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Part 3: A Hollstlc Approach

The third and final play in your Global Mindset Playbook: Why global competence
is essential and how to turn it into a winning strategy.

Written by Mercedes N. D'Angelo

Global competence is not a passport full of stamps, a crash course in etiquette, or even fluency in another
language. It’s the ability to work well across borders, markets, and mindsets. At its heart is curiosity, flexibility,
and respectfulness. That mindset is powered by a skillset of adaptive behaviors and a tool kit of knowledge
and frameworks that help people act, not just understand. Building this capability across the
organizationisn't a “nice to have.’ It’s a strategic priority for Learning and Development and Talent Mobility.

And yes, this raises the obvious question: how do we actually build it without launching yet another
mandatory webinar that everyone forgets by Friday? The answer is a holistic approach. Fewer one-and-done
events. More practice, reflection, and real-life application.

Build learning like scaffolding, not a single ladder

The most effective programs are scaffolded across the employee lifecycle,
from selection and onboarding to performance management and career
development. They offer multiple touchpoints: training, coaching,
mentoring, peer learning, and reflection. Peer mentoring, in particular,
does double duty by transferring knowledge and strengthening
relationships at the same time.

External experts play an important role, but as guides rather than
permanent crutches. The goal is to build adaptive, self-sustaining learning
ecosystems. One-size-fits-all programs rarely deliver lasting impact.

Learning becomes even more powerful when it’s tailored. Role, location,
career stage, and mobility profile all matter. While traditional expatriates
and their families often receive support, global competence is just as
critical for international business travelers, rotational assignees, virtual

cross-border teams, and the many employees who work globally without

ever relocating.

Tie global competence to the business, not the menu
A holistic approach goes far beyond a la carte training or “expat survival
skills” Organizations that take global competence seriously know that
critical business activities—mergers and acquisitions, new market entry,
vendor partnerships, global mobility—demand more than

technical know-how. They require people who can navigate complexity
across borders with confidence and humility.

The problem is that traditional training fades fast. The real challenge for
talent development is creating learning that sticks. While one-time
programs have their place, global competence works best as a personal
learning journey, not a box to check.

Strong programs are anchored to real business and human outcomes.
Development should support leadership effectiveness, talent mobility,
risk mitigation, inclusion, and market growth, while also addressing very

human realities: well-being, engagement, performance, resilience, and
even family adjustment. That means HR and L&D need a clear line of
sight into both short- and long-term business strategy.

Three learning domains most directly influence global effectiveness:

Language is more than a Intercultural understanding Without self-
communication tool. It starts with knowing yourself: awareness, it’s hard to truly
opens doors to cultural your values, language, recognize difference, let

insight and builds cognitive intercultural understanding, alone adapt toit.
flexibility. self-awareness biases, and
default work styles.

Knowledge alone isn't enough. Knowing about a culture and acting effectively within it are two very
different things. That’s why development must emphasize practical competencies: listening across
differences, managing ambiguity, adapting leadership styles, and repairing missteps when they happen.

Take a leader working with a Chinese team. Understanding that hierarchy matters is useful, but the
real learning comes from practicing how to dial back overly egalitarian instincts in meetings and decision-
making. Continuous feedback—what worked, what didn't, and what the team needs more or less of —turns

Use assessments to personalize the journey

Assessment tools can help identify capability, style, and
development needs. The Global Competence Aptitude Assessment
(GCAA), for example, measures cultural knowledge, interpersonal
skills, attitudes, and self-awareness. Used well, it helps define
individual and team needs so training and coaching can be tailored
for maximum impact.

Similarly, the Global Competence Indicator (GCI) provides valuable
insight into the readiness of global leaders and individual
contributors. It functions as a practical checklist, highlighting
strengths and gaps and pointing directly to where focused
development will pay off. The result is improved global fluency and
stronger performance.

Digital tools such as Country Navigator, Culture Wizard,
and GlobeSmart add another layer. They combine assessments with Ll .
self-paced learning, giving L&D teams flexible options to support

ongoing development and track behavioral change over time.

Country
Navigator

Create safety before you expect stretch

Learning only thrives when psychological safety is present. It's not a
bonus feature; it’s a prerequisite. Global competence requires
discomfort, mistakes, and the unlearning of old habits. Environments
that reward curiosity over perfection give people permission to
experiment, receive feedback, and adjust their approach.

Over time, a holistic approach builds far more than short-term
capability. It develops culturally agile leaders, grows internal champions,
and reinforces a culture of inclusion and continuous learning.

Measure progress, not perfection

Measurement is the final piece of the puzzle. Impact may not show up overnight, but combining quantitative
metrics—retention, assignment success, engagement—with qualitative insights from performance reviews
and feedback allows L&D to demonstrate value and refine programs. Progress should be tracked over time,
not judged by instant ROI.

Ultimately, strategy only matters if it shows up in daily moments: meetings, feedback conversations, hiring
decisions, virtual collaboration, and leadership behavior. When leaders consistently model curiosity,
humility, and adaptability, global competence becomes real. Success isn’t just written in policy. It’s lived in

everyday behavior.

A holistic approach to global competence isn’t about mastering every culture or speaking every
language. It’s about developing people who can learn, adapt, and connect across differences—again and

again—in an unpredictable global marketplace.

Want the full playbook? Start with Parts 1 and 2:
Part 1: The Undeniable Need for Global Competence Development and Part 2: Beyond Being Culturally.

Savvy: Defining Global Competence for Today’s World.

IOR loves conversations on how to implement these
ideas and further support your organizations’ global
competence needs. Reach out if you want to explore
how to implement playbook strategies or enhance your
current L&D initiatives further!
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