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Led by Asia
Human Resources Management that Encourages

Diversity and Inclusion

“Diversity and inclusion” refers to our mutual respect for each other's differences as well as the
combination of each individual's strengths to create a sense of unity that will ultimately improve the
performance of individuals and organizations alike.

With the spread of globalization, an increasing need for innovation, and a rapidly aging
population, “diversity and inclusion” is a topic of the utmost importance in organizational and HR
management in Japan.

Local subsidiaries in Asia where many different ethnic groups, countries, and cultures co-exist,

are at the forefront of solving these issues.
In this issue, I would like to consider how local subsidiaries in Asia view and address these
problems, and how Japanese-owned companies can attain the diversity and inclusion that is necessary

x

for their globalization in the future.
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Maximizing the utilization
of talent is the best
management strategy

It has been around five years since we, CELM
Asia, established our Asia Office in Singapore.
Through various projects, we have helped Japanese-
owned companies in many countries and regions
in Asia and beyond solve their various HR and
organizational issues. Japanese-owned companies
are often said to respond slowly to change, but
management at local subsidiaries are undergoing
rapid changes themselves in terms of their approach
to organizational and HR-related issues.

For example, in recent years, we have been
providing an increasing amount of support to our
clients in Asia in the following areas:

1. Talent management topics such as the
visualization of talent across Asia and other
regions and the identification of candidates
for management positions

2. Innovative projects focused on local national
staff (hereinafter referred to as “NS”)

3. Initiatives aimed at sharing the history,
strengths, and fundamental principles of HQ's
in Japan with NS, and creating a culture in
which those principles can be incorporated
and ingrained.

These topics themselves have existed for
some time, but they did not have as much priority
five years ago. Although revisions to processes
such as evaluation and remunerationwere
underway, there was almost no work done on
creating opportunities for HR cultivation.

However, business inevitably slowed down
and remained so as talented personnel quit or
were poached by competitors. The acquisition and
retention of talent took on a sense of impending crisis
as one of the most important management issues
companies have to face. Thus, these organizational
and HR-related initiatives were implemented with
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a focus on talent acquisition and retention.
These initiatives began to produce results
that led directly to positive outcomes for business:
the turnover rate dropped, it became easier to
utilize and acquire talent, new businesses could
be established, and local sales channels saw a
spurt of growth. Moreover, there is a steadily
growing recognition that the efficient utilization of
talent is itself a strategy for success in business.

B .
Asia as the best testing ground

Asia 1s a melting pot of many different ethnic
groups, countries, and cultures. In this part of
the world, diversity in people’s abilities and values
is said to be one of the most important factors to
ensuring that new initiatives succeed. It is also
a region of rapid change, with a culture in which
overthinking is deemphasized in favor of “just
trying it out first.” Moreover, because these Asian
regions are located outside of Japan, there are no
obstacles such as a large number of stakeholders
and imposing organizational barriers that tend
to plague the Japan head offices. In other words,
Asia can definitely be called one of the best testing
grounds for new initiatives.

For example, at a Japanese-owned industrial
materials manufacturer, multiple business
divisions traditionally had their own respective
clients with whom they conducted business, but
upon the request of their clients, they began
to consolidate their business divisions at their
local subsidiaries. Moreover, although they
had always conducted product development
at the R&D department in Japan, a talented
Indian engineer suggested that they could do
such work “locally and quickly,” prompting
the establishment of an independent local
R&D center. After authority over R&D was
transferred to this Indian engineer as the head
of development, not only did the development

process become faster but joint development
with local clients became easier to achieve
as well, and even sales grew at a higher pace.

In another case, a Japanese-owned precision
machinery manufacturer assigned business
development staff to individual Asian countries,
and furthermore created opportunities to review
and evaluate new business ideas with the head
of R&D at the head office. Projects that pass
such reviews are given funding, creating a path
to joint development with external partners and
cooperation with similar projects at the head
office. This has led to an increase in volunteers
for participation in various projects from a variety
of countries, served as an opportunity for young
people to be selected for participation, and e
prompted a variety of proposals for new businesses.

In this way, successively trying out new
initiatives in Asia and then adopting them in
Japan and other regions is one method by which
Japanese companies succeed in business on the
global stage, and it is perhaps the fastest way
of incorporating diversity and inclusion in a
company as well.

Three key strategies that Japanese
companies should adopt

However, there are certain managerial
behaviors and stances that must be adopted
by Japanese companies, local Japanese-owned
subsidiaries, and management personnel to
achieve those ends.

M Build competitive HR frameworks suited to
each local region rather than one that’s based
on existing frameworks in Japan

Local NS in Asia believe that results and
remuneration are directly correlated. Pay is not
based on age but is rather bundled together with
their position and responsibilities. Moreover,
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the results of their work are often more harshly
evaluated. Thus, a typical Japanese system
which tends to have vague job expectations and
a pay/promotion structure based on age leads
to dissatisfaction and discomfort for employees
in Asia as a whole. This is one of the major
reasons why Japanese companies have become
less popular in Asia. If we do not consider
creating HR strategies and rules that are
attractive in the local market and region and
continue to base frameworks on those of the
head office, talented local personnel will simply
leave. Please take this opportunity to take a look
at your company’s policies and rules from the
perspective of talented local personnel.

M Listen, while others tell and do

In Asia, it is a commonly accepted fact that
all individuals are different from one another,
and as a result, people “ask” and “confirm” with
one another on a regular basis when working
together. Without doing this, there is no way
to know whether you have really understood
something, or whether the other party has really
understood you. Japanese managers at local
subsidiaries often lack this level of consideration.

When managers’ basic approach is not to
“direct” but rather to “listen” while having others
tell and do, a new and different reality becomes
apparent. By repeating the cycle of asking and
listening while others tell, it should become
possible to discover talent who can help improve
the business. The duty of Japanese managers is
to work closely together with the talent they have
discovered, and cultivate their full potential in
order to prepare them for succession in the future.

B Seek questions, not answers

Sometimes Japanese management would tell
us: “I asked the NS for opinions and ideas, but
they didn't offer anything useful.” Although there
are certainly language barriers, it is possible that

the NS were also upset that they could not make
any contributions, and in turn they might even
have thought that they no longer want to give any
opinions or ideas nor be asked for any.

Instead of suddenly asking the NS for
answers, it is much easier to start a productive
conversation by inviting the staff to ask questions
about the topic you wish to discuss instead.
In such cases, make sure the staff ask many
questions from perspectives that are different
from before. For example, if you wish to discuss
whether to promote the expansion of a product
from urban or local areas, make sure to have your
staff consider the matter from a new perspective
and they will hopefully come up with questions
or concerns regarding an existing strategy such
as' “Is an area-based strategy really the best way
to promote the expansion of a product?” “How
did you come up with such a strategy in the first
place?” Seeking questions from staff like this will
expand the scope of the topic. When questions
do emerge, resist the urge to persuade them to
believe your ideas even when you have already
formed your own opinions, and try to draw
questions from them instead. This way, it will
become possible to incorporate others’ ideas and
perspectives, and you may discover unexpected
solutions to many problems.

In order to succeed in the global market, the
aim should not be restricted to the appointment of
NS. The goal should be to put the right personnel
in the right positions. Whether an employee is
NS, Japanese, or from any other country, the
priority should be for the most suitable personnel
to be placed in the most appropriate position. A
company that has the depth and flexibility to
manage their talent efficiently will surely succeed
in the global market.

We at CELM Asia wish to start this wave
of change in Asia, and further change the world
from Asia.




Ask to local HR
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What are the various kind of challenges you have encountered Virendra Shelar Wu May San

and what are the achievements that you are most proud of? GM-Global HR Strategy Vice President - Human Resource
OMRON ASIA PACIFIC PTE.LTD. HR & General Affairs
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/ The biggest challenge I'm facing currently is to make OMRON a truly global and diverse company. Our businesses is
growing at a faster pace and we need capable and diverse talents and leaders to drive business growth.

At personal level, one the significant challenges | faced after coming to OMRON was to define the APAC HR strategy within
the first month of joining and present it to our CEQ. This was a unique challenge because | had to understand the whole company within
a month and come up with a sound strategy that is acceptable to the top management. The two achievements that I'm proud of are:

1. Defining the APAC HR Strategy within the first month of joining OMRON that was accepted by the CEO and the business
heads. This strategy was strongly aligned to our business and contributed to its grow. We successfully executed the
strategy for 3 years and revised it again in 2017 to ensure we are still aligned to the business.

2. One of the strategic initiative was to start "Talent Management" across all business in Asia Pacific. This initiative was very successful
that helped us to grow the talent pool & improve overall capability of the team. Looking at our success in APAC we worked closely

< - with US & EU team to roll out the same process in their region and now it is being implemented globally across the OMRON Group.

BHERWHATOWSIRADF v L VRBEIE FLOCEZFEMERF > /-BEOTO—/NIVEREICTEIETY, UHDOBRRIEIIE
LTHY), RREHEET B ICIMER CEREAME) —Z—DPBEEDTT,
BARNCIE, FLOAZAKUZRIC, 7O T AT AHENTHIEEZRTEL CEO ITRRUI-CEDNRELF 4L U Tl SHt2H%
17 ATEREL REBIIZIANSN BB TEETLEN B SR HKE T Lz, BNEIICB TV IREIR LUITD2DTY,
1. FLOAAKMUEBICT S T A EASZHEE LR EL, T CEOPRERICFIIANSh -2 &, ZOEBEIL, FaD
FEIZLoMPNEEDBLDTHY, EVIADMRICEILEL/Z, SER. COEBBEEHEEL. 2017EICIIFEICADE
TWELT REBRFELTVET,
2. 7O TARFHMBDLBEICHVT [ZL M IRUANERALIZC Lo CORHEAITRELRINEND. AMOIHER
EHAL, F—LDLRWBEENERETIZEN TEEL, TOTARFEBIDRIEREZ. TAVARVEUF—L
EHIMEICHBL T SHBTRFEOTOEIZERALEL, BEE. L0 T —T2ATHRNICERINTOET,

/ Since 2011, we have entered into several joint ventures and global expansion — Suntory Garuda Beverages (2011), Suntory
Pepsico Vietnam Beverage (2013) , setting up SBF Malaysia, Singapore, Hong Kong Business (2015) and the latest joint venture
with Suntory Pepsico Beverage Thailand (2018). We also made changes to our regional HQ organization structure to well position
ourselves to support the business growth.

The challenges on the people front is really about getting the right structure and getting the right people into the roles, as well as
getting our workforce ready for these changes. Looking back, something that | am most proud of is the successful integration of the
various joint ventures into the Suntory family. We have implemented a variety of initiatives to make employees feel engaged as part of
the Suntory group, providing various leadership development programs and cross geography assignments. We also do a lot of sharing
of the Suntory corporate philosophy and founding spirits, to build a sense of unity as members of the Suntory Group. | believe we have
built a very strong foundation to stay on the growth track and continue to deliver results in both short and long term.

2011 FELUIE. FABI 0D DT a1 U MU Fv—%IL 5 EUS. BIMNERER /2L L7, Suntory Garuda Beverages (20114E).
Suntory Pepsico Vietnam Beverage (20135), ¥ L —3 7. I AR—IL, FETOH N ) —BROEERER (20155), ZUTERD
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Action Leads to Further Action:

The Source of Daikin's Competitive Strength
To Enable Action,

A Company Must First Cultivate
Capable Human Resources
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Daikin Industries is the world's top air conditioning company. Their global strategy focuses on
five regional operations —Japan, the United States, China, Europe, and Asia—Oceania —and
in recent years, they have bolstered their presence significantly in the Asian—Oceanian area. In
addition to the company's ability to accurately predict and respond to the changing times, their
successes can be attributed to Daikin's efforts to create a new market in said region.

Daikin’s Senior Executive Officer Yoshihiro Mineno, who serves as General Manager of the Global
Operations Division, took some time to talk with us."If you don't act, nothing will change. Taking action
is really the only way to achieve success," says Mineno, explaining the strategy Daikin applied in
Asia—Oceania as well as ways to motivate the employees who actually implement this strategy.

Interviewer : CELM ASIA Pte. Ltd. Managing Director I - (Yoshiko Taguchi)
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Nobody knows the answer
at the outset—that's why it's best to
just take action

Yoshiko Taguchi (CELM ASIA): Here at CELM ASIA,
we began operations in Singapore in 2014. We noticed
that, as air conditioning became more widespread
throughout mainland Asia, Daikin Industries'
presence grew bigger and bigger. I'd like to talk
about that time of growth for your company in Asia.

Yoshihiro Mineno (Daikin Industries): I've spent more
than half of my career outside of Japan, and just before
coming back here I was working at subsidiaries in
Singapore and Malaysia. After returning to work
at the head office in 2010, the first thing I did was
to establish an independent region of operations for
Asia—QOceania, and as a result many changes have
been taking place there in recent years.

When I say that we established an "independent
region" for Asia—Oceania, what I mean is that we
separated our larger-scale operations in the Chinese
and European markets from Global Operations
Division, and were put them under direct control
of the CEO instead. As a result, what remained
of the Global Operations Division came to focus
mostly on Asia—Oceania, with Division employee
numbers dropping from around 200 to 70. I was
now in-charge of Asia—QOceania, which was Daikin's
smallest-scale business region in terms of sales,
however, being smaller in size actually made it
easier to handle and we have been able to get a
fresh start on business in this region.

At the time of these changes, company operations
centered primarily on China and Europe, where
a strategic focus on high-end markets had led to
organization-wide success. However, the scale
of high-end products in Asia—Oceania market
was much smaller, so we directed most of our
efforts there toward volume zone residential air
conditioners, which accounted for 70% to 80% of
the total market. We achieved lower price points by
developing Asia-oriented cooling-only type Inverter
products, and worked to raise awareness regarding
energy efficiency and air conditioning products in

Special

Interview

general while adding new high-quality products to
our regional lineup, all of which helped boost sales
volume. And as numbers of units sold continued
to rise, we were able to continue reducing our
manufacturing cost—even for lower-end models—
and raked in increasing profits.

After securing market leader position in the
Asia—Oceania market, we were able to take the
lead in terms of establishing regulations related
to energy savings while also maintaining our
lead in pricing, thus remaining just ahead of
our competitors—way ahead of them in some
cases, actually. And as the popularity of our
residential AC grew, we also began meeting with
increasing demand from corporate and government
organizations for commercial AC products for larger
commercial buildings and offices. In other words,
we saw a synergetic effect, and today we devote a
lot of efforts toward commercial products as well.

Taguchi : It sounds like you built an entirely new
market. Was this approach your idea?

Mineno : No, I can't take credit for that. We all came
up with the idea together, through discussions.
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When it comes to truly new ideas, nobody
possesses the experience and knowledge needed
right from the outset, so the best thing to do is just
take action. By doing that, everyone involved can
contribute a range of different opinions, and that
leads to accumulation of a new knowledge.

Nobody knows from the get-go whether
something is going to succeed, and timing also
plays a big role in determining the outcome—that's
why it's best to act quickly. I've only recently come
to understand the merits of this approach; it's not
as if I've had the answers all along.

I Assigning responsibility is key

Taguchi : It seems to me that, in order to "take
action," as you say, the first step is to have the right
employees act. Mr. Mineno, I notice that you often
use the phrase "you know better than me" when
talking to local staff at overseas subsidiaries. What
factors do you think are important when trying to
foster capable human resources?

Mineno : I try to see if they are willing to take risks
for the company, which tells me whether or not they
have the motivation to succeed. I'm happy even if
they're just driven to further their career, or to make
more money. If someone is ambitious about a goal,
it's best not to hide it. I can tell what kind of employee

a person is from content of our conversation.

Special
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In my view, talented individuals take decisions
rationally. I always look forward to utilize individuals
who are ambitious and curious. It's best to have
as many talented individuals as possible, and if I
can leave business operations in the hands of such
people, then the strength of the company and overall
business results will change dramatically.

In martial arts, there is a phrase called
mushin, which means freeing one's mind from
unnecessary things or, in simpler terms, emptying
one's mind. By making your mind a blank canvas
from the start, it is easier to absorb and respond
to new things. I think the same concept can be
applied to business: although a general sense of
direction is important, the ability to act and react
quickly is more effective than merely a complex
series of intricate strategies. Business is, in the
end, powered by the people behind it.

The importance of experiences:
creating an environment
that brings out people's strengths

Mineno : It's really challenging to cultivate potential
talent. The only way to really do it is to have them
gain as much experience as possible.

Every year, the Global Operations Division
in Japan sends out a certain number of people to
other parts of the world to work. In the lively and
dynamic work environment outside of Japan, people
are able to learn a lot of new things—for example,
just imagine what an employee could learn if they
were assigned to an overseas sales company on
a mission to boost its size to the greatest extent
possible. Whether the employee is from Japan or
other countries, I expect them to fully immerse
themselves in learning and personal growth. If
everyone does this, we will eventually acquire the
right talent to take on key roles in the company.

It's important for employees to distinguish
themselves at their actual workplace. No matter
how clever or knowledgeable they may be, they
can't contribute to company operations as a whole if
they don't have ground-level market knowledge. If
a worker distinguishes themselves, they may earn

14
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a higher position such as branch manager or move

on to run one of our sales companies, where they
will find new challenges. Repeating this process
over and over results in good human resources.

Recently, I assigned an overseas employee in his
thirties to take over certain business operations.
I later sent some other staff to assist him, and his
results continued to improve. The reason why I
chose this man was that, when I asked others what
they thought of him, they responded by telling
me things like "he seems really motivated" and
"he always gets the job done quickly." That's why I
decided it was worth investing in him and see what
he could do. If an employee like this fails to succeed
in their new position, I can always re-assign them
to a more suitable role. This may sound harsh, but
it makes sense when you think about it.

Taguchi : When I talk to employees at your company's
overseas locations, they often tell me Daikin is a
company that really focuses on its people. They say
that, even if the company can be strict at times,
they are never impersonal or uncaring.

Mineno : Now that you mention it, Daikin does do a
good job in taking care of every one of our employees
individually. In my case, just a week before joining
the company, I was struck down with pleurisy, a
type of inflammation in the lining around the lungs.
Because they were concerned about my health,
company gave me extra six months for joining, and
I was assigned to a role in head office for a while
after I joined. Despite a rough start, company still
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allowed me to go on to work overseas in order to
fulfill my dream. That was when I felt that Daikin
really cared about me as an individual.

Nowadays, when we have meetings with
employees I have selected, I always try to travel
to the meeting site and participate in discussions
in person. If I simply stayed at my desk in Japan,
nothing new would happen.

Daikin only does air conditioning:
if we lose in this field,
we lose as a company.

Mineno : Despite how big Daikin has become, I
feel that, at its core, it still has the characteristics
of an SME [small and medium-sized enterprisel.
Chairman Inoue is a real super star and the
company has come a long way under his leadership,
and looking back, I feel that the rest of us have
probably not put in enough effort. Today, we're
worried about whether or not we will be able to
continue to make new, innovative changes essential
for success in the future. Our business has been
going almost too smoothly up until now, and if we
simply take the safe route and remain comfortable
in our position, things will not end well.

Daikin is an air conditioning company; it
doesn't do anything else. So if we lose in the air
conditioning market, we are done as a company.
We have to succeed in our specialized field, and in
order to do that we need to come up with a lot of
new ideas, which is actually really fun—even more
fun when those ideas lead to tangible products and
results. That's the kind of company Daikin is.

If human beings ever succeed in colonizing
Mars, people living there will need air to breathe.
It's just a dream of mine, but I hope that Daikin will
be the company to supply that vital air, and "Air by
Daikin" will be etched onto every building on the
planet. That has a nice ring to it, don't you think?

Taguchi : Mr. Mineno, your ideas are inspiring. They
make me feel like I can accomplish more in my own life.
Thank you for taking the time to talk with me today.
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/ OMRON is on a growth path and to support the business we need to make the company
truly global with diverse and capable leaders. | would like to achieve three important things in the
next 3 to 5 years.

1. Identify and develop future leaders for OMRON who will become successors of our key
positions globally.
2. Acquire diverse pool of talents who will drive the technology innovation and business
innovation to improve lives and contribute to a better society
3. Achieve strong alignment of Global HR initiatives with the business. This is to ensure we
- focus and drive HR initiatives that support business growth and stop the ones that don't.
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/ | am very passionate on the talent agenda. In the next 3-5 years, | would like to continue our
present attempts to build high performing and diverse talent globally, with a strong emphasis on
providing development through creating more global experience.

Currently in SBFA, we have built a structured leadership development program. We leverage on
the global leadership programs from Suntory University. We also created programs to address the
specific needs of the growing region and are partnering with local universities to create customized
program. However, | think we can do more in providing a global career that is more long term that
goes beyond geographical boundaries.

As businesses today are increasingly affected by disruptive technology in an increasingly
volatile environment, | would also like to focus more in helping organization to leverage on
automation and make use of human capital analytics to obtain deep insights from data to optimize
employee productivity and increased level of engagement.
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Honda Shifts Focus from Autonomy
and Independence to Harmony and
Collaboration on a Global Scale
Leadership Training as a Key Factor
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With the emergence of electric vehicles, autonomous cars and other such innovations, big
changes are taking place in the field of mobility - changes that are sure to have a great impact
on the world. But how will Asia, whose markets are currently in the midst of major growth, view
and respond to such changes at home? And how will companies in Asia view human resources
development (HRD) issues from the perspective of both domestic and global strategy?

We sat down to talk with Keiichi Yasuda of Honda Motor Co.,Ltd., who has played a leading
role in the development of global HR strategies at the company. After working in Japan, Yasuda
was assigned to Asian Honda Motor in Thailand to handle local personnel operations, and later
relocated again to serve as the managing director in Malaysia.

Interviewer : CELM ASIA Pte. Ltd. Managing Director HIT {7 (Yoshiko Taguchi) / General manager fki B3 (Yosuke Sato)
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Shifting focus toward global harmony
and collaboration rather than
differentiating between headquarters
and subsidiary staff

Yoshiko Taguchi (CELM ASIA): The mobility field has
come to focus in recent years on elements of CASE,
which stands for "Connected, Autonomous, Shared,
Electric". The existence of this word alone tells us
that huge transformations are now taking place
throughout the industry. Mr. Yasuda, what changes
have you personally witnessed in the Asian market?

Keiichi Yasuda (Honda): The truth is, we have yet to
see a significant number of four-and two-wheeled
vehicles utilizing CASE-related, cutting edge
technologies in mainland Asia. It's also a bit too
early to expect any major, transformative impacts on
supplier organization in terms of parts and so forth.
Wider Asia, outside of countries like Japan and
China, has been undergoing full-fledged motorization
in recent years, with much emphasis on offering
high-quality products at low prices, and I feel it
is important to continue pursuing commercial
operations, as we have up until now, based on
this ideal. However, several nations in Asia have
already started their transition toward the use of
electric vehicles. This may be a bit hard to believe
considering the current states of these markets, but
that doesn't mean one should just stand by idly and
watch while everything changes. The big challenge
facing our entire industry today is how to work with
governments on drafting relevant industry standards,
building infrastructure and taking other steps
necessary to prepare for the upcoming popularization
of electric vehicles, connected vehicles and the like.
So where do we start? Traditionally, we had
adopted an approach centered on autonomy and
independence, focusing on each country or region
separately. This stems from the common way of
thinking that it's effective, and just plain natural,
for local personnel in each country to take the
lead in initiatives for their own country. However,
as large-scale innovations and changes such as
the introduction of electric cars begin to occur on

Special
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a wider scale, it's becoming necessary to pursue
international collaborations. This might require,
for example, having nations who have made the
most advances in the field take the lead, or perhaps
provide support and assistance for the other nations.

When it comes to the matter of developing
leading-edge technologies, individual overseas
subsidiaries don't have the ability to do this on
their own, and such an approach would be highly
inefficient. It might be best to leave advanced
manufacturing operations to Japan, and have
engineers from around the world come to Japan
in order to bring back relevant technologies,
techniques and knowledge to their own countries.
With the way things are today, it's important to
move past distinctions between headquarters
and subsidiary employees, and instead widen
our perspective to enable a more global approach
focused on harmony and collaboration.

I Prioritizing local conditions

Yosuke Sato (CELM ASIA): Have you noticed any
gaps between the approaches of your HR strategies
developed while working at Honda headquarters
in Japan, and actual conditions and results

20
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experienced at overseas subsidiaries in Asia?

Yasuda : T don't believe the HR strategies themselves
were flawed, but I did notice some unexpectedly
large disparities between what I had hoped for and
the reality onsite in Asia. As a result, I have slightly
changed my way of thinking regarding the areas
which require the most attention, the pace at which
changes need to be implemented and so forth.

For example, I was originally under the impression
that there were already many employees who had the
skills necessary to move up the corporate ladder right
away and become part of the executive staff, thus
the fact that we were not fully utilizing these human
resources was the main problem. I figured that by
simply eliminating barriers such as their inability to
speak Japanese and lack of business connections in
Japan, they would be able to move up right away, but
things didn't go so smoothly in reality.

In simple terms, our way of doing things up until
now has entailed leaving the creation and decision-
making for important policies, plans and proposals
to our network of human resources in Japan, after
which personnel based in other countries are tasked
with implementation alone. However, even if these
local staff understood how to carry out their assigned
tasks, I found that they were seldom able to fully
understand what to do specifically or why they were
doing it. Many refused to ever stand up to their bosses
and would simply quit if assignments became too
troublesome - these behaviors seem to be influenced
by local cultural upbringing in many cases.

While it's important to have an overall vision
of what you hope to achieve, it's vital to take the
initial steps toward your goal based on actual
onsite conditions rather than just plowing ahead
without thinking of the people involved. In this
regard, I may have rushed things a bit at the start.

Work that makes a real difference:
communicating well and often to
motivate others

Yasuda : Personally, I have started to see things in

new ways since I began working in management
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here, and I wish I'd made some of these discoveries
sooner! It's a similar situation with HR development:
in order for people to grow, they must experience
things in new ways and expand their perspective.

In today's world, subsidiaries in other countries
cannot be expected to grow and expand by merely
looking at their own market and never beyond. They
must make full use of varied resources in order to
do work that really makes a difference. Toward
this end, it is necessary to widen one's perspective
and see things in new ways, which is only possible
by gaining experience in a diverse array of areas.
Actual hands-on experience is just as important
as planning abilities, staffing skills and the like.
One must master their own specialized field while
also working on gaining experiences in others. As
someone who has spent much of his career in the
HR field, you'd think I would have realized this well
enough already, but the importance of it has really
hit home for me only in recent years.

On many occasions, I have gone up to employees
at Honda subsidiaries outside of Japan and told
them, quite suddenly, that because they are a
member of Honda's global team, they should go
work overseas. Most of them were more than a little
surprised, as they failed to see any good reason for
leaving the locally-based company they had joined
and planned to stay long-term at and instead work
at another corporation—even one within the Honda
Group—in an entirely different country. However, I
would tell them time and time again that transferring
overseas is absolutely necessary for them to do work
that they find to be truly meaningful, and that it
would help them develop their career further. In
many cases, they took my words to heart in the end.

In order to help workers overcome the obstacles
and limitations posed by factors such as differing
levels of experience and language skills, I believe
that it 1s important for someone in a position such
as mine to focus on communicating well and often.
This is one quality that members of overseas
subsidiaries expect from their leaders.

In addition, it strikes me as problematic that,
even though transferring overseas has become
very common in Japanese companies today, there
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are still so few frameworks that promote greater

diversity. This is something that Japan needs to
work on in order to become truly globalized.

Taguchi : When you say that Japan needs to become
globalized, I feel there are some complex implications
behind your words. Perhaps this "globalization"
includes the abilities needed to, as you said,
overcome the obstacles inherent in differing levels
of languages skills and experience, as well as things
like flexibility and encouraging employees to think
for themselves...?

Yasuda: In the end, it's hard for a person to truly
understand something and make it their own
unless they have come to the conclusion themselves,
and often that is the only way to grow. While it's
much easier in a position like mine to simply give
orders and have them followed without question,
it's better to hold oneself back from doing so and
instead encourage employees to think on their own,
and to come up with their own answers.

Clear communication of what it means
to work as an employee of Honda

Yasuda : Toward these ends, I believe it's essential
for all leaders in the organization to share their
values and outlook with fellow workers, otherwise it
will not be possible to increase the overall strength
of the company. Of course, this usually doesn’t
become an issue when things are moving according
to plans laid out in advance, but when something
unexpected happens or a tough decision has to be
made, failure to share the same values and outlook
may result in unacceptable and damaging outcome.

Special

This applies not just to overseas subsidiaries, but to
everyone throughout the Honda Group as a whole.

However, when I explain concepts such as
"Respect for the Individual" and the "Three Joys"
which are key parts of the Honda Philosophy, some
overseas staff respond by saying things like "are
these supposed to be corporate policies?" or "sit
doesn’t tell me at all what to do in my actual jobs"
As someone whose career has always been rooted
in Honda in Japan and its approaches, no further
explanation is needed, but for employees in other
countries, it may be necessary to expand upon the
reasons behind our way of thinking in clearer terms.

That's why we gathered together select leaders
from throughout Asia for a training session, during
which we gave specific, action-based examples of
the various parts of the Honda Philosophy. In some
cases, even employees who had worked with the
Group for 10 years or longer said it was the first
time they had heard about the approaches described
in the Philosophy. It became apparent that we had
not put enough effort into clearly communicating
our corporate values and vision with our employees.

Better and more frequent communication is
an issue that needs to be addressed through HR
development at overseas subsidiaries. This will
prove to be a time-consuming and challenging task,
and one that I personally have not pursued with
enough dedication thus far. However, I know it's
something that needs to be done.

Sato: I hope we'll be able to do whatever we can
to help.

Taguchi : Mr. Yasuda, thank you very much for
your time today.

Interview
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that Japanese companies are facing at the moment in Asia. GM-Global HR Strategy Vice President - Human Resource
OMRON ASIA PACIFIC PTE.LTD. HR & General Affairs

7‘?715%@%7’)‘@@ bTL‘éE%%EC:’Db e <o (AERRELTVET) SUNTORYBEVERAGE%f(();)E;SﬁL/\LIP;’Eh:;';[)).

EDESITHBEZTTH

/ There are multiple challenges that Japanese companies are facing today. Here are the top 5 challenges according to my
experience working for Japanese companies for last 10 years.

1. Culture : Some Japanese companies try to reinforce the same working culture (as in Japan) to other countries in Asia. We have
multiple cultures in Asia and it is difficult for the Japanese leaders to adapt to these cultures. This becomes an issue to retain
global talents.

2. Decision Making : Japanese companies are slow in their decision making process. The markets in Asia are moving faster
than before and quick decision making is key to capture opportunities. Needless to say with slow decision making significant
opportunities are lost to competitors.

3. Detailed Oriented : Japanese companies are detail oriented in their working style and some of these details are necessary
for deeper analysis. However being detailed oriented in all area can be perceived as micro management. We must learn to
be more efficient and effective when dealing with details at work.

4. Communication : Language is a challenge when working in Japanese Companies. The main goal is to avoid conflict and
usually non-direct and non-confrontational style is used when communicating with members in Asia. This could lead to
confusion and slow progress when executing projects.

5. Procedural / Hierarchical : Japanese companies follow strong process, protocol and hierarchy. To get things done we must
follow the right process steps and if the steps are missed it could lead to project delays increasing cost and time.
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/ | think the challenges that Japanese companies are facing are no different to other
global MNCs - talent attraction, motivation and retain the best talents. Particularly in
Asia where there are strong growth and huge demands for talents, the talent war is
getting more acute.
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While the history of HR is long and varied,
changes in technology and globalization have forced
organizations to rethink how they function in the new
business environment.

If we were to trace back the history, HR Tech
came about in the 1970s and 1980s. Back then HR
software vendors were focussed on building system of
record. Integration into other enterprise resource planning
(ERP) systems came into play. Following which, the
subsequent decade saw a period of capabilities development
to support recruiting, training, performance management
and talent management. Around 2010, companies began
their journey to the cloud and replaced their old core
system of record. Systems of engagement started to appear
which permits employees on-demand self-servicing.

Demands on HR in 2020:

As we attempt to make an educated guess on how
things might pan out as we move into 2020, it is worth
noticing the current trends that would play a part in
crafting the future.

1. Organisations are changing - traditional
tall organisation structure are giving way to flat
organisation. With wider span of control, managers
would have to handle more employees within the
same 24 hours a day. Technology would play a part
to make this possible.
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2. Talent pool is shrinking - With the growth
of the gig economy and the fall in population, the
quantity of talents is dropping fast. According to
the research done by ManpowerGroup, millennials

will make up 35% of the workforce by 2020 G«1).
Technology could compensate for the difference.

3. Proliferation of Al - Alibaba has developed
an Al model that scored better than humans in a
Stanford University reading and comprehension
test ¢¢2), Over in America, SMACC is using Al to
automate your accounting ¢¢3). Given a couple more
years, the accuracy of these innovations would
improve and their costs would come down.

Singapore HR Tech landscape:

The HR Tech providers in Singapore appears
geared for this possible future.

Out of the 117+ HR Techs, there is a growing segment
that target such interventions with obvious demand
from companies. Founded by former Gallup management
EngageRocket raised S$450k, making it the first startup
in Southeast Asia to receive funding for using advanced
analytical techniques in HR ¢4, An earlier entrant to
the market, Evie.ai is another adopter of Al. Instead of
HR analytics, their Al specialises on scheduling meetings
and appointments that can be a time-consuming affair,
due to conflicting schedules, changes in plans or when
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taking time zones into consideration. Al is playing a big
part to unearth findings that wasn’t humanly possible
to collect and to interpret them into actionable steps to
gain more productivity.

Outside of Al the learning space is also gaining a
new wave of traction. Edtech start-up Gnowbe raises
US$1.7M seed funding to facilitate ‘anytime, anywhere
learn’ culture among professionals via their mobile-first
app that leverages micro-learning, social learning, and
gamification to encourage active engagement G«5),

Support from the Singapore government:

The Singapore government is also on the supporting
the bandwagon. Enterprise Singapore (the agency that
is responsible in helping Singapore companies to grow)
is running a one-year HR Tech pilot to help companies
familiarise themselves with HR Tech tools and to make
better use of such technology ¢x6). Companies will have
access to nine pre-scoped and ready-to-go solutions
that covers Employee Engagement, Compensation &
Benefits, Learning & Development and Recruitment
& Selection. Those participating in the trials can enjoy
funding for up to 50 per cent of the project costs.

Three key areas of impact:

The amalgamation of all these different events
points to three key areas of impact. Technology in the
workplace will become more and more prevalent,
enabling employees across the organisation to work
better virtually, collaborate efficiently and share ideas
not only among themselves but with outsiders as
well. The future HR teams will need to make use of
heavily automated tools to collect, store, interpret and
understand data from their existing and prospective
employees, and build strategies that will communicate
effectively to present and future clients. Gallup estimates
that the lower productivity of actively disengaged
workers penalizes Singapore's economic performance,
costing between $4.9 and $6.7 billion annually ¢¢7,

The pursuit of happy employees makes good
economic sense and that would lead to focus on employee
experience that plays in attracting and retaining top
talent, encouraging teamwork, and upholding customer
satisfaction. In the past, HR only handles employee
administration and payroll. HR department has since
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morphed into a business partner role and taking on new
functions that includes employer branding, employee
experience, talent acquisition, employee engagement,
and more. But dont expect the HR team to grow bigger.
With the emergence of new technologies, it’s likely that
future companies will shift to smaller in-house HR
departments despite the new functional additions.

Conclusion:

HR is looking at a very exciting phase as technology
improves and consumers education becomes adoption.
Just like how entire brick-and-mortar businesses
are affected by the invasion of ecommerce giants
like Amazon and Alibaba, HR is primed for a major
disruption. And given the predominant cost-centre tag
that it carries, the push factor is significant to drive
the motivation for them to embrace and experiment
with technologies that carries a larger indirect impact
to the financials of the companies.

Adrian Tan

Adrian is the co-founder of The Resource Group, a boutique HR consulting
agency that specializes in HR and grant consultancy for SMEs. He has over 15
years of entrepreneur experience in the HR space, starting with his award-
winning recruitment agency RecruitPlus. It won 2 consecutive years of HR
Vendors of the Year(2013,2014), which is awarded based on votes by HR
practitioners in Singapore.Adrian is also the recipient of HR Entrepreneur
of the Year in 2013, an award by Singapore HR Institute that recognizes
achievements of HR entrepreneurs.He is married with four kids and enjoys
blogging about HR Tech via adriantan.com.sg.
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HR Summit & Expo Asia is the region’s largest event
focusing on workforce management, leadership, and HR
best practices. In 2018, it was held in Singapore for 2 days
from May 9 to 10 May, and there were over 4,000 attendees.

There were over 110 speakers giving talks during the
event and among them are Liynda Gratton, Jason Jennings
and many others. In this event, it is being segregated into
8 different focus areas; C-Suite Symposium, Transform
& Redesign, Engage & Experience, Develop & Perform,
Grow & Thrive Day, SME Day, Start-Up Day, and HR
Millenials Day.

Attendees of this event could go to any of the above
8 areas and listen to talks which they are interested in.
Lynda Gratton gave a talk about the future of work which is
currently the trending topic within the HR industry in the
C-Suite Symposium.

Beside the speakers, there were also over 70 HR
solution providers attending this event. Of these solution
providers, there were a few which I find it impressive.

+ A micro-learning solution company which made it really
easy for people to learn through their mobile

+ A gamification company whom is able to design and gamify
existing documents for employees to learn and lastly

* A VR company which is able to design a new learning
environment in the world of VR

There are many such HR events mainly in Singapore,
and was a good opportunity to meet and network with
fellow HR practitioners in this event.

( CELM ASIA Pte.Ltd. )
Xie Wenhao Daniel
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