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0900-1000 Poland 5 Creating Momentum in Your Organization.
The role of Values in Building a Company
1020-1120 Poland 3 Organizational Culture: Diagnosing and
Changing

1300-1400 Brasil Hall | Increasing the Effectiveness of the Older
workforce: Training and Development

1440-1550 Poland Hall | Leadership and Decision Making

1630-1730 | Australia Hall | Fit to lead in Turbulents times? Choosing
Resilient Leaders
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no values, no skills

employee fired because they
can’t do the job

no values, good skills

employee takes away energy
from the company

good values, no skills

employee fired because they
can’t do the job

good values, good skills

Employees’ efforts are
multiplied as they begin to
work in unison
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The Changing Nature of International
People Management: Regional

European Challenges for HR professionals;
. Change Management — international migration of workers
. Organisational effectiveness

WO

. Staffing: recruitment and availability of labour

- Rapid Technology Change/Globalisation/Ageing W.F./Economic
downturn

Leadership — middle management and top management

Eastern Europe — planned economy ----- free market economv

—
» ;

 Mihasl A Potter Intmational 2011 ; ‘ Mﬂ'_‘ﬁﬁ!“ﬁ:f’ﬂ_ﬂﬁf @

b IFTDO

(fsk B K& )

En
TEITRFE B EEL

B W E NP RIRE A S

LY &
% 1§

oo

£ B RATE BSTR o

B LRSI T3 R AR

¥

ARTIFE A AR HBODIF IR M ATE S 2

1. B %= it (Country Culture); # % 3~ Freg ~ #cin

2EE BRI

2. =& = i-(Corporate Culture): & 3 = @ Fg 5 ~ 1 BB ~

3. i A = it (Individual Culture): B % & ¥r~ 35 kKT ~

Bl RaA B E

10



VERE R LR AR

L B PG g

() "Fitto lead in Turbulent Times> Choosing Resilient Leader | :
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f " Michael A, Potter
“Global and Cultural Human @ e

Resource Management”
Key Challenges Ahead for 2011 and beyond IFTDO

[

© Michael A Patter International 2011

_—

Background e
UK Born

Head of MPA and MAPI for 17 years

Global Consultant/Writer/Speaker/Trainer
International Experience

Fellow of CIPD (UK)

Plan to open business in International Office
in Africa 2011

= Not Related to Harry Potter

® & & @ & @

& Mechae| A Potler Intemnational 2011

IFTDO
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" Michael A Potter

]

Global Experience

Europe Asia Middle East
Bulgaria Norway India U.AE.
Denmark  Poland Indonesia Bahrain
Estonia Romania Malaysia

Finland Sweden Philippines  Africa
Germany UK Singapore Ghana
Holland Thailand

] ﬂ Michael A. Potter
Vietnam \!-J_. e el IFTDO

& Michael A Potter International 2011

.. .J-' p—_ e

b

Michael A Potter
Global Experience
Still to come in 2011

e

e Cyprus
* South Africa
¢ Sudan
¢ Taiwan
';‘;} Michael A. Potter @
© Michael A Fotter International 2011 L e IFTDO
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Awards and Publications .

* 2009 - 'Human Resources Leadership Award’ ;"'1 f‘f_
{(World HRD Congress in Mumbai) 2 \

+ Latest Publications;

*Book: *‘Mentoring in the fast lane’

*DVD: 'HR -Recruiting, Developing and Retaining Human Capital’
*HR Journal: * Global HRM Journal 2011’

N

Intren g

@

& Michael A Potier Internalional 2011

e

Areas of Expertise

e | eadership Master classes
Graduate development

e Career Counselling
Mentoring & Coaching
Assessment & Development

Competency Frameworks

Qualifications & Professional Memberships
Professional Development
=g A PEgpleStrategy

bermatamnal

19

Q Michael A. Potter
g ein poe B

Q Michael A. Potter @

IFTDO

IFTDO



Some of my clients

e Advisor to Government of Ghana on People Issues
¢ Consultant/Advisor to;

- Rolls Royce - FSA (UK)
- BBC - Tata
- Vodafone - DHL
- HSBC - NHS (UK)
@Michaempu?:ermggria'tﬁl - PSMB :{‘;3: Michael A. Potter
pLy IFTDO

Agenda
e

*The Changing Nature of Global and Regional Climates
(surveys)

*Current Critical Issue — International Mobility of Workers
*Case Study Example: IKEA

*Recommendations: My Key Strategies for 2011 and beyond

i Michael A Poller Infernational 2011 /;?‘ Michael A. Polter
/ intermational

N X/ |?1§o

20



Te Changing t
People Management

e Sijtuation in Poland

) . A
ure of Inte

- h.
rnational

Supply and Demand Talent Shortage Survey (Manpower, 2010)

*'51% employers in Poland finding it difficult to recruit the right talent’

+ Global Situation
Survey of Global HR Challenges
(Carried out by PwC on behalf of WFPMA, 2010)

i Michael A Pofter International 2011

.._\:
el

Su

rvey of Global HR Challenges (PwC, WF

Q Michael A. Potter
\!—/J Infernaong ’FTDO

.

“'

PMA 2010)

Gﬁanun %6 of I:n_lnpunlaa
Benelits cosis: Heallh & welfare 13%
Benelils costs: Retiremant 9%
Change management 48%
Compensation 24%
Employee rewards R R 12%
HR eflectiveness measuregment 27 %
HR 1technology selection & implementation — 9%
Industrial relations 7%
L_EEIdGI"EII‘IIFI developmeant - _3§'1_<o
Learning and development 19%
Legal/Regulatory compiiance 7%
MEA integrationfrestruciuring 11%
Organizational effectivenass 25%:6
Outsourcing 8%
Staffing: International mobility of empioyees A%
Stalfing: Raecruiiment and availabilily of skilled local labor 24%
Stalling: Retantion 16%
Succession planning 20%
Oher 7%

21



TRV = - . =
The Changing Nature of International
People Management: Global

e Two Key Challenges;
- Change Management

- Leadership Development

TVET

* Survey of Global HR Challenges by PwC on behalf of WFPMA (2010)

Michaal A Poller Inlernatianal 2011

Benefits costs: Health & welfare

Benefits costs: Retirement

Change management

Compensation

Employee rewards

HR effectiveness measureament

HR technology selection & implemeantation
Industrial Relations

Leadership development

Leaming and development
Legal/Regulatory compliance

MEA integration/restructuring
Organizational effectiveness

Outsourcing

Staf'ﬁrlvg international mobility of employees

Staffing: Recruitment and availability
of skilled local labor

Staffing: Retention
Succession planning
Other

22



The Changing Nature of In?érnational

People Management: Regional

¢ European Challenges for HR professionals;
1. Change Management — international migration of workers

2. Organisational effectiveness

3. Staffing: recruitment and availability of labour

Rapid Technology Change/Globalisation/Ageing W.F./Economic
downturn

Leadership - middle management and top management

- Eastern Europe - planned economy ----- free market economyv
@ Michaal A Patter International 2011 /‘;}‘ Michael A. Potter @
Y, et FThO

£ L1

International mobility of workers

.

Growth of the EU = increased mobility of workers
Many benefits to organisations

95 to 100 million of the 200 million people currently working
outside of their country of birth or citizenship are economically
active and engaged in the world of work (ILO, 2009)

Many European organisations are not prepared for successful
integration of foreign workers

Source: ‘Impact of the Financial crisis on migrant workers' (2009)

i Michael A Potter International 2011

g Michaol A Potier G

g IFTDO

23



Cultural Integration: are organisations currently
doing enough?

e Lack of language skills

¢ Lack of professional skills and educational skills

e Failure to recognise qualifications

¢ Limited knowledge of the labour market

¢ Limited social and professional network

e Low flexibility and understanding of culture

= Lack of cultural awareness

Source: EEC (2010)

€
© Michael A Potter International 2011 /3 M|ChﬁiL&u?0ﬁer
2/ IFTDO

Lo

Defining Culture

Levels of -

( ™
1. Country Culture

L Py

s ™y
2. Corporate Culture

\ —_
3. Individual Culture

© Michael A Potter | ional 2011 o 9 Michael A. Potter

2/ e IFTDO
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1. Country Culture

Traditions

History

Politics

e [aw

e (Governance

@ Michael A Patter Internatianal 2011 ? Midff,f;f‘_‘f‘”m @
wBS IFTDO

M

2. Corporate Culture

+ Vision
+ Values

o HiMA

¢ Board Influence/CEO
* 'The way we do things around here’

© Michael A Potter International 2011 9 Mictiast A: Potter
./ IFTDO

25



3. Individual Culture

L]

Beliefs

Education

Personality

Y 4

“F

Family background

ij‘ Michael A. Potter

@ Michael A Potter Intemational 2011 ;

s IFTDO
";}‘ Michael A. Potter
S

International Case Study

© Michaa| A Fotter Infernaftional 2011
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Background

» Employs 100,000 people world wide

¢ Sweden - 1,000 out of 6,000 (16%) = migrant

¢ Uppsala - 34 out of 400 (8.5%) = migrant

© Michael A Potter International 2011 ‘3‘;;‘ Michfuﬁ!n&j’ouer @
ptuFy IFTDO

Integration Strategies

+ Diversity Management System

¢ 'Some migrants appointed to mid-level positions as a result of
focused activities related to focus on ethnicity in the company’

+ [ntegration into HRM
» Aligned closely with business plan
= Employees are aware of diversity and cultural matters

» Director/Manager commitment

o
‘o  Michael A. lf‘otler
"\!/' il “:TDO

© Michaai A Potter International 2011
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The Business Case

» Difficult global economic conditions

e More competitive markets

» Effective integration of migrants more important than ever if
companies want to remain competitive

© Michael A Potter International 2011 ;-‘ Michﬁfl.ﬂl ?ortar
N IFTDO
{;3 Michael A. Potter

Inteenatinnal

(*

The Future of HRM and Global
People Management
My Key Strategies for 2011 and beyond

Lo

© Michael A Patter International 2011
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e Change Management
* |eadership Development

+ Talent Management (and retention)

= Recruitment Markets
= QOrganisational Effectiveness — Europe specific

» Migration Management/Integration — Europe specific

/,-'a Michael A. Potter
\1—’/ bitevnal il IHDO

6]

Srtegles for Successful Cultural Integration
of International Workers

» Employee understanding i\l 5 u"

= Mentoring and Counselling

@ Michael & Potter Intemational 2011

« Diversity Management pL®
= Networking opportunities

= Recognition and understanding of foreign qualifications
« C(Climate of respect and acceptance

# Michael A Potler International 2011

/} Machaal E_ Potter
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future?

¢ Managing the Downturn
e Survival

¢ Short Term Planning

¢« Being Realistic

¢« Opening up other Routes to
Recruitment

+ Border Legislation

& Michael A Potter International 2011

‘__‘

In my view: what are the key challenges for the

= Managing Migration ™
= Managing Backfill

¢ Unforeseen Circumstances

« Disaster Management

= Cultural Integration

= CSR/Environment

« Business Ethics

/‘1?: Michael A. Potter %

\‘_'/, ntermatineal IFTD-D

]

Thank you for your

Attention!

]
© Michael A Palier Inwmtinnalén y Q u eStl o n s @ Wickael B Potier

atevmativeml

IFTDO
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Mentoring Gt
InThe Fast Y
Lane L e

© Michael A Potter International 2011

ol

Contact Details:

Michael A Potter

Q Michael A, Potter
\,‘J vty na b

Tel. (+44) 1617 764 383
Fax (+44) 1617 764 384

www.map-int.com

@ Michael A Poiter Internatsonal 2011
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	壹、 前言
	貳、 行程
	參、 會議過程
	一、 第一天主要參加主辦單位國際迎賓接待會，地點位在華沙Kamienica Theatre，由IFTDO理事長MR. IRENEUSZ TOMCZAK 及常務理事 MR. BOB MORTON代表致歡迎詞，主席於致詞中亦特別介紹來自台灣之中華民國代表團；接著由來賓MR. STEPHEN TAYLOR做一簡短之演說，隨後展開一場1小時之鋼琴演奏會，主要彈奏均是波蘭音樂家蕭邦作品，接著即進行晚宴交誼。從節目安排流暢且兼具文化特色，可看出主辦單位用心之處。
	二、 本次大會會場設於華沙Marriott Hotel，1 樓設有6個廳、2樓3個廳專供會議使用，另外1、2樓會場外亦設有31個展示攤位。由於會議場次很多，只能挑選與自己較有關或有興趣部分進行研討，第二天參與場次如下：
	三、 第三天一早全體團員至會場拍團體照，接著陪同CSTD李理事長嵩賢（亦是本次帶團團長）參加IFTDO理監事會議，很高興李理事長於本次理監事改選中當選為IFDTO新任常務理事（Member-at-Large），所有團員均感到與有榮焉。接著即參加下列幾場會議：
	四、 研討會內容摘述如下：
	(一) 「Creating Momentum in Your Company，The role of values in building a company」：
	(二) 「Analysis Tools That Engage & Involve People」：
	(三) 「Managing and Training Older Employees for High Productivity」：
	(四) 「Global and Cultural Human Resource Management, Key Challenges Ahead for 2011 and beyond」：
	(五) 「Fit to lead in Turbulent Times，Choosing Resilient Leader」：

	肆、 心得及建議
	一、 國內近來正因多項食品及飲料錯用塑化劑而鬧得沸沸揚揚，許多知名大品牌公司，一夜之間商譽受損、產品遭退損失慘重，公司如何於遭受嚴重衝擊後，能在最短時間回到正常運作情況，是對公司領導者能力之一項大考驗0T。0TMr. Peter F. Drucker 曾說「One cannot manage change, One can only be ahead of it」，為加強組織應變能力，諸如領導能力開發（Leadership Development）、人才管理（Talent Management）、員工凝聚力

	二、 所有系統均會呈現週期性的變化，包括國家經濟、人際關係、公司營運等，工作進行中總是會碰到困難，而困難之排除快慢與員工工作品質有關，惟增進工作品質涉及技術提升、組織改變、士氣激勵、相互合作等因素，無法精準拿捏。如何將危機轉成機會，組織最重要就是要透過問題分析、找出問題關鍵、提出建議、並監測解決方案之進行。
	三、 組織文化無法支持工作進行時，可能就是組織文化需要調整時機，惟當舊遊戲規則一旦被取代，員工必須儘快學習及適應。至於應如何帶領員工進行組織改變，所謂「知人者智，自知者明。勝人者有力，自勝者強」，領導者首先應自我心理建設，「了解自己要做甚麼？到底害怕甚麼？」，於了解所害怕情形後，想辦法控制或進一步突破。另外對於員工不要只是推銷改變，應將改變可能造成之影響據實以告，並讓員工體會他們的參與將是對組織最重要的貢獻。只要有小贏（small wins）機會立即掌握，並且不斷邀請同仁加入新遊戲規則。
	四、 這一次很高興能成為中華培訓總會團員之一，前往華沙參加IFTDO第40屆年會，有機會能就全球人力資源開發（HRD）議題，做一較深入之探討。本次會議除吸取世界各國HRD有關新知及經驗外，由於團員中尚有國家文官學院、人事行政局、教育部、環保署、台北市政府、高雄市政府、中華電信訓練所、台電、中油、台糖、台北捷運局等單位人事或訓練相關主管同行， 大家亦利用此難得機會針對各自單位所面臨問題相互溝通。與會人員皆認為國內相關訓練單位能經常組團參與類似會議，除經由研討會獲取HRD新知外，亦可藉此聯繫團員感情，建立訓練單�
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