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FERZEAICI/BEINIRE, FEH(CHEHBSETTRERLIIN ?

Bz (L. RHEITHEE AMEIR(CBEI3ER(White Paper)z2FiTLUTWSTOA NI HILT4J2BIICHUTHET,
A EIR(CHER 4 DDOEREZRD 1 DI AR EFE(Develop) Ih'&%D. 4 DOIEEMEATVET,
LBV TNIN"ERBZBIERBHDLICRBVEIN, RICHEECRVEDIHDET

X704 M5 lEEVWCH U, FCERIESHDFR A MOIZTI TSI 2 EEULIBATEDZHUTVIN HBWIRRISTETLWRVETSEHDET,
ZDIIBHT, ZLDORIA M-N-ZFITU. SECERECENZEERUBATEBIRZIRHINTVSTOM ME BEEZEITVET,

Retain, rotate, and repeat

HIEEYs Design CONBRTE N EsTT
Structure of the H Workforce i | Organization |
organization and : Planning - Design :

workforce planning N N o’

_____________________________________________

CREMERR 0 AMES T AMAINF-YaY )

Orientation &
Onboarding

iy Arat
Acquiring talent and

preparing them for

] 1 1 1 ]
] 1 ] 1
| Employer Brand | | Talent Acquisition | |
1 1 1 ] 1
their new job \ ;A ;o

‘o

___________________________________________

f"E;(:f_JI;TF ‘ x"'}'m'{:\'j%':t"-n JRASRIGEFE - U-5" -5y 7> FIRE LRIk R

Competency ' X Leadership ‘

Develop

Assessing and | Learning Strategy & | | Career Experiences

' Modeling & Skills | | ) . o , | Development & |
improving existing i 9 Lo Solutions ' & Mobility ' pm i
' Assessment il 1 .o Succession i
talent ' . oo Sl L
’94 ) (‘—*/74 )
Keep employees with Performance Communications Er

Retain EIEEIE ‘::Iil'l_’I Y3 ’EER

X
""'5EI-

the company through Management
various means P ' ’

______________

(http://www?2.deloitte.com/content/dam/Deloitte/ve/Documents/process-and-operations/us-cons-procurement-talent-management-042415.pdf)
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FERERAICIHGESNIZSRE., K (CHREBSIEITERRULEID ?
BUF(E. mEOERUACIPS(Chartered Institute of Procurement & Supply) TOEBE AMBRROEENSTI,

[TEUVAFNEERICEEITICEERNEE ] LOSHTYLNINAADTVET,
CNBDUIEESHREBSBOESHDFITN . Nz E5. FBIEORIEIAERITEDOTULIN ?

Procurement Talent Development Program

Overview of key activities to ensure correct skKills

1. Streamlining positions globally, identifying required L -~ N A
*= 1
competency levels (incl. new ones), and map associates 'fi .:.'Jt%ﬂ(c_l,l{\gﬁ'f‘_ribfﬁ
2. Required and desired country and category experience to _-_1:_\7|J 77\\}70

reach key Procurement leadership positions

VAN =
3. Survey associates skills against current needs and future A*ZO)HE qu'm]j
positions, identifying strengths and development needs

4, Reach, frequency and alignment of courses in identified |\|/_:\/0“ ° jJU:\:J_EA

functional competencies.

3! Developing skills and behaviours through assigned 79:/3\/'5—:\/9“(0‘]1_)

project leadership

AT -

Consistent approach for short & mid-term assignments of 937 o D —T—‘\/ﬂ\/
top talent in countries or head office

7. Pairing high-potential talent within Sourcing and Business )(\/QU >0

Attract high-potential talent, clear selection criteria and

interview process j:;iz}zﬁ jl:l ‘lZZ
9. Discuss and calibrate individual potentials, upcoming A*Zo)ﬁ[éjj I/t“l_ﬁj:ﬁ

open positions, and succession plans

10. Metrics for hiring and developing talent, embed in qu{mjgﬁigsﬁ(ﬁ‘}(‘j_\/thpl)

Sourcing leadership team’s objectives, review quarterly

© @

=

-]

(https://mww.cips.org/Documents/Membership/Branch%20Speaker%20Presentations/Presentation%20Giles%20Breault%20The%20Beyond%20Group.pdf)
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2. SMHTODAMBEFE~REE - IMBABERIHPDA

FHIELT. 3MHEN2011F2A(CREIREBR=(ASQ) TEMUIZ"Global Sourcing”t51 MNLOGEEENZ R THELLD.

COBRO—EPT(E. 3MtTOIFTO-/VULAMBEIFE(Global Talent Development) IWiGUSN. TORNEERN (L REZ R ], [ERAUEEE . B
BR(FrRUERREHDFERA) L. [FARCE] [SEOAEMEID 5 EPERKICRO>TVET,

Global Sourcing

Outline — Global Talent Issues Z0-/UL A EEORIE

| = Biggest Challenges SEZRHE
¢ & = Strategies employed ERIUCHER
oo Successes RS

i = Lessons Learned 2afECE
ASQ Meeting ,
February 8, 2011 = Future SEOFEIME
Wolf Bartel

(http://www.mnasq.orqg/files/presentations/GlobalSourcingat3M.pdf)
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2. SMHTODAMBEFE~REE - IMBABERIHPDA

REERE, BLUFMECL

[REEFRRE | BILUTZALZEIELTHITBNTVBDE. ROLSBAECRDFET,
Tld BREICHU T, FALCEICEI BT TOMICEMENIEHERICE, EOLSBEDNHIZDTLLIN

IROR=ZIC—EAELTHELUL,

Biggest Challenges s==:zw=

- = Center-led organization sseniEE R

3

e~

= A centralized line function can look like a “staff’ group.

(Need budget to replace positions.) S<EBNSEEREN'$H S5y IERF]
_ _ _  DIICHZEEINTULED
‘ = Continuous selling of value proposition
o EREBEREOFEMEZTEDIAA T, FEIFINSERDO TESDRIINERS
ﬁ = Global succession planning so—/uL A B35 - Mk EEEIO
it = Turnover higher in developing countries

FTHEE TOBIREDN S V(ADEALAANEDD)
= Staffing for regional work ihigi 2 9y J0#8 S (& FRB R HSRE
= Yet all employees on a country payroll

ASBFHmHERNSHESZRODERL, ZHOFTEHEBNED
(PRIE#RRED7S (BN mUVTULED)
SM

v

-+ = Sustain the activity ;sEan6m(C1TVET3

-@3 = Assign the role of “talent development” to provide
"T focus ESEBVTEMIBICE. AMBROBLEVENTILNINE

g = Monitor and adapt your approach 77o—F#:t&8E-9—0. F9%

Lessons Learned =arce

= Take small steps U9 DERREHI(CSENE

= Primary development is on-the-job experience
. o DB (C[FOITHRERNES)
= Primary accountability is shared between employee

& supervisor EERBLEEREON TEFRREEEHS

= Show value to your client -> budget to hire
FEEOIMiE% EREPPITRRL. TN2RATEEBICORITS

LAl

9%
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2. SMHTODAMBEFE~REE - MBABERIHPDA

TIWITEEEA A2 BNV SO | EVSFESRD &HOIZDU TEIBREWECREHDF TN, FrvTDrDECAICTKSAIEVWSBEINRE
B DAY SHZDSER LU THTLEEWN, COAFAttitudet UL (FADIlityDEESXFE Tl BEE /25 1 218U TVW\ET . H— M —tOY T34
F1—>Top25(C ABEBENEN, —R"I5Hm"BDTI,

BAU ik
ABEEtTiE
Workload planning

E ) E

« BERTTOSIEEE QS RIECENL EEI S5 E TREU

- BRI S GEEIRK. > TS5 T7> X TOTANFRIE)N 5D ED(CERELE
« BN BIRNZ RIAA T ENAORIGREEHFAAL

Succession planning
FIEHA (N B BRI 5 T1E

« SEUNORLBERER B ZFHUALI-IBEXSYIDIRITRENEREMAI(GRT. 1 F1&. 3 FR) UL
« XAV —(CEDRENFIFIR B FIVISN S ER B M EZXEL
s EEE — A — APV TPRFIFHFEDIRRZITILIICUIE

Gap analysis
Foy T

o ZRAITHERKSA(XN: Knowledge, Z2F)L:Skills, REE - %% Attitude /Abilities)#BAfE(CUTE
« FRIBNRGTEZRAIYIEEREDB CIIRIE

« ZEDOY -3 IR Sy —DKSAEz B 25l - RSt

« BRGETEIZEITUL

Recruitment

c BISAFI- VBN DIARFCERZELL

A « FREDFZEFAZ A AT TITOCIVN DS HAGRZSI

cA2-JHIEEEALL. BRELCLDIRFF v ATORRESZITOEE

o« FTARERRR UIERERY — > 20" 7 HUZR N (& 2R OHT IV -F— L2 ZIE I IREEERRS AT
Engagement « PEFSEEEE -BFIAHOMN S ZEEI HEFOMLHEICEE
EB5EE « BBEZYIEEENDDEEEIBHIT3L5(CUIZ(Employees are involved in meaningful work)

« EENRARELTAICREADDIN DA SBRZIRAEL TESILIICUR, R TA-T>1RIZ125 -3 DEN
« BERSYIDANHVY - 20FIFINGDIIBE L. BBz T EELRMESNSEIT
o “PHIANBAIN SEARE B IREN G E 2 Fin/ EIERKICRS I L BPIIEL TOFRETESD/(RZHIE

Corporate reputation
SO

ROBIR CR D BB\ bR ; |
HAN=>74, ADTFAT7AER, JO0-)VRE, BIFREBIBLAIL, 52 MIEEE. 1./X—>3>Diversified

Corporate support & validation
SHELTOYR—MOBELEL

« FISRMBILE DA FY IR DT 2K NE-H57KE. BHIEE
« BEREVTORASIE. (EREREFIEOEE
EXREimEERE
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2. 3MHATOAMFEFE~

Fry T BROR—-D(2Z, MOIEELE>THE—EHRINDVTVET,
NICELBE BAICE (LB R AN (Knowledge). ZFIL(Skill). Attitude/Ability (7&

REE - IMBABERIT VD7

2 DX DEENRTESN TUVBZENNDNDET,

ZMD 3Dkl +93(Advanced). Satisfactory(F&HEdH). BRtE=HD(Development Opportunity ) DX AT IIHNET
(BUNUT. COENZERIB" RIAHRL " EVDTERDTLLIN)

ZOLIICUT, REE - IMBRE. BRI TCHR BAATLKEDELTVET

Kz AF)L, RBE(KSA)DFHfERTS

Skill A
SkillB
SkillC
Skill ...

Rating

Development Opportunity

Satisfactory

Advanced
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3. KSA(Knowledge, Skill, Attitude)

COIKSAIDEEZ(E, RoSv=>-JIL—A (B.S.Bloom) WIEXFEEESFECHFELTVETD,

REFEINREEDZ, RO 3 DCHFEUEU. RIECD 3 DOHEBEN TETTLRLVE, BOCEFSFEFRVEEZTVET,

> FE(K) ERIERETENH TI . BRIZE(CENMTVWT, FEIB3ENDTI,

> ZAFI(S) (ERZBELTCEICDGRBO IEE"TT , ZEALLOTE EBERONIADNBVWTUFSILOIRFEEEEHDET .
> RBE(A) ‘MEOEZT. MEEETY,
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3. KSA(Knowledge, Skill, Attitude)

KSAS %8

RO%2 T )L—L (B.S.Bloom) [Z&KDAFEHESFELY

paE]

ASLTEDLIICRDIL FRBSOFHE

K (Knowledge) “ER"THIDTLWAANEZL, BELTLWINEZL RER(BF-AYFM1Y)

k- BE D

S (skill)
A¥I-FhE

A (Attitude)
{MEER - fTEHEHE
[ nAl]

BRSO BEDT- HIRFI 2FN CED8EE

A2 TYMBIRZPIEDPDFS T, EFHICSAUTLKEE
-BTRBY([CEF ORI O R ZEMH LU EIE T 5hE
-RIEABZB D DS CHIHECERBA TE58E

"“"BE"[CEAZEETNTWSIE OoJT
B A A B DORRLERN. HICEBETLE TS0 - 28
-BEOAE0EFIRFZEDTEB T TE3HE:E . ’;ﬁﬂl}{ﬁi%ﬁ

(BROATIDEO—EHERREZ . FFCRHE T EEPOITHE)
-BRICISUTHEORFICER R 2D, ERICIGU THRUVEFZ
TKTE3HE

“ID"HEBEEREL TRV, BEREZERICAET -ILEYT—23>
BRIHRRECBOTNSZE (5 EtiR=R)

AU CERMIARECEOBRBERIBMEL, TNCEILTHRELES .« FE(C L BREEEIER
U BIEBITAEEMCE3HE EEQISYRAY R
pBR, "EFEE TR, "EHAOBER(Ownership)” =
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3. KSA(Knowledge, Skill, Attitude)

ZUTIR(SHKARTR AT S(E, TKSADKILETILIELT 3 DDERDEEDZRULEUR,
5 BICRABIAE LI AFILIEDE BICRATWRWRRE -MMEER - (TENELE IO N (B 2SFATILHICRERLEERZ HHBHEZ T
F9, ELUT, ZOBEM. HAIVWIEBZEDIICUELWNEEZEZ TETVET.

( KSADKILEFIL  nomn w
TO OTHERS
NOWLEDG Knowledge Beliefs
SKﬁ.LS SEA LEVEL I&. - &
Skills —. «—— Attitudes

ATTITUDE

UNKNOWN
TO OTHERS

Chinese Character “Human"

—

MEEPAFI DB/ OERB(CHEIGL T, ARICRISSEBEPLPIIOMENBEMBOTEVEEAD ?
ETHEEHRSKFFE T EUBIWMEFEZLUTVWS3DTRBDIEAD ?
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4 BEIBRIFNEEREHBV... F—LAELT1>ICONT

65 1 DORRZIRRLFELL FTUWF—L/TOS 1IN 15 EIFIEBRIC, ZOXDN-DREENEDLIREEFE IR TEIL T DN EIAFTULI F— AL
W12 BN Fd . FLVRIEZREKR IS, AF"HRFR "B IR W >"BHEEDE > MRREE "V R OBEREZIED
EVWSBEDT, F—LI—F—PEIRR(E D (RRRL THECENMAT, TNTNOERPEZ ST AT T RN EHBENDE T DIERTI

COEPECEIL T, SESADBIMDIREZZ X THTVERITERAN ?

F—LhENT12IDFIE
b &0y o0y |POP00

@
TR - BT k- BRXJIZ BiE-AaMEE ||| EELREREAL ||| 8 or ANBX

BEVEHOTEST, BFR [ —CENPSAEED ||/ (—OBEN—IIESE ||-F— LEDPBRACTRIEIN. || — s iiE s 2L SR
SENDOTNBLEBIURTE || ESENTER, BR 747 7|| &N, TEWREITERENS || RENHET. BIMKBREED || (RO RUR)DED. RES

BRM(CEEZIFILT. TE3|| HMtHiand JANOINEEENRIEICRD  ||«F—LDIRIF-—NHEBZE|| IR T3
EHZICI7Z2IE Y EZBDOERDMIINESND ||J[FAZBEOF—AJEVSRIRN || (C@EHS S D ANES Z "HF — L DFRER
REBINDAZ MR, F— LAAREBTOE I EE A\ —FIDEFENEIL T D RsTan3

(MITOF—LEIT 1Y) DERPSsmDEREH R —:http://hrweb.mit.edu/learning-development/learning-topics/teams/articles/stages-development)
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4 BEIBRIFNEEREHBV... F—LAELT1>ICONT

S 2N I RRET M. BN -PECERTSEFC, BHOTESEEO M

"BIBICRATVBRIT, it ORINDE

UL BT TUVD . BESDITHEFKRCTIE O TV TENI I HDFE A A(RRE - DB X - IMEER ) DB Bk - EBEN TETRVFABDZETT
THESADERK(E, CARFRRKICEOTOFEAN ? BNZRELLZVEVLIBOVESHDFEAN ?

\\
pinuis

~~
——
1l

o ¢

o “o

BFRMICEEEIELT. TS
EHEEF AR Y
RKEINDAZ REh'aE L\,

Nl iEla ks
“BEHOFROMIZNESNSD

F—LAREBTOBEHFEN

[FBOF—LIEVIRIRN
n¥Es

TR - BT FiR- BRI BiZ-AmEEE ||| EHEEkREEAXL BREY or ANEX
PHEVVEHHTHST . BFR -><>/K‘—(:Eﬁb“’(b5mat“t0) AN —DIGENEN—IDESE ||« F—LBEDHRKRICHKEIEEN. ||« —FEHIR#E T B3 =8
SENDYOTNBIEZSULIRTT || BBHRNFER. BR 7177 || SN ATEREN TSNS || BRERNMET, BINMARRZED || (o RUB)NED. RS

BINONEEENRMECRD  |[«F—LADIRIF-—IHLEBE|| K T3

(CEhS
XN\ DERNEILIT D

SMDANER "N F—LORFER
MREFEN3

F-LBIT 1) OEIBEE (G ARRE - DB X - BHEER ) DB BGEIR, “A03# v A" DNENFEQTEZRT LR

——

THHEIZLUER, RMEADEODICIIA—ZSI (M) I0FFETLEFOTVSAIEE, LSSHTHIFDEBERFIGA BR{BNERVET,

UFO&SRBENEEADFBEMTIECTOEEAD ?
X/~ B OBSEEICEUTET, “OBRETERZLITVNELVEE 2 EESDIEBETRT T,

ABDA NN —Z" KUTECERVWREEECHERAUTWT, IFERFE - AT EBEICHA TS
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