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Training and Development
Eastern Market Expansion Program
As the United States automobile manufacturer seeks to expand to Eastern market, one variable that should be kept in mind during the new orientation program planning process is ensuring that it considers the Eastern culture comprising of Singapore, Japan and China. Due to existing cultural differences between the American market and Eastern market, the Eastern market will require the U.S manufacturer to address such differences during the new hire orientation program ensuring that the company attains maximum success (Tarique, Briscoe & Schuler, 2015). There needs to be a collaborative effort in welcoming new employees between the hiring department, human resource and other associated teams.
Tailor New Hire Orientation
In order to tailor the process of orientation in these Eastern markets, both their language and culture need to be integrated. As a result of cultural differences, first, it is noteworthy to ensure that the culture of new hires within the Eastern market is comfortable with the specific material that is introduced to them. Secondly, the new hire material needs to be introduced to them in a language that they understand such as Japanese or Mandarin. Even though some new hires may fail to communicate in English language, it is important to offer them information in their specific native language to make them feel comfortable. Concurrently, the organization must be ready and willing to provide excellent products and quality to the target market (Tarique et al., 2015). However, this will only be possible if the company takes sufficient time to hire best employees and provide them with best training. Studying and researching the culture of Eastern market, will help me to generate a viable proposal that will support the training process of Eastern colleagues.  
Relationship between the Trainer and Leaner
In regards to the relationship between the trainer and leaner, the Eastern market will expect it to be cordial and that of respect (Shorney, 2013). Also, they will expect to be provided with appropriate information and guidance by the trainer who will prepare new hires during the first few days of employment to guarantees overall success. In the current-day business phase, the duties and roles of the department of human resource are to apply better models and procedures to realize better outcomes (Tarique et al., 2015). Such short-term orientation process will not be considered as a replacement concerning onboarding of potential employees to their particular department, which is a longer and more detailed process.    
Process of Delivery 
As the head trainer of the global United States automobile manufacturer, the company has made the decision of expanding its operations into Eastern market. Since the vice-president of the organization’s human resource has requested me to develop a proposal outlining my plans regarding the new hire orientation program for the target market, I will provide it alongside an emphasis on cross-cultural cooperation. Due to this reason, the structure of the training program will contrast considerably with what is normally applied in the United States automobile manufacturing sector (Shorney, 2013). The most appropriate delivery process is through a remote training session comprising of a translator to ensure that every individual is able to gain and understand the material that will be presented to them (Tarique et al., 2015). 
Alternative Delivery Process
Conducing in-person training in English language will need the trainer to speak slowly when communicating or covering intended material in case individuals have simple English skills. Based on cultural differences between the Eastern and Western markets, new recruitment and orientation program will ensure that each individual is assigned a buddy who will help in coordinating onboarding activities (Shorney, 2013). As the head trainer of the global United States automobile manufacturer, I will be needed to serve and cooperate with the Eastern employees while applying the best ability. 
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