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Abstract This study tried to diagnose the status of overseas field training and overseas employment
through questionnaire surveys, FGI, and success case analysis, and to find implications for the
educational direction that universities should take for the efficient operation of overseas employment
programs. Specifically, surveys and interviews were conducted for participating students to diagnose the
problems of current field training and overseas employment programs, and systematize the derived
requirements to extract desirable field training and overseas employment program operation guidelines,
and students The purpose of this study was to derive improvement plans and policy proposals by
analyzing the causes that affect the satisfaction of employees' on-the-job training and overseas
employment.
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1. Introduction

Today, a very serious youth unemployment
problem is an issue that has emerged since the
IMF bailout. The new Korean situation of growth
without employment has caused increasing job
insecurity and social problems such as the
massive surge of non-regular workers, and the
resulting deterioration in the domestic job

market has become a reality. In addition,
although export growth is driven by a small
number of specific industries and companies
securing global competitiveness, the stagnation
and domestic industries

of many industries

without global competitiveness created an
environment in which employment cannot occur.
term  '880

won-generation' was also widely used at one

Accordingly, the thousand
time, reflecting the gloomy reality of youth

unemployment. However, = companies are
demanding higher competitiveness in the job
market.

Entering the 2000s, the government arbitrated
that human competitiveness was an important
factor in determining national competitiveness,
and thus prepared various support plans to
expand the employment stage of young people to
the global market and gain various overseas
experiences. This overseas experience was a
great opportunity not only to cultivate key
human resources to lead the country's growth,
but also to produce global talents that the
companies required. In recent vyears, the
international community has determined that the
human competitiveness influences the national
competitiveness amid global infinite competition,
and has focused on “knowledge” and “human
resource development”, such as establishing a
national future strategic plan that includes
education, training, and employment.

Therefore, in this study, in order to expand the
employment stage of our students from the

domestic labor market to the global market, and

to support our students to gain various overseas
experiences, we analyzed the manpower training
programs for field training by collecting the
opinions of students who have experience in
employment, we intend to suggest a direction for
establishing a policy for fostering global talent
and developing programs.

2. Theoretical Background

No one can deny that globalization is acting as
one of the most important driving forces for the
development of the global economy [1]. The area
of economic activity, which was operated mainly
by the country, is expanding to a wider market,
and it has been a long time since the
geographical and physical boundaries between
countries have been broken [2]. In such a
business environment, companies have learned
that securing talented individuals with global
capabilities to perform their duties in overseas
markets is an important factor in business
success, and recognize that securing corporate
competitiveness and continuing business through
talent acquisition [3]. In the research of many
scholars, overseas field practice is being
evaluated positively in terms of cultivating global
competencies through work experience in an
actual overseas business environment. Feldman &
Bolino (2000) conducted research on US graduate
students who had experienced overseas field
training in 23 countries around the world, and it
was found that both participating students and
field training institutes helped to acquire and
develop new skills [4].

In a study by Nohara et al. (2008), a survey of
satisfaction with students participating in
overseas field training at the Tokyo Institute of
Technology and training institutes showed that
both sides were highly satisfied with the program
[5]. Toncar & Cudmore (2000) studied the
benefits of through

participating  students
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overseas field training conducted for 6 weeks at
UK for

Factors such as 'forming a global

Oxford University in the business
students.
human network’, 'International work experience’,
'personal growth' and 'career management'
appeared as benefits [6]. Cusher & Mahon (2002)
conducted a study on US university students who
experienced field training in Austria [7], New
Zealand, and Ireland. Overseas field training gave
the participating college students 'improvement
cultures' and

of understanding of foreign

'self-efficacy through adaptation to foreign
cultures' and 'Global mind formation'.

Emstrong & Jones (2007) conducted research
on students at San Diego State University in the
field
training in Thailand [8]. The effect of overseas

field

foreign cultures and social norms' and 'through

United States who conducted overseas

training resulted in ‘'understanding of
experience of language barriers. It suggested
'understanding of ethnic minorities', 'increased
interest in international and regional issues', and
'improving problem solving ability'. In addition,
Bandura (1997) argues that it is possible to
improve job competency to work in overseas
companies by learning jobs and strengthening
work capabilities through observation, imitation,
and interaction in various situations encountered
while performing work in overseas companies
[9]. In a domestic study, Jang Won-seop et al.
(2012) said that overseas field training is a
characteristic of gaining experience abroad, so
that foreign language skills and job performance
skills naturally improve through local life and
work, helping to improve the employment ability
of participants [10].

Hwang-Won Lee (2011) described the success
factors of wuniversity students' overseas field
training: 'activation of pre-exchange between
sister universities abroad’, 'improvement of
language skills of university student participants',
'holding a result report at the end of internship’,

'culture of the country where internships work’

and ‘preliminary knowledge of history and
lifestyle habits' were presented [11,12]. Because
of these advantages, universities are actively
using overseas field training to improve the job
skills of students, and the scale is expanding.
However, compared to high level of interest,
related domestic studies are insufficient. The
reason for this is that it is relatively difficult to
select targets for overseas field training who are
dispatched to various countries to perform tasks,
and conduct surveys and in-depth interviews
from them. In addition, as in other education and
training studies so far, the resultant measure
focuses on the quality of employment such as
'employment status or wage level after
completion of internship', 'employment type' and
'‘company size'. The approach was the main
research, and it is a reality that research on the
employment possibility linked to the curriculum
or competency development was insufficient
[13,14].

In summary, it can be said that there were
limitations in conducting a research that proves
the effectiveness of overseas internships more
empirically and objectively, improves the system

and proves the effectiveness based on this [15].

3. Status Diagnosis through Survey and
FGI

In this study, a survey was conducted on

current students or graduates who have
experienced overseas employment (overseas field
practice). The total number of respondents to the
109. Dividing the

group by gender, females accounted for 56

questionnaire was sample

persons, 51.4% of the total 109 persons, and
48.6%. Also,

academic background of the sample, 98 were

males 53 persons, as for the
college graduates and 11 were enrolled students.
In the case of situational assessment, the

purpose of participating in overseas employment
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(overseas field training) was the highest in the
case of ‘helping my career development in the
future,’ followed by ‘improving foreign language
proficiency’ and  ‘request for  overseas
experience.” As for the need for an overseas
employment (overseas field practice) program, it
was necessary, but accounted for 98.2%, and the
channels for obtaining information about
overseas employment (overseas field practice)
were in the order of professors, neighbors,
schools, others, and families. Among the people
who influenced the decision to participate in
overseas employment (overseas field training),
89% of the people were responsible, and the
countries interested in overseas employment
(overseas field practice) were in the order of the
Americas, Japan, and Australia/New Zealand.
Work

development potential, and employment stability

environment, human relations,
were discussed as considerations for overseas
employment (overseas field practice). As for
difficulties in preparing for overseas employment
(overseas field practice), information on the
economics and preparations The survey was
conducted in order of shortage, lack of
government for foreign industries, and lack of

cases of experienced people.

Table 1. Considerations for overseas employment
(overseas field training)

Considerations Numbers Ratio(%)
wage 3 2.8
employment stability 4 3.7
working environment 68 62.4
working hours 0 0.0
development potential 5 4.6
relationship 27 24.8
walfare benefit system 2 1.8

Foreign-affiliated companies accounted for
53.2% and Korean-based companies 40.4% in the
type of organization and type of business that
performed overseas employment (overseas field
training), and services (53.2%), technology/
Research (44%) and trade (2.8) were high, and the

relevance  between the institutions that
conducted overseas employment (overseas field
training) and the field of employment hope was
very high. The average daily working hours was
usually 6-8 hours, and the desirable role of a
university or professor for overseas employment
(overseas field practice) is to monitor and
and mediator between

manage  progress,

companies and students, major knowledge
education, foreign language education, and local

adaptation education.

Table 2. University or faculty's desirable role

Desirable role numbers ratio(%)
progress check 61 56.0
mediator of company and strudent 27 24.8
major knowledge 1 10.1
local adaption 2 1.8
foreign language 5 7.3

Finally, the fidelity of preparation for overseas
employment (overseas field training) was high in
job information, prior contact with the person in
charge, and preparation for work-related in
advance.

In the case of input evaluation, the degree of
agreement between the work performed and the
subject's major was high, and the specificity of
the overseas employment (overseas field practice)
program plan, the systemicity of the overseas
employment (overseas field practice) program,
field

from

and overseas employment (overseas

practice) The degree of support
departments and staff were also high.

In the case of course evaluation, 61.5% of the
cases were evaluated as to whether or not the
participants of overseas employment (overseas
field practice) were evaluated, and the subject of
evaluation was the institution’s supervisor,
institution’s HR, university-related personnel, and
advisors. As for the overseas employment
performance evaluation method, 77.3% of the
work evaluation and 21.6% of the report were

written. In the case of a survey on the work
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experience of an agency (company) performing
overseas employment (overseas field training),
72.5% of the respondents answered positively
about the necessity of prior training, and 73.4%
of the active guidance of mentors or supervisors
also answered positively. The mentor or
supervisor's leadership capacity is 74.3%, the
62.3%, the
is 58.7%, the

friendly culture is 85.2%, the mentors/supervisors

working environment is

treatment/treatment excellence

communication is 65.1%, and the employees
communicate with each other. In the overall
evaluation, positive responses were dominated by
87.1%, 92.6% for the level of effort for the given
task, and 87.2% for the job level. In the case of
re-application for overseas employment, 87.2%
gave a positive answer, and the intention of
recommending overseas employment also
showed a positive evaluation of 87.2%.

In the case of output evaluation, satisfaction
in the process of participation in the overseas
employment (overseas field practice) program
was high. Compared to that, it was found that a
lot of low salaries and limitations of task
assistance were selected for practical work

acquisition. Satisfaction with the overseas
employment (Overseas Field Practice) program
was evaluated high with an overall satisfaction of
4.05 points, an overseas job support satisfaction
of 4.28 points, a program contents satisfaction of
4.06 points, and a supervisor's role satisfaction of
3.83 points, respectively. It is analyzed that what
was low was evaluated differently depending on
the degree of experience or the presence or
absence of professors with overseas-related

business experience by university or by major.

Table 3. Satisfaction with the Overseas Employment
(Overseas Field Practice) Program

Output Evaluation Degree
overall satisfaction 4.05
overseas job support 428
program contents 4.06

supervisor's role 3.83

Therefore, in order to revitalize overseas

employment (overseas field practice), it is
important to create a good educational program
for students and develop industries, but it is also
considered necessary to provide opportunities
for professors to develop global competencies for
overseas employment (overseas field practice). As
for the satisfaction level of each participant
decision, the person who made the participation
decision with the highest satisfaction level of
support for overseas employment (overseas field
training) was identified (4.33 points), and this is
only when the person decides to participate. It is
understood that the degree of support provided
has a significant influence on the decision to
participate.

In the self-assessment of the Overseas
Employment (Overseas Field Practice) program,
the item 'T have cultivated my practical skills
through overseas employment (overseas field
practice)' was rated the highest with 4.16 points.
In the case of the effect of participation in the
overseas employment (overseas field practice)
program, it was analyzed that it was helpful for
career decision and then 4.08 points, and 4.17
points after improving the effect of university
education, which gave a positive effect. In
contrast, the improvement of foreign language
ability and work ability in the major field showed

a high score of 3 points.

From the results of FGI (Focus Group
Interview) analysis, it was found that students
have high expectations for overseas field

training, and there are many students who
experience their major in the field and evaluate
it as a necessary course for future planning.
When comparing before and after the on-site
training, the opinion that a lot of things can be
learned through field experience and the fact
that it is evaluated by one's own work ability
rather than the reputation of the school abroad,
and the opinion that the goal has been adjusted

upward, are also on the overseas field practice. It
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is believed to be a valuable result that can be
obtained. On the other hand, there were also
requirements for the university, such as
supplementing programs to improve language
ability, the efforts of the university to mediate
between students and local companies, and
operating long-term projects of at least one year
or two to three years. It was found that there is
a need to develop a program that can solve the

loneliness and nostalgia for the home country.

4. Case analysis

This is based on the review and analysis of the
problems of the conventional industry-university
cooperation manpower nurturing system, In a
survey of 1,313 students who were employed
through K-Move from 2013 to 2016, University B
in Cheonan showed that 95.0% said 'overseas
employment helped' and 88.5% said 'willing to
work abroad again. Reflecting the needs of these
students, the university has made an agreement
to select more than 20 interns each year through
steady meetings with the head offices of hotels
and resorts, which have been conducting
internships for 10 years, and to apply to the head
Behind

achievements, there was a steady effort at the

office to excellent students. these
university level. Through overseas business trips
three to four times a year, students were guided
to adapt and work well, and the requirements of
local managers were reflected in the educational
content. In addition, through annual business
trips to the head office located in Tokyo, which
has the

university's efforts for overseas employment and

authority to make decisions, the

contents of education were shared, and a
graduation ceremony was held in the region
(Guam)

cooperation. Thanks to these efforts, companies

to maintain close industry-university

and schools have a step-by-step system for

mutual cooperation and growth.

In the first stage, a briefing session introducing
overseas employment and overseas field training
is held, providing procedures for preparing for
overseas employment and examples of seniors. If
there is a student who wishes, it is possible to
prepare for overseas employment with seniors
and classmates in the undergraduate overseas
club. In addition, in-depth
counseling was possible at any time by operating

employment

a system of foreign employment-only professors
in each country. In the second phase, the
department dedicated to overseas employment at
the university (Global Talent Development Office)
held a briefing session to prepare students for
overseas employment every year. In addition, by
inviting seniors with overseas employment
experience, they provided an opportunity to hear
the know-how of overseas employment and
realistic stories of overseas employment. Students
who wish to work abroad (overseas field training)
through the preparation stage will cultivate the
skills necessary for the desired company through
three customized education programs such as
K-Move, Cheonghaejin, and the university itself
reflecting the requirements of overseas
industries. In addition, during this period, the
programs introduce industries that can work
abroad (overseas field training), basically matches
them so that they can apply to the companies
they want, and provides at least three interview
opportunities.

In the 3rd

(overseas field practice) process, mentoring with

stage overseas employment
a supervisor at least once a month is conducted
by wire or wireless (Kakao Talk, e-mail, etc.) so
that students can adapt well and develop their
desired competencies. Monitor student
adaptation through travel and contact with local
managers and general managers. In the final
termination and reorganization phase, students
who wish to find employment at the head office
two months before the end of the one-year

course and received excellent evaluations are
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recommended to the head office so that they can
be hired as full-time employees before the end

of the course.

5. Conclusion and Limitation

This study is based on the cooperation of
general universities and vocational colleges that
are sending overseas field training and overseas
employment to about 10 countries (US, Japan,
etc.). The

conclusions and implications are as follows.

Singapore, Australia, Hong Kong,

First, by examining the field trips and field
training systems of each country, it was possible
to  recognize  commonalities and  find
complementary points from the standpoint of
Korea. It was analyzed that most advanced
countries operate various types of on-the-job
training systems to suit the needs of students,
such as long- and short-term on-the-job training
programs or different tracks for each track. In
particular, since most of the operating university
faculty are adjunct professors in the industry or
tend to be highly related to the industry, it is
judged that it is necessary to prepare for field
practice and further overseas field practice by
good wuse of the

making university  or

industry-centered professor system.

Second, through a questionnaire survey
consisting of  situation/input/process/output
evaluation and result analysis, this study is

thought to be able to help in deriving desirable
conditions for overseas field practice. First, in
order to increase the level of satisfaction of the
participants, it is judged that the person's
willingness to participate must be strong, and it
is necessary to clearly set the goal of overseas
field training. It was analyzed that the university
system should be built. In addition, it is essential
that the field work evaluation of students is
performed so that the motivation of the students

can be certain, and the selection of a company

whose working conditions and corporate culture
are not heterogeneous and that the interaction
with local workers can be satisfactory is also
performed. It can be seen that it is acting as a
factor that determines the success of the
company.

In addition, we recognize that the purpose of
overseas field training is not to earn money, but
rather to improve overseas experience and global

skills, and

opportunities and

competence, enhance language

expand employment
employment possibilities through specialization.
Third, through case analysis, it was possible to
explore the characteristics of universities where
overseas field training is well operated. There is
a well-prepared overseas field training support
system in stages. Specifically, preliminary
training should be preceded in the process of
preparing for this from before the field input,
and a human/financial support system that can
support it in the process of preparation and
initiation should be established, and regular
relationships with local companies should be
established. People should have the know-how
on business trips and management, and efforts to
enhance the effectiveness of the overseas field
training program should be carried out so that
after the completion of the field training, direct
employment can be carried out at the related
business and related companies, instead of being
in a hurry.

The limitations of the study are as follows.
First, the sample size is relatively small. In the
future, it is necessary to acquire more samples.
Second, it is necessary to analyze the differences
according to the countries in which they have
entered. Third, it is necessary to further
investigate the satisfaction of local companies
with participating students. It is expected that
obtained by

better implications can be

supplementing these limitations.
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