements of international company
strategies for the work culture.

Employees must develop communication skills to interact with colleagues and clients worldwide.
Employees are encouraged to learn multiple languages to engage with different cultures for global
business activities. They can leverage technology to bridge geographical gaps. With the rise of virtual
collaboration tools, employees can now work seamlessly across borders. By embracing digital platforms
and staying up-to-date with the latest technology trends, employees can enhance their productivity and
contribute to global efficiency.

They can seek training opportunities that specifically address the challenges of working in an international
context, such as cross-cultural communication or global project management. By embracing cultural
intelligence, enhancing language skills, leveraging technology, and investing in continuous learning,
employees can play a vital role in driving the success of international organizations in today's
interconnected world. To achieve these goals, employees can adopt several strategies that help them
navigate the challenges of working in a global setting."

Introduction

In an increasingly Globalized business world, international companies face unique challenges that require
employees to adapt and meet the diverse needs of their organizations. Global efficiency refers to the ability
of countries, organizations and individuals to optimize resources and processes on global scale. It requires
collaboration, innovation and the adoption of technology and best practices. By striving for global
efficiency, we can enhance economic growth, promote equitable development and address pressing global
challenges such as climate change.

Regardless of the industry in which one works, certain skills can be effectively utilized in one's role. These
skills can encompass industry-specific knowledge or general abilities, and can be developed through
formal training at school, online courses, and consistent practice. Workplace success often necessitates
the cultivation of these skills.
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OBJECTIVES

1. To study about the attributes of an employee to succeed in a globalized environment
2. To study the development of an employee for career growth

3. To study the evolution of the company to succeed globally

Literature Review

Parker S.K, Williams H.M and Turner N: In their article titled “Modelling the antecedents of proactive
behaviours”, the authors states that Research on formal development programs demonstrates that context
(e.g., managerial support and work characteristics) matters for learning. The shift to proactive employee
development where learning is self-initiated and often accomplished in conjunction with executing work
tasks implies that contextual factors now have an even more important influence.

Chadwick C: In his article titled “Toward a more comprehensive model of firms human capital rents” the
author states that Development of general human capital can constitute a viable investment opportunity
for organizations. For example, to the extent that the shift to employee-driven development practices is
not isolated within a firm, occupation, or industry, supporting these practices is unlikely to put any one
employer at a competitive disadvantage.

Campbell B.A, Saxton, B.M & Banerjee, P.M: In their article titled “Re setting the short clock: The
effect of combability of human capital” the authors states that A significant part of the performance-
enhancing effect of experience is embedded in and inseparable from the social context in which that
experience is gained

Lazear E.P: In his article titled “Firm — Specific human capital: A Skill — weights approach “the author
states that Human capital is not as “general” as it seems, organizations can indeed benefit from supporting
its development through contemporary development methods. In addition, firms may choose to support
the development of employees who possess idiosyncratic bundles of human capital (i.e., groups of skills
that are individually applicable across a wide variety of firms, but rarely coupled in the same way). While
the skills are general, their bundled nature makes them more valuable within the current employer then
they would be elsewhere.

Morris, S Alvarez, SA Barney B, & Molloy JC: In their article titled “Firm — specific human capital
investments as a signal of general value: Re visiting assumptions about human capital and how it is
managed “the authors states that from the employee’s perspective, the development of firm-specific
human capital can constitute a viable investment opportunity. Firm-specific human capital is visible
outside the firm and serves as a marketable signal to the labor market. For example, if an employee is
willing to invest in understanding a firm's custom knowledge management system, the investment is firm-
specific but the willingness to learn that is evidenced by the investment represents a characteristic that is
universally valued. This enables the employee to appropriate part of the value associated with firm-specific
investments even if they no longer reside within the firm. Thus, both employer and employee stand to
benefit from a partnership investment in both types of human capital.

The attributes of an employee to succeed in a globalized environment

Steering the Workforce: Unveiling the Vital Distinction Between Hard and Soft Skills.

Workplace skills are the talents, traits and qualifications that can help to perform well at work. Workplace
skills are either hard skills or soft skills. Hard skills are the core competencies and knowledge necessary
to complete the job requirements. For example, an accountant must know different systems of budgeting
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and how to calculate figures like gross revenue. Soft skills are general skills that are helpful in the
workplace and enhance your performance, like organizational skills and leadership skills. Workplace skills
fall into a few main types: Technical skills are skills involving the machinery, equipment or computer
programs you need to know for a specific role. These skills vary by field and industry. Professional skills
and interpersonal skills can include general behaviours and skills necessary for success in a professional
setting, like public speaking.

Mastering the Digital Landscape: Essential Computer and Technological Skills Across Industries.
In nearly all industries, many everyday tasks using computer software and programs are performed by
employees. Team members who are familiar with common programs, such as email, word processing, and
spreadsheet programs, and who are comfortable learning new programs, are needed by employers. When
a job is initiated, a range of new software and industry- or company-specific programs is likely to be
learned. Computer basics should be learned, and familiarity with common programs in the field should be
established, showcasing initiative and engagement. Additionally, any technological or mechanical
components related to the field should be understood. For example, medical device salespeople must be
able to demonstrate how their products work and answer questions from buyers. Skilled tradespeople, like
plumbers and electricians, must be proficient in field-specific instrumentation and tools. Having
technological skills also includes knowing all safety guidelines and regulations associated with equipment
use and maintenance.

Nurturing Unity and Productivity: The Vital Role of Teamwork and Organizational Skills in the
Workplace.

Smooth and efficient operation of an organization is facilitated by the importance of teamwork, where
being supportive of colleagues and the ability to seek help when needed are crucial. A collaborative spirit
and openness to working with others, as well as sharing credit for professional successes, are integral to
effective teamwork. Increased productivity and innovation are achieved when teams work cohesively,
prioritizing the company's goals over individual success. Productivity for employees in various positions
can be enhanced through organizational skills, where maintaining a clean, organized workspace both
physically and digitally allows for quicker access to resources, reduces distractions, and enhances focus.
Improving organizational skills can be pursued by reading books on the topic or participating in online
workshops aimed at learning to declutter, organize, and maintain a professional environment.

Efficiency Unleashed: The Art of Mastering Time Management in the Workplace.

Effective time management, wherein more can be accomplished in a workday, is often achieved by
employees who can manage their time efficiently. Tasks are prioritized, processes streamlined, and
delegation employed when appropriate in the realm of time management. The ability to estimate time
requirements for responsibilities and assess the capacity for taking on new tasks is essential. To enhance
time management skills, consideration can be given to investing in scheduling programs that monitor daily
duties and enable tracking of time spent at work. Trends in the schedule, such as a noticeable productivity
dip after lunch, can be identified, and strategies to combat wasted time, such as taking two 30-minute
breaks instead of a full hour for lunch, can be implemented to maintain engagement in tasks.

The display of confidence by an employee can convey to employers the capability to handle significant
projects and advance within the company. Confidence further involves the ability to trust one's decisions
and provide a defense for them, and in stressful situations, team members often turn to those who appear
capable and remain calm under pressure.
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Power of Positivity and Adaptability: Cultivating a Dynamic Workplace Mindset.

Positive thinking Being able to think positively can benefit a workplace's mood and outlook. Cheerful,
optimistic employees make work more enjoyable for colleagues and improve morale. If a positive mindset
is a challenge for you, consider reading books on happiness and positivity or listening to an encouraging
podcast on the way to work. Flexibility and open-mindedness Employees who are open to new ideas can
experience more professional growth and contribute more to an organization's development. Progress and
innovation rely on fresh ways of solving problems and challenging the normal order. Rigidity can hinder
improvement, but flexibility can help an employee discover more efficient or more effective strategies for
their personal role or the company as a whole.

Navigating the Work Network: The Indispensable Twosome of Critical Thinking and
Communication Skills

Critical thinking When issues arise in the workplace, the solution may not always be obvious. Employees
with critical thinking skills can evaluate a situation, gather relevant information and make deductions
based on facts. Thinking critically is an important part of working independently and allowing employers
to trust you to make wise decisions. Managers can have confidence in your choices because you take time
to research and organize the necessary information rather than reacting hastily. Communication skills
Having employees with strong communication skills helps an organization function optimally. When
engaging with co-workers, prioritizing listening before speaking is advised. Active listening involves
focusing on the other person's message rather than formulating a response. Emotional intelligence,
involving the recognition and identification of one's own and others' feelings, is crucial. This quality helps
stay attuned to colleagues' emotions, enabling the detection of feelings such as hurt, frustration, or anger.
Proactively addressing these emotions can effectively minimize conflict and save time in the workplace.
Guiding the Way: The Vital Qualities of Effective Leadership in the Workplace.

Leadership skills Employees with leadership skills are a valuable asset to employers. Peers respect and
trust strong leaders, making them good candidates for promotions and supervisory roles. Leadership skills
include: Being reliable, Communicating effectively, Providing solutions to problems, Managing many
tasks and timelines at once, Anticipating needs and Overseeing employees and projects. Integrity -
Manages value employees they can trust. Having integrity means doing the right thing regardless of the
outcome. At work, this might mean: Showing up on time, Honouring your commitments, including
deadlines, Being honest, Adhering to company and legal standards and Reporting misconduct

Strategic Solutions and Positive Connections: Keystones of Success in the Workplace
Problem-solving skills help an organization save time and resources by effectively analysing an issue and
resolving it quickly. Managers can rely on employees who can solve problems to work with less oversight.
Examples of problem-solving abilities include: Troubleshooting the problem to identify the source of the
issue, deciding what materials information are necessary to solve the problem, Determining the
appropriate steps to take and Resolving the problem efficiently and cost-effectively. Ability to get along
with people When employees get along with one another, it helps eliminate distractions and conflict in the
workplace. An organization can run smoothly and more effectively when team members are personable
and display character traits like: Empathy, Compassion, Respect, Encouragement and Celebration of
others' success

In order to excel in the career, an individual need to expertise in his domain areas and apart from the said
skills, an individual need to learn multi languages, computer literacy, Statutory requirements which
definitely will have an edge over the other competitors.
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The Factors affecting Employee’s employment opportunity and Growth:

Poor skills and characteristics encompass a range of attributes, traits, or behaviors that can hinder an
individual's personal and professional growth, as well as their interactions with others. Recognizing these
traits is crucial for organizations to address performance issues, offer essential training or support, or
consider appropriate disciplinary actions to maintain a productive and positive work environment.

""Recognizing Signs of Disengagement and Addressing Rebellious Behaviour™

e Employees who consistently fail to meet deadlines demonstrate a lack of commitment to their duties.
They may also have a pattern of arriving late for work or taking excessive unplanned leave, which
disrupts team workflow and erodes trust. Communication difficulties can manifest as difficulty
expressing ideas clearly, failing to actively listen to others, or being unresponsive to emails and
messages. A lack of effective communication within the team can lead to misunderstandings, mistakes,
and frustration. In many cases, employees may be unwilling to take on additional tasks or
responsibilities outside of their job description. They may resist opportunities for growth and
improvement, impeding both their personal development and the progress of the organization - This
trait involves defiance or refusal to obey instructions or follow company policies and procedures.
Insubordinate behaviour disrupts the workplace hierarchy and can lead to conflicts with supervisors.

e Producing work that consistently falls short of expected standards demonstrates a lack of competence
or effort. Pessimistic and cynical attitudes are common among employees with negative
characteristics. They may frequently complain, resist collaboration, and spread negativity, which can
harm team morale and create a toxic environment. The ability of an organization to adapt to changing
industry trends, technologies, or market demands can be hampered by resistance to change and a rigid
mindset. Poor performers can stymie progress by opposing necessary changes in strategy or processes.
Employees who lack accountability frequently shift blame to others, refuse to admit their mistakes,
and avoid accepting responsibility for their actions. This lack of accountability can erode trust and
make problem-solving more difficult.

e Poor time management is characterized by difficulty prioritizing tasks, missing deadlines, and
procrastination. This can lead to inefficiency, project delays, and increased team stress. Employees
with negative characteristics may struggle to effectively collaborate with colleagues, resulting in
discord within teams and impeding the collective success of projects and goals. Unprofessional
behavior, such as rude communication, inappropriate attire, or a lack of courtesy towards colleagues
and clients, reflects poorly on the individual and can disrupt workplace harmony. The presence of
negative, mistrustful, and demotivating employees can contribute to a toxic workplace culture. This
not only has an impact on team morale but also makes it difficult to attract and retain top talent.

e Handling irate or dissatisfied customers can be challenging. Through training, employees can develop
conflict resolution skills that allow them to navigate difficult situations with professionalism. Training
ensures that all employees, including those who may have struggled in the past, deliver consistent
customer service. This consistency is key to building a positive reputation.

e Regular training provides opportunities for ongoing feedback and improvement. "Bad" employees can
benefit from constructive feedback and adjust their approach accordingly. Some employees may have
underperformed due to a lack of motivation. Training can rekindle their motivation by showing them
how their role contributes to the overall success of the business. Training can also align employees
with your company's culture and values. When they understand and embrace these principles, they are
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more likely to provide better customer service. Knowing that they are receiving training and support
can motivate "bad" employees to see a potential career path within the organization. This can lead to
increased commitment and dedication.
In the recent competitive world, it becomes mandatory on the part of an individual to correct all the
misalignments to sustain in the employment. If there is lethargic attitude, there is a possibility of losing
the job often. All the MNCs are looking for the potential candidate in the market to have a break through
in the market to have an edge over the competitors.

Conclusion:

In the present-day and ever-changing landscape of the workplace, the concept of employee development
has excelled conventional organizational strategies, escorting in a more expansive, employee-driven
approach. The recognition of the intrinsic value of human capital development remains central, prompting
organizations to acknowledge and harness the proactive role that employees play in moulding their own
professional growth. Within this evolving pattern, proactive development emerges as a strategic
complement to formal training practices, fostering a symbiotic relationship that benefits both employers
and employees.

This approach not only enriches human capital but also stands as a key driver of overall organizational
performance, simultaneously acting as a proactive measure against potential risks. It is domineering to
underscore that this perspective does not undermine the significance of traditional organization-led
development practices. Instead, it underscores the necessity for scholars and practitioners to recognize and
seamlessly integrate employee-driven development into the broader framework of developmental theory.
By heeding these recommendations, the field of employee development research and practices is
positioned for a transformation, promising to unearth deeper insights into the intricate nature, underlying
mechanisms, and profound significance of developmental processes within the contemporary workplace.
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