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ASEAN UNIVERSITY NETWORK
QUALITY ASSURANCE
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GUIDE TO AUN-QA ASSESSMENT
AT INSTITUTIONAL LEVEL
VERSION 20

A\ N

O Iva

Stakeholders’ Needs

Strategic QA Systemic QA Functional QA Results
Vision, Mission and ; Education
Culture 9. Internal Quality 13. Student Recruitment
‘ Assurance System d Admissi
Governance ang/aemission
L sadorehi d 10. Internal and External 14. Curriculum Design and
Mea SIsip. il QA Assessment Review 22. Educational Results
anaggment 11. 1QA Information 15. Teaching and Learning 23. Research Results
hsﬂtrateglc Management 16. Student Assessment 24. Service Results
anagement 12. Quality Enhancement 17. Student Services and 25. Financial & Market
Policies for Support Resuits
Education, Research Research
and Service 18. Research Management
Human Resources 19. Intellectual Property
Management Management

Financial & Physical
Resources
Management
External Relations &
Networks

20. Research Collaboration
and Partnerships

Service

21. Community
Engagementand
Service

1

1

6.1 Human resource planning (considering succession, promotion, re-deployment,
termination, and retirement) is carried out to fulfill the needs for education,
research and service. Both long and short-term human resource planning
covering full-time and part-time staff is established to support the vision,
mission and strategic goals of the institution.

6.2 Recruitment and selection criteria including ethics and academic freedom for
appointment, deployment and promotion are determined and communicated. A
system of setting such criteria for all categories of staff is in place.

6.3 Competences including leadership skills of various staff categories are
identified and established.

6.4 Training and developmental needs of staff are identified and activities are
implemented to fulfill them. Activities may include, but not limited to
scholarships, seminars, conferences, workshops, symposiums, online courses
or community of practices.

6.5 Performance management system including rewards, recognition and
coaching/mentoring schemes Is Iimplemented to motivate and support
education, research and service.

6.6 Review of the human resource plans, policies, procedures, and schemes is
carried out to ensure that they are relevant and up-to-date in supporting
education, research and service. Relevant human resource indicators should
be used to aid the review.

6.7 The human resource plans, policies, procedures, and schemes are improved to
support education, research and service.
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Academic and Support Staff

What are the competencies and qualifications of staff members?

How the competencies and expertise of the staff match their roles?

What challenges do institutions meet or encounter with regards to human
resources, such as age distribution, difficulties in filling vacancies or in
attracting qualified academic staff? How do institutions handle these
challenges?

How many Master's and PhD degree holders are there among the academic
and support staff?

What policy is pursued with regard to the employment of academic and
support staff in education, research and service?

How mentoring and/or training of junior/new academic and support staff are
carried out?

How satisfied are staff members with their work arrangements?

How the staff-to-student ratio is determined?

What is the accountability of academic staff in terms of roles, responsibilities,
academic freedom, and professional ethics?

What indicators are used to measure the quantity and quality of academic and
support staff?

Staff Management

How manpower planning of academic and support staff is carried out?

What are the recruitment and promotion criteria of academic and support
staff?

What is the performance management system for academic and support
staff?

What is the succession plan for key appointment holders in education and
research?

What is the career development plan for academic and support staff?

How satisfied are academic and support staff members with the HR policy?
What is the future development of HR policy for academic and support staff?
How academic and support staff members are prepared for their tasks?

What indicators are used to measure the satisfaction level of academic and
support staff?

Training and Development

- Who is responsible for academic and support staff training and development
activities?

- What are the training and development process and plan? How are training
needs identified?

- How the training and development plan reflects the institution and
organisational unit mission and objectives?

- What is the system to develop strategic and technical competencies of
academic and support staff?

- What indicators are used to measure the training and development activities
and their effectiveness?

- What percentage of payroll or budget is allocated for training of academic and
support staff?

I7.07.35U52A0 9ATUAS mw:w”wwm%wmmwgmm Hen

6 A v

WISDOM for Change




Sources of Evidence

Manpower plan*

Employee profiles in terms of age, gender, qualification, etc.*
Career and succession plans*®

Recruitment criteria®

Training needs analysis*

Training and development plan and budget*
Peer review and appraisal system*

Student feedback

Award and recognition schemes

Staff workload

Organisation chart*

HR policies

Staff handbook

Job descriptions

Employment contracts

W

ASEAN UNIVERSITY NETWORK
QUALITY ASSURANCE
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ASEAN UNIVERSITY NETWORK
QUALITY ASSURANCE

GUIDE TO AUN-QA ASSESSMENT
AT PROGRAMME LEVEL
VERSION 3.0

SEAN
G) e  AUN-QA

{j} Stakeholders’ Needs
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A

rogramme 4
Programme Structure & Teaching & Learning
Specification Approach

57
Student

Assessment

Support Staff Student Quality &
Qualit; Support

95

Facilities &
Infrastructure
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1. Both short-term and long-term planning of academic staff establishment or
needs (including succession, promotion, re-deployment, termination, and
retirement plans) are carried out to ensure that the quality and quantity of
academic staff fulfil the needs for education, research and service.

2. Staff-to-student ratio and workload are measured and monitored to improve the
quality of education, research and service.

3. Competences of academic staff are identified and evaluated. A competent

academic staff will be able to:

e design and deliver a coherent teaching and learning curriculum;

e apply a range of teaching and learning methods and select most appropriate
assessment methods to achieve the expected learning outcomes;

e develop and use a variety of instructional media;

e monitor and evaluate their own teaching performance and evaluate courses
they deliver;

e reflect upon their own teaching practices; and

e conduct research and provide services to benefit stakeholders

Recruitment and promotion of academic staff are based on merit system, which

includes teaching, research and service.

Roles and relationship of academic staff members are well defined and

understood.

Duties allocated to academic staff are appropriate to qualifications, experience,

and aptitude.

All academic staff members are accountable to the university and its

stakeholders, taking into account their academic freedom and professional

ethics.

8. Training and development nheeds for academic staff are systematically identified,
and appropriate training and development activities are implemented to fulfil the
identified needs.

9. Performance management including rewards and recognition is implemented to
motivate and support education, research and service.

10. The types and quantity of research activities by academic staff are established,
monitored and benchmarked for improvement.

S =T

N O O A
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Full-Time Equivalent (FTE)

In calculating the FTES of academic staff, institutions should define what constitutes
full-time student loads and faculty teaching loads including part-time students and
faculty at their percentage of full time loads.

There are different ways in calculating FTEs and institutions should state the
method, parameters and assumptions used. One of the methods to calculate FTEs is
based on the investment of time. For example, if 1 FTE is equal to 40 hours per
week (full-time employment), then the FTE of an academic staff member with a
teaching load of 8 hours per week will be 0.2 (i.e. 8/40). The investment of time
method can also be used for calculating FTEs of student. For example, if 1 FTE
student has to attend 20 hours of lesson a week, then the FTE of a part-time student
with 10 hours of lesson a week will be 0.5 (i.e. 10/20).

Another method to calculate FTEs is based on teaching load. For example, if the
official full-time teaching load of an academic staff is 4 courses per semester, then
each course accounts for 0.25 FTE. If an academic staff member is assigned 2
courses per semester, then the FTE will be 0.5 (i.e. 2 x 0.25 FTE). Similarly, student
study load can be used to calculate the FTEs of student. For example, if 1 FTE
student has to take 24 credits load per semester, then the FTE of a student with 18
credits load per semester will be 0.75 (i.e. 18/24).

©
k4

Use Figure 2.3 to specify the number of academic staff and their FTEs in the last 5

academic years.

Category M F Total

Headcounts

FTEs

Percentage of
PhDs

Professors

Associate/
Assistant
Professors

Full-time
Lecturers

Part-time
Lecturers

Visiting
Professors/
Lecturers

Total

Figure 2.3 - Number of Academic Staff (specify reference date and method of calculation
1ead far ETE nf aradamir ctaff)
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Staff-to-student Ratio

This indicator is the ratio 1 FTE academic staff member employed to the number of
FTE students enrolled. The aim is to give an idea of how much contact time and
academic support students at the institution may expect to receive. Specify the staff-
to-student ratio in the last 5 academic years as per Figure 2.4.

Academic Year Total FTEs Total FTEs of Staff-to-student 5 I
of Academic Staff students Ratio =7
Research Activities
Research is an important output from academic staff. The types of research activities
(such as publications, consulting work, projects, grants, etc.) carried out by academic
Figure 2.4 — Staff-to-student Ratio (specify the method of calculation used for FTE of staff should meet the requirements of the stakeholders. Provide data on the types
students) and number of research publications in the last 5 academic years as in Figure 2.5.
Types of Publication No. of
Academic In-hogse/ National | Regional | International Publications
Y Institutional Total Per
ear :
Academic
Staff

Figure 2.5 - Types and Number of Research Publications

v
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Academic Staff:

- Are academic staff members competent and qualified for their jobs?

- Are the competencies and expertise of the academic staff adequate for
delivering the programme?

- What are the challenges institutions meet or encounter with regards to human
resources, such as age distribution, difficulties in filling vacancies or in
attracting qualified academic staff? How do institutions handle these
challenges?

- How many Master's and PhD degree holders are there among the academic
staff?

- What policy is pursued with regard to the employment of academic staff, both
in teaching and research?

- |s conscious effort made to involve professors in mentoring and/or training
junior/new academic staff?

- Is a policy in place with regard to the involvement in seminars, supervision of
final papers, practical training or internship?

— Are academic staff members satisfied with the teaching loads?

- Is the staff-to-student ratio satisfactory?

- What is the accountability of academic staff in terms of roles, responsibilities,
academic freedom, and professional ethics?

- What types of research activities are carried out by academic staff? Are these
activities aligned to the vision and mission of the university and faculty?

- What is the level of research grants and how is it utilised?

- What is the number of research papers published? Are the research papers
published in national, regional and international journals?

©
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Staff Management :

- How is manpower planning of academic staff carried out?

— Does the department have a clearly formulated staff management structure?
— Are recruitment and promotion criteria of academic staff established?

- Is there a performance management system?

= What is the succession plan for key appointment holders?

= What is the career development plan for academic staff?

— Are academic staff members satisfied with the HR policy?

— What is the future development of HR policy for academic staff?

- How academic staff members are prepared for the teaching task?

- Is the teaching delivered by the academic staff supervised and assessed?

Training and Development:

Who is responsible for academic staff training and development activities?
What are the training and development process and plan? How are training
needs identified?

Does the training and development plan reflect the university and faculty
mission and objectives?

Is there a system to develop strategic and technical competencies of
academic staff?

What are the training hours and number of training places for academic staff
per year?

What percentage of payroll or budget is allocated for training of academic
staff?

©

6 A v

I7.07.35U52A0 9ATUAS ﬂmzw?umﬂ%wmﬂmgl,w Hen

WISDOM for Change




Sources of Evidence

Manpower plan

Faculty distribution in terms of age, gender, expertise, etc.
Career and succession plans

Recruitment criteria

Staff qualifications

Training needs analysis

Training and development plan and budget
Peer review and appraisal system

Student feedback

Award and recognition schemes

Staff workload

Organisation chart

HR policies

Staff handbook

Job description

Employment contract

Research and publication data

National and/or professional licence/certificate

©
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Employment Planning
& Forecasting

Job Placement

Medical Exam / Drug Test

Talent -Based

Conditional Job Offer

Competency -

O I"ga nizational Review Background Investigation
Based

& Job Analysis

Interviews

Job-Based

Selection Tests

Diversity <
Management Job Preview / Interest Screen

Job Description, Person
Specification &
Competencies

SeleCtion Application Selection

Build a Pool of Candidates

Recruiting
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31nlAsINSANYT HR Fundamental, PMAT 2554 (Adapt from: Mathis & Jackson, 1999: Newell, 2005 and Dessler, 2008)
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Competency Model

Managerial Competency

Middle JobFamily’t  Job Family2  Job Family 3

First Line I | ° XXX * AAA - BBB
Senior Operation SU . XXX ¢ AAA o BBB

Strategic Driven Strategic Driven Strategic Driven
Competency Competency Competency
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VALIDITY Meta-analysis

Group exercises/
Personality composites

Assessment Centers

In-tray exercises

g
Biodata
K P
— L4 Single Scale of
Typical Employment Personality

_Interview

Ability Tests/ Job
samples

[ Education Qualification
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Competency-based Recruitment and Selection

Employee Profile

Education & Training
(NM15ANEN BNausN W)
What people know

Interview
Psychological Test

Activity-based Test
Assessment Center

(ADMANEIE UARNNTN)

What people value

Work experience
(ATLARITUNHIWNN)

What people have done

NN
ﬂ RN A .
. sy or the
T periiy‘
= s nox il
KNOWLEDGE ' SKILL®
AR uA\\?\ .

N Employee Proflle

ATTRIBUTE

Projects
Publications

(HAITUNDY ﬁmsﬁmmi)

SHRD

NIDA

a % (% (% fa Y
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“Put the RIGHT MAN in the RIGHT JOB”
“Finding the BEST FIT not the BEST ONE”
“Assign the RIGHT JOB for the RIGHT PERSON”
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A. ngAnssunisuansaan (Behavior)
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Employee Engagement as
an Organization Diagnosis Tool
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Emo-meter Factors
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Validating the Data
Survey Result O

Emo-meter Factors
|

Focus Groups

SRR

Triangular Analysis

Focus Group Result © Document Review @
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Compensation & Benefit
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Policy

(Total) Package

Pay Ability

Performance Requirement

YINIANISNIUY

v

I7.07.35U52A0 9ATUAS ﬂm:w”wmw%'wmﬂmgwfﬁ Q)

WISDOM for Change




Compensation & Benefit )ﬁ, }\
Pay Model ... — i = onees

EFFICIENCY
Work ; INTERNAL - Performance
Internal o Descriptions Evaluation/ |:|' >
) Analysis Certification STRUCTURE - Quality
. Alignment
Pol ICY - Customer &
Stockholder
- Cost
i Market Policy PAY
Competitiveness Surveys |:>
Definitions Lines STRUCTURE FAIRNESS
Technique
Seniorit . Merit Pay for [:’ >
Contributions s Incentives " d COMPLIANCE
Based Guidelines PERFORMANCE
Objective
Management Cost Communications Change EVALUATION I:> ETHICS

nsauLuIARNsuInsAnauuny (Pay Model) #un: Milkovich, Newman & Barry, 2011: 16
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Conceptual Framework :

_____________ ISR jﬂk
‘ingividual o

j;ls

Compensation Career Growth

-Basic Salary I -Performance Management
-Cash Allowance -Learning & Development
-Incentive -Career Development
-PERK -Challenging Job

-Pay Increase

Total Compensatio Emotional Rewards

I
I
I
I
I
I
I
I
=1 |
QN
D)
Of |
O F
()
I
I
I
I
I

i)

Q

(@)
-

O

l—

Work Environment
-Core Benefits -Leadership / Supervision

-Flexible Benefits -Atmosphere / Culture

-Other Benefits | -Recognition

| -Interesting Work
| -Quality of Work-Life :
|

I Balance
pd1sINNTIASINIS

—————————— m_l—u—u—m_l—l_l—l_l—ug[-r Group HRF — PMAT 2011
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2.1 Cash Allowances

Base Pay = 1 1 Fixed Bonus | A.
= 142, I. Compensation nu & i
12:2: gf)i:perleti{)n ~ 142 ) 2 Cost of Living AIIo.wance H oéls
3 Attendance Premium
Total Earning = 1+2+3 : 4.  Position Allowance
Total Remuneration = 1+2+4 (Or/1 . Incentive & 5 Pretessiorgl Alleainee
Basic Salary / |r 6 Car Allowance
Wage ce 7. Other Cash
2.2 Incentives
) 1 Annual Variable Bonus
2 Long-term Incentive

2.3 Perquisites
- Position Car & Expenses

Il. Welfare & Benefits _Benefi@ - Allowance
1. Leave ) 1. Up-Country Allowance
2. Medical Benefits 2. Housing Allowance
3. Loan S 3. Shift Premium
4. Survival Benefits ‘_Worklng Tools / Expenses 4.  Offshore Allowance
5.  DeathBenefits ___—" T q Travelling Allowance 5.  Standby Allowance
6. Other Benefits 2. Notebook 6. Over time
3. Mobile Phone Expenses 7. Oversea Assignment Package

27N1ASINI5ANYT HR Fundamental, PMAT 2554
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‘I» For Team work
Outstanding ‘I For Compensation, Award,
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Performance Evaluation l
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Performance Agreement & Apprai

PA

Corp. KPIs

“Strategic Driven Committee”

Performance Appraisal (Performance + Competency)

PERFORMANCE APPRAISAL (EVALUATION) Coaching — ) &
Mentoring — Feedback .i.o Is

by
Ind. KPIs

SP — L/ship Competency

Job Description

z
C
D
[
i) o
< £ Project
" O .
o o Assignment
o % (Talent Required)
-
,_.!_ Committee
< Member

CSR — Responsible
to Society

Section KPIs

Corp. KPIs
SP - Core Competency

Dept. KPIs
SP - Core Competency

Section KPIs

>
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=
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C
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|
o
Up)]

>
(@)
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£
(@)
(@)
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m Performance
Individual
Performance @Chiraprapha Akaraborworn, 2011
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Training and Development

HR Functions
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Competency-based Learning & Development
Training Roadmap

Training Matrix for Competency Developm

Core Competency

Building Productive

Sarvice Excellanca
Teaamwwork

for Customar
Craative Problam

Salving
Profassional
Saminar Sanes

Productiva

= | Communication
On Bacoming
Effactive Laadar 1
On Bacoming
Effactive Leader 2
Achievamant
Maotivation Training
Stratagic
Managemant

Sarnias

Manage rial Com petency

Comm unication Skills

Managerial Competency

-

Leaders hip

Technical Competency

Taamwork

Supervisor
Achievem ent Orientallon

Strategic-driven Competency v

Job Functonal Skl

Comm unication Skills Vv

Leaders hip v

Teamwork

Achievem ent Orientallon V

Mana ger
Customer Focus

Strategic Thinking

Problem Sohang & De as lon Making

Job Functional Skills

www.exploreHRyergompulsory training
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Competency-based Learning & Development
70-20-10 Development

70:20:10

LEARNING MODEL

On the Job
EXPERIENCE

Mentoring
& Coaching

Classroom,
Courses, & Reading

O/ On-the-job 20%
70 /o Expe”ence Informal Formal

Learning Learning

v

Aa % % % Aa ﬂ
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Learning & Development
HRD Blueprint
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HR as an
“architecture”
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Managerial Competency A
[Management + Leadership Skill) Technical Competency

wnior Exe.-S§) LDP - Leadership Development Program Knowledge Sharing Site Visit 1DP

({Individual Development Plan)

. R \ o une 201.
Succession Plan = AsasHIASathabuEMIssERuaEn (S5-COF) Tilsensunis@nmiaiuasdnisdiatg = L E B B

Hidfngers Uil N N . - vangasszazauluuazaislzm

(Assessment Center) el ' (Senior Executive - Community Of Practice) (BEST - Best Practice Vistt) Aangeactoan tullas L

IDP (Individual Development Plan Teaching Research Skill Service (Training & Consulta
a. & mslddfdanuluasdnisiu (Secondment) 2 Teaching Award 8 Researcher Award 8 Extension Professor Awa

sa9AARTIASE 5. & asandialidvivide (Sabbatical Leave) (ﬂ anunsautiatiluglastelu On-board Training Program) _——
AzhaAaanangd B & msdsziuamnmnisd@ne (Quality Assurance) msdounuinms madguridabensdidnm
- © ' o (Academic Writing) (Case-based Research Writing) |
Asflnauluduasdnisuanuniing @y
a1asd & nsdhiunnsiinavsy duun (Training & Development) = | [PPP: Private and Public Partnership or
a. f Insturtor Internship)
- ) . asfnausinging
On-board Training Program Research Fund Financial Support for Misc. £y . i
Train-the-trainer
d@unuanis (Management - M) LDP - Leadership Development Program Knowledge Sharing Site Visit IDP
({Individual Development Plan)
&4 M2 . e i o . | S
- Succession Plan wandes uun msaTVAaaduimssEaLnaTa (M-COP) Tﬂiuﬁsyﬁﬁaﬁi&wgdwaaﬂmimaIﬂa . iﬂ?i(sl‘i‘i“ﬂ“ﬁﬁlhlll1“(;]101]‘5“l1’|€i
i M1 (Assessment Center) e ' (Management - Community O Practice) (BEST - Best Practice Vist) pdngasTaranluLay g
_ LDP - Leadership Development Program KNOW WHOs Thinking Skill Communicaiton Skill
nstaiad K5 wangasiidinm (PROCON) wangasuiansulunindnnieis naveluftanssats (Publc Speaking)
R (PROcess CONsuftant) (IPS - Innovation in Public Sector) mstinalszyuin Ewaszdd T P g
. i Wiz wangasinilnausu
. (Annual Conference / Seminar) N
[SifipSih] K4 . Ve I . . e (Train-the-trainer)
i wanansdannisaaluy (MOD) wangnsnsTsHanslfiGau
. - (MODern Management) (PM - Performance Management) nsanaesatugnTaad (K-COP)
N IiIEE K3 : » o
i (Knowledge - Community Of Practice) WANFNSNITLINISIATIANS .
= 3 — ) y Research-base Writing
druens o wangasituaisiaaiin (Project-based Management)
TE (SMART PRO) waAngasNIHIRIUIAANT
e - (SMART Professional (0D - Organization Development) .
HEMEHRH Ki On-board Training Program Sraad msduwwilsdaning
#1211l (Opeartion - 0) _ LDP - Leadership Development Program Knowledge Sharing IDP (Individual Development Plan)
VingzviAy 04 nangasimiugati (MOS) ndngasiannnszuaunsviny nstindseainigndnaszandl
MOdern Supervisor) Wark Process Improvement — . - i
anla 03 ( b ( > nsaseazania tunusuimin (Annual Conference / Seminar)
: : (PRO - COP) —— :
Fureau 02 e R FET mﬁqmsusmsmmiuiaumsay_tm (Professional Community Of Practice OIT - Mg anilunssun s UAMEATIINITA 1) UDIWUIEIIL
(SUCCESS OPeration) JNnfoCap -Information Capital)
HEHIEERMY 01 On-board Training Program Management
IDP (Individual Development Plan Knowledge Sharing IDP (Individual Development Plan)
v v p r g . v oo a8 9 v = v o a8 3
. i e 2111411571 i e duanin nsahaezainadiieduanlug (N -
SrssmsETiaduania (Talent szuudnsnsdaadunnags uanaasnaiaindihaduan ] N _
e i ( ) (HiPPS) (High Performance & (New Wave Leadership) COP) (New Wave Professional uuMsAn
insgnsifinamslfianulung Counseling or EAP NMsHAUWINE TATIATHILAR
aandh (Low Performer) (Employee Assistant Program) (SPA - Special Project Assignment
fsgnnstianaandawndoa (Early wanaeseinemamiiedgsis s Fanai
Retirement) (Agina - Oualitv of Work Life Development) for Agining (Retired Govenrnment Officers - COP)
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Learning & Development
HRD Blueprint

UANNIS L UN1TAANT Blue Print

A. BP f24A29LAQNLARAINIYNALILEIANNT

B. BP wluuuanienisimuiyaansasinailuge LLmﬁmﬁwimﬁmﬁqLeri‘uqﬂmmLL@ﬂLfﬁwumzﬁq
ARNANNBIANIT

1
v/

C. BP AIHANBLUINNNIIWEUIYAAININY TN TN AulNen1sWi U NaNAauATENEY

D. BP AM94AN19gUNg uNmanleanIsWmBILARINIALNUNINEININ Y A1 UAU L TUN174959
LAZARLAAN N1FUTTIU HAIIUW NITANNARALIUNULAZATARNTT 1s

E. BP A38an1nelAnsaunin1sandssuyssunungannanaii
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Learning & Development

Learnlng Evaluatlon Hﬁ io él s
Robert Brinkerhoff (2006) I " Towhat extent has the
Gary Becker (1964, 1993) . R _participants' long-term
Wider Contribution R "'ntl'al Kaen Increased?
Mary Beth O'Neill (2007) oo ST @IERRTE N alve have these
e B results contributed to the
Jack Phillips (1996) Return on Investment ~ organisation or individual?
Anthony Hamblin (1974) FEEa @ What results have been
CIRO (1970) achieved and what can be
Donald Kirkpatrick (1959) Business Results  attributed to the learning?
Mlhat effect has this had on
5 L}e{ve'l 8 ; * the participants’ behaviour in
enaviours ol ‘the mrkp'ace?
' To what extent have skills,
LLSveI £ knowledge and attitudes
earning v Changed?
© What was the participants’
Rléea‘::::):\s ction to the intervention?
- | pid it meet their expectations? | O Pl e Ik 2008
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Qroject Manaes
SIS JProject Management

Technical JSecondment
Competency

dTalent Management

(1Job Enlargement

(dProject Management
Managerial JAct in Place $hunnns
Competency (dSuccession Plan

v
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Corporate Culture
VPMUEITNRIANNG

(Core Value)

(1) MUFIIUBIAMS
g0Uudasnsedhilstunsiasuatrednsssuasdnsidansaisnisdoansi
e damssuiumsilaniusazyna msiiamugmiosniiy
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271n1AS9IN15ANYT HR Fundamental, PMAT 2554

I7.07.35U52A0 9ATUAS ﬂmzwvwmm?wmﬂmgwﬁ Hen

WISDOM for Change




‘Culture eats CULTURE EATS

wen strategy for STRATEGY FOR
5| breakfast’ BREAKFAST,

& -PeterDrucker OPERATIONAL
EXCELLENCE FOR LUNCH
AND EVERYTHING ELSE

FOR DINNER.

racitethis.com
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ITHE DIMENSIONS OF ORGANIZATIONAL CULTURE —

Sp ace/Protoco|s

@

Artifacts

Behaviors

Beliefs

"paniasal SIYBU |y ou| ‘sIBULRY gWIXVIML 0I0Z ‘900Z ‘5861

Behaviors

® ~
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liasu1e35n13uvasingussasaitanagns lUgunudjuanis ayuun
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Auvasgisuiiangy
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UfuRnmmsszezduazszezenaiiogladng
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Inftegrated Organization & HR Framework

-'@

Performance

Management
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ro e S S I O a ATaUAALIEI TN G
(Thailand Professional Qualification Framework: TPQF)

Tunisiavinaa@iirtw (Professional Qualification )

12y 7 Mational Gualification of Advanced
Professional Competence

gantuaanaiizndw (asAn1sunIdu)

=i & Mational Gualification of Higher
Professional Competence

L ik s=du 5 Mational Qualification of
Bz Professional Competence
w5 iz 4 Mafional Advanced Diploma Glualification
Ageas of Vocational Competence
scAv 3 Mafional Diploma Gualification of
¥ YVocational Competence
Avecs
v 2 Mational GQualification of Vocational
_ompetence 2
=/>]
ArB0 zfv | Mational Gualification of Vocational
Competence |

ASBURNJEITE Enurat 1R

v
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(2
Qs

FATIA LUUNTNENTHYRE (HR KPIs)

> | & | _
1) IUATUNITINUHUNSNEINTYAAR (HR Planning) :g g’ g
8]
i g =
1 ?xﬂmmﬁ‘b’ﬂumﬁmﬁ’]LLmumuﬂ@qu’mu HR (Strategic plan v
development cycle time)
2 ﬁi'flb’ﬁ@'f]ﬂﬂ?‘]lLﬁmmﬂﬂfmﬁ“ﬂuLﬁﬂuﬁunumiﬁmﬁmmmm HRAUM: | ¥
VmaTulagnaunuise HR Outsourcing (Compared cost of HR
interaction, HR automation and HR outsourcing)
3 | AuauyAaIng HR Aaniinauiaun (HR headcount ratio) v
4 | A ld[nafuymAaIngsiantinau (HR expense per employee) v
5 | Aldanesiuypainssiesaliiaasesdnis (HR expenseltotal v
revenue)
6 | AldAnadiuyaainsserilianamuresasdinig (HR expense/ total v
expense)
7 | Aldanediuyaainsdesilianalunissniiunisresesdnig (HR v
expense/operating expense)
8 | %esazaesauilszunnaedthe HR 7ilE91%19 HR Outsourcing v
(Percentage of HR budget spent on outsourced activities)
9 | Sesazrewulszuiniansdiy HR sesanana1e989ANg (HR v
department budget as a percentage of sales)
10 | SruouflATNAUTm09nINULAaTNgH (Span of control) v
11 | 8M3IN138198NAINIULBNLAAINT (Turnover rate) v
1.1 | gm31N19a198NIB9YARNT UAUMUNANATY (Turnover Rate: Critical
Position)
1.2 fé“mmmim'ﬂ@ﬂmmﬂmmmﬁ%ﬁmﬁ@mﬂu Talent (Turnover Rate:
Talent)
1.3 é“mwmim'afaﬂmmqmmmﬁLﬂumuéwﬁmlumm’mi (Turnover Rate:
Key Person)

a o

Astlsznn SAILNT WATTRUANG L3tuNING (2550) AAE9A LU UNIWENNTNYHE (HR KPIs)

o

TasenisatiuayuanidsalaganiANnIsaaNIsUY ARSI szINA e (PMAT)



(2
Qs

FATIA LUUNTNENTHYRE (HR KPIs)

> | %
2) dﬂuﬁ'ﬁun’liﬂiiw}ﬁmtaﬂnqﬂaﬁni (Recruitment & Selection) g g’ g
8]
i g =
1| szaznanlunsussaAumadng (Time for replacement) v v
2 | AlanaiusiiAnannn1sdning (Cost of filling a job) v
3 | Srunutesmeiidaiuaianu (Number of recruitment channels) v
4 | Auauasinasiaunasassun (Number of applicants per recruiting v v
source)
5 | Aauaufadassiaduauignizandunimnd (Number of applicants v
contacted compared with those reporting for job interviews)
6 f‘iﬁmurﬁmﬂmﬁﬁqmmiﬁmqmmnm%ﬁﬂm"%mu\i (Number of v
qualified applicants per position)
7 | drdaun1sdunEnisanifananisandg (Interviews per offer ratio) v
8 | dndaunismauiusianinananisang (Acceptance per offer ratio) v
9 | AAnnaindedeearsesiliefilEliunnsindng (Reliability of hiring v
tools) Lt AL eRevaInsdninalnelnneduntsal nsld
Assessment Center iy
10 mmﬁqwa%mmtﬂ’mmuﬁh\mrﬁiaﬂi:mumimwwwﬂ“mm (Customer
satisfaction with hiring process)
11 | wan19dn9aninidu "Employer of Choice" (Survey results on
becoming the employer of choice)
12 | R9IN1IRUANINN19819 TN AR 9971 (Resignation rate during v v
probation)

a o

Astlsznn SAILNT WATTRUANG L3tuNING (2550) AAE9A LU UNIWENNTNYHE (HR KPIs)

o

TasenisatiuayuanidsalaganiANnIsaaNIsUY ARSI szINA e (PMAT)
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Qs

FATIA LUUNTNENTHYRE (HR KPIs)

> | & | _
3) UAUNITLETUITANARLLNY (Compensation Management) g g’ g
8]
i g =
1| AnumsssiaanluniseanaRumen (Payroll timeliness) v
2 | $08az189ANNEANANA LUNIZLANNNTANEANAALIUNY (Percentage of v
payroll errors)
3 | FmeuunusalngIRAtFaNTNLL (Average total compensation per v
head)
4 fé”mm'fmﬁmauLqummixﬁuﬁmmm@m@mfammummmmmmmv% v
ANANNT (Management compensation per total compensation ratio)
5 | Auvuussuseselfivesassnis (Labor costs per revenue) v
6 | QuAeuedsreamtineuilemeuiuAInan et SuRew (Compa- | V¥
ratio)
7 | Anumineuii Rudeuganindigegatesdaaiuiion (Number of v
employee over salary grade maximum: Red circle)
8 ﬁm3’1zdfawumafi’aamiﬁi@gmﬁuﬁ@u (Cost of benefits per base v
salary ratio)
9 | ARINAIULBNAIARNITFHAAINBLLNUIVN (Cost of benefits per total v
compensation ratio)
10 f%WWﬁ%ﬂJ@WWﬂWMWLmﬂ/ﬂ (Number of claims processed) v
11 | A lEaelunnsnuagun Iwsentine (Health care costs per v
employee)
12 ﬁmmmuﬁmﬁ@mﬁwﬁu@,m (Salary per competitor salary ratio)
13 | dh9ndauaesadanniaiieuiueuts (Benefits per competitor benefits
ratio)
14 ’é@mmmwﬁmmﬁ%%mﬂwmmmmmmui}ﬂ@ (Percentage of
incentive pay employees)

a o

Astlsznn SAILNT WATTRUANG L3tuNING (2550) AAE9A LU UNIWENNTNYHE (HR KPIs)

o

TasenisatiuayuanidsalaganiANnIsaaNIsUY ARSI szINA e (PMAT)



(2
Qs

FATIA LUUNTNENTHYRE (HR KPIs)

> | & | _
4) UAMUUTINUFNNUE (Employee Relations) :g g’ g
8]
i g =
1 LqmL@E‘iﬁi’?ﬁ%’lumiLLﬁ"L"uﬂavmwmwﬁmm (Average time to resolve) v
2 | Aldaneaes HR lun1ssiedei (Cost of HR-related litigation)
3 | Aldaneaedns5ennd (Cost of grievance) v
4 fiﬁmuqmwﬂié”muLLN\muﬁuWuﬁ’rﬁi@Wﬁﬂmuv{imm (Number of v
employee relations staffs/Number of total employees)
5 ffi’]muqmmﬂiﬁmnw%mwm’ewﬁmmﬁwm (Number of internal v
communication staffs/Number of total employees)
6 ‘é’m‘ﬂm?uﬂmmumuﬁmuﬂﬂﬁ (Total controllable absenteeism rate) v
7 %@Fmx'*u@ﬁfﬂ’é@\mﬂﬁiﬁmmlﬁh913\‘1LLm'mzmuﬂw%ul,m (Fidelity v v
percentage resolved first call)
8 mm'ﬁ"l,umiwuﬁmwdwwﬁmml,mxé’gﬁwmﬁmi (Frequency of labor v
and management leadership interaction)
9 | %esazaesniinauiidingaalasennsiesueus (Percentage of v
employees involved in suggestion project) 1 Kaizen
10 | Usr@vianareanisaeansiumiingy (Effectiveness of communication v
to employees) Tmﬂ@@ﬂﬂ%ﬂﬂ@:m@ﬁa’émGﬂummwﬁﬂ\ﬂuﬁﬁm?ﬁ”umﬂ
audinlafinlunsdedns
1 | §asmalasunlasimues (Attitude change) PRINTNNUR N TN v
15011
12 ﬁmmnmﬂ?ﬁlﬂuuﬂquﬁnﬁu (Behavior change) RN T v
n1315NEN
13 | $eaazaednisaalenting (Percentage of requests for transfer) v
14 ‘ﬁﬁmuéﬁ‘ﬂ’i‘mnﬂﬁﬂ ia1] (Number of grievance per year)
15 | auadieRinnnusaauset] (Number of labor dispute per year)

a o

Astlsznn SAILNT WATTRUANG L3tuNING (2550) AAE9A LU UNIWENNTNYHE (HR KPIs)

o

TasenisatiuayuanidsalaganiANnIsaaNIsUY ARSI szINA e (PMAT)



(2
Qs

FATIA LUUNTNENTHYRE (HR KPIs)

19 <2 [ @ a ¥ > %
5) UAIUNISHNALTN NTWEIUT WAZNIFTAANIT ﬂ’]ﬁ‘LiElug‘ % = B
Q ; 8
(Training, Development & Learning) u“% 2 E
iy
1 7 J 1 Yo & -
1| ArlEanensinevsumesilEeanasan1e989An1T (Training v
expense/Total expense)
2 | Anlfanennstineususesena1e1e929Ann3 (Training expense/Total v
sales)
3 | ArlE[nennstineusumaniineu (Training expense per employee) v
4 | dnsdaurasiidinfunsiinaususiafldlAFun1slneusy (Ratio of v
employees who did and did not attend training)
o o | L
5 | amaudalusdnaususiel (Number of training hours per year) v
6 | AuoudalueHnavusunwinaulug (aageuAinda 1 ) (Number of v
training hours for new employees (less than 1 year))
7 | 3eaavueandngmsinausnniu Computer-Based Technology v
(Percentage of Computer-Based Technology training)
o o . o
8 @@Fmmmwummmq‘mmwwmqﬂmm‘ (Percentage of v
employees with development plans)
P o PR = o
9 ifaﬂ@:mmwummﬂmvnwﬂﬂ@mummmuwmummmm v
(Percentage of employees with access to appropriate development
opportunities)
o =& ¥ Y o e n .
10 izmumquwﬂ‘l@mmwwumiﬁﬂ@mu (Training satisfaction level) v
o PR =5 .
11 ﬁ?zmummgwimmmmir:Jﬂ@mu (Knowledge level from training) v
12 | szpuvineziinduainnisinausy (Skills change from training) v
13 | szAusiruARTILAnuIUa9annNsEina LIy (Attitudes change from v
training)
14 | maufauisunginssussndnafdiniulneusuuazglilAdnsunis v
Hnausu (Comparison: behavior change between employees who did
and did not attend training)
15 | SYAUNANTLNUAREIANITAINNTHNELIH (Training impact)
16 | 3=ALAMNNGANTRY Competency (Competency readiness)
17 | 72auN17UA1a99719289 Competency (Closing competency gap) v
18 m@m‘uLmumnmmmummmﬁﬂ@mu (Training ROI) v
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13 a 13 £ c S ©
6) 9IUATUNITUTUITAMNN1IUU LA TN (Career Development) 2 2 o
i ks £
L
1| awannazlszinnaesiazenisiasn I lun swmunntinawni v
ﬁﬂﬂmwzgd (Number and type of special projects to develop high
potential employees)
- - e 4 . -
2 | dmsdauntdnanunlEsunisdeunanurisineafiarsnannuaeu v
(Performance based promotion rate)
3 | $euavanenineuidsiannuEUALNanR1wLe (Percentage of jobs
filled with candidates on succession plan)
4 | dpnmadasuudasaniunwaasntineuainwiinaudyondtadu v
wiineudszan (Nontraditional workforce promotion rate)
5 | svaizaedslunisnenreanuLue89nIineIu (Average tenure of v
employees)
> - 0 » »
6 | 7DUATVRINUNITUNEIUNTWEUIATHIHUWENUILAAINT (IDP) v
(Percentage of employee development plans completed)
7 | 3easvveudanes luAMUMUNLIENNS (Number of women in management) v
> - o= =2 4 4 .
8 | 70UAVINUNITUNNANANLANTANNALIADUALYIUG (Percentage of v
workforce that is promotable)
9 o o T . - -
9 | Sesazaasnisdneniinanud lunnenlusnelssma naaannnauun 1
1 (Percentage of repatriate retention after one year)
P o A o o o
10 | $eazaesniinaunianuainnsalunnmnauldnaeusini
(Percentage of multi-skill employees)
P o A o o \ o A
11 | 79UAZUDINUNIIUNAINITONWNIUITHANLINUTINNLNNINUALRS v
NUNIWINNA (Percentage of the workforce routinely working in
cross-functional or project team)
12 | fatidnaanansalunisaieiinlensauiiauiuesdnisasy (LDP
Bench Strength)
. T o e o o L e o
13 | 8m3ndauaes talent Amren BduTUA LN fU (Backup talent ratio)
14 | $egaza89nsiaeuA wsanniineunneli (Percentage of v
promotion from within)
15 | emsnirasiasreaninauniglusenumdeailsenaTuadazew v
yaUuA (Job posting response rate)
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17
>
. o “ o 2 % 5
7) UANUNITNIUIBIANIT (Organization Development) 2 2 o
© = a
m | @ | =
L
1| szAun9iugsieumuinaed HR Mdufinnisilasuuiad (Change agent) v
2 | szAuAuNwaessTuLnTsliideyatlaundl (Feedback) Winiinanu v
(Quality of employee feedback systems)
3 | 508aTU09ANNAEA I UNANTTNNTWAUIBIANIT (Intervention completion
rate)
4 | szAuANdTATeIN1Tl As UL aadmUEsINe9ANNT (Culture change
completion level)
5 | s2AUANNDIUN1TINAGE89ANNT (Frequency of organization diagnosis) v
17
. - g £ 3
8) UAIUNITUTUITNANU (Performance Management) 2 2 S
© = g
i R =
[10)
1 %@Fmm\‘imfrﬂizl,ﬁum@m?ﬂﬁﬂﬁmuﬁz%L%m\iLfam (Percentage of v
performance appraisals completed on time)
2 | 3esazaeswinaunliiunisyszidunanistjiirem (Percentage of v
employees receiving performance appraisal)
3 | $esazasniinauilEfunisdszifiuuuy 360° (Percentage of v
employees who received 360° appraisal)
o v o [ & &
4 | szaupnndinlaresntnevludvinsuasdnglssasAresesAnig
(Level of understanding about the firm's goals and objectives)
5 | szauanndinlalunagninisuaeduresassnisuazidvianglunis
UN1iRe1u (Level of understanding about firm's competitive strategy
and operational goals)
6 | szaumAnudinlaresniinauludiungaesnues (Level of v
understanding about their own goals)
7 | svdumuiinlaresniina uie A AN SRR AN A LAY NAN15A
I8989ANT (Level of understanding about how their job contributes to
the firm's success)
8 | AmsINNINTTANEIBNNANNILIUHUNANTUT TR (Distribution of v
performance appraisal ratings)
> - = PPV S M ”
9 iﬂmmmwummwm@msﬂgummmvﬂm‘um?wmm (Percentage v
of developed poor performers)
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8) AIUATUNITLIUITNAIU (Performance Management) (519)

Efficiency

Effectiveness

Impact

10

Use@nBnnaeantinuniNan U IR UANT T LN 99

(Efficiency of developed poor performers)

<

11

Y o g PN o Anve o o
i@ﬂ@mmwum’mmman’mﬂgummummimumamLuumi

(Percentage of managed poor performers)

12

LAz IRaNININUNN Competency @Jﬁu (Percentage of competency

employees increased)

13

P o A < = -
TRUATUANNUNINUNN Competency ﬂ;\ﬂluiu\ﬁulfﬁ\iﬂ@ﬂWﬁ

(Percentage of strategic competency employees increased)

9) MUAMUAITAUNARIUNGNENTNY1E (HRIS)

Efficiency

Effectiveness

Impact

Y d‘ Y ar L4 .
?$ﬂ$L’JZ\]’]’&u@\‘m@‘]_ll’ﬂ@‘ﬂ@%;l]@%im?‘Llﬂ’]ﬁ“ﬂ\‘i‘ll@ (Turnaround time for

request)

<

HanauunuaInNNIsaalmaulagfiiu HR (HRIS ROI)

srazaAunulumaTuladifnu HR (HRIS payback period)

YAANINAUARIUANTAWNARIL HR Alantinanusisuus (Number of

HRIS staffs per total employees)

’é@mxmmqmﬁ’]mmm?wu HRIS (Percentage of HRIS Breakdown)

12
o

Saaaznianeanudiayangnsiesdausiaiauan (Percentage of reporting

accurate first request)

% % Ay ' £ o .
?@Fmmmm‘ﬂg@%imwmmWﬂmi‘ﬁ?@\‘mﬂ‘wu‘w (Percentage of unavailable

data)

E d‘d v = v K izdl
seeaz1e9AAININNNT i maTulat lunisdinDeansaumAwazAINEN
fiaanns (Percentage of employees have assess to the information

and knowledge that they need)
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> | & | _
10) MWINIUUAUNTWENTHYBE (HR Overall) g g’ §
8]
i g =
1| melRieesesfnssaniineu (Revenue per head) v v
2 | 4RATMEURIRNANIIFAANYINGIY (Sales per head) v v
3 | NANARIAYRIANNTAANTINGU (Productivity per head) v v
4 | nnlsresessnsmansineiu (Profit per head) v v
5 iw‘i’mmmiﬁﬂuémmmﬁmi (Level of organization learning) v
6 | &ndaunisiremiinaufinissianiinausioma (Handicapped v
employees per total employees ratio)
7 | nagnsamnuienalazesniingns (Employee satisfaction survey v
results)
7.1 | mad139amnuianelazeaniineiu ruAmauuwnu (Compensation) v
7.2 | madnzaamnuianalazeaniingu Anulanialunaufinouiin v
(Advancement opportunities)
7.3 | mad139amnuianelazeantineiu S1unsWmunesAnIg v
(Organization development)
7.4 | uadnmananuiane lazeaniineuiiunisdssidiunanisfiifam v
(Performance appraisal)
75 mmﬁﬁm@ﬂfnmﬁwelwmwﬁmmmiﬁmﬁulu@mmmﬁmﬂm v
W1NIU (Adherence by employees to core values)
7.6 | uad1999ANNNE laTeaNtinau A1uanuEnRWiLeeANIs v
(Employee Engagement)
7.7 | uadnsapnuftanelaremiina Erunnuiietesedsyinnisda v
484 HR (Credibility of measurement systems)
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