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“Corporate University by Work - Based Education”

32AU : USugu1ns Yssugunln Usgueyaan 10 AQME 2 INEBAY

IMUIUNANEINITTUUYUSZU 16,000 AU

* AMLUIMISIRA ® AMZUIANTIUNITIANITNYAT
* AMZNITIANIITZINIDINNS * AnzANYIAERS

* anIAINITUAERILazmAlULAE * ARLSYAATNNTIUNGAT

e aouzRauAEnS ® ANZNITINNIIIATAANALALNNT
* anzlmAAIEnS AUUIANYUES

o AYANYINISSANAS * IngrapUnInANYIIY

* ANYI1AYUIUIYR



. N PANYAPIWAT
2\ [ [ e
) =) W, v
I ‘-JJI % g RCC
Ly o} I I

o R RS

PIM Work-based Education

Work-based Wi
Teaching =
(WBT)

2N
> N

Best Practice -

oonliitou

nnnnnnnnnnnnnnnnnnnnn

| 1aun 2 38214



PANYAPIWAT

Y. HRCC

*_,Qf PANYAPIWAT &Y

I I RCC PIM HR Excellence Center

(PIM HR CERTIFIED CENTER) audlimusneuasiaminensuuse
Creating HR Professional Capabilities v !

People Solution
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RBL Group HR Professional Model
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Strategy
A
Strategic Partner Change Agent
Defining and Creating a renewed Organization Human
executing strategy organization d s (jﬂF-‘_':ﬂ' _
Enablers Culiure Curator Tolal
and Change Rewards
Champion Steward
Processes g People
Administrative Employee Champion
Expert -
Increasing employee C
Building an efficient commitment and ore #
infrastructure capability Orivers
v Dave Ulrch1997
Operation Compliance :r;jh::s::l}?:
d Manager b
Delivery Analyics \ "E630r
ORGANIZATION TALENT MGR/ STRATEGY Enablers EH*‘-‘-I“I:'H"r ad
CAPABILITIES ORG DESIGNER ARCHITECT Interpreter

PROCESSES O RToR " 2017 Victory Through Leadership * The REL Group

CREDIBLE
RELATIONSHIPS ACTIVIST

PROFESSIONALISM
The RBL Group 2007 6
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Eight behaviours Ten professional areas j Four bands of professional competence .
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Human Resource

Organization
Development

Development

Human Resource Management

: HR Strategic : Work Together : Transactional HR : Corporate Staff : Support Local
Management (HRM, HRD, | With Line Managers Activity Services Services/CG& Compliance | Needs & Special

OoD) : Customize HR Manage Costs : Corporate Synergy [ Requirements
: Develop Central |Practice For Business and Drive Efficiency & Policy Deployment : Local Intimacy &

System and Programing | Units Customize

HRM, HRD, OD Strategic Integration 8




PIM 6 X 6 HR Roles & Working Styles and ( @ HRCC

B

Leading By Expertise o e Leading By Supporting B

Business
Partnership
Roles

HR Strategic &
System Expert

Roles
Organizational HRM , HRD ,

& Business OD Acumen
Acumen

Employee Policy & Leading b
Mediator HR Leadership Compliance Develop?ne\l,ﬂ

Roles (Attribute) Controller
(Leading Change, Trust, Facilitator, Roles t
Coach, Mentor, Consultant,

Counseling
Networking

Leading by
Performance catalyst

Co - Operation
Manager Roles

Leading By COnneCting ﬁ Leading By Asserting —
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PIM People and Organization Strategy - HRCC

PIM HR Excellence Center. 2562

10. Globalizing People System

= MNC Structure & Process " MNC Workforce Readiness = MNC Assignment = MNC Compensation = IMINC Career Growth

2.HPO & Organization Development

Structure Process Culture Innovation Quality Risk Sustainability

4.Performance ' 5.Sourcing & ' 6.Learning & ';.Career & Talent { 8.Rewarding
Management Attractive Development

* Goals Setting = Workforce Planning | = Training = Strategic Job = Salary

* Cascading * Employee Attractive | = Development Development " Incentive

* Alignment =Talent Pools = Knowledge Mgt. = Career Planning = Welfare

* Execution & Stretch |= Recruitment = Mentor = Talent Mgt &Benefits
Assighment = Selection = Coach = Succession Plan = Recognition

= Assessment * Employment = Action Learning = Leadership

* Report = Onboarding = Corporate Development

University
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1.People Strategy
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Business Results
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f 9. Fundamental People and Information System

Data Base Self Service Monitoring Analytics




HR Capability to Support Business Strategy

1.Grow the Business (72%)

®Building critical skills and
competencies for Business
Transformations

® Employee experience

®Organizational design and change
management

® Current and future leadership
bench

3.Business
Transformations (58%)

Source : Adapted from CEB / Gartner 2019 Future of HR Surve%/1



@ HRCC

= Corporate Core Competency = Strategic Ch_allenge &
= Value and Culture Transformations

= Competency Model = Business Strategy

PIM Leadership Development Framework

Knowledge /critical Skill

Knowledge /critical Skill

1.1 Global Perspective 2.1 Performance Management

1.2 Strategic Management : 2.2 Time / Resource/ Opportunity
1.3 Customer Experience Focus 1. Leading 2. Leading Management

1.4 Driving Innovation Strategy Performance 2.3 Motivating Others

1.5 Handling Complexity Excellence 2.4 Operational Planning

1.6 Marking & Branding 2.5. Risk & Crisis Management

1.7 Technology Savvy 2.6 Quality & Innovation Orientation
3. Leading 2.7 Core Functional /Technical Skill

Team e
Yourself /colleagues 3.1 People & Organization Savvy

3.2 Building Team

4.1 Emotional Intelligence/ 4. Leading
4.2 Self — Confidence
4.3 Self Development

4.4 Building Trust /community 3.3 Networking & Partnering
4.5 Resilience and Stress 3.4 Influencing

Tole_ra_n_ce " 3.5 Coach & Mentor

4.6 Flexibility & Agility 3.6 Leading Change

& Ar?al\(tlcal I Learning Delivery 3.7 Leadership Branding
Thinking

1. Class room : Lecture,
Case , Workshop,

Value/ Attributes ) Business Simulation

L Value/ Attributes

2. Action Learning
Group Learning Share Learning - Transformation to Business

Coach & Mentor 12
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IDefine
the Successor :

Talent

Retaintion
Competency

Modeling for
Targeted
Position

Capability
Assessment

Career

Interest T
Assessment -



Behavior Organizaton

‘

Pl Employee Engagement =

: Pride +Satisfaction + Harmonization
: Advocate + Alighment + Retention
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Employee Brand
Attracting Talent

ECO Employment

Selection
. . Customer Experience
ecognition Employee Business Productivity
Celebrated/Culture Experience R
evenue
Cool Spaces / (EX) Profittability
Environment Growth
ECE Technology H i
appiness

15



Factors contribute to positive employee experience

O

Meaningful work

P SAhL Qua SN

N

Simply Irresistible Organization™ model

o 520
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Supportive
management

o

Positive work
environment

Growth
opportunity

@

v: HRCC

s,

PANYAPIWAT
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Trust in
leadership

Clear and Flexible work Training and Mission and
Autonomy : .
transparent goals environment support on the job purpose
: . Humanistic Facilitated talent . Cn::-ntinun::-u;
Select to fit Coaching investment in

workplace

mobility

pecople

Small, empowered
teams

Time for slack

Investment in
development of
managers

Agile performance
management

Culture of
recognition

Fair, inclusive,

diverse work
environment

self-directed,
dynamic learning

High-impact
learning culture

Cross-organization collaboration and communication

Source: Deloitte University ( 2017) Deloitte Global Human Capital Trends. dupress.deloitte.com.

Transparency and
honesty

Inspiration




AGILE TEAMWORK : KPIs & OKRs @ PIM

o \\ @ PANYAPIWAT
R & A HRCC

e
_Strategy .
AGILE TEAMWORK
Cross Functional
/ Team 3
Rewardi-r‘i":' Snfisnria Business Units
At learn Cascading &
& Review Geufiibiann y
\ Management A:llgnment
Support Co-Builder
Culture & Matcz’ﬂ')"lﬂlﬂﬂﬂﬁzjﬂ')"lﬂ
Changing Working e
(OKRs) System.
Measurement
gﬂuannauaq%
Deliver
: New S curve
i :;.’ Team /
Monltorlpg 7 Individual
Measurement / ~.Cascading &

Feedback Alignment
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(Creating HR Professional Capabilities)
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Thailand
HR
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ar
professional
Qualification 1

ﬂaﬁenal 1
carfiric @'@
Professional

Oua]ificaﬂomj_{;

A
Nafionall
Certlficate of
Professional
Qualificafion 3

Diploma
Qualification

m j
Pfofesslcnal

Assoclate %
Qualification’

National
ertificate
of Advanced
Professional
Qualification

National
Certificate &
of Higher

Professional
Qualification

Wionnu:1daudu
Basic Skilled personnel/worker

LU, onnu:WUdo
illed personnel/worker

Wonnuy:1lawI:N
Specialized Skilled personneal/worker

PANYAPIWAT 3@'

Wdunynisiuaidw HRCC

(PIM HR CERTIFIED CENTER)

Supervisors, foremen, superintendents academically Greating HR Professional Capabilities
qualified workers, junior management

Widuronylua1dw
Professional qualified, and mid-management

WIduIo10y WAy lun1dw
EHpeﬂenced SDQC'\SHSTS and senior managemenT

WnsuAnulailuadw

Top managemem Novel & Original
21
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YRINI9INISOAND PIM HRCC

® Email: hrcc@pim.ac.th

® Facebook: PIM HRCertifiedCenter
#15a Search A2 “PIM HRCC”

® 59U Like HNULNA meum'\qmﬂmﬁuﬂ PIM HRCC
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For more information

Email: hrcenter@pim.ac.th
www.facebook.com/HRExcellenceCenter

http://hrcenter.pim.ac.th
Tel: 02 855 0421-2, 02 855 0456, 02 855 1399

Mobile : 095 369 9660
Line ID : @pimhrc
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COMPETENCIES
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Building Human Resources
from the Outside In

DAVE ULRICH JUSTIN ALLEN BAVE ULRICH | NORM SMALLWOOD | KATE SWEETMAK
WAYNE BROCKBANK JON YOUNGER MARK NYMAN
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Top Business Strategy for 2019

1. Grow the Business (72%) 5SSl 5. C ﬁ"-
- 0

2. Improve Operational Excellence (64%) ﬁ%g;’i %
DE WAREREA?

a4

o

3. Execute Business Transformations (58%)

4. Innovate for Success (52%)

5. Optimize Costs (39%)

6. Manage Risk and Regulatory Demands (15%)

Source :CEB / Gartner 2019 Future of HR Survey



The Priorities for HR Capability 2019

Building Critical Skills and Competencies for the Organization
Current and Future Leadership Bench

Employee Experience

Organizational Design and Change Management

Driving Digital Business Transformation for the Organization
Talent Analytics

Eecruiting

Diversity and Inclusion

Future of Waork

Performance Management

Technology for My Function

HE Cost Optimizatian

Strategy and Management of My Function

Working With the CEO, Board, and C-Suite

Total Rewards

Internal Labor Market

Leading the Next-Generation HR Workforce

Source :CEB / Gartner 2019 Future of HR Survey o
%

33%
31%
30%

27%
23%
22%
20%
20%
20%
18%
12%
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Every HR Role Need Multi HR Capability (Top 5)

Rank LT 2 o e 9 0 6

Overall (All Building critical Current and Employee Organizational Driving digital

HR Leaders) skills and future leadership experience (51%) design and business

(n=843) competencies for bench (60%) change transformation for
the organization management the organization
(B6%) (473%5) (379%)

Heads of HR Building critical Current and Organizational Employee Driving digital

{n=2302) skills and future leadership design and experience (57%) business
competencies for bench (67%) change transformation for
the organization management the organization
(73%) (58%) (369%)

Regional or Building critical Current and Organizational Employee Driving digital

Business Unit skills and future leadership design and experience (53%) business

Heads of HR competencies for bench (70%) change transformation for

(n=198) the organization management the organization
{72%) (54%) (36%)

Diversityand Diversity and Employee Talent analytics Organizational Building critical

Inclusion inclusion (7135) experience (62%) (43%%) design and skills and

Leaders change competencies for

(n=21 management the organization

(38%) (33%)

HR Driving digital HR cost Technology for Performance Strategy and

Technology business optimization my function (44%) management management of

Leaders transformation for (565%) (44%) my function (33%)

(n=9) the organization

(78%)

Source :CEB / Gartner 2019 Future of HR Survey 38



Every HR Role Need Multi HR Capability (Top 5)

Rank == =)

&

12

(3

O

=

. HRCC

PANYAPIWAT

(5

Learning and Building critical Current and Driving digital Employee Organizational
Development skills and future leadership business experience (45%) design and
Leaders competencies for bench (66%) transformation for change
{n=65) the organization the organization management
(B5%) (45%) (38%)

Recruiting Recruiting (82%) Building critical Current and Diversity and Talent analytics
Leaders skills and future leadership inclusion (46%) (383%4)
{(n=50) competencies for bench (48%)

the organization

(52%)
Talent Talent analytics Future of work Technology for Driving digital Employee
Analytics (72%) (A4%5) my function (41%) business experience (39%)
Leaders transformation for
(n=64) the organization

(41%)

Talent Current and Building critical Organizational Employee Performance
Management future leadership skills and design and experience (49%) management
Leaders bench (78%) competencies for change {35%)
(n =79) the organization management

(71%) (54%)
Total Total rewards Employee Building critical Driving digital Technology for
Rewards (B83%) experience (52%) skills and business my function (37%)
Leaders competencies for transformation for
(n = B5) the organization the organization

Source :CEB / Gartner 2019 Future of HR Survey

(49%)

(38%)
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2. HRCC

.Eg

CEB'’s Strategic HRBP Competency Model

. Leveraging
Leadershlpz‘so/ Networks 51%
0
46%
Business Organizational
Acumen Acumen
50%
Talent
Management
Acumen
46%
Innovation Ju:a::en ¢
42% IMENt 4404,

CEB 2018
40
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HR Initiatives to Support Business Strategy

Grow
the Business

Key Initiatives Central
to Top Three Business

Objectives
« Building critical skills
Improve Execute and competencies for
Operational Business the organization
Excellence Transformation « Current and future

leadership bench

+ Employee experience

Source: Gartner 2019 Future of HR Survey 41



TOP EIGHT COMPETENCIES BY INDUSTRY

PANYAPIWAT

. HRcc

. Top 4 Cwerall

B o0 8 Cveral

Cither Competencies

Financial Health Care

Organizational
AWareness

Organizational
Awareness

Analytical Ability Teamwark

Problem Solving

Froactivity

Decision Making/

Judgment

Prioritization

Insurance

Prioritization

OCrganizational
Awareness

Problem Solving

Self-Awarenass

Decision Making/
Judgment

Manufacturing

Prioritization

Teamwork

OCrganizational
Awareness

Froblem Solving

Liearning Agility

Self-Awareness

Technical/
Functional
Expertiss

Oil and Gas/
Mining

Organizational
Awareness

Systems:
Thinking

Self-Awarenass

Problem Solving

Froactivity

Technical/

Functional
Expertise

Prioritization

Professional
Services

Prioritization

Proactivity

Problem Solving

Organizational
Awareness

Technology

Teamwaork

Pricritization

Influence

Drecision Making,/
Judgment

Crganizational
Awareness

Froactivity

Problem Solving

Utilities

Teamwaork

Self-Awareness

Prioritization

Influence

Crganizational
Awareness

Froactivity

Technical/
Functional

Expertise

Drecision Making/
Judgment

Source: CEB Corporate Leadership Council High Performance Survey, 2012. 42



TOP EIGHT COMPETENCIES BY FUNCTIONAL

PANYAPIWAT
) §
w/, el
. HRCC

AM B

op 8 Competancies, by Employee Segment W op 4 Overal
B o 8 overs

Cther Competencies

Customer
HR IT Finance Manufacturing Enginesring O perations R&D Sales Service/Call
Center

Omganizational

AWETENESS Teammwork Prioritization x Prioritization Prioritization Wi 3 Probiem Solving

. i ol Hﬂ!rg.f Prioritization Tearmwork : Prioritization Fi iz Problermn Sobwing Self-Aiwarensss

Crganizational

Teamwork AWWareness

Judgmient

Problem Solving

Information Organizational I . ] . Jitsgrity
Management Awarensss ant ; :

5 Prosctivity 43> Sariralis Teamwork StV : ) x| oy st -
: : Crrganizatonal i £
P nfluence eamwork g vaiNty
L ; ! ==t 3 3 AWarensss Saibho g

: - : ; Probilam Organizational ] : -
7 i.ﬂﬁrlﬂng ‘f"ﬂw Problem Sciving 5-;;-_:inul ?ﬁw S ;;:;r;na:s:sm Hﬂ'ﬁw PI'CHE;EI: ; W ; : : Prricritization

Custormer Salf- -
CHientation AWareness Leaming Agility

8 Communication Process Design e Priaritization H*nﬁassnmaiﬂ'n

4 of Top B Sof Top B TofTop B 4 of Top B & of Top B 5 of Top 8 4 of Top 8 4 of Top 8 4 of Top B

n=333%3
Hote: Please see Appencey O anvd Agpendl: & 1o competency defineglions and ac@tiona segmants.

Sourcw CER. CEH Covpomio Lasdarshp Coundl High Perfarmarce: Survey 300 43




Outcomes for HR Functions are Accountable

Improving HRE Services’ Impact
on Employees

Cptimizing HR Systems, Practices
and Processes

Driving Positive Talent Outcomes

Avoiding Talent and Skill SEhortages
Addressing Employees’ Life Needs
With HR Services

Supporting the Moments That Matter
Mozt to Employees at Work

Principles Unique to HR's Value
Proposition

Reducing Counterproductive Waorls
Behaviors Among Employees

Reducing and Optimizing Costs

Supporting the Moments That Matter
Most in Employees” Lives

Improving Mon-Talent Business
Performance Outcormes

Source : Gartner,2019. _ .

B Accountable [ |

0%

Someawhat Accountable Mot Accountable

79% | 20% |RE”

T

70% BT

60% 38% 3%

49% 49% 1%

IR I

36% 58% 7%
50% 100%
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