dgnRmuIAMNW

NE15USLNBUNANTIU: LR1zaNLNN EJPEX

®uIn 5 UAAINS

UNSUCCESSFUL SUCCESSSFUL
PEOPLE PEOPLE

1n8 599A187519158 A5.35U52A1 DASUIS

Y83 1TUREENINgINITYUARS EaUNTMARNMUUIINIANEAS

Juil 15 SlunAw 2562 1281 08.30 — 16.30 U. a YasUszyu 8110 Fu 8 erAsdTinvaayANaNs

TUsaUsLufaNIsULINDNISNAU... 1aN

QR Code tuuUsziunanssu



NUIN 5 NTYWUUYARINT

sd. @9. 35Uszn1 a@sU

Q’ﬁaﬂa%m‘mﬁ AR smuﬂ‘szﬁ'uqmmwmmma
mmsz‘fﬂszﬁmmxﬁ'&umw%’wsrmmuq,mf HA

mmnﬂmmwmsﬂnm
|wamsm|uumsn|Uunn

boB-2561

o mumﬂus JuanUSUUj\]

0‘ e

VOJDIAMS




se. @9. 35Uszn1 a@su9s

mmssfﬂszai’mmzﬁ'mwm%’wzl'm'smgmf BHA
Ha1wI8n13nangas 1l..an HODI

1 P=N 1 [V 6
HZ885N13UAANSITUNITNEINTH

u

WISDOM for Change

nsEnE:  USwned 3030 AnAINgNReTIINANRAT
MS. HRD Pittsburg State University
PhD. HRD University of Minnesota (with Scholarship) o | v
¢ - - y y - o www.dirtanhrod.coim
Uszaun1IInben: QQQQMU@Q‘E}L”W@N%’WﬁWEl']ﬂi&l%fls}ﬁl WA (2546-2548 2550-2553) = hira123@gmail.com

a@@w’mﬂaﬁmimmﬂwwmﬂmmw (2558 — 2561) = @086-508-3000
B/ (02-727-3481

wwwihird.nida.ac.th

ﬁﬂ%ﬂiﬂ"]: (ﬂ’]%LLN%ﬂﬂﬂ‘ﬂ‘ﬁ LRZWAIHIIZULIIH HR I%ﬂﬂﬂﬁiﬂ'ﬂLﬂﬂﬁ% NHIINLIRE 35’3&’1%‘(1%

ATHSNIINNT: ﬂmwﬂﬁﬂ\lﬂ’]ﬁ‘i_l’j‘ﬁf]?@ﬂfmuwGJ\IM”]'JGI]WGHWV]?WEI’]T]?LIIFW]@ (IHPD) (W.¢1. 2550 — ﬁﬁ]ﬁl‘.l.l%)
ﬂmzagﬂﬁwmﬁﬁ’mﬂ%’wmmwgwﬁ U UVDULNY N NAAR
Hilvziain: PMQA, AUN-QA
NaJuUIIWNIT;  International Human Resource Development Journal (W.¢1. 2546 — ﬁa)aglu”u)
Human Resource Review Journal (WN.¢1. 2556 — ﬂ’«i}’ag‘uwu)


http://www.hrd.nida.ac.th/
mailto:chira123@gmail.com

5931 AAN aﬁ']ﬂ']ﬁ N.\. ASEAN Guru

déa 9 Q a
FEUUUIMITIIYNIS . s =
voUsENARNTIU eo Usund ﬂ'\ﬁllln]nﬂ-a\)ﬂqu!

et
.

8 S y »
v i o dmsufinsesiunis
{ W n1SUJVUU1ﬂUln1h§],im 1a:n1SUS:gUS:NIWUS:INA n“ s.nnn ts
o

INTHRIAND o Yy %
* \';‘.\ ¥ 4 A ' ey ‘_’J“'H(Xu

-
NISHSUIS
wamsuuanuIsunagns:
inSovniiowamonAims

N\S\ON

ANLSUWA0U MSUSMSDIUMASY
cdodvnu Tusunuuinsaua

TITRNY

LA

Aunasan 1

Governing ix
Networ!

FUINAN


http://www.chulabook.com/cgi-bin/main/2003/description.asp?barcode=9789749413067

Ph.D. (Thai - English Program) WISDOMjrChange
Human and Organization Development Innovation
AANFAILIBYIAHFUMNG E1213TIUIANITNNI TR W INBBERAZDIANS

OPEN HOUSE

31 March 2019
9:00-12:00

SUSTAINABILITY

@ Learning Space Fl 5 Malai Bld.
From INNOVATION to SUSTAINABILITY

™

‘ﬁ% a13nnamsalsznavlanasaunis@nsn
. 1. 91NITURZHNITINITIUURIANLIRY
2. wnIpluanUwie

w

ve 1 > A ALEWRRIUIMENENTHY B
NIRRT UUWUi%ﬂWﬂ?ﬁLLﬂzLBﬂT% i e o a o - v
a © u ! anntuiuAAWRIUILEINSAERS

N3N <~ www.hrd.nida.ac.th/phd-hodi/
gifu%msaoﬁms Tel. 02-727-3475

6. indfuidlumuiminmaamuguinianwawasins M hodishrd@nida.ac.th

o &




sSHRD

NIDA

el f-J ¥ 2 HWananwida -

PPPVPVIOIOVEVE

aeiRvIBaIWs 1MsWeNUe fuw —
asiRvidamwsiainduyaari @duq fuwn
asinrvidamsdudigds

aeiRviEams 19 wAuRsHSaths)

Q

amlwawalws1.namnanaanuunﬂummﬂuwa @
: o N

atiRuBamws EmsAomonzuksaauuey - € )
aenRvidamws 1A IV IMSAUSING

aeRvidamwsiziuaseiuauiiuvavaurSanunguiio
st awsRuIIRWanIsIBald

agnRvamwsiAuwaillunasyauis

a (% > (> ¢ Aa
3A.A3.97U32n1 a@TUT ﬂﬂktﬂ(ﬂl%’]ﬂ‘iﬂﬂ’]ﬂi&m‘:iﬂ'ﬂ %G?"I

NIDA

WISDOM for Change




ngiai 2

v’ Culture
v’ Policy

v Internal
v’ External

SA.A3.951U52n1 9AUNS ﬂmzﬁ'ﬁumn%'wznmmgmf %A &
WISDOM for Change




npuan 3

PYALAUDLUSHADNKIINYIREY

ADLAUDUUSHA AT

aanazin ldldnumqreg

SA.A5.95U52n1 9A5UIS ﬂmzﬁ'ﬁuwm%'wmmmgmf A

® NIDA

WISDOM for Change




NMUUANIS

9:00-10:15 Systems Thinking Act ©: HR success indicators
Start Thinking from the ENDs Act @ : 7.3 Workforce- Focused Results

Healthy Organization, High Performance
Organization and Innovative Organization

10:30—-12:00 HR Function Overview
Recruitment & Selection

13:00—-14:15 Organization Structure Design
Workforce Environment
Employee Engagement as an Diagnosis Tool

14:30-16:30 Compensation and Benefit
Performance Management System
Learning and Development
Career Growth
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Mnll Systems Thinking:

™ Start thinking from the ENDs

Continuous Improvement
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Environment

INPUT -I Process -I OUTPUT

Feedback

OP: P1 (n) 3. 2.2. (n) 4 WHUATUYAAINT 7.3 HAAWSAIUNTHAUUYARINT OP: P1 (n) 2.
aNwaLlAYIINYBIYARINT 5. NMTATUYAAINT AdeviAduaziusia

v

I7.07.35U52n0 9aTU7S ﬂm:w”@umm?”wmmugmf %A

WISDOM for Change




Sys el;ls o °
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How do you know->

dLevel of Happiness Index

JEmployer of Choice

U Profitability per head

dProductivity per head

(dSale volume per head

(JRevenue per head

J Customer Engagement Level
dInnovative product or service per head

115222929 NTIULT UL HQ']ﬂﬂ']‘i‘Ui‘Vi']‘iUﬂﬂ'] N9MD.. :\ - Organization _

HAILAND

g from the END

00000000000000000000000000000000.000000000000.
-

T O
(" Happy 7y
Moo Workplace ’

~.—--_—

i OP: P1 (n) 2.

,f I h N\ Qu Y24 Y a
( Healthy UNAULLASNUTN
V. _Organization_~

~-—--_—’

T L~

Re High ‘s\
( Performance )
N Organlzatlon i

-
—.—-q-_——.—~

»~ =S

Service \

!
‘. Excellence _-

~~---——’
’—_--—-~

-
' Innovative \
/

N-----——’

I7.07.35U52n0 9aTU7S ﬂmzw”@umﬂ%'wmmugmﬁ %A

v

WISDOM for Change




7  Haaws 450

7.1 WAAWSATUATISYUTTRIKEHULASAUNTZUIUMTT 120
7.2 WaawWsSATUMTHAIUandAT 80
I O EEE S S N B G S D D D DN D B BN B D BN BN B BN BN BN B .
| 73 waansAun1sutiuyaaIng 501
7.4 waawsaunTeAnT Lazn1smnugLa 80
7.5 WAaWSALIVUTZINM NOSHL LASREA 90

7.3 waansisguluitet msaziigndosnunszuIunsiseaulily
WA 5 LarAITND UAUDIRDURNMUATDINTEUIUNSURURN U Agyamasulglilu
99 6 LazsaunuUUANTLazIAUMUNTNEINTUARE MuTinauliluite 2.2

v

I7.07.35U52n0 9aTU7S ﬂm:w”@umﬂ%wmmmg,mf %A

WISDOM for Change




N. NAANSATUNITUATUUARING

(1) 9NIIN1AWATIAAINEINITAVIUARING
HAANSAIUIATINIAWATVAANEINTNVIUARINTADDE LS
HAGNSATUINTINAILALTAANNANTE TINDITUIUVBIUAAINST hagyinye

ORFCE OF .
WORKFORCE 7w

YDIYAAINS R R AN A O RIGIES L,Lasﬁimuqﬂa’lﬂiﬁmumamsﬁ’u Naansanil

waansUagvuazmnlinvesm innd Ay amudasiduazlinnuansnse

JAULANG 199 1UAUWAINVAILVDIUAGINT RINNEN UﬁELﬂﬂqjaﬂuﬂﬁqﬂﬁaﬁhﬁli (*)

q‘ (2) usIBIMANITINNIUY
NAANSAIUUTTYINIANITTINUADDE]S
HacnsUauumarwuILUNYR IR TN AALUTTENINIANISTNIUTINES

dUNINVDNUAANT A1UUaeANY AINTUAS TINNINITIRUSNISuazdnsUselosu

m@ﬂﬂﬂﬁqﬂﬂﬁu@ﬁhﬂlﬁ (*) NﬁﬁWﬁLﬁﬁlqﬁiﬂquLLWﬂﬁhx‘lﬁﬂﬂJﬂTﬁJﬁﬁqﬂﬁaqﬂﬁﬂaﬂ
9 T e

UAAINT HNNAN U?ﬁLﬂﬂsﬂax‘lUﬂa’]ﬂﬁaﬁhﬁlﬁ (*)

3 5 3

6 A v

I7.07.35U52n0 9aTU7S ﬂm:w”@umﬂ{wmmugmal %A

WISDOM for Change




OFFICE OF
WORKFORCE

b

(3) AUHNWUVRIUAAING
NAANSATUAUNNAUVIIUARINTADDE]T

waansUagiuskaziullimvasdInndAyauaNuRane lakag AN
YDIYAAINT HATNSMATHLANULANAIM WANUNAINUAEVBIUAAINS ATUNGN LAY

Ya9yAaINTaEals (%)
(4) NITWRAIUIUAAING

s =

NAANSAUNTNAILIUARIN Az ARazls

o

NaanSt0 UL ALl LU IR ANEA UA LA ISHRILUIUAGINS LA e 1N
q @ 2 2

NAANSMEHTAN U LANS NN U AN WA WA EVDIUAFNS MNUNEN USLLANUDIUAAINS
aeals (*)

v

I7.07.35U52n0 9aTU7S ﬂm:w”@umm?”wmmugmf %A

WISDOM for Change




7.3. Workforce Focused Results N e Act 2

(1) dnsmrasuazinaduaansaynains Workforce Capability &Capacity

(2) usseniansinee Workforce Climate

(3) aruynwuvasyrans Workforce Engagement

(4) m3nmuryrains Workforce Development
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” [ Ratio of employees per services H H Td.o I !

O Percentage of certified employees in critical position

(2) UsTEINIANITNIIY
wmd [ Percentage of employees who pass health check
Rgpr oy [ Scores of Quality of Work Life

(3) M3vilviyAaINsHAUKNAY
= O Level of employee satisfaction on the factors
impacting employee engagement
O Turn over rate of high performer / critical positions

(4) MSNAIUIYABINT

O Percentage of positions that have successors
L Percentage of novice received orientation within a quarter
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Figure 7.3-4 Overall Workforce Engagement
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Correlation of Workforce Engagement to
Customer Engagement
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Figure 7.3-8 Correlation of Workforce UPDATED
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Figure 7.3-15 Workplace Referral
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' Figure 7.3-7 Staff Perceptions of Safety ' Pewaukee | rigure 7.3-10 staff exercise Habits
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ASEAN UNIVERSITY NETWORK
QUALITY ASSURANCE

A\ N

N
4 .ll.
Tie | B RNE
' llll._ [ I

o O Inu

Stakeholders’ Needs

i | i 1

Strategic QA Systemic QA Functional QA Results

Vision, Mission and
Culture

Governance
Leadership and
Management
Strategic
Management
Policies for
Education, Research
and Service

Human Resources
Management
Financial & Physical
Resources
Management
External Relations &
Networks

9.

-

Ul

12.

Internal Quality
Assurance System
Internal and External
QA Assessment

IQA Information
Management

Quality Enhancement

Education

13. Student Recruitment
and Admission

14. Curriculum Design and
Review

15. Teaching and Learning

16. Student Assessment

17. Student Services and
Support

Research

18. Research Management

19. Intellectual Property
Management

20. Research Collaboration
and Partnerships

Service

21. Community
Engagementand
Service

-

22:
23:
24.
25.

Educational Results
Research Results
Service Results
Financial & Market
Results

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 implemented 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?
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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

A

L

GUIDE TO AUN- Q‘\ ASSESSMENT
AT INSTITUTIONAL LEVEL

VERSION 20
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ASEAN UNIVERSITY NETWORK
QUALITY ASSURANCE

GUIDE TO AUN-QA ASSESSMENT
AT PROGRAMME LEVEL
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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 needs 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.

o

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.

9
b

There are different ways in calculating FTEs and institutions should state the Use Figure 2.3 to specify the number of academic staff and their FTEs in the last 5
method, parameters and assumptions used. One of the methods to calculate FTEs is academic years.
based on the investment of time. For example, if 1 FTE is equal to 40 hours per Categoy i = = al Sorcentags o
week (full-time employment), then the FTE of an academic staff member with a Headcounts | FTEs PhDs
teaching load of 8 hours per week will be 0.2 (i.e. 8/40). The investment of time Professors
method can also be used for calculating FTEs of student. For example, if 1 FTE Associate/
student has to attend 20 hours of lesson a week, then the FTE of a part-time student gssf'Sta”t
with 10 hours of lesson a week will be 0.5 (.. 10/20). e
Lecturers
Another method to calculate FTES is based on teaching load. For example, if the Part-time
official full-time teaching load of an academic staff is 4 courses per semester, then \L/‘?‘?:,”rers
each course accounts for 0.25 FTE. If an academic staff member is assigned 2 P'rﬂf;nsgsors/
courses per semester, then the FTE will be 0.5 (i.e. 2 x 0.25 FTE). Similarly, student Lecturers
study load can be used to calculate the FTEs of student. For example, if 1 FTE Total

Figure 2.3 - Number of Academic Staff (specify reference date and method of calculation

1ead far FTE nf aradaminr etaff)

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).

v
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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 A
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?

9
b

6 A v
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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?

©
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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

©
by
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Workforce Planning

HR Functions



? " fir

~. W~ 2 How to manage the workforce......................... L N LN ERHE
Human

f\ \

“ R urse
. @ eso

J”E‘-‘e"“"“ Workforce Planning
(1) Famuaunsouazdnndas  Present N15219ULAUNRIAY

g010udlasn15ed19lsTunrsUszdunaiudainis AIUTAA NS IAITAYOIYARING

Workforce Capability

AAANNAINITOAIULARING
EIAINTN .

N35UIRILaLTZAUN I8 IALTIND il

Uazans1n7184

iy 25

anduinimsesslslunsussdiuanudeanisnuinee aussous AuautRsadl

(4) ﬂﬁfi‘]’ﬁmimimﬁﬂmmaaﬁwqﬁmﬂi FUtu re
ga1Uuilisnisedrelslunisinionynainslywiauiunan1uAaIin1sn 1y
Taaawarunsauazensimasimauseuly
aoUuingnsagals Tunns
®  UIMsYAAINT ANNARBINITYAAINT WazAudBINTRsan Ty Walkiulain

arusoanidunisianeganariio ﬂmﬁ’uﬂﬁaﬁﬁhmwawﬂmm Laziiloan

o =
1 HANTZNUWINWINAILUU
Workforce Capacity ‘
'Y ° v P = 24 - ! ol — = —
AMSINIAY ﬂ']ul‘!ﬂﬂ']ﬂ? LETEAIWIDALEA S UIW U IVIAIN QLWM?JE]QHFIT;H‘"IF‘I 3
* B "1"dl‘y % G5 |AS9E519 U’Wﬂj"ﬁ RILE
t%Q‘Lr%N']m LFI;EJEJ“HIF]; MNILNDIUNTLUasULUE Q‘U’E}ﬂlﬂ'ﬂdﬂﬂdﬂ’muus T UUIY WInvdu

6 A v

I7.07.35U52n0 9aTU7S ﬂm:w”@umﬂ?wmmugm %A

WISDOM for Change




q ? u ir

~. W < 2 How to manage the workforce......................... JEERGICHUEE RNHTG Y E:
!  Human

r\. ; Resourse .
s L U oo 3 o | Workforce Planning
- | N19LAURIRIAY

L HR Strategy J
Workforce Capability Workforce

- Y L Architecture J
mmm'mmmsnmuqﬂmm | |

L%\‘jﬂmn’]‘w L Workforce Demand Analysis J L Workforce Supply Analysis J
Q

ﬂ Workforce Gap Analysis Ji

Workforce Strategic Plan

L (5-10 Years) J (4) msaﬁ'ﬂm'a'miw?iﬂmwaaé’mqﬂmni
|
|
Workforce Action Plan (1 Year) (1) %ﬂmmmmmu%zé’mﬂﬁﬁa
L (1Year) ' J
J L Workforce Integration J
Workforce Capacity | , , | '
é’msﬂﬁﬁﬁqﬁmqﬂmm L /%fgﬁg‘rﬁg'm J L Succession J L Talent J L Career J

o\

RV IErUal)

1NIAINI5ANYT HR Fundamental, PMAT 2554

6 A v

I7.07.35U52n0 9aTU7S ﬂmzw”@umﬂ%’wmmugmﬂ %N

WISDOM for Change




Recruitment & Selection

HR Functions
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Employment Planning

Job Placement

& Forecasting

Medical Exam / Drug Test

Talent -Based :
Conditional Job Offer

Competency -

@) 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

=
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'Ly Job Family2  Job Family 3

First Line . XXX » AAA - BBB
Senior Operation S . XXX o AAA ¢ BBB

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

Group exercises/
Personality composites

(....)

Ability Tests/ Job
samples (....)

(....)

(Biodata (....) W/\
— § Single Scale of
Typical Employment % Personality (....)

_ Interview (....)

[In-tray exercises

 Education Qualification (....)
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Competency-based Recruitment and Selection
Employee Profile .

A, Hﬁ to&ls
wav for th X
S experlence |

E’ ;,y ;’5 NCW “\s.
KNOWLEDGE ' ) SKILL ‘ \

= Employee Proflle
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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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Employee Engagement

HR Functions
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o M,,,‘“ What & How criteria are related wuan 5 AsyaiuyAaIns

Workforce Engagement n. yaanansuziAnaaun (Characteristic or Trait)
ﬂQﬁugﬂwum'ﬂﬂqﬂaﬂﬂi

a. meFuinlasuuiladlilmuniaia (State)

A. ngAnssnn1suansaan (Behavior)

3. anazyinansuailudaaaiviiandsziiu (Emotion)
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O: Organization Effectiveness

C: Customer Engagement E: Employee Engagement
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Employee Engagement as o ‘{ﬁk
an Organization Diagnosis Tool Hé Tools
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Emo-meter Factors
Improve

Hygiene Motivator Culture
Factors Factors
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Job Security A3, Challenge Work Clear Accountability Corporate Image Career Growth
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® Data Analysis
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Employee Engagement as e o
an Organization Diagnosis Tool Hﬁ Tools

Emo-meter Factors

Improve

SEAUAIMNNINA LA

> lmpact
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Job Security a21a Challenge Work Clear Accountability Corporate Image Career Growth
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Relationship Relationship Work Work-life @ Development @ Respect
with Supervi so with Colleague Environment Balance Opportunity from Others
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Validating the Data
Survey Result O

Emo-meter Factors

Focus arovps [mportant X lmpact
/ 4
B .
& ' Triangular Analysis |
A - _

Focus Group Result © Document Review @
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Compensation & Benefit
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(Total) Package
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Compensation & Benefit | oo X
P e A

Pay Model I
Policies ) Techniques ) > Objectives
EFFICIENCY '
Work ; INTERNAL - Performance
Internal o Descriptions Evaluation/ |:|' >
_ Analysis Certification STRUCTURE - Quality
. Alignment
Pol ICY - Customer &
Stockholder
- Cost
Competitiveness || |Maret Surveys Policy PAY —
Definitions Lines STRUCTURE FAIRNESS
Technique
Seniorit . Merit Pay for O >
Contributions e Incentives " COMPLIANCE
Based Guidelines PERFORMANCE
Objective
Management Cost Communications Change EVALUATION |:> ETHICS

nsauuwuIAnnsLsAmauuny (Pay Model) #ian: Milkovich, Newman & Barry, 2011: 16
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Conceptual

Total Compensatio

Framework :

Compensation Career Growth

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

-Pay Increase

@

Q
(@)
-
O
l—

Work Environment
-Core Benefits -Leadership / Supervision

-Flexible Benefits -Atmosphere / Culture

-Other Benefits j -Recognition

| -Interesting Work

| -Quality of Work-Life
I Balance

Welfare & Benefits

I
I
I
I
I
I
I
I
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I
I
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2.1 Cash Allowances

Base Pay =1 1 Fixed Bonus | ..
Total Cash = 1+2'_1 ! Compensatlon 2 Cost of Living Allowance H& ioéls
Total Compensation = 1+2 3 Attendance Premium
Total Earning = 1+2+3 : 4. Position Allowance
Total Remuneration = 1+2+4 (Or/1 . Incentive & 5. Professional Allowance
Basic Salary / 6 Car Allowance
Wage 7. Other Cash
2.2 Incentives
1 Annual Variable Bonus
2 Long-term Incentive

. Hardship 2.3 Perquisites
Allowance = Position Car & Expenses

Il. Welfare & Benefits ~_gBenefifs

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

21nlAS9IN15ANYT HR Fundamental, PMAT 2554
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‘I» For Team work
Outstanding ‘I For Compensation, Award,
Complimentary
Satisfactory
Below Average

Performance Evaluation l
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Performance Agreement & Apprai

PA

Dept. KPls

“Strategic Driven Committee”

m Performance
Competency

Performance Appraisal (Performance + Competency)

PERFORMANCE APPRAISAL (EVALUATION) Coaching —
Mentoring — Feedback
by

Ind. KPIs

SP — L/ship Competency

>
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C

bt Job Description
g

§ Project

o Assignment
S o

& (Talent Required)
a Committee
< Member

CSR — Responsible
to Society

Section KPIs

Corp. KPIs
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http://images.google.co.th/imgres?imgurl=http://www.gneil.com/images/products/1sla0828.jpg&imgrefurl=http://www.gneil.com/products/performanceappraisal/default.aspx&h=310&w=310&sz=41&hl=th&start=2&um=1&tbnid=LsHD7OGzDgkDlM:&tbnh=117&tbnw=117&prev=/images?q=performance+appraisal+form&um=1&hl=th&lr=lang_th

Strategic Performance Management System

SPMS
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J (Budgeting
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Corporate

Strategy Leve |
Deployment

N

Performance
Appraisal

ompensation Training &
& Benefit evelopment

Career
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® Chirapraphra Tan 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

Training Title

Core Competency

Building Productive

Sarvice Excellance
Taamwaoark

for Customar
Craative Problam

Salwving
Profassional
Saminar Saries

Productive

= | Communication
On Becoming
Effactive Laadsar 1
On Bacoming
Effective Leadar 2
Achievamant
Motvation Training
Stratagic
Managamant

Saries

Posltion Manage rial Com patency

Comm unication Skills

Managerial Competency

L

Leaders hip

Technical Competency

Te amwork

Supe rvis or
Ach bevem ent Orientaton

Strategic-driven Competency v

Job Funcional Skl

Comm unication Skills Vv

Lemders hip v

Te amwork

Ach evem ent Orientaton v

Manager
Cuatomer Focus v

Swategic Thinking v

Problam Sohang & Degs lon Making v

Job Functional Skills

www.exploreHR/ergompulsory training
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Competency-based Learning & Development
70-20-10 Development

70:20:10

LEARNING MODEL

I

On the Job
EXPERIENCE

Mentoring
& Coaching

Classroom,
Courses, & Reading

700/ On-the-job 20% 10%
O Experience informal ~ Formal

Learning Learning

371.09.33U92M 8AIUIT AT WRIMININININ i Tt NIDA
kK WISDOM for Change




Learning & Development
HRD Blueprint
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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)

; DT \ - une 201.
Succession Plan = AIsATRIASaInaduTnssERugs (S-COF) Tilsensunis@nmiaiuasdnisdiatg = L E B B

Hidfngers Uil N N . - wanamsszazduluuazaivilszim

(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) (Aging - Oualitv of Work Life Development) for Agining (Retired Govenrnment Officers - COP)
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Learning & Development
HRD Blueprint

UANNIS LUNITAANT Blue Print

A.  BP 5a9AI0UARNYAAINIYNALIUANANNT

B. BP uluuuinieniswmuyaansasinausey LL@ZﬁWJ’]ﬂ\Iﬁi‘ﬂLﬁmﬁ\‘ILLﬁiuﬁ@WﬂiLL?ﬂL?ﬁﬁﬂuﬂizﬁﬂ
ARNANNANANIT

1
o/

(°] % dl v dl % Qi e
C. BP maﬁmmu@Lme\‘im?‘Wmumﬂmﬂimu?mqmﬂunﬂj ﬂquLW’ﬂﬂ’]ﬁ‘W%\lu’WlﬁNQ@LL@ZEI\‘]EH

D. BP AYannnegUug unmanleen1swWmun LA N LN UNIWeIN TNy A1 1ua U] LT1uN13a939I0
LAZARLAEN NMTUIZIHY HAIIU N1FANNARALLNUILAZATARANNT s

E. BP A33an1n1alinsauninisandssuUssuninganndasny
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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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Competency

dTalent Management
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(dProject Management
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Corporate Culture
VUEITNRIANNG

(Core Value)
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‘Culture eats CULTURE EATS

% strateqy for STRATEGY FOR
& | breakfast’ BREAKFAST,
& -PeterDrucker OPERATIONAL

EXCELLENCE FOR LUNCH
AND EVERYTHING ELSE
FOR DINNER.

racitethis.com
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ITHE DIMENSIONS OF ORGANIZATIONAL CULTURE —
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Artifacts

Behaviors

Beliefs
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Artifacts Norms Values

Basic Assumptions
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I f . I
(Thailand Professional Qualification Framework: TPQF)

Tunisiavinaa@iuw (Professional Qualification )

1=y 7 Mational Qualification of Advanced
Professional Competence

garfuaandiizndw (avAnsuuI2u) s=iv & Nafional Qualification of Higher

Professional Competence

smsg v i 1ziu 5 Mational Qualification of
aase Professional Competence
L5 =iy 4 Hational Advanced Diploma Glualification
Aveas of Vocational Competence
sriv 3 Mafional Diploma Gualification of
i3 Vocational Competence
Aveos
— i1 2 Mational Gualification of Yecational
Competence 2
=/>]
A6 v | Mational Gualification of YVocational
Competence |
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