CHALLENGES ON NEW ROLES OF HR
STRATEGIC BUSINESS PARTNER

A key driver to business success
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~. HR Evolution & Transformation
» . Facing the new HR paradigm
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HR Evolution & Transformation
. Facing the new HR paradigm

_HR Transformaton |

Past

% Time, Effort, Cost

5%

25%  Performance
Enhancement

30% .
0 Transactions

40% Administration

Maximize the performance of the workforce through
alignment of HR activities and programs with the
strategic direction and business needs of the
organization

Develop and deliver programs that enhance the
organization’s ability to attract, develop and retain
superior performers

Handle employee transactions
and inquiries

Management vendors, suppliers,
budgets, and HR systems

- Source : In-class material , Mini Master HR management, CU, 2012

40%
Performance
Enhancement
Transactions 20%
Administration
20%
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= HR as a Strategic Business Partner

. A key driver to Business Success

future/strategic focus

@ . D | (£, )
Strategic Partner Change Agent
= Strategic HR Planning » Staffing & Talent Management
= HR as Business Partner = Organizational Design
» Culture and Image = Survey Action Planning
» Performance Management
U J \_* Training and Development )
VW e . )
Administrative Expert A Employee Relations Expert
= Compensation » Employee Relations
» Benefits = Labor Relations
» HR Information Systems » Safety & Workers’ Compensation
. ' » Diversity and EEO
\’ Compliance ) ' y )

day-to-day operational focus

* Source: Human Resource Planning 30.3 ;Richard M. Vosburgh, Mirage Resorts, MGM Mirage




HR as a Strategic Business Partner

. A key driver to Business Success

Performance
Enhancement

Transactions

Administration

\

~ Effectiveness:

Developing,
Delivering and using
HR products and
services that have a
productive impact on
the workforce and
the organization.

Efficiency:
Reducing the
resource demands
and time required to
develop, deliver and
use key HR
products, services
and processes.

Source : In-class material , Mini Master HR management, CU, 2012

\Nlew HR Role

1. HR Strategic
Partner

2. Change Agent

3. Employee Relation
Expert

4. HR Functional
Expert

« Increase revenue per
compensation/benefit cost

« Improve employee
satisfaction

» Reduce voluntary turnover

* Increase customer
satisfaction levels

 reduce time to proficiency

» Improve workforce
performance

» Decrease manager time per
HR transaction

» Decrease cycle time per HR
Transaction

* Reduce cost per hire

* Decrease person-to-person
enquiries

TRIS. (5 @/SET
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HR as a Strategic Business Partner

. A key driver to Business Success

1. HR Strategic partner/ 2. Change Agent

Working closely with management to drive workforce
performance to achieve business’s objectives.

Components :
» Workforce Strategies

4. HR Functional Expert 3. Employee Relation Expert

Performance Design and development of HR programs that help
Enhancement develop the organizational capability, and reduce
workforce management related costs

Highly efficient transaction processing leveraging
self-service technologies, centralized support
services, and strong vendor management

Components : ) Components :

+ HRMS Transactions * Talent Management

» Shared Services = Sourcing

« Employee Self-Services o _ » Performance Management
Administration = Compensation and Benefits

* Manager Self-Services o
= Organizational Development

» Employment Relationship Management

* Source : In-class material , Mini Master HR management, CU, 2012



- HR as a Strategic Business Partner

. A key driver to Business Success
“Factors Associated with HR as a Strategic Partner”

Integrated HRIS Use of
IT for Strategic Analysis

Increased HR focus on:
* Planning
 Organization Design

* Development Strategic Partnership

Head of HR with HR
Background

i Source : Center for Effective Organizations, HR AS A STRATEGIC PARTNER: WHAT DOES IT TAKE TO MAKE IT HAPPEN?

Knowlede& Competenc Baééd Company

Organization approaches

that blur boundaries:

* HR\Line management
teams

* HR deployed to the
businesses

* Rotation within HR

* Transfer human resource
management tasks to the
line

TRIS. (&)
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HR as a Strategic Business Partner

. A key driver to Business Success

“Activity Changes Over the Years for Companies with Different Strategic Partner Roles”

No Implementation t Full N Implementati Full
Eole ....1.1"3]5---- ____]_ilqn::;"_ Partmer 5_{;5;__,. ..--lﬁ-ﬁ!-----m--"".w“
DESIGNING & PLANNING ol s 16 1n 4100."*} EMPLOYEE DEVELOPMENT DY) 34 6 38 L.
ORGANIZATIONAL DEVELOPMENT  [**«sdi.... ) ) — :
Sy Sersssssesedssasunnnasz’ Empleoyee Training Education 26 5 i 37
HE Planning 36 16 40 4.2+
— Management Development 28 15 ig 4.0*
Organizational Development 32 LX) 3.7 4 2%
— - - Performance Appraisal 36 ig 7 37
Organizational Desizn 3.0 36 33 4 Q==
Strategic Planning 22 3.5 37 gge+s | CareerPlannme 24 29 32 e
COMPENSATION & BENEFITS 3.8 40 37 37 Competency / Talent Assessment G DU PP 25, 33
Compensation a0 41 10 10 RECRUITMENT & SELECTION o 1z a7 39 U
Benefits 3.6 38 33 36 Fecrmtment 31 35 - 39
LEGAL & REGULATORY 31 X 31 31 Selection 34 34 i 39
Employee Record Keeping 28 23 27 27 HR INFORMATION SYSTEMS 4.0 42 40 40
Legal Affairs 34 34 34 33 UNION RELATIONS 34 1.3 2.8 2.5
Affirmative Action 34 19 30 3l Seale response; 1 = Greatly Decreased, 3 = Stayed the Same, 5 = Greatly Increaszed
Employvee Assistance 28 19 32 33 Analysis of variance among roles: *p=0.05 **p=0.01 o p = 0001

TRIS. ¢

i ﬂ Source : Center for Effective Organizations, HR AS A STRATEGIC PARTNER: WHAT DOES IT TAKE TO MAKE IT HAPPEN? CORP
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& HR as a Strategic Business Partner

. A key driver to Business Success

£ . . :
It Is not the strongest of the species that survive,
nor the most intelligent,

But the one most responsive to change,,

Charles Darwin
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TRIS’s experience

. Think Global, Act Local

suMSNsvINE

KRUNGTHAI BANK e
Al

: ﬁ'f
Thai - v

C€1R1S has constantly developed models, techniques, %
and collected extensive’experience and knowledge in TMB
HR evaluation and implementation to support-the TMB BANK
services available to our clients. We apply international ™" e
standards and best practices in the context ofithe Thai @ |
business environment and Practices, 7
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gl




= TRIS’s experience
~=¥ . Think Global, Act Local

“Cour professional team members
have been providing with
intensive training to guarantee
that they are up to date with the
latest techniques, tools, models, [mplayee
and business principles yy

Succession
plan

Talent
Management




. TRIS’s experience
. Think Global, Act Local

CORP.

STRATEGY HR strategy and Policy §
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’0 Human
Workforce Compensation Performance e —

Man men Management Management _ o

T anagement 8 g Development

Employee relation
Management & HR's Rule &
Communication Regulation
Management

Safety, Health and
Environment
Management

Human Resource
Information System

‘.A HR proactive

‘%

*«.,, SOE’s HR performance criteria“‘w"
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-Outstanding performance
- Sustainable growth

- Quality emphasis OResuIt
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- Corporate strategy O Execution

consistency

CSubstance - Systematic C_ascade
- Corporate-wide standard

oForm

- World class practices
- International & Domestic benchmarking

/ISOE’s HR evaluation methodology//

1

HR performance appraisal
experiences with SOEs who
possess the asset of about
10 trillion baht 5 4

TRIS. ¢




= [RIS’S experience

. Think Global, Act Local

16

14

12

10

Number of SOEs

o N £ o co

1.0-1.5 =»1.5-2.0 »>2.0-2.5 >2.5-3.0 >3.0-3.5 >3.5-4.0 >4.0-4.5 >»4.5-5.0

Score range (1-5 scale)

e=Cm= 2011 =~ 2010 = 2009

“HR Performance score distribution during 2009-2011

# of SOEs

- score >3.0

- score <3.0

MAX score

MIN score

AVG. score

2011 2010
49 55
30 36
- .

461 4.87
155 151
3.35 3.45
RIS,

2009
56

33




TRIS’s experience
. Think Global, Act Local
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SOEs HR Performance score 2011




TRIS’s experience

. Think Global, Act Local

“Critical factors that impact on HR improvement and development”

e
entity
. ~,
\\ N
N

So  Lack of HR staff to

Intermittgnt i_nternal Sa_ Avoidance of Change \_perform proactive tasks
AN communication S N
RS N EAN
Employer of no choice__» o N Neglect of senior s
N Limited employee \\ executives and line "N
S engagement Y manager to HR issues g Unsatisfied HR
performance &
/7’ /’1 /;7 improvement
# Ineffectiveness of HR ¢ _Failure of HR for non-HR ’ )
Ao . . V4 L. V4
,/’ monitoring process ,,’ training ) ,%g::ctlcal HR
Insufficientinvestmenton __ ¢ +* No alianment between HR & .¢ 9y
HR system developmentlz’ Unskilled HR staffs ,* 9 / Shortage of long-term HR

Business/Corp. strategy R strategy

—
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Thank you

-

JTRUST IN TRIS. 38

TRIS Corporation

ML imited

Contact person :
Mr. Waitune Pokachaipat — Executive Vice President

Mr. Jatupith Thongprasith — Deputy Vice President / Advisory group

Phone # 02-231-3011 or 02-697-3000 ext. 323, 332 " To be at the Forefront of the Consulting “u-i e-s"



