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Maximize your return on people investment

Our approach

* We believe that HR value is defined by the receivers(managers) and not by the giver (HR department) and thus we assess the managers' experience
in handling HR activities in a way that serves their business needs.

* We also believe in the value of enhancing the employee experience and thus we also capture employees’ voices.

* We don't believe in a one-size-fits-all approach and in "Best Practices" and thus we assess the outcome/results and identify the possible root causes
that need to be validated and refined.
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Methodology —a 360-degree view

Employees

5 Key elements of methodology
o) g O In-depth online

W W survey

= Aims to collect inputs from the
service receivers — business Leaders,
Employees — and the service
providers — HR Leadership and HR
Team
People
Management
Leadership team Function

Online surveys give the backbone of
data collection

For validation, interviews, focus
group and document checks were
conducted

: In-depth online
%E In-depth online survey & 918

survey Document check N




People management framework*

Functions

Talent
Acquisition

Candidate
sourcing

Employer
brand

Assessment
&Selection

")
Q
i
-
Q
(&]
S
Q

Onboarding

Workforce
planning

Career &
Succession
Planning

Talent
Development

Continuous
Learning Culture

Internal Talent
identification

Succession Competency
Planning Management
Personal

Career Planning e E——

Leadership

Internal Mobility Development

*Definitions are listed in the Appendix

Compensation
Benefits

Job Roles

Job Grading

Salary Structure

Compensation
Competitiveness

Flexibility & fit for
purpose

Performance

Management

Appraisal
process

Pay for
Performance

On-spot
recognition

Process
transparency

Ongoing
Feedback

Employee
relations &
Engagement

Employee
feedback

Employee
experience

Employee well-
being

Policies &
Procedures

Grievance
Process

HR System

HRIS Self-service

HR Digitalization

HR system
functionalities

Data analytics
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Enabling
Business

Data driven HR

HR Availability

Business
Partnership

Customer Focus

Change Agent

Continuous
Improvement




Dashboard

Overall Performance

64%

Performance
score

Overall performance of HR
functionality

Legend: Low <=60% — Medium: >60% to 80% — High: >80%

Key Improvement Areas

HR Technology

38%

Compensation & Benefits

61%

Performance Management
61%

Career and succession planning

Strength Areas

Business Enablers
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High level heat map — Leadership view W
Priorities vs Performance in key People management functions S

Priority by
leaders

High

Medium

Low

Legend . .
Low: <=60% Low Medium High

mgﬁfi'gé;e()% o 80% People management performance score by Leaders
. (]




Most crucial improvement areas within each function

Key Functions

Talent Career And Talent Compensation Performance
Acquisition Succession Development & Benefits Management
Planning

Salary Structure
Workforce

Planning Compensation

Competitiveness
Internal Mobility

Practices

Process
Transparency

Primary improvement area - Secondary improvement area -

Employee HR Technology
Relations And

Engagement

HR Policies &
Procedures

Non- improvement area -
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Business
Enablers

Data Driven HR

HR Availability

Continuous
Improvement




Trend similarities and differences by key People functions e
Comparison of Leadership and HR team responses FACTRaY

Leadership and HR team scores by HR practices

=@==HR response  ==@==|eadership response

90%

81%

80%
70%
60%
o 50%
S
Q
Y 40%
30%
20%
10%
0%
Talent Career and Talent Sompensation Performance  Employee ( HR technology) Enabling
Acquisition | succession development & Benefits management relations and business
planning engagemen

Substantial differences




Consolidated findings by function Hr

FACTORY

Enabling Business

Need to improve

Performance
rating by
Leaders,

Employees and
HR Team

Key improvement
areas by practices

Legend: Leadership >yl




Consolidated findings by function II. hr

FACTORY
HR Technology Talent Development

Improvement neec> Need to improve Need to improve Need to improve Need to improve

Performance
rating by
Leaders,
Employees and
S EEN
S Hgh  High

Employee Relations &

Functions >
Engagement

Talent Acquisition

Key improvement
areas by practices

Legend: Leadership > Employees >§,§’§, HR Team > &
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