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mathias sager 

School & Advisory

80% is Psychology
B2 Yaesuguchi 
Kaikan, 
1-7-20 Yaesu, 
Chuo-ku, 
Tokyo, �103-
0028

Every Wednesday
19:00 Snacks & Drinks

19:30 - 21:00
Each time a new 

inspirational topic to 
reflect upon, discuss, and 

take away.
Ticket: ¥1,500 (Entrance: ¥2,000, six-

times card: ¥6000)

Deeper Experience - Bigger Impact 
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COURSE 03:
Developing Human Capital, Cultural 

Agility, and Global Talent Management

mathias sager –
School & Advisory

#17 5/6 
Global Talent Management Strategies
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INTRODUCTION
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Inter-generational Cross-culturalMulti-disciplinary
Objective and Approach

Philosophy

Human, mental 
control

Natural, physical 
conditions

Psychology

Education

Business 
Administration

Art

Biology

LEARNING (Human 
Behavior)

80% Psychology (HOW, WHY) 20% ”Mechanics” 
(WHAT)
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Let’s learn for life!

Learning together

• Please use easy English

• We are a safe learning space

• Please ask anything at any time

• Serve yourself with drinks and snacks

• Break / Toilet

• Let’s learn for life!

01: The Psychology of 

Learning & Developing a 

Growth Mindset

02: Inspiring Others Across 

Cultures & (Self-) 

Leadership Psychology 

03: Developing Human 

Capital, Cultural Agility, and 

Global Talent Management

Certification

• Certification is possible upon 

request.
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Let’s learn for life!

November 21, 2018 – January 16, 2019
‘Inspiring Others Across 
Cultures and (Self-)Leadership 
Psychology’

Wednesday, November 21, 2018
- #07 1/6 Leadership Philosophy
Wednesday, November 28, 2018
- #08 2/6 Leaders and Followers & 

Leadership Strategies
Wednesday, December 5, 2018
- #09 3/6 Personality and Leadership 

Styles
Wednesday, December 12, 2018
- #10 4/6 Inspirational Leaders
Wednesday, January 9, 2019
- #11 5/6 Leadership, (Cultural) Threats, 

and Change
Wednesday, January 16, 2019
- #12 6/6 Leadership, Power, and 

Influence

January 23, 2018 – February 27, 2019
‘Developing Human Capital, 
Cultural Agility, and Global 
Talent Management’

Wednesday, January 23, 2019
- #13 1/6 The Psychology of Talent, 

Competencies, and Appraisal
Wednesday, January 30, 2019
- #14 2/6 Developing Human Capital: 

Success in Learning
Wednesday, February 6, 2019
- #15 3/6 Mobility and Cultural Agility
Wednesday, February 13, 2019
- #16 4/6 Global Mindset
Wednesday, February 20, 2019
- #17 5/6 Global Talent Management 

Strategies 
Wednesday, February 27, 2019
- #18 6/6 Developing Cultural Empathy 

October 10, 2018 – November 14, 2018
‘The Psychology of Learning 
& Developing a Growth 
Mindset’

Wednesday, October 10, 2018, 19:00
- #01 1/6 The History and Philosophy 

of Learning (for Life) 
Wednesday, October 17, 2018, 19:00
- #02 2/6 Behaviorism, and Animal and 

Human Learning 
Wednesday, October 24, 2018, 19:00
- #03 3/6 Social Learning & Developing 

a Growth Mindset 
Wednesday, October 31, 2018, 19:00
- #04 4/6 Brain and Memory in 

Learning 
Wednesday, November 7, 2018, 19:00
- #05 5/6 Learning and Motivation 
Wednesday, November 14, 2018, 19:00
- #06 6/6 Learner Profiles and 

Strategies 
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I love to support positive change!
Background
- Education Sciences (Bachelor)
- Information Management (Bachelor)
- Business Administration (Executive MBA)
- Psychology (Diploma). 

I’m here because …

Experience
- High school teacher

- IT programmer, project leader (5 years)
- Trainer Leadership and conflict management (4 years)
- Senior Manager at Ernst & Young / EY Shinnihon (8 yrs)
- Founder Platform Cooperativism Japan (PCJ) Consortium
- Visiting Researcher Tokyo University (current)

- Online school and advisory  (current)

www.mathias-sager.com

5.5 years 
ago
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Today’s session overview

Introduction

Part 1: Strategic and systems thinking
1. Pisapia’s model of strategic thinking
2. System thinkers
3. Tools of a system thinker
4. Systems Thinking Iceberg Model
5. Thinking strategically
6. Strategic thinking and decision-making
7. Decision-making strategies

Part 2: Global Mobility Survey & Strategies in Global Talent Management
8. Global Mobility Trends
9. Individual career paths / women
10. Closing the gender talent gap
11. Reverse mentoring
12. Re-assessing HR practices for and with the youth
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YOUR EXPECTATIONS
Reflection

• Name
• Why are you interested in 

Global Talent Management?
• What do you expect from 

today/the overall meetup?
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STRATEGIC & SYSTEMS THINKING
Part 1
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Pisapia’s model of strategic thinking
- Strategic thinking can be an effective change 

model in organization where members are 
proactive vs. passive, and where leaders are 
not forceful and develop a community of 
leaders.

- Strategic thinking causes positive change in 
information seeking behavior.

Ardakan, M. A. ( 1 ), Ghadyani, F. ( 2 ), & Alidadi, T. ( 3 ). (n.d.). Investigating 
the relationship between students’ strategic thinking skills and information 
seeking behavior among undergraduate students of management in university 
of Tehran.
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System thinkers

https://thesystemsthinker.com/making-the-jump-to-systems-thinking/

Science is built up 
o facts, as a house 
is with stones. But 
a collection of 
facts is no more 
than a heap of 
stones is a house. 
– Henri Poincare
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Tools of a system thinker

https://medium.com/disruptive-design/tools-for-systems-thinkers-the-6-fundamental-concepts-of-systems-thinking-379cdac3dc6a

To improve the performance of the whole,
performance of its parts is improved (many 
independent initiatives).

To improve the 
performance of the 
whole, improve 
relationships among
the parts (key system-
wide 
interdependencies)
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Invisible
PROACTIVE

Systems Thinking Iceberg Model

Systems Thinking Iceberg Model (Bryan et al, 2006)

Events

Trends & Patterns

System

Structures

Mental models - Cultures

Visible
REACTIVE

React

Anticipate

Reframe

Redesign

Regenerate, 
transform

What happened?

What’s happening?

Why has this been happening?

How can we improve?

D
ee

pe
r 

le
ar

ni
ng

Many of the measures and interventions designed focus on addressing symptoms rather than the underlying 
problems. Change comes at the level of culture, mindset, mental models based on (self-) awareness.
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Thinking strategically

Adapated from https://exploringyourmind.com/strategic-thinking-how-to-give-your-life-purpose/

Characteristics of strategic thinking

• You know where you come from (past)
• You know where you are at (present)
• You know where you want to go (future)
• You know how to define the path you must follow

• You know how to self-evaluate and correct things

Three keys to strategic thinking

• Ongoing and adaptive decision-making / ability to throw 

out predictive models

• The ability to ask questions

• Avoid ’randomness.’ Identify of the key points

Exercises to develop strategic thinking

• To do something totally new, different

• To put oneself in someone else's position / role play

• Crazy hypothesis / questions
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Strategic thinking and decision-making

Strategic thinking and decision making: Literature review. Available from: https://www.researchgate.net/publication/254188658_Strategic_thinking_and_decision_making_Literature_review [accessed 
Feb 20 2019].

Managerial 
cognition

Corporate 
values

Individual 
values and 

beliefs

Strategic 
decision making 
competencies

?
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Decision-making strategies

The Single-
Feature Model

https://www.verywellmind.com/decision-making-strategies-2795483

The Additive 
Feature Model

The Elimination 
by Aspects 

Model

Total: … points

“Killer” 
criteria

Decision in the 
Face of 

Uncertainty

Weighing probabilities of 
scenarios according to 

heuristics (“rule of 
thumbs”)

The Availability 
Heuristic

Mental 
shortcuts!

The 
Representative-
ness Heuristic

1 2

3 4
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GLOBAL MOBILITY SURVEY & STRATEGIES IN 
GLOBAL TALENT MANAGEMENT

Part 2
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Global Mobility Trends (1/4)

BGRS (2016). 2016 Global Mobility Trends. Retrieved 8th May 2018 from http://globalmobilitytrends.bgrs.com

Strategic importance of mobility
• Sourcing talents from the outside of the organization can be necessary
• Hiring from a foreign country may indicate an innovative human resources 

strategy to mobilize the careers inside the organization (Macado, 2017)

• Being able to form global strategic alliances is of increasing importance (Cascio & Serapio, 
1991; Tung, 1995)

• 61% of firms do mobility programs to increase global career competencies
• 43% of firms gain benefits from returning assignees who transfer cultural 

knowledge about the host country to future expatriates

The Santa Fe report (BGRS, 2016) confirms that it's not just an increase in the 
number of relocations, but a fundamental shift in the strategic importance of 
the global mobility function. What was previously considered a tactical or 
transactional function is fast becoming a key competitive advantage for large 
organizations.



20

Global Mobility Trends (2/4)

BGRS (2016). 2016 Global Mobility Trends. Retrieved 8th May 2018 from http://globalmobilitytrends.bgrs.com

GTM mobility alignment
• All 163 questioned global companies report the importance of a global mobility strategy, yet, only 

10% of the respondents answer that their company’s global mobility strategy is aligned with the 
broader talent agenda (BGRS, 2016), which may hinder a more strategic and effective approach to 

attracting, developing and retaining talent (Collings, 2014).

• 73% of respondents said their organization does not have a global pool of candidates for 

international assignments. 

Global mobility 
strategy

Global talent 

management
unaligned

Why?
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Global Mobility Trends (3/4)

BGRS (2016). 2016 Global Mobility Trends. Retrieved 8th May 2018 from http://globalmobilitytrends.bgrs.com

However, the typical 3 – 5 year expat assignment is becoming less popular, due to factors such as 
• Family, dual careers 
• Increased concerns about security

• Therefore, more common use of (1) frequent business trips, (2) short term assignments, (3) 
international commuting, (4) virtual assignments (Meyskens et al., 2009). 

Self-initiated international experiences (Smith & Guarnizo, 2009)

• + Research has shown that self-initiated expatriates have a generally higher success and retention 
rate than “assigned” expatriates (Vaiman, Haslberger, & Vance, 2015).

• 0 Other research found no such relationship (Lauring and Selmer, 2018)

• - Research found that self-initiated expatriates were more likely to leave their firm for another one 
in the host country (Suutari, Brewster, Mäkelä, Dickmann, and Tornikoski, 2018)

Both-sided roles
• Only 25% of firms have a process for employees to self-expatriate (or at least to offer such). Missing 

“psychological contract” between home and host country/company risks unsuccessful 
repatriation
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Global Mobility Trends (4/4)

BGRS (2016). 2016 Global Mobility Trends. Retrieved 8th May 2018 from http://globalmobilitytrends.bgrs.com

Global 
competency to 

transform 
careers! Who’s 

interest?

Knowing-how

Knowing-whom

Knowing-why
(Dickmann, & Doherty, 2010) 

Individual 
career capital

Organization: 
talent 

retention
Strategic learning from 

international assignments
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Individual career paths / women

• Different career trajectories require different career strategies
• Women have less linear career planning due to family roles

• Long career enriched at late stages through mobility. For women, mobility should be 
made possible be earlier

• Companies to ”fight” the female realities or develop suitable talent management / 
mobility strategies?

• Mentoring for helping the alignment of lifetime stages and career stages integrated 
into organization's strategic direction
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Closing the gender talent gap

Cultural tightness (independent of nationality, culture, and legislation for gender equality), in 
some organizations in some countries, hinders advocating women leadership (Toh, Leonardelli, 2013)

High research expenditure 
countries

Prestige governs economies

11.6 % female 
researchers

Low research expenditure 
countries

> 45 % female 
researcherse.g. e.g.

There are fewer women in corporate executive positions, 
the more
- vocational stereotypes, 
- job availability constraints, 
- traditional bias and 
- a collective mindset
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Reverse Mentoring
Benefits of 

Reverse Mentoring

ü Learn from 
seniors rich 
experience

ü Progress 
teaching and 
communication 
skills

ü Senior people 
become more 
engaged

ü Improve 
technological/ 
digital 
understanding

New Ideas, 
Innovation
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Re-assessing HR practices for and with the youth

What do the youth want? (High-level tendencies across cultures)

- More radical openness and honesty, especially in case of perceived unfairness (even from 
authorities)

- Professional freedom
- Meaningful work
- Work-life balance 
- Increased learning and development opportunities 

Varying work values still need to be differentiated between even various countries within regions. For 
example, the Chinese tend to be more individualistic, while the Japanese are more risk-averse, and the 
Koreans are often found somewhat in the middle (Froese, 2013)

Do you think they can get it? 
Why? / Why not?
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Reflections

Private Business

What Why, how

Cooperation Competition

Meaning Profit

Global citizen Local national

Individual psychology Organizational psychology

Life WorkBroadening 
the scope

Multi-
perspective 

view

From 
balancing to 
harmonizing

Humantime, 
instead of 
spacetime

Change on 
cultural level
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Takeaways from ‘80% is Psychology’
(Session #17: Global Talent Management Strategies)

1. Strategic thinking involves SYSTEM THINKING, reframing (e.g., positive thinking), and reflection (e.g., evaluating one’s reasoning). 

Strategic thinking is best enabled in unforceful leadership communities and has positive effects on information seeking behavior (Pisapia, 

J., 2006)

2. A system thinker (as compared to a linear thinker) is able to improve the performance of a whole by not only improving its parts but by 

enhancing the RELATIONSHIPS AMONG THE KEY PARTS systemwide. 

3. Often, solution approaches are rather reactive and focus on addressing symptoms rather than the underlying problems. CHANGES
COMES AT THE LEVEL OF CULTURE, mindset, by regenerating MENTAL MODELS based on (self-) awareness.

4. Be aware of the heuristics (“rules of thumbs”) in DECISION-MAKING STRATEGIES. For important decision, mental shortcuts may rely too 

heavily on limited (personally available) and representative (personal image) information. 

5. Although GLOBAL MOBILITY SURVEYS (BGRS, 2016) report the strategic importance of global mobility function for the competitive 

advantages of large organization, only 10% of the respondents answered that their company’s global mobility strategy is aligned with the 

broader talent agenda.

6. Immersion into international assignments/expatriation may foster more deep LEARNING ABOUT THE ‘HOW’ AND ‘WHY’ of how foreign 

cultures on the otherwise invisible level work. This can be beneficial for individual career capital and talent retention.

7. Different career trajectories (e.g., dual careers) require a more strategic ALIGNMENT OF LIFETIME STAGES AND CAREER STAGES that are 

integrated into the organization’s strategic direction. 

8. Cultural tightness (independent of nationality, culture, and legislation for gender equality), in some organizations in some countries, 

hinders ADVOCATING WOMEN LEADERSHIP (Toh, Leonardelli, 2013)

9. REVERSE/BACKWARD MENTORING can help to bring together the younger generations' digital talent and the older colleagues rich 

experience, while providing both a possibility to engage and develop (Claire, 2011).

10. More PROFESSIONAL FREEDOM, MEANINGFUL WORK, and WORK-LIFE BALANCE tend to constitute job characteristics increasingly 

crucial as a high-level tendency across different cultures. The question remains how far these can be achieved in environments of fierce 

competition and profit requirements.
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Copyright. All rights reserved 2018

Q&A
Thank you! www.mathias-sager.com

Next:
Wednesday, Feb. 27, 2019, 19:00
- #18 6/6 Developing Cultural Empathy On Amazon and Udemy


