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Discussion on values of foreign-affiliated companies and their HR programs
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Abstract: This presentation discusses what kinds of corporate culture exist at the global corporations
in the Europe and America including foreign affiliated companies located in Japan. Specifically, it
focuses on human resources programs including 1) Creating and Sharing core values clear sense of
values, 2) Enhancing two way communications, 3) Identifying and developing star players, and 4)
Managing performance evaluation and pay for performance.
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