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UszoAdNyINS: ACUSUNS ASNUR

Js:aunisainivau

Human Resources Director — Department Stores, naussaotGunsa [Current]

Senior BUHR Manager — Hospital Channel, usdnooKkudu uaus 2oKkudu [ng] 910n
HR Business Partner, us¥nAuWwoSad-ndia UszinAlng 910n

General Manager — Talent Acquisition, naussnouwmsnno

Human Capital Solutions Manager, usdnalaAlAsunoSUULUa SR
Performance and Change Management Analyst, naussiaBwusilng

Us:=IoRMNI1SANUN

AMAVANUNSIAUUSTYLYILON a1U1 MSANUINADNTDMN JuiavnsiukISny1ae

F8oMsSANUSIAUUSYYIIN SNENAENSUKITUNA d1U1 NMSWEUUNINSWENNSUULEIAzo0ANNS dn1UUUTUNAWRAJUUSKIS
AEnS

FEONISANUNSIAUUSYTYINS USKISSSADULUNA d1u1 NMSINNISSSADS:KINOUSIINA UKIDNY1audadusty

Us:onn1sinousy

Professional Coach Certification Program

Powerful Coaching Using the Card of Life

Positive Psychology Coaching

Change Management Capability for HR Professional
Effective Coaching for Higher Performance

The 7 Habits of Highly Effective People

Career Development and Succession Planning
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VO|CItI|Ity KUNEDD ADTUWUWOULLAE mSLUaauuUaoa\) 87N
AoNIsSHUNgLa-AALAN d0NUNISCUUasuLlaL Las lLJaEJU
LUUQUWaU

Uncertainty kunefio anio:pludacuduaugy Kinonu
SnLUlNENN

Complexity Ku1e{ivo Ao1WGUGouUNTUINTUSDEY Jodelu
AsaindulotuINuuU

Ambiguity KUNgDIV ADUAULASD




Vision KUNg8Y N1snovAnsddanaAdndniou

Understanding Ku1ag0v N1sastonuldnidirnu
UAAINSNNYIUDVANS

Clarity KUN8TY NSadIVANUNS:DOUEOVN
AQULASD

Agility KUnefiv AoIWIoVIDUAAEDVETIWD
nouduoavnoNiIsidaguliday







“NMSUSKISWaNISURUEIDIU tTudonTnouaAtysiomanisuguaoiuLa:
ADWKWNWUUDVUAAINSYDVOVANS”

2 ,5 X more engaged when people strongly agree that they are clear on expectation
3 5 X more engaged when people strongly agree that their goal link to organization’s
° goals

and with frequent feedback (Daily vs Annual) people are ...

6, O X more likely to strongly agree that they receive meaningful feedback
3, 6 X more likely to strongly agree that they are motivated to do outstanding work
3,0 X more likely to be engaged at work

Source: Ben Wigert and Jim harter (2018), Re-Engineering Performance Management: Gallup.
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J2/AJUINISNISUSKISWAaNISUNUAVIU

2.0 MBO 4.0 PM
Management By Performance Management
Objective Aguinis, 2014
Peter Drucker, 1971

—

1.0 PA 3.0 MBO 5.0 SPM
Performance Appraisal Management By Strategic Performance
DeVries, 1981 Objective Management

Kaplan and Norton, 1992 deWaal, 2013



Strategic Performance Management is defined as: the
process in which steering of the organization takes
place through the systematic definition of mission,
strategy and objectives of organization, making these
measurable through critical success factors and key
performance indicators in order to be able to take
corrective and preventive actions to keep the
organization on track to great performance

Andre deWaal, 2013

NSzUDUNISTULAADUDVANSDEIITUSIUUANDIWUSAD ﬂaEJHS llahDUIﬂUS AVAYDD
OVANS NOgNISMTKaIUISNINWalNWIUTDd8ADIVETSD ua.mozsam lWOTHUUTOZ)’]
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Strategic Performance Management is defined
as: the process in which steering of the
organization takes place through the systematic
definition of mission, strategy and objectives of
organization, making these measurable through
critical success factors and key performance
indicators in order to be able to take corrective
and preventive actions to keep the organization
on track to great performance

Andre deWaal, 2013
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NS:UDUNISUSKISWaN1sUURavIULEoNagns

NISWeUUINAYNsS
[Strategy Development]

¢

n1sAvvUUSIUITULASAIKUA
wWKu1g
[Budgeting/Target Setting]

¢

. n1sdnnWanNIsUNUAvIU , — e
nstkWanaulnu [Performance nasurluugun
[Incentive/Compensation] [Execution and Forecast]
Measurement]

¢

N1SNUN2UWaNIsUNURvIU
[Performance Review]

/
\1/




NSOUNISUSKISWaN1sUnuUaAvIU

: o NISUSKISWAaNAS
° Junviuxiu
oA duadd Dashboard
What
Inaus=avA :
. . Committed OKRs
(Objective)
A — InnuUs:=ava uas
waawsndinry (Key Aspiration OKRs Wadwsnddty  /
Results) OKRel > /
People-related OKRs LHUNISWEUU f’f
ynaIns ' 4

Individual
Development
Plan /
A/‘
/‘
/
/ aussnu:

[Competency] /
/

/£

/
/
/

 —————————

/

How
usovumiatoniu

018w [Career
. A . t.
Leadership Competency spiration]

Core Competency

ADTANAKIVLED
WOANSSU

[Competency]




ns-U:)un'nsusw\swan'nsUgummuw\)naans

oﬂsaow“““a'mu"’ga%un% NISUSKISWaNIsUfUivIu [WunszuoumMssioltioon
ﬂ:)smmaomnou IneBUAUN
) 1] MseotKUNe [goal setting]
MsOOWIKUIYG  NsEoUDIULA: 2] nsaouviulaziRdoyagdounau [coaching and
;gtzli% feedback]
3] MsuUsziounWaviuds=o1U [year-end
performance review] lla:
4] n1stksodallawanaulinu [reward and
recognition]
IngUnisdoumulaikvoyagounau [coaching and
: feedback] naonawoayo2awdnoIUNIVIUMU
%Saou\)‘luuaﬂﬁﬁagaﬁo“(\a\) WKLY

NsUS:lDUWa
vIuus=oNU
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Source: https://www.linkedin.com/pulse/art-visualising-right-kpi-rosie-was

“If you can’t
measure it,

you can’t
manage it”

Peter Drucker

hbourne/



n1savotUrkurgmuuudfnn OKRs

n1sdouvuLLaz
(Kuoya
gounau

NsUS:lDUWa
vIuus=oNU

s 2
= A0
aa“D‘qua:Tﬁﬁa\:\,aﬂou

Snnus:avA (Objective) 0:10udo (What) RAgu
NoVMSIKRESO La:waawnindinty [Key Results]
Drszyfiviuon [How] Nozmtkonnus:avAtkaiuu
dsolnnoorno:IsRNnTuuD

DOKU NLOOS

WHAT l l HOW



VISCOM LI ., asana @

xx S'aCk Eventbrite ) Spotify vox mepia” 7::fzendesk

m Deloitte. YAHOO! Google [Jg s

: L)
* coprg amazon Bait¥mm W

& Dropbox n box @ a

Source: www.ipluscenter.com
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OKRs

Committed
Aspirational
People Related
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OKRs

Committed
Aspirational
People Related
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¢ YNSINUADNUEIUISOUDDOVANS

e dsmolsouumalo
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3 YouTube

WIKu1g
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« MOUANIUNND:MIRINOUS:aDAFISD D:iovMo:ls LaslA
[PNNTiss

 WJUNILLEDEOWANSINUADINNUSTDA

« 3-5 13ovriodnnUs:aoA

¢ UMKuALaILUuuDU

«  Unowmme ustdulUln

¢ dWNSOONIA LlaznsddaoUln

«  TurkunkSawaulusUuovionssukSoUuUNOUMS

Key Results AU

1BOUSUNCU [value] vs 13uNoNnssu [activity]




1GoUsutu [value]

IWUSAUADUWOWDTDIRSUUSNSILINUNDNESN
ssuldu 90%

1B3oNINSSU [activity]

e
L=

VS:UUURNSAONTUURIKLEDIESdLa-uNUuS
SUUSNISNElUIDUSUIAL

Al
8L

Key Results




Key Performance Indicator [KPI]

ASUINNANSATUDIUN dny Wua FoRfKUATULN IWalEInGoavNIUnTusN:l0UDE TS [nadmsiiuo KPI
oonLu 4 Js:zinn Taun

1] Input KPI K30 nutddnwansaittuoiuyooJoogunignnNszuduMs 13U 91UdUDIINSIRNDUNANLA

2] Process KPI K§omsUdnman1saAuIuuovns:udunns U 10alaasiunissnun

3] Output KPI K30038UIANANISENITUDTUUDONANIAUOVNSIUDUNIS 13U DIUDUDIUDDYUDVONDNSE

4] Outcome KPI KSonBUINWANISAILUUDIUYDODWNAAWSUDVNSIUDUNIS U 9/MSINISaNDoNUuovwUnNvIuU

Key Result = Outcome KPI + Target



AaNssU Outcome (10 uan)
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nsooaoU MOU Arhsounuukiananasluus:inAdu
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WWwuvu CQIT Ambassador Uss5UMsAnw 2564 1150 Tneido yansoungutiosgdoua:
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LWWURNKA Outcome (10 un)

Vo | KeyRewn [ Adiiy | Oucome
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nsovaou MOU ArisouniuurIdngnastuussinAdu

3 HAUNIUEIDIUNAILUUNAZDUNIODNDINEN LlazduNUaINUATUUR X

AofLUSENSUTUINA RgdfUAMUADVMSMUINATUTaBIVONTUWEUUN TUsLnSL KM yoooudde X

~N O o1 AW

WWwuvu CQIT Ambassador Uss5UMsAnw 2564 1150 Tneido yansoungutiosgdoua: X
Aonssunri
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N1sWau Key Results

Activities Value
Based ) \ Based

LNELLWSDIUDDYTUDISAISUNUNBINDNUDU 25 viuddgy Mgluu 2564



OKR vs KPIs

KINUNKLIEMSIAUNTYD AD
ASOINWUKIUAS

NNSRONNDYVISYUSDYFIKSU
NIsiuNIVKSolU WSyuldUou
KPls monitoring

KINLSIL1DVNISNINSTUKADND
uuhon1s measure OKRs
UuLow



RnnMuagwvdnnus:avA [Objective] Lla:nadwsn
novMs [Key Results] Aua: 1 onnuUs=avA ta:waawsn
MOVNNS D810UDY 2 Waaws



aona:=lJoglunuvuwosu...

People-
Committed Aspirational Related
OKRs OKRs OKRs Competency
WW1KUNgNAoD 1KUY WiKkuien daussau:
[ (3] n:lgon:gyIu 1NYOAU
unaIns




Us:zinnuavnisaotdakvrgnurannis OKRs

Committed OKRs

* Performance
 Productivity [Compliance, Efficiency and
Effectiveness

gr o A

A




Us:zinnuavnisaotdakvrgnurannis OKRs

Aspirational OKRs

e Transformation [Innovation]

10X Growth 0V
Moonshot Thinking



Us:zinnuavnisaotdakvrgnurannis OKRs

People OKRs

* People and organization

Engagement
Self Development
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LWunNIsweuuis1aunna [Individual Development Plan]

AULIOKIVNIVITTW F0NADOWHIUASOUAVILWUNISUNUR
[Career Aspiration] [Development Plan]

A,

ON-THE-JOB
(SgugonnoIunm

KSo Msm Project 20

PEOPLE
« Coaching
]O « Discussion

TRAINING « Communities

* BYugoNNISHNaUS

* lurovISYU,

* Online Learning,
Conference

LWwuweuunsrgynna [Individual Development Plan] Ao lﬂsa\)uanerﬂﬁwunmumouwumswr:um
MULOD lwaa'unsnmmuussauhﬁmaTumkuaomUlao LasL3ouTgvNUITNKUNEUD0OVANS



LWunNIsweuuis1aunna [Individual Development Plan]

IDP

wWkugua:
uwudgundinsunis
dnnUs:avA LazWaawsn
drnry [OKRs]

dussqu:
[Competency]

isovumatoniuosw
[Career Aspiration]

WUNDIUNNAUDLNUNISWEUUNS18UAAA
[IDP] InglloownAgnUKOKUNIDIUIWD
AOLUNKUNENISWEUUNSOUNU

ADSDNNSSNI8vIULARInNUADIUAUKUN
ogauaus

NDNSSUNISISEUSADSADNAZDVNUNNS
weuunwu 70-20-10

NsUszlDuD=IuTAUuN B luNTsUSU
DUIhouUUS=U
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JUADUNISNIKUALLNUNISWEUUIAULDYD

B
L

gunoaun 1 WosouNLlUNKUNEY UoVaULOY

Cr

UMDUN 2 WONSEUIWANSURJUROUDNAKIULA LLEEAIFNKUAUNKLNENSWEUUN

Jumnoun 3 stuAngMwiRdonAdovAUUS:LEURRDONSWRUUN
fKUANAAWSAAIASDTASUDINNISWEUUN WSDUNDS:E:10an

Jumoun 5 wostunntomMswiuunmuAngmw (Competency Development

Guide) mnuUs:AUNGONA3OD

Jumaun 6 IN3IUNISUSTBUAURULAUUTYBIWOLNIEUDLNUNSWEUUN

uunoun 7 nsondaygalnuNsweuunaviulluuwosy

41



lASoviUayoga-NoUNIUD18W [Career Mirror]

CAREER INTERESTS 4

PERSONALITY STYLE 3

~

-

N\

] PASSION

2 MOTIVATED SKILLS




CAREER INTERESTS

«  Aruosnmo:IsTRRTUKSOFNY
NN

«  O:SADADIUANKIDUDVALU
futsov
N1SNVU

« ynan,mwyovAtulduog0ls
© 0128 WUUUNAGDUYAINNTW
WOTlBIUULUONIDIUNISUDOKN
DBWIATANWIOAGOUMS

AVIUNIKUENUALU

PERSONALITY STYLE

~

lASoviUayoga-NoUNIUD18W [Career Mirror]

-

\_

PASSION

olsADUSOWANAURMTRATUDEINLN
vIuNndu
AOUNMLIULEDAITANUGUUIN
NanAonouliku o
coLeIMvIUUIo:IsAodvRAtUNDTD
uInnan

o:lsNAtUIBEOBIYKSOMIAH
Nan |
wsdaossAo:lsNAtIDILazoeN
WEUUNTRLNOTU
AtUNIIUUSEINNIKULEAOVU
2ONUINNGN

MOTIVATED SKILLS
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LLUUWDSULLWUNISWEUUIS18UAAA

Famiina (&

yeses Mol

F UL ]

A RAMLAV LT (Diect Sugesrvisors Postonk

wuiRTTERee (Individual Development Flan: IDF)

suurasy wumaauTeuaraUszdd 2562

TR T (

BN (Dlesgenrt

- wanifignslunminu . . san AL euiE A e
fanlwnenTninn vl famnnmiann Fultsmu Tultugn W
{Development Action Flan) {Actusl Development Vs
{Development Goal Name) {Mfeasurameanl) {Starl Dale) | (Due Dale) {Remark)
Measurament)y
T
20
1%
e
20
1
T
20
1%
uhmnesuE {Career Aspiration)
1-3 14 3-51

45



NISUSKISWan1sUqunaviu

1] Committed OKRs 1UudmOUs:avA Las
WaawsnNdntYLdonNagns QNO1gnonun

NISdouvIULLA:

Woya 2] Aspiration OKRs 10udnaUs:=avA uas

gounau WaawsNdAty NONMMKUALNIWODANTKOVANS
KSOKUDHVIUNNNISWEIUN

3] People Related OKRs 1Judnnus:avA Las

NsUS:IDUWa C ede o . -
WNaawsnatntyningdyoavNUNISWHUJUNAU

VIUUS=NU

4] uwunsweuuisiguana [Individual

s, ® Development Plan]

G
GOUD‘qua:Tﬁﬁa\:\,aﬂou
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nIsdouviulaznisikioyagdgounau

G R

GOAL REALITY

. GROW model Boluluinan Sir John Whitmore uas

lan NU Wouunduuiud 1980 uasnanguitidungsnogno
daniunased LWSKaNgNNKUILFOUNEZUDD Sir John Whitmore R
J 3001 Coaching for Performance

AIKUA
WIKU1g

1’5 #1 COACHING BO0K

COACHING for

DEDENDAARNCE

WD1SfU1
N1Y1aoN

Jo1okun

~

OFTION WILL/WAY FORWARD SIRJUHNWHITMURE =




nIsdouviulaznisikioyagdgounau

GOAL WILL / WAY FORWARD

. Asking Questions .
BR:;IIdI:r% Active Listening ) F(():I(I):vtllir;ueg
PP ¢ Providing Feedback 9+pP

REALITY OPTIONS




Lwwuwosuuunnnisaoauviutaznistkioyagounauv

-

G

GOAL

NIKUA
WWIKUY

NaN0HVINNUSIEVAYOVNIS
wang fkualduldikuien
anwrsamtAldudsolnmu
[WKUeNnL(D tass:yszoan
NOW D

Y4

\_
-

O

OPTION

WD1S0U1
N1olaonN

WOISCUINMVIEONAVKUAN
WWulUlewoussalhkung
YoowunNvIU

J
S\

R

REALITY

1lan
aniaunisal

\_

\Tuﬂaqﬁu

- wanagdonduagiudoguu
WOTlBLJuUUONOIUNISKY
KuNIUdLUKugiuounAn

! w
WILL/WAY
FORWARD

AIKUA

KUNTY

\Juiokih

. dsuaonisilawnnsuas
NIE@ONND:NSOUTivNS
auuayuiwoaussattrung
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AstuouUNIsUssliunWaniIsuguaviu

- = _ waAslazlnsu
vunnnasus:sibuwa a v -

Wosln1s yoyadounau 21N -
vIuavlluu e nisUssiduwalng

Us:=wju oltion i NSzUSUNISINEUWA

nasuUs:iu

100%
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IneunniIsthin:uuu [Performance Rating Scale]
G

fin31AUAIAKIY/IUKUIgogvsoLloD
(Consistently Exceeding Expectation/ Target)

ANI1AIWAINKIY/IUNKUNY
(Exceeding Expectation/ Target)

Wulumundwmakdv /KUY
(Meeting Expectation/ Target)

AIN31AWAIAKIY /IUNKUNY
(Below Expectation/ Target)

c‘i"\no"mmumnh:')'o/ WhKuigogrvsiotlion
(Consistently Below Expectation/ Target)
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AstuouUNIsUssliunWaniIsuguaviu

15s wWansufumvio
guiinns wnAdlaziasu munagns
Us:iiuwaviuav uoyadaunau nsUs:lbuwalng

LUUWoSUN1S DINKOKUTIU KoKkU101U
Js:iou QYUIVNDLUDY

NS:UDUNISINYU
wWanasus:iu

fin31A2WAIAKSY /1UKUIgog1vsoLlo 450-5.00
(Consistently Exceeding Expectation/ Target)

AN31AIWAIAKIY /UKL 3.50-4.49
(Exceeding Expectation/ Target)

WulunmuadwAInkdv /IdKuIg 2.50 — 3.49
(Meeting Expectation/ Target)

A1N31AIWAIAKSV /IUIKUNEY 1.50 - 2.49
(Below Expectation/ Target)

AN31AWANAKSY /1UNKUIgogvsoLlo 1.00 - 1.49
(Consistently Below Expectation/ Target)
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LUUWOSNIsUs:LlJuWanIsUuiaviu

wuuvlaTy asuwskantsufuRaud 2562
nasLanen s (Targel Pedformance Scale)
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Level Bonus (M) A [ A- [ B ] C D Total Actual Budget Balance
Total level Bonus (M) 43,638,379 241 241 43,723,689 85,310
Staff Bonus (M) 3.50 2.75 2.45 1.00 0.00 30,083,386 2.33 2.29 29,614,330 -469,056
Supervisor Bonus (M) 4.50 3.50 2.55 1.00 0.00 13,054,279 2.59 2.70 13,582,703 528,424
Manager Bonus (M) 4.50 3.50 2.55 1.00 0.00 500,714 3.04 3.20 526,656 25,942
[ . = — —u
22U vUUSIUIDUNISUUMDULINDU 4.25%
Level Merit (%) A ! A- B C ! D Total Actual Budget Balance
Total level Merit (%) 748,473 4.13% 4.25% 770,407 21,934
Staff Merit (%) | 6.00% { 4.90% { 4.00% | 1.70% | 0.00% 522,798 4.04% 4.25% 549,611 26,813
Supervisor Merit (%) | 6.00% { 4.90% | 4.00% | 1.70% | 0.00% 216,434 4.30% 4.25% 213,802 -2,633
Manager Merit (%) | 6.00% | 4.90% | 4.00% | 1.70% | 0.00% 9,240 | 5.61% 4.25% 6,995 -2,245

129819 NISNS:NENISIUBUZIOUMU raking curve

Level HC A A- B C D Total
Total level HC 63 300 1,075 238 27 1,703
%HC 3.7% | 17.6% | 63.1% | 14.0% | 1.6% 100%
Staff HC 45 194 796 200 25 1,260
%HC 36% | 154% | 63.2% | 159% | 2.0% 100%

Supervisor HC 12 70 241 37 2 362
%HC 33% | 19.3% | 66.6% | 10.2% | 0.6% 100%

Manager HC 3 24 30 1 - 58
%HC 52% | 414% | 51.7% | 1.7% 0.0% 100%
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