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1. LNAsSTU/UUDUHUENA + 2. inaunus:iduwatuUonlu + 3. uudltivmstlasuudavdiu HR + 4. gnsAaasuav ans.
= iIneunmMsus:LijunatHiuailu HCM

&

10



S SePQ. 01 rannais/uudAatunIswcuun

Performance

TRIS.

CORP

2. IneunuUs:tdunatudoauu

1. LasTw/uudUHU
UWUIA 5 NULUUYARING - SEPA

CE)Harvard

SIRM]

>Nl International .
I Organization for Bu3|ness
. N o
h gl Standardization Review  sociery For HUMAN
RESOURCE MANAGEMENT

(/7]
|o

#Recruitment/Selection

&S Human governance

==Workforce planning

#TEmployee engagement

i Employee assessment

& Strengthening culture

Compensation

Workforce
Management

Management

Employee relation
Management &
Communication

Management

Human Resource
Information System

Human
Resource
Development

Performance
Management

HR's Rule &
Regulation

Safety, Health and
Environment
Management

\l N

HR proactive

l..

.
-"‘

.
"~.,. SOE's HR performance criteria ,++*
...

",y .
......llllllll"---‘
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3. uwluumswaguudavaiu HR 4. gnsMAQSNSYULAADU Sd. UV ans. (huunains)

® N3=UIUNITARRATUU I LUNANITANUUSIUBRZNTZUIUNIT
®*HR Digitalization

USUITUUARANHS19ANUNNNUGRDDIANS
®HR analytics / Al in HR ! "

® N159ANT SKill matrix §IUSURATUENTIUNISHAZEUSUITIEAUEIER
®Re-modeling of learning & development b v

t FhisnNsAuFTUAUSTINLAzATuETIN AT IRuldeuIuns
system

WJuwuuag1ens
® Employee experience

® HITU A= WRILIUAAINTNNT AU I AIUSHA FUTTOUS
® Wellness focused 3 ] 4

NeaARFDTUNISURYULUAIAIUYNEAIERAST Thailand 4.0 Was

Source : SHRM, Harvard Business review, Mckinsey
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HCM module of 4

4. amwudadoufaduayu HCM

“MSgNS:AUIASVASIVWUTIUCTD tHauuauyu HCM
TagduudNMuMsas1vAlgu/30UuUsssUDvANS msUanNo
ZHunmnsuosasssuua 0dsuwssudanisiUdsunlan
AoAalU s:unomsaomsamwunoaautumsmmu
tHIAiaANUUananUa: uanaomw Boo:=a:Aouru
AIURAWUUDVUAAINS uanmnu s:uulnAtulad
aisautnAaiu HR c1aog'naanuuuitmaanams:mm :H
AmMaMsal dadutd nol KUDgVIUASUNQBDUAIU HR
Govmswauunaulavagnaaaldal laguSHIsagvu
MYWDVANSADVEVLASUMSAIVIUUDVHLDYVIU
ASuRQBaUAIU HR 2g1vdsvdvuazcallav”

HCM
Environment

02 w1nsunus:lidunay au HCM

Development

HCM
Strategy

1. gnsmaas/nagns

“gnsMaas/nagnsaiu HCM RAaoandav
AU3FUNAU WUSAD NAgnNSNIussSAD SoUfiv
AIWAIMETUAIUCIIY 9 ﬂ'lSanEJUlano

dnu Digital ua: HC Risk TagWaisaunnolu
1B Quantitative/Qualitative Tagddoonv
AMSINOUWSNLNEOWD LWatRMsFoaistulbu
2810MOfv Lazins:zudumsaaaiu
WamMsALduvIUADUS=3NSNW TAMUKWaAAWS
AfMKUQ”

2. USHISNUUUUEY

"msusrnsnuuuuanmuonomsooms
ans1maonaaosunumsnonotudoouuua-
au1Aa TaeNsILlAS1:H Demand/Supply
UovaNOS1IAdY Msnaunuyuav Digital soufiv
MSWISEUIWaAODUUNU/FnSUs:TgsUtRIAQ
anwibusssu YuidynansADAngNIW
ua:aaandavwWansatduviuvavuca:unna
wumsus:1iunansuguaviuntbus:uu
wa:zous:=ansnw awnsatlunalnHan
tuMsIuLA3DUDVANSIADENVNDSY”

3. WauuInuuuyue

“MsWauunuuuugagivllus:uu ij‘oﬁaoﬁ
uunmomswcuu1uaouc1a-nauunmnsnucmmo
AUDEVIKUN:a IoatHunon:nusua NAU:
naaonaaonumsMaauuUaouaos_sno INATUtad
a:N:=MsUUvdU (New-Skill/Up-skill/

Re- Sklll) SOufv msUsusUuuuuaomswcum
UFla’lﬂan\)luu Action learnlng 3Anv
MSsWauuNyAalInsua: wmnunnamw a:
uLaumon:numJHu1itua1aa1uwmflusdsssu" 13
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DvAUsS:NdUUDVLAfUNUS:LDUNaY

1. gnsmaas/nagnsAuUUSHIsua:wauInuUUyue - 30%
(28] 11 ArumwupvgnsmMaas/nagns/msdoas/msaamuwa/naaws (30%)
2. MSUSHISNUUUUSE - 25%
$. 2190510 (7.5%)
2.2 waaduunuua:ansus:lesu (2.5%)

I_"L 2.3 s:uuds:liduwanmisuuaviu (15%)

. a’A > 3. MsWauInuuuusg - 25%
::::t"ty' HR Strategy
v _ LY 31 msigousua:mswicuun (15%)
Health, O . . . . aaa v
. HR Digitalization »
Environment

b 32 asFunoadiuKuv/NISUSHISYaNISAULAY/N1SYANISaNgD1BW (10%)

4. aMwWudQadDUNFUUAUUAISUSHISUA:WIUINUUUYE - 20%
f@ﬁ 4.1 AIWKAWUDVANS/ATYULAICUUSSSUDVANS/NANSIAMS

ASUAYULUAV/ISSUTIUSSTULLA=DSISSSU (5%)

% 4.3 adwdananguazaniwiadauiunisniviu (3%)

L& 4.4 unuINUBYHLDEVIU HR Ua:MSaluauuINRUSHIS (10%)

1L
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CUSTOMER RELATIONSHIP
MANAGEMENT

ADVANCED ANAIYTICS

Espac

STRATEGIC
PLANNING

5

SUPPLY CHAIN

Most popular tool globally

| useor R sansracron
48 4.03

Strategic Planning

MANAGEMENT

o , Management
Tools & Trends

Source : Bain & Co
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Are your
HCM Strategy
Good or Bad ??

 Understanding your businesses
and the changing world
* Where your HR maturity level are

and Where you're going for

* Strategic positioning

* Strategy or Operational

Effectiveness

* Strategy alignment
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1. gnsmMaas/nagnsauUSHIsUa:wauINUUUUe 7~
7\ nundu/Jsuusv
»
.‘.I — — Q tgvoyalounauvindamu
aamu/Us:lJuna /Us:10uwa ua:dsyadu
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L | L |

_ - - d El§10ﬂ15§iE)EﬂSlLUU 2 My
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170 5@ 1. gnsAMaas/nagnsAuUUSHIsUa:wauINUUUUe - 30%
ala— 11 prunwuovgnsmMaas/nagns/nsdoans/msdamuna/waaws (30%)

"gnsAaas/nagnsaiu HCM ﬁaaona‘aoﬁujfﬁaﬁﬂd WUsAiD Nagnsn1vssao soufivAummetudiudiv a nstasuuda
AutnATulagadnana:A1susSKISAIIULEYVAIU HCM TagwastuInNutuLBoUsuitu (Quantitative) uaztdoArunw (Qualitative)
Tagddgoonmumsiwguwsntwgows twatinisdoansiutduagionddiv ua:ons:usumsdamuwaniscitduviunbus:ansnw
l[AauWadawsnmKuQ”

B . nFessdedunisly/nouen AdseanszusonisuiinsvusyedvasesAnsuamsauiugsiamesesdng uaznaIuuiioy
nsFdluuRdAfug sy

B . yvormaErsiaupsuiiu oswe waswunza Taudossenuuulvdonsuiu Tdovied tanuisunl ulouieniegsiameenins uas das.
WREAUUA MAFDARRDIIUNITAMTUIUVDIARE TFTIR1UTA

B - nsuwdssgmsaaasdu AR WukkuufoRnisusz 40 Feinsivuaii iy #13IR7iRsaUARKN Output/Outcome SIU9Y NSOULIAT
warfufineu Snvie InalnuiansculiunsirmuuaUssdiunanisanfiueuiiivsinsnweasaniunis limunadwsinmus

. LHUYNGAEATEIU HR gnysaunn T UAULNLIIL/ ST UUTUAGATUATS 9 1l WNUUTU A ALY WeueTUATUgNATuaRaTR LeATulad

AINE LHUTUUTANTIY WNUNTTIANTITANF 1 Tusu

e . M5 liayalaunduannnisAduIulun1snuNIugnsAIaRSFAIW HR sutiviayaainwuacdu q Tunisdiudgslidanmdosiunisidfvuundag

DLLEND
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2. ANSUSHISNUUUUEY

HaQoullnulla:

— — -
ansus:losu
J wouuwaoauunuua:ansus:losu
- 0 uavndu/diuynains —
— I_—‘ 1 — - - - [™] [™]
20S1Nav J UHudmunnHU1g HSaUDUVAU S-UUUS-IUU“a
i | — [
_ ALAEITDVAULSVVIU I
0 Worsan Demand/Supply nIsUnuaviu
UDVaASIANAVUDVDVANS . ~ Lo _ _
D dssH1 AQLasn BEJ']O[E]US:UU F!'lHUCIS:UUUS:lE._JUNa'f_'nSC.Tll_lLLL{O']U[!BODOF]F]SIUF]F]S:QU i
O S1AS1:H/NOUWUAISNAINUSAsF a0 f19N2a KPI S:AUDVANSFIIBIaS:AULNUDILLA:IASYMS HUQ KPI
AliaonMstUasunlavdiu Digital S:AUaYVIU/HUDYVIULA:S:OUUAAA tazimsUs:LIurNa»Svmuuu
— - [ —_ [ =l o N
O S1AS1:EAS:UOUMSEIVIU Las GUsTgsionmsiauazus:lidunad umsUsulaauditHuo
WBiAEovlindvo 9 UAISIVUUS-ENS MW MSIHWaaaUUNU MSENEV/BUIBY SOouivMsUhTUIGius:uuMsISous
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Source: https://www.researchgate.net/figure/Strategic-workforce-planning_fig1_309134471

Idea
Solution
Performance

Business plan

Forecast of activity
levels

AnaIYSis
Demand forecast '

Forecast of future
requirements

'

Action planning:

* Recruitment

* Retention

* Succession

* Talent

* Flexible working

* Learning and development
= Downsizing

|

Implement '

|

Monitor and evaluate '

Data collection

Supply forecast l

Demand
forecast

Factors
affecting

demand and
supply

Supply
forecast

Forecast
activity
levels

Business/
operational
plan

Scenario
planning

Workforce
analysis

Employee
turnover

Y
The future
workforce:
balancing

demand and

supply

Waorkforce

plan

— Recruitment

Retention

Learning and
development

New methods
of working

Redefining
roles

Productivity
planning

Qutsourcing
plan

Controlling
workforce size
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EVERYONE NEEDS

A BETTER EMPLOYEE ONBOARDING PROCESS

TODAY’S ONBOARDING ISN'T CUTTING IT

4
T
4 9%. of millennials want a 32 %o of global executives say

better onboarding process they experienced a poor
onboarding process

WHY YOU CAN’T IGNORE ONBOARDING

145

P
. (&

2 2";’0 of staff turover occurs 9 1 % of the first-year workers are 6 g”fo maore likely for new hires to remain in
within first 45 days retained by companies with an acompany for 3yearsifthere iza
efficient onboarding process well-structured on boarding program

Source: https://www.tinypulse.com/blog/sk-every-employee-onboarding-tip-youll-need

Employee Onboarding Definition

When people think of onboarding, the word “orientation” immediately comes to mind.
Yes, orientation is where new hires fill out important documentation, sign up for benefits,
and receive the company badge.

But contrary to belief, that's not what onboarding actually is.

Employee onboarding introduces new hires to the important aspects of the company:
values, culture, and people.

From training to socialization to learning the lay of the land, these activities are all part
of the experience. It's an opportunity for employees to feel comfortable in their new role,
understand how this role impacis the business while learning what type of behaviors are
expected from them.

ROI from Onboarding

Onboarding should always be a top priority for every organization. The same amount of
effort put forth for wooing a potential candidate needs to be invested in onboarding a
new hire as well.

Consider what the Society for Human Besources Management and TalentWise found:

Companies with an engaging onboarding program retained 212 of their first-
year workers # Tweet

MNew hires who went through a well-structured onboarding program were 69%
more likely to remain at a company up to three years & Tweet

These programs have positive long-term effects on employee retention. But those aren’t
the only benefits.

Check out the advantages a study by the Aberdeen Group and iCMS uncovered about
an efficient onboarding process:

I 60% year-over-year improvement in revenue # Tweet
I 63% year-over-year improvement in customer satisfaction # tweet

I Onboarding improves company ROI by more than $79,000 per year # Tweet

The stronger your onboarding program is, the healthier your bottom line will be.
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® 2 MSUSHISNUUUUY - 25%

[~ ]
28 515051730 (75%)

"MSUSKISNUUUUENAGuiivnsYamsdasimavinanasuaumsionviudouuna:auiaa TagnisitAsizKauavA auniu
UDVHNSIAAY MsnaunuuavnAlulad saufvnswoIsaWaaauinu/ansus:Testtiiiana1utdusssy YutounainshiAnaMW
La:anandovwanisailduviuyavlcia:ynna numisus:tiuwamisunuaoiuntdus:uuua:ous:ansmw awisatdunalnksan
tuN1STULAGDUDVANSIADENVIADSY”

B - msinvuAlASIETIIULAT NFUYD 99U (Job Family) La: TATIET199ATIINEY (Workforce landscape)] MiiAudanAdonuUTATIEs19gIna

LRTNSTUIUNTUANTUNISANTUNTISVDITT IS U

- ATERRUNUIRT ATt U Sunas st oz Tnudfisnss dAuodiaiou seil
a8 = ns:uuun’n‘sﬂ‘s:uﬂmnﬁé’ﬁl‘sﬂﬁﬂﬁﬂﬁﬁaﬁmﬂaﬂnqﬂmr—=|‘ qﬂm7umaaé’m‘s’nﬁ’nﬁwaﬁaﬁﬂ‘nﬁ (Demand and Supply) TALN1SILATIZRIATIANAYHIUVIA
LRSHIULAU
] = AsTUaUMISESIUN ARAen Mduszuu ﬁqqFlﬁ"nn‘s*‘;:ﬁuu?mﬁuﬁzﬂﬁﬁﬁmﬁ S wUINIUNSUYULIYUYARTINS (Job rotation) ATFALAL
B - 1 s9esvuas e sMaWMUSRSIANSARaTNNsWELLLU s nuwmaluladAEvia SuFennsTAs s YnanERUS NS AW (Productivity)
PWIDOAIIEIUTTR I NNANEAVBANDIANILATORN IS w%arsiﬂfﬁ‘ﬁ”nf_lﬁlﬁ'uaﬂ'aﬁﬁuqﬂaﬂn‘s TUNIWIIUVDIBIANT

» NIsIIASITRNSTUAUNTSNTIU uas ldiAS o siiosing 9 Tunisiiuds: EnSa1wlunssuaun19i191U (HROD)
e - nsdivsuARsUf U ULEUSAIINd s 41T Tauiinalnu3anszurunsismuua Ussifiusanissniusuifils@nsnw uar lduadwd suirnuusly
B - wudesidssrusfulassruzund denudenlu siuukugnsAaRs I ATALMo s UNSUTUITERTIANAIN AT IR UHUYNSANERTDIANS TRua: vioulviduls
AURL sWwaLTsUSuN et LNz AU Asassmnsas v uldussguadiia
+ mslddayatlounduainnisddueusuuaudnsindsssand saufsioyaainuusedu q unuFulgslvsenrdosiunisuisunlasagiaus saudaiu

n1sUFudganyaduniswaiuiadissaidas ivalvnisinawindssBnsnwgegn
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Source: https://www.worldatwork.org

Total Returns for Work

Total Returns

Business
Total Compensation

Pesr.f 3:::3&“ Relational Returns

Benefits
Learning

Opportunities

Recognition [
\ & Status

Cash Compensation

Life, ".\ Allowances
I Long-term Health, and | Employment Challenging

I Incentives  pjsabili \ Security Work
Base Merit/Cost Disability

Insurance Work/Life
of Living  Short-term Programs
Incentives

Source: Milkovich & Newman
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2. NNSUSHISNUUUUE - 25%

2.2 waaouunuua:ansus:lgusu (2.5%)
”msusmsnuuuuanmuoaomsoomsamswmaonaaosunumsnonotuUoouuua ouUIAQ TQgNISIOLAST: HaUaon aUmu
UDvoaS1INIAavy NMsnaunuyavlnAtulasd sauaomswmsmmamauunu/ansUs losUtsinaANuLdusssy ootoumamsnumﬂamw

(EE aaonaaowamsmtuumuuaouma unna WIUNISUS: LuuwamSLJaummumUus uulazgus:ansnIw awwasatdunalnsan
WUMSTULAADUDVANSIADENVILIDSY”

o = ! = = 2 a A = =
B womimsisuearsuwule: Bvsus: Turdvasngus diuyasng Teodmadieuioulaseusrsuwmuiuaaaiinsaunquiuseu (Salary)
. ¢ & o . .
NARBUUNUINLA (Incentive Pay) WaznaUs: luvlinanadu (Fringe Benefits)
= e = a2 L |=J |=J L a = o J v = a e
B nsujosaunguny urTadiAuiiu e UL IIUraINTUIRI ImIngInsyARaINe IilinAudus ssufiuwineu
° = a = = = = o = Ad = 2 a |=J ° 2
*  mesuuuauuuInImMIRauT lalaoinalnlansuiumsfinauua: Ussiiusanisaiununiivs: fndnw uas lauadwsaunniuua
*  wuIMNINSWRILNY saRrsasiustiiuy UfuRvesasAns saudielinisiianudulaamnusissnisvainguuasaiuyrainsu idus: Tuml
Tun1999NKUUKUININTITRRILN
a2 a ° = o = o ! J o 2 LY a A 1 =5
*  msldayalounauannnsstiuaumusuInInsiamT uiiveyaannuuadu q uliudidlvdenasasdiunisiiuundasagiaue saubtadu

a |=J I 2 o 1 ] J J @ ° = =
n1suTul ey wdunmswamagesaiiias inalinsvinnuiinuss Bnsnwgsen

B OuinauiusisSamsavAnsiau (Hada HR) Wutneun SEPA 1GU (Kuda 5) 19



Integrated Performance Management System

Talent &
Successor &
Career
management

Learning &
Development
system

Workforce Rewards
planning system

The Company

My jobl _ Briefing of
Vision Policies & MyJ Target/Goal Setting Policies Executives
easures of

Mission Processes Performat i Forms Managers & Audits
Strategy Current Practices Qualitative Rating Scale Supervisors Data Review
Core Values Job Roles & Job Quantitative _— gUidTS | rainings Interviews/Focus
Clients . . i evelopment plan Employee Trainings
CSF Descriptions an Competency Reward Policy Ro||FZ)uZ : Groups
KPI's Culture Development Reporting communication

template material

Adjustments
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—-1 2. MSUSHISNUUUYE - 25%

—_— 2.3 s:uuds:lbunanisujudviu (15%)

"MsUSKISNUUUUINAGuiivnsYamsdasimavianasuAaumsionviudosuuna:auiaa TagnisitAsizHauavA auniu
UDVDOSIAMAY NsnaunuuavlnAlulag soufivNIsWIISEUIWADULNU/ansus:TosutRinanuLllusssy qotoqmamsr‘iﬂﬁﬂamw
La:anandovwanisaitiuviuvavlcaunna Wiumsus:t1iuwansuguaoiuntdus:uuua:dus:ansmw awisatdunalnsan
tUNSTULAADUDVANSIADENVIADSY”

o = o = L o =l o 4 = = A
e - nIirUAT:vuUstliuaan st idunurawAns luynssau lnodivaninas/wumisiunsdssifiveg uazsauszosaniumsussdiuaandmau
| - ﬂ‘i:UQuﬂﬂ‘iﬁWUV}aﬁlﬁ‘]%ﬁﬁl‘i:ﬁUENﬁﬂ‘iéﬁ‘]%ﬁﬁl‘i:ﬁULLNuﬂﬂuLLﬁ:IFIiQﬂ"l‘iiﬁIUﬂ"l‘ir.l"muﬁlﬁﬁ%‘iﬁmﬁﬂ"l‘iﬁl"lLﬁuﬂ"lu (KPI) 3=AUSIL9IU/ UUWTULAE ST AU
A 2 [ ] L] = ] o ] Au =
YARANHDAARDITULKNUYNGANERIDIANT WHUGIN/WHUITUTEIEIU U/ RUIUIU kRTN15E U TUA WL s U TUERvaU
= =2 e = g = .-Ir 3.: L] = = = = L = Ad = 2 B L]
B - sUssdfunemsUiRvwinTusswivvesdns aufinalnuseanssurunisanmuuazUssiiiunanssnduunfiussinsanm uar IHuadws
o < .
ANUARRURA L]
& e = = e ° e e A 3 I 2 3: A o e =
B - oslustlenianmsieuardsafiveansufiaou TeeunuideulosiunisuSudeusiumds (promotion) wazmslvkanauwuviidusntuua:
[ B = ] = @ = 2 e ° = = & A = 2
lailwaasu msundaey/vanay sautism s ldlrluszuunsisouiuaniswmiun Tnodiwanisuszdfivun1rlun1siAs s i iINalESUET 19 ANU N TWTDS
YARTNT/ ANe1U /uuaue1u
2 o o = = = s =2 2 ! A o o o o A ]
B - mslddeyaiiounduanmssuducuress:uudsadiiunanisufiieu safsdoyaanuudedu 4 uliuugslisenndosiuninuauuulasatiaue

= B a A 1 2 a 1 ] A A Y o = =
sunwdunsuivdswyadunsiaiuiegtsmaiilas iwalinsinnwiausindnwgm
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3. ASWAUINUUUUEY

ANSYONISANUDTW

U 9onuuu Career Path

0 ashonalntunisaduayu Lsu Career Management
Committee/Career Assessment Center/Career
Counselor 10udu

NISUSHISYONISAULAY

0 MHUQ Selection Criteria la: Talent profile

. O wouun Talents

2 WUs:lgsuion Talent 1Waas1wYaALWUIHLADVANS
O MHUQ Incentive

mMsWaJuIRaUNdachuKuv

Q 31As1:K Key Strategic Position
0 AHuUQ Selection Criteria wa: Successor profile
O wcuun Successors

il b [ ]
0 Gamu/Us:liiunaradv Successor 101SUCILHLY msisgusua:waun
-l e [ [ willl o =
M sisgusuazwau uaUnBOCI'lIIHU\)
0 51As1:H CC/MC/FC AsBudamsditdussionoiu AISUSKISYONISAULAY
. Uoguuuaztuauna N .
Q Us:1idu Competency Gap (wathtUidudouktvuav IDP MSYOMSANIDNBW
QO Jsusuuuuvavmswauunyaansniuidyoldumsausy
LWEVDEVLAED

0 waunalulagadnanaduayus:uumsiSgudia:wouud
0 Us:ouds:answayavs:uumsisgusiazwoiun

el
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Solution Sé@@

Employee-Centred Learning & Developmnet

TRIS.
CORP

© Jane Hart, CALPT, 2018
Modern L&D Professionals
Supporting
" Ieca’rqlng ; Supporting
rom daily wor
Modern Managers constant
3 § . learning
Recruit for
Be more of
nurture, and
a coach than "
Slaes reward learnability
Modern Employees
Enable learning Make fthed at o6 Constantly and Encourage
as part of Mmostotan @, ® ®-, . independently constant learning
daily work learn from ? “y ¢ self-improve and
daily work @ ® . self-develop
experiences ® « inside & outside
o work Empower
Establish a professional
knowledge sharing self-development
culture
8 Address o Supporting
Fostering Pe ormancsa Zr_o.de";s professional
organizational (in teams or individuals) self-development
knowledge at work
hari = '
SHARIINE Designing & Developing ‘
modern content & training | Performance Improvement
(when/as appropriate) ‘ Consulting

Source: http://modernworkplacelearning.com/magazine/employee-centred-learning-development/
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CORr Performance

7N\

(10%)

70/20/10
A magic number ?

On-the-Job
Experience
Working with
new tools,
technology and
challenges

Classroom
Training
Structured

courses,
waorkshops
and reading




TRIS.
CORP

Idea Sw
Soluti fs:
F’erl‘lc;E :'Snnance é@&-”

ﬂ 3. ﬂ'ISW(.lJU'II'IUIJUU'U 25%

a22 3.1 mstsgusuaz:mswoaiun (15%)

02 w1nsunus:lidunay au HCM

"ﬂ']SWCUUWﬂUUUUEJE)EJ"I\)lUUS uu U\)OD\)UllUDﬂW\)ﬂ"ISWCUUWUE)\)llOa ﬂaUUF‘Ia"IﬂSHLLOﬂOW\)ﬂUDEﬂ\)lHU"I alJ IOEJZHUH\)F‘D"IUS

wa:Nnu: naaonaaonumsMaauuUaouaossno INAtUTagd wa:N12=NIsuUvduU (New- Sk1ll/Up skill/Re-skill) soufiv nsUsusUuuu
Uaomswcuuwunamsnu\)Luumstsausnmomﬂmsufjummuoso (Action learning) onnNv MsWJUIUAaINsLLa: wuwnunﬂamw

la: ULaumonawumaHuwtuawawmeusUsssu”

N139BNKUUITUUNNSSBUUAT NsWRILNYRaYANT AdesAUsznavat nloy sl

= SR Y ENSTOUS VAN FNSIOUSIIUA WKLY (Core/Managerial/Functional

Competency) NindusanisandugsiandludagiuualuouiAn 520

spsFunNITURsuLURIN IS AIWA LU LaEE A

= AsUszdiudaeinem@usInus [Competency Gapl U89YARTINTOUNIATUEIULAS

fdmaun i o lddsznouns s uWRILITI9YARAR (Individual

Development Plan: IDP]

= A1SNBEUNITARILIYARINGI Uz [Development Roadmap] TAuATeE -
n"liwmu"l'LﬁUFla"lniquFlTlui (Rnowledge] ua*wnHVHTmuTiurran (Skills]

‘VIE“E]I?I RSB ﬂUﬂ"l'ﬁLﬂJﬁUuLLﬂﬁ\‘lm'ENﬁ‘iﬂ'ﬂ NITNITUAUITUN ﬂ'luﬂaauuu,a:au"l FIBl

wasulovulnosaus 4.0 s2ufiedwninTsu/iAumd (Attitude) MEILNIS
W

= nsWRILAEN (Leadership deuslopment] lunnszsiu vieguIunTIzAusiu
TTEAUNATY WA TX AU

= nsUFugURUUTRINITRRLTYAaineA T sniuniso usuiRusasn adun
L N15H0U 91U [Coaching] WAXNNS On-the-Job Training 334890198319
LulAmALazds 19 AN UARTaUlUNISWRILUIALLEY [Self-learning)

.' I"I"I'iﬁmu"lI‘I‘Eiﬁ.lwﬁﬂ\‘l"luﬁ"lQﬂﬂUuElnLLﬁ:Qﬂﬁ"N [Temporary & Outsourcing

Development]

B OuinauiusisSamsavAnsiau (Hada HR)

= prswmuvaluladfSvanadudayuIsvuniaisvuiuarwaiun
VD IYARINT
n'l's‘d'i:Lﬁu'd's:ﬁwﬁuﬂ'uaﬁ:Uun'l'sﬁuuiuﬂ:'ﬁmuﬂﬁ'ﬁiaUHauﬁqUuuu
NISRAILILUUENS 9 Aiusnudioannisiinausy saufanisiiAsizviA2 udusAn
Tun1sWmIuN (ROl in employee deuvelopment) Waldussluanilun1ssindula

WRILIUTUUTUHUNSWRILIYARING
nsfiusufRsufumuuausculsz$T Teofinalnudonszurunisinniu
warUssifiunanisandueudivssansnw uazlduadwdanudiniuumly
sruunaSuuazmesRann Gaudoulusiulnuynsransasrng uaz
WHUSTL/TTUUIUTASIATY 19U WEHUSIUFATUgNA WA AaTea keuvATuladsasva
LALUUTIANTIN weunIsinnsAIug iusu
nstdtayalounduannnisAatidusiusunauaudss 31t stufisioyaannuiss
fu 9 wFulgsldEeradasiunisUisuntaseatiaus saudaiu
n"rsﬂ‘ifuﬂqeﬁlajﬂﬁum'sﬁmuﬂadﬂwiasﬁm Woldnsvineufiaussansnw
Fogm

Wulngun SEPA 10U (Kwda 5)
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TRIS |-, h.Y ErQ,

T@ord Manney) Mocess & Engagomeont

Souton Deson Syulogy S 3ty

Erderprne Shits Gag Asantsmet
Cotital Talerd Acsemmmtnt

Workforce Planning

Talent
Acquisition

Sourong
Canchisate Pools
Asacyemeed
Erployer Brand
Reonutng
Selecthon
"_'l’ DO y-')

T alerst Naof sty

Career
Management

Sl Assesumer? & Trarslerataty
Careor Planining & Dovelopemaont
Prolessional K Manaoement Tracks

Organization & Governance

Performance
Management

Learming PYogeans

' ¥ e . e .
Formsad & ndormal  ApDroaches Deed SOeCiai 2000

Source : https://joshbersin.com/2010/05/a-new-talent-management-framework/

Talord Sysiorms

Learning & Capability Development

Lecemng Aoty

Talent Strategy & Business Alignment

Change Managomaond

Sraegy

Total
Rewards

Rowads & Recogsion
Py ko Porkormance
enetits Pacrages
Crincal Exponences
Coepecsation Modeing
bk ihere?! 20005

Emnpioyee Beamd
Coaching / Mantorryg
T atoryt Motsiery

neh Sor
Periormance Evd

Learning
Knowhedge
Measuroment A Eval

sonfjeuy g soljay ssauisng
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Performance

®
&)
=
@©
c
-
®
>
o
O

Enablers

People

Progression

@ Structured

Workers desire predictability,
structure & the ability to
specialize.

Preferences

Talent sources are generally
Sources more traditional in nature.

Career paths generally progress
up through the organizational
hierarchy.

Development focuses on
building knowledge & skills
(competencies) for
advancement along defined
career paths

Development

Leadership focuses on

Leadership succession & identifying talent
for open roles

Messaging focuses on what the

organization offers in terms of
advancement

Messaging

Infrastructure matches workers

InfraStrUCture to established career paths

Approaches & Elements

(&) Flexible

Workers have an interest in
several related areas & desire a
broad range of experiences.

Career paths are less
structured, allowing for use of
additional talent sources

Career paths are more flexible &
can be adapted by the worker &
the organization to meet needs

Development focuses on
providing key experiences &
building networks

The organization supports
managers In guiding workers
toward experiences

aging focuses on possible
er tracks / opportunities

Infrastructure enables workers
to explore / find "gigs.”

Work is collaborative in nature &
workers consistently desire new
challenges

Work is generally project-based
allowing for a wider use of talent
sources.

Career paths are based on both
organizational needs & worker
interests. Responsibilites &
roles may change or rotate

Development is mainly worker-
driven & focuses on
collaborative learning

All workers are considered
leaders. Agility is enabled through
decision-making at the right level

Messaging focuses on success
measures & supportive culture

Infrastructure enables teams
worker support & identification
of areas of expertise

sonAjeuy ¥ eleq

Source: Deloitte Development LLC.
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Performance

® 3. MSWAJUINUUUUYE - 25%

3.2 AMsdunoacitEuUY/NAISUSHISYaNISAULAY/NA1SYaNISa1uo18wW (10%)

"fﬂSWCUUWﬂUUUUEJDEﬂ\)lUUS uu U\)OE)\)UllUDI’ﬂ\)fﬂSWCUUWUD\)llC]a ﬂaUUﬂaﬁﬂSnllC"IﬂC"ﬂ\)ﬂUDEﬂ\)lHUW dau TOEJZI:{UIW:\)FDWU%
wa:=Nnu: naaonaa\)ﬂumsLUasuuUaouaossna tnAtulag ua:n12:=Msuyvdu (New-Skill/Up-skill/Re-skill) soufiv msususUuuu
UD\JF’HSWCUUWUﬂaWﬂSﬂU\)LUUfﬂSLSEJUSﬂLﬂOO']ﬂFﬂSUf_]UC"I\ﬂUOS\) (Action learning) 92nnNv mswcuuwunamsua Dll;ljﬂﬁ:ﬂﬁﬂilﬂﬂw
wa=gLdunmvANUMOKINtUaNg1BWAlusSUSSSU”

B . sImvueuduvessiuiis (Succession plan) AfA B - ossemseuiaudalus ua T (Career management & planning)

& UIRTF U TﬂUﬂﬁaUF@uﬂnnﬁzuaunﬁiLi?ﬂl,win'lﬁl.ﬂs'lzﬁu'LUUWU GD AdnsIRvinduvtsAIui i luswe W (Career Path) TRuduanunous
FIFN1999ANS FAuruut Uy (Key Strategic Position) N13833U0 nstAfouduuaruywIsuiivarauislvyrainsusaduduniwasudiulaves
HRUNDAAILKLY [Successor] NMFIANILHUWRIUN [Individual AunusesungluesAns laodinalnlunisatuayunisinnisA1uinavinlu
Development Plan] WiRBLeSuLA1LWS DU AauETUATws uas H1UD1TAWIBIDANT LU AU NSIUNITIANITAIUNIUUN US98 [Career
N19AAAINUITS LHUNSBRAILTITUA LKLY LA ASTUSKITAANITAULAY Management Committee : CMC] AutiUsziiiug1ua1TwW [Career Assessment
(Talent management) N1TAAVITLHUITUNITUIUITIANTISAULAN Center] uazn15IWANUINWIYARINTIUN15219uHUIUBTIUW [Career Counselor]
FURDUNTTHITU LA ARLEonAuLisATUs=anEnw (Talent L Jusiu Lﬁa'lﬁqrsl'ﬂ’ln*iﬁ’lu’limﬁmu’]ﬂuLaﬂlﬂfjLﬂﬁuu’]umaﬁqﬁuLLa:a’]ﬁwﬁrﬁ'q‘H

Acquisition) NSAANILNURNRIUIALLAS (Individual Development @ * MsAINIUANLEUIUU ST A TRRsUTIL TeuiinalnuSoanss uun1sARATL
Plan) Wel¥au1soldUss Tumiannawislunisad1emulfuIoy wazUszifiunanisaniiuscunius:ansnw uwaz lanadws auiniuualy
Tun1swl ST UKIDNITWRIUIDIFNST . LLmumuﬁﬂ’rmﬁauiﬂﬁﬁuLLmquﬁﬂ’]ﬁm%mﬁni LLa:LLBJumu/i:uumuﬁﬁ’]ﬁ:y
U STUUNISITUUTURS NNTWRILN LEUNITIANTITAIIUT LEUIIUNITEI S
A NWL L dusu
*  mslttayadounguannnisstiusiuaiunnusudszdand sruhivioya
ANUURIDU uﬁﬂ%uﬂ‘éﬁ'lﬁﬁamﬂa"aﬁﬁunﬁsLﬂﬁluuLLﬂaaaqLﬁ:ua srunwdu
nsUsudgeiiyaiuniswanedwdalilos ialvnsvinewfnuszd@nsnw

G2
U 9
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LnATUTagadna

alu HR

ANUKAWUDVANS/MTVua:
:'icu_usssuaoﬁnsln'ls;'inn'lsn'ls
wWagunlav/dssgNuUssnlllazdSusssy

Q 1519 EE Wadarhuwusns:au EE

Q 1579 Culture 1Wa1dsuasv Core value
Q uskismswWasuuwlav soufivwauuynans
tRDANUaWsatuNMsUsuad

O fHUQISSEUSSAULAzDSESSSU LWDEVLaSU
tB1Aa HR governance

inatuladadnadiu HR ;I

2 Weuuns:uughudayadiu HR UavyAalnsua:
ysvaEVIUNASUTIU

Q thdoyaudtums analysis & analytics
IWamsdaauintuvudiudv a

2 WauuA3aviia/Platform/Application/s:Uu
tnATUTadadna tWwatwuus:ansmwiuviu
au HR

02 w1nsunus:lidunay au HCM

4. anmIwuaaduNauduayuMsSUSHIsSILa:waunnuuyus

UNUINUDVHLUDEYIU HR @
ua:msaduayuNnRUSHIS

O yuSKIstuavAnStHMSauuayu/IiANUSIUDD

O Wcuun Line manager lla: HR coordinator

0 asw/itnsuipdathemeuan uazuanlasu
DVAAILSAUCY

O wouuhupansuavKLdgvIuaIU HR THIASU
ATUICIDBTW

0 wouuhupansuavKLdgvIuau HR HD
AWLINTDIUSSADUDVDVANS SOUfivANUEU:
AsatduvuLa:NS:UdUMSHIUNEATY

U JsSuununtHlbu Strategic partner KHSo
Internal consultant U HR uUavagou

O Wouuwuwaw HR THAUAU misiasundav
vavinAlulad

U AHuauuoNv/3snisiunisaauniu
Ascditduviuvavns:uduMsAdAtuAIU HR

A ulasangua:amwiaasu
fumsmiviu

Q Jamuwuviudu Safety/Security/
Health/Environment ﬁos:a:e'?'uua:s:a:m:

0 MHUQUIASTIUY AtHU:=auAuUSUNASHVIU
sounumsuUs:Loudsico a

0 asoAnuas:HUn wa:Msdatiidaonssufasv
AWSALUNTD

={



Performance

TCROI§/ Solution 3 é@g‘)

Employee engagement (EE)
&
Employee experiences (EX)

EE Vs EX

* Ecosystem of employee management which is
integration of Engagement Culture and Performance
management

* Applied concept of customer experiences

e Be a winner in “War for Talent”



What We See Behaviors, systems,
M processes, policies
[ N

Ideals, goals, values,
aspirations

Artefacts and
symbols

What'We Say

Underlying

What We Believe A
assumptions

Espoused

values Source: https://cultureiq.com/blog/role-leadership-changing-organizational-culture/

FLEXIBILITY

PURPOSE
1
1

CULTURE

ALIGNMENT
FRAMEWORK

INDEPENDENCE
INTERDEPENDENCE

STABILITY

Source : https://www.spencerstuart.com/what-we-do/our-capabilities/leadership-

e: Edgar Schein - F consulting/organizational-culture
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Creating a Climate for

organically

Lack of awareness
as to how culture is
impacting day to
day business

Culture misaligned
togoals

Programs
implemented to
address specific
issues

been identified
Ability to analyze
trends in culture,
predictissues
Programs in place -
may be duplicative
or working at cross
purposes

needs
Continually
enhancing the
employee &
customer
experience

i e 00000000

1. Stakeholders buy into the change
2. The process stays under control

Performance Im ple_m_entlng and
Change Sustaining Change
Cultural Alignment
Maturity Model
+ Where are you today? 4. Optimized
+  Where do you want to be? \ 01 02 03 07
y D S . Aligned and Adding
3. Proactive Value
: Create Create a Developa Communicate Empower Get quick Leverage wins Embedin
Focused and = Desired elements of 2 S 2 ; 3 3
. . Urgency coalition vision and the vision action wins to drive culture
2. Reactive Measuring the culture are
: identified, ingrained strategy change
f—fL 0 Culture viewed as and sustainable -
1. Chaos A anassetto be “the way we work
5 Aware of aspects managed e '
Uncontrolled in culture that Cultural traits that Ability to adapt to Change Mcnogemenf Chcnge Lecdershlp
may help or hinder supportbusiness changing business
Culture developed strategies have Y “]

QMg MY,

1. Articuate a vision of the future '@ '@
2. Mobiize resources needed i *- -

3. Put an engine on the whole change process

Increasing Consistency

Source:
https://hroutsider.wordpress.com/2012/04/09/organizational-
culture-are-you-taking-it-to-the-next-level/

Consultants Change

\\. . Mcng%i;nent
o010
dRhdhan

Source: John P. Kotter
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2 4. amwudadduNaduayuMIsSUSHISUA:WaIUINUUYUS - 20%

¢ .
U 4.1 AIKWNWUDVANS/MUYULAzIUUSSSUDVANS/NISVaNIsSNISIUaguuUdav/assenussaunazdsesssy (5%)

"ANSENS: ouInsoaswowumumo q ZHauuauu HCM Ioauuuamomsaswomusu/acuusssuaomﬂs nsUaninotiunains
uosasssuua msauwsaumamswasuuUaonmomouu 53uaomsoomsamwuaoaautumsmmutmnomwudaaonau&
Dadadniw §oo:a: naumunmuwnwuuaounams uonING szuutnAluladaisaultnAdiu HR maomaaﬂuuutmaa
dons3tAs1:E A1an1sad Aaduld nod Huaamunsuwouaumu HR maoumswcuumumoasmaaoom 1QgWUSHISa1gvIU
MEUDVANSADVAVLESUNISAIVIUUDVHUDIEVIUASUNQBDUAIU HR Dg1095vdvlazcioLlioy”

= [ 2 A B = L 2 ! e ! = e é
hd ﬂ"‘l'il.ll.l.u‘ll‘Vl"‘lQ'L‘L‘I.ﬂ"'l'iﬂ'i"lQﬂ.ﬂ"‘l‘wLL"Jﬂﬁﬂuﬂﬂuuﬂqunqi‘u‘i‘lﬂqﬁuﬂ:‘wEﬂ.]u"'l‘bclu%..l‘l._l;‘lelt‘l Teiwa FI‘T"ILIB.I‘II"IW‘LLENFI‘FI'S ATfluuDIANs nNsIAnT1sASIURUULURY wass=uu

B AH =
nInWgINsuYywdNdsssuAua
o . = o - . . &
* SATNLIFABUASETUSLUNTISUITUISLATWRILNULYE danwaisvasnissaiueu siedl
| - N385 19AINUYNWUDIANT (Employee engagement] TAunINuiivszAUuAINUgNAULaz TaFusA1UAIUgNALYaIYARINT waziinisiasuasunaunszau

GD AZUENWUBYANS AaoAIuNIsanyangnisaiisUszaun1saifaliudyaains [Employee experience
= ANSLEIUSIINANGUNBNYANT (core value) B-i"l‘uﬂ"liﬁﬂﬁuﬂﬂﬂﬁﬂiiu‘ﬁlﬁQUi:ﬂﬂH‘ NSAALALNAANTIUFATY 9 L‘ﬁlE]'lﬁL'lFlﬁ“lﬂiﬂﬂi:ﬁulﬁﬁli:ﬁﬁﬂuﬁ:ﬂa‘jﬁﬁElu‘aul,ﬁl?ll,"‘tju
GD TRIUSIIUDNFANT [Corporate culture) Jieii PsLEsUET1eANTuY ApsmsaumAsuiasasni1sinIuYneSsIsuAanyaiunmuAIw (Ouality Focused
= AasdmnisnsiURuuLUas ([Change Management] %ﬂﬁﬂﬂim"mﬁuﬂﬂiaﬂﬂaLi'JuﬁzuuLLa:ﬁﬂ"nir‘i"rviumQ’%‘uﬁmmamﬁa'ﬁumﬁlauﬂﬂﬁﬁmnﬂiﬂﬂiLﬁJﬁluuLLan
Teiagefids=Snsaanw iauﬁqﬁmuﬂqﬂaﬂnilﬁﬁﬂaﬂuﬂﬂuﬂimiuﬂﬂiﬂ%‘uﬁniﬁwﬁ'ﬂﬁuﬂﬂimﬁluuuﬂawhq ° AazlAndu (Changing Capabhility)

B srivusassuIUsSIaILATaSUSITH dRAnssuduasy dvaenislunisiuisdasousouusing q nasduaIuldszuuuIuITnInoInsuywdilsssunfivia

[HR Gowvernance]

L3 = o l=l L = ] — = L3 = :ll:l = L B l=l 3 2
- e AaspnducusuLaustulssandnasuiu lnoiina lnuSanszurunisaaauuasUssidunanisanduesunidds:§nsSaw uaz lanagwsaunnvuum Ll

= B A = g [ = [ B [ e
. LLBJUQ"I‘LLLIFI‘TTS..IL%EILI.FLUﬁﬂ‘IJLLBJUF__!VIﬁFI"]ﬁBI%ENFI‘FI'E LRI BANUTIU/ ITUUITUNHFEY LT FTUUNISEIUUILATNITWRILUN LLBJUQ'"IUFI"I‘E'E‘I‘E"NFI']"IZJEFIWU

szuussIUNAUE Wusu

. .= . o = . o
e nslatayadounduainnisAnidusuaAiuuauudssand stuiistoyaannuudaedu 9 undudssldmanmdosiunisidfoundasogiaus stutiau

o .=l I = B I I .=| .=| = ° = —_—
nsUsudgsiyadunisWaiunogtsmaiias iwalinisvinsufindss8nSnngsgm
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Digital
HR 1s

growing
but...........

TURNOVER ANALYTICS - BASIC
(i.e. desired and undesired turnover)

TALENT ACQUISITION ANALYTICS - BASIC
(i.e. time to fill, cost per hire)

IDENTIFY DEVELOPMENT NEEDS OF GROUPS

WORKFORCE PLANNING
(not including leadership succession)

ESTIMATES OF INDIVIDUAL POTENTIAL TO ADVANCE
(i.e. likelihood of promotion or upward movement)

TURNOVER ANALYTICS - ADVANCED
(i.e. identifying key turnover drivers for select groups)

IDENTIFICATION OF FACTORS CORRELATED WITH
HIGH PERFORMING EMPLOYEES

TALENT ACQUISITION ANALYTICS - ADVANCED
(i.e. source of hire vs. performance and potential)

WORKFORCE PRODUCTIVITY STATISTICS

Source :

What Type of People Analytics Do You Produce Using Your Talent Data?

Percentages in
selected countries:

Higher % B I Lower %

PO a4
-y v, A

India
Brazil
Mexico
Germany
Netherlands

usA South Africa

France Japan Italy

Spain China China

Mexico Spain
Australia

" United Kingdom
¥ United States

P4

Australia”

South Africa Japan
Canada

France
Percentages by region:

Higher % N

———— Americas Europe, Middle East, and Africa Asia-Pacific ———

81 | 65 @ 70 | 60 | 76 | 72 | &7 |
Latin & South MNorth Africa Central & Middle East Nordic Western Asia Oceania
America America Eastern Europe countries Europe

Belgium

Lower %

Source: Deloitte University Press

Most
At Which Stage of People Analytics is Your Organization? organizations
70% run relatively
84% 60% . unsophisticated

analytics

50%
40%
30%
20%

75%

43%

35% 10%
0% ‘ '
31% Stage 1 Stage 2 Stage 3 Stage 4 Stage 5
Preparation Fundamental Advanced Decision Automated Decision
Analytics Analytics Management Management

28% Basic analytics
dominate the
HR analytics

work being
produced

today

You are actively
preparing to begin
talent analytics
activities within the
next 12 months.

You can identify
and report on
basic workforce
statistics including
turnover, time to hire,
engagement levels by
manager, etc.

You can identify
and report on data
trends, correlations

and, selectively,

cause and effect
relationships. These
findings inform your
people management
practices.

You manually analyze
broad-based talent
data and identify
specific actions
that managers or
employees should
take.

Your system
automatically
analyzes broad-
based talent data and
generates specific
guidance to managers
and/or employees
about talent-related
actions they should
take.

23%

23%

N
2
B

https://www.analyticsinhr.com/blog/people-analytics-still-under-construction/
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o 4. amwudadsuiaduauunsusHisua:waunuuuus - 20%

Ky

42 \nAtlutlagadnaaiu HR (2%)
“NNSENS: ouInsoaswowumumo q ZHauuauu HCM Ioauuuamomsaswomuau/amusssuaomﬂs msUam\IoZHunmﬂs
uosasssuua mssuwsaumamswaauuUaonmomouu 53uaomsaomsamwuaoaautumsmmutmnomwudaaonaua
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Chiang Mai
How are you

going up
there ?

*SSHE focused
*Variable indicators for

Variable work contexts

SSHE

Safety Security
Health Environment
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or Nobody in an
organization

* Continue your learning

* Understand Business
contexts

* Make others believe in
your expertise

* Be a strategic partner not

a standing partner



What we observed: The four phases

Changing drivers for transformation
/\ and Agility
Effectiveness

Integrated Talent
Management

Business-driven HR
(High impact HR)

4 Support business
directly and locally

Efficiency

3 Attract, develop,

Operational HR manage talent

2 Serve staff,
automate

Personnel
Department

Copyright © Deloitte Development LLC. All rights resorved

Source : Josh Bersin / Deloitte Development LLC.

The Roles of HR

Ulrich’s Four-Role Model

Future/Strategic Focus

Administrative Expert
Managing The

Firm’s HR Infrastructure
Process Optimization & Efficiency

OomOuemOooOxv

Change Agent

~ Change
Effesting Transformation & Change

y

y

Employee Champion
Managing Employees’
Contribution
Motivated & Competent Personnel

Day-To-Day/Operational Focus

Source : https://2020workforce.com/2014/12/10/the-role-of-hr/

Global executives say...

Workforce
issues drive
strategy at
the board
level.

C-suite
executives,

have a voice
in decision-
making.

Source : https://medium.com/@humancapitalmagazinel0/the-new-face-of-hr-aa7d13cff

HR advises HR works with
C-suite
executives to
but does not make strategic
decisions
about the

HR is not

all about
business
planning.

business.

Workforce
consulted at jssues are an
afterthought
in business
planning.
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-o
G

U HR ez NITWRIUIGUIUIsENUsuNulUaeANS (Line manager)

LRI JUNUVBIF1U9IU [(HR Coordinator] Tdiimanuguazvinyslusus1u HR
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= A5USUUNUINNISA M TBI UV U89 URSUARYEUSU HR Tun1siduiudai1unnegsng (Strategic partner) wIaNnUINuE (Internal consultant]

AU HR woedusIuAolue9Rns SURe N1SWRAILNSIUUBY HR Ldviudu n1sidasusdasvauvmlulad wu Al Block chain, Digital disruptive Uiy

B NSANRUALUINIS/I5NSTUNSEsUVIUNISA LTI WS IUUBNNIT UIUNISNAAEYA U HR [HR audit)
e AsAdUIsIUAIHLERSIUUSsITRNASUOIU TRuiina lnwSonssulunisAraiunas Ussidunan1saiduasunidds s8nsanw was lanadws muinnnumum 17

*  NsYFUUNU NS TUI UV UL TUNTURATDUATU HR A3 80U a9 TULNUYNSANERASDIANT WATUNUYNCSANSEASAIU HR

*  nslivayaldaunaduannnsAIUUAIULEU I UUTEENT suTieTayaannuuaddu ¢ UUTuUdTaunuIvin AL UV MU g UN SURRTDURAIU HR

GD WutneuiGuiwsouvau (Gduvpvinauritiinauagdos) [l DuineuniusmsSomsavAnsiau (FHda HR) Wutneun SEPA 10U (Kuda 5) c8
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4. MsUsuUsv 1. UNUVIU/AS:UDUMS
L |
b

®* AMHUQWaawsnA1aK3Y (Desired au HCM

states) * F00A3DVAUYNSMANSDVANS
® & g 3 - - 4 1o o

d@s1omsy&aousouuavyAaIns * FaandovAULKUVIUAUAFATY

tun1sUsuUsv

* WhKuedauAmNe WusUusssy
waamuua:us:=lidunala

* FoarstRiAaANuULTNTdLazasY
ADIUSOUDD

® USuUsolWalWuUs:an5mw H3o
Waljvgnisiasuulavagollu
Ued1Aey (Incremental/Radical
Improvement)

2. mMsaduviu

* AsDUAQU Ndfv
* Wus:uu auaus
® ussalhkuIgNAKUQ

3. Msasumu

* fKuQduUaBULAzISNS
tunisaauniu (HR audit)

* gauniunviwalavAuuaWalhiug
MsuAly/Usulsv (Preventive &
Corrective approaches)

* 3UoyalounNAUDINUKEVAU A
LU Stakeholders voice/feedback

* fKuaus:Gundovnmsusuusy
(Current states) 29
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