N3 MVUHNUKALUNAA (Succession Plan)
LA
ANSWENUILEUNIIANAN (Career Development)
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dunweorww (Career Paths)
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— aamsa (Vertical / Typical Career Paths)
— anenzues (Horizontal Career Paths)

— Dual Career (Spiral Paths)

— Multiple Career (Transitory Paths)



aaed1e Vertical/Typical Career Path

Section Head
Asst. Section Head

Supervisor

Engineer

Engineer (Trainee)



a1eee Typical Career Path
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a10819 Horizontal Career Path
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a1ee19 Dual Career Path (SPIRAL)

Level 6 < > Level 6

VP >< Chief Engineer Officer
Level 5 < > Level 5
Department Manager >< Senior Engineering Specialist
Level 4 Level 4

Section Head < > Engineering Specialist

) )
)

Level 3
Senior Engineer

)

Level 2
Engineer

)

Level 1
Engineer Trainee




a10819 Network #se Multiple
Career Paths (Transitory)
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n159UNUaw (Career Planning)
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Desin your own career

Career Goal : fuun1sWLAR/Na.

Start

sussausiiuy
Competency

- ARILATIZA (2)

- ANFIIUNU(2)

- AMUAARINIFITA(2)

LRl

- Formal training
(training road map)
- IDP

Readiness assessment

- Ready now

- Ready within 1-2year
- Ready within 3-4 year

move

sussausaiu
- AILATIZU(3)
- ANFILNU(3)
- ANUAARINIRTIA(3)

8N IWeIUN

- Formal training
(training road map)
- IDP

Readiness assessment

- Ready now

- Ready within 1-2year
- Ready within 3-4 year

meet

sussausanily

- ARILATIEU(3)

- ANFIIUNU(4)

- AMUAARINIFTTA(3)
JusTausKUIUT

- AsuIMITAstdRauLlag
- MTUINITANULAANANY
- anuiugiin

8NIWIUN

- Formal training
(training road map)
- IDP

Readiness assessment

- Ready now

- Ready within 1-2year
- Ready within 3-4 year
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NTAUAIDEN
Career Planning & Development

Formulate c Define ,
AIS Job Stream ompetency for

Job Stream/Family

|dentify Criteria for Develop
Movement Career Path Model
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Internal
Audit

Operation
Implement
ation
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Communi
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Job Stream Description
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AIS Career Path Model

Job Streams

Administration & Coordination
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Marketing

Sales & Marketing Relation
Operation Implementation
Technology

Human Resource

Business Relation

Finance & Accounting
Internal Audit

Strategic Planning and Support

Marketing

Sales & Marketing Relation

Operation Implementation

Technology

O
@
@
Legal @D
o
@D

Human Resource

PR

Business Relation

Finance & Accounting

[

Administration & Coordination

o
@

Internal Audit

€3 Rotate within job stream Possible to Move [ ] Difficult to Move [ ] Rarely to Move

@
O
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Criteria for Movement between Job Streams

The remaining percentage of possible risk factors are dependent on other factors
such as past performance, educational background, past experience and potential.
16




Criteria for Job Movement

To initiate Job Movement, AlS established a Movement Criteria policy,
which is derived from two sources:

Company Initiative —- Movement that is requested by Top
Management (by authorization) in order to support the company'’s
strategic or business movement.

Employee Initiative - Movement that is inifiated by an employee in
accordance with their job change preference.

Note

e Movementinitiated by the company means that the nominated employee
may waive certain criteria, whereas movement initiated by an employee
means that they will have to follow the job movement procedure.

* The Job Movement Process can be used as a guideline.
Management may take other factors info consideration such as
Learning Ability and an employee’s willingness to move.
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29352120 (Career Cycle)

Trial Stage

Establishment Stage

Mid-Career Stage

Late Career / Decline Stage
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e Trial Stage Andszdivanuaula
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(IDP- Individual Development Plan)




N3N UNALNAA
(Succession Plan)
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Succession Planning
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Plan

wilnvudfiienns  Management

Trainee
JYAUNRY Talent

Management
YA UUITNT Succession

Planning

Regular Track General Training
Roadmap

Fast Track Specific Training +
IDP

Specific Target Role Specific

Track Development

Roadmap + IDP



szyswuusudiagy (Critical position)

SELAUUTWNS HA1ULNIS R [IRVAVARGENRYEY

ldentification Candidates Candidates Candidates

Assessment

Development
Plan

Readiness
Evaluation
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3 R assessment
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Risk Assessment

Direction (. 411N PIUTNA19N9U N.0.
(Ae11l. (9Nag)

Strategic 999 Ha.41N (#e11). 999 NB.ANUN/ET.U.ANN./ LR /
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Incumbent

TITLE
Name PG
Age Service Year Time in Position Salary Index
Performance Potential Criticality Next Position
Successor Successor
Rank#1 Rank#2
TITLE TITLE
Name PG Name PG
Age Service Year Time in Position Salary Index Age Service Year Time in Position Salary Index
Performance Potential Criticality Readiness Performance Potential Criticality Readiness
Readiness R/0 = Qualified to move now R/1 = Within 1-2 years
R/2 = Within 2-3 years R/3 =

Within 3-5 years




Mentoring Program

Timeline Oct — Dec 06
— A Jan — Sept 07 Oct 07

~

Process Study Developmem

Competency Guideline
Analysis

Coaching

IDP Setting in action

Follow up

Tool * Competency  People & Task « IDP Meeting e Mutual  Monitor &
Profile Matchup =~ Management Agreement Feedback
Development
Guide * Re-Assessment
by 360 degree
Involvement feedback

Boss
30%

HRD HRD
50% 50%

Mentee
20%

Mentee
40%

Mentee
20%

Mentee
40%

folo]



Development Guideline from

Risk Management Committee

People Management

Development Guide
e Leadership
e Empowerment
eProblem Solving
eDecision Making

Task Management

Development Guide
* Business Performance Mgt
sIndividual Performance Mgt
*Organizing& Process
Improvement




Mentee Coaching Pack
comprises of :

IDP Form
IDP Form
— People Management
— Task Management
Monitoring & Feedback Form
Information

Competency Assessment Results :
to be job profile VS. as is personal profile

Mentee Personal Data (i.e. work experience , training record, promotion and
transfer history etc.)

Extended DISC
Development Guide

— People Management
— Task Management
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441 Driving and managing

HT: \mproving
in these skills

ectivel
- 9% of leaders eff

Research of Jazmine Boatman & Rich Wellins (ASTD)
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ANUMNIa2aasdId HR

1. &9 “Model putilal” aavasdnsiiiuIan
(Talent Model)

2. §39ANUNANUAIKUN
(Creating ‘A’ Player for Capability Growth)

3. NIEAUNINNAUNRINUADIWITNINU
(Talent Engine)
4, gaNnNuFuNusuazaIuAtITI NG (Employee
Engagement)
5. LANYAAILRZAUAINIIGINA
(Pay Versus Performance)
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Effective Talent Management Practices are key
drivers of high performance and organization
sustainable success
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AU KA ULLUAC 1S

o UM LTunaans Luladiilunainsenns
o LUNTANNUAAUSNEULANILAUTQNEDY
o WiwNags ALY wazWaunliwsauduiingrsas
o uiudvuadasiunasituru Talent Aninngan
(a5 18Ul : dns1A&VAUALRNDY)

e LUUNTIANALUIAUAIFINR
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521111A15U51i15 Talent a)stilaiisaila
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e WinVIUTANUMAUTITALIU o AaANNTNARLAUTUANTALTUINU
Nilunasasrvlananay liwlamusialilag
AsHeIu TrLANINLYN e Wil ULNSEnNAGU
e FUFWILINEDAIANTIIAWITNIU o USuLdAaudng twsglsisiag
Wl (Tu-uan) Iifluasdnsi Commit
HINRANAUAENIAIRY o HiAmAavaIaLiliausIngia
e ANTAUATANN eNEDIUNLAEL slaLiiag
vin'leatnvdaiau
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o AN AYTWAINNIINIA
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Talent Management Framework

1. fuuaaUdARULNGDINTS 3. LlUANNSUAAAAL
Talent Model Wiaas19AuAIMIN
Assessment tools and methodologies eAccountability for different talent types
Talent classification eEnabling mechanisms

oFully Utilization

2. Anausuuazwaun 4. ASaHaguans
Learning styles el ead / Lag measures
Development activities

Development approach

42



1=

v/
(- >4

Q/

o

AU URA LN

1
PN IRE



AsAvUanLaniEals Talent

faaARIALINaNAY ARENTFIAALRYINUGITNUDIAIANT

e AMNTHUN

* ANUNAARIIIRTTA

o VAUAGTIG

o viNuINAUNAULAH
o JiNaNITUHLTRIUA
* IR
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&@ﬁ‘\a Identify Candidates for Talent Pool

e induaTadaNTnUAKTUNS AN LT (Eligible List) uag
Performance & Potential Grid Analysis (PPGA)

TAaNIITUINNAUTNITAAIU

Attitude - fiAuadlunisvineuiid ivsaasAnsuaziiausineu

Acceptability : (uisansurasgsinaunasEdu

Learn ability : fiausunsalunisiaauy

Performance : finan1sugiidoruads 2 1 daundelusedudiieay /dunn (Grade 1 - 2)
1

Potential AnanIWg9 (seau High) Muedidn duwnTunduiaduguinis /

Niaenalaluauran

Competency : finaantauznsangfinssunisvinunginasanugitsalunu
atILiulaa6
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Talent Model

The SHIN’s existing model is identified into 2 categories:

Common Leadership Profile

Specific Leadership Profile

Common Competencies

& Personalities

Competencies

Desired Personalities

= Business Acumen
= Strategic Vision
= Decision Making

= Change
Championship

= |Influencing &
Partnering

= Results Orientation
= Quality Excellence

= Cognitive Capacity

= Problem Solving

= Innovative

= Want Challenge

= Dynamic

= Integrity

= Open/ Reflective

= Enlist Cooperation
= Resilient

= Self-motivated

= Assertive

= Effective Enforcing

Drawback Personalities

= Defensive

= Micromanagement
= Self Critical

Blindly Optimistic
= Imperceptive

Desired leadership qualifications for Shin’s leader

Desired leadership qualifications for each job leader

Specific Leadership Competencies and Personalities

Business
Units

Project Mgmt
Expert

Technical
Expert

Support
Expert

Competencies

= Business

Performance
Management

= |nitiative

Competencies

* Project
Management

= Leverage
Diversity

Competencies

= Analytical

* Industry
Acumen

Competencies

* Organizational
Awareness

= Operational
Effectiveness

Personalities

= Persistent
= Decisive
= Risking

Personalities

* Planning
* Precise
= Organized

Personalities

* Eager to learn
* Analyze Pitfalls
= Helpful

Personalities

* Diplomatic

= Warmth /
Empathy

= Self-acceptance
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éﬁ@q’f\a Selection Criteria for New Talent

What to be Measured Assessment
1.  Young Leaders Group 500 Candidates Tools
- - 1st Step
2. A: Attitude / Acceptability & 1 Past Performance
3. L : Learn ability n ﬁ-ﬁa ﬁ_R 2 Executive
4. P : High Performance : Grade 1,2 ' v } r } Judgment

and High Potential
5. C: Competency

. N 2nd Step 184 Candidates
1. Common Competencies & Personalities aR

Tools for Selection

o Harrison Innerview

ﬁ? . Leadership test
ﬁ‘ ﬁ . Executive Judgment

1.  Specific Competencies & Personalities 3rd Step 56 Talent Tools for Development
J Group Activity

ﬁ?ﬁ . Leadership Questionnaire
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&qaﬁ‘\“Assessment Approaches and Tools

These assessments are a result from your perspective based on the set of

assessment tools illustrated below:

commontleadership

Profile

Qualification

Common
Competency

(1) Situational Based Assessment
(Competency Questionnaire)

(2) Boss’s Assessment
(Competency Questionnaire)

Self Assessment |~ ‘=2
(InherView) N =

Specific Leadership

Profile

Qualification

Specific
Competency

Infinity

Business Case
(Group Activity)

Strategic Game
(Group Activity)

48
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@Q@q‘f\ashin-Group Development Framework

Corporate Leader group one was developed according
Shin-Group development framework

{Action Training)

« MBTI
+ Leadership Dev.

+ Psychology Mgt.
« MBTI

+ Leadership Dev.
+ Interaction Mgt.

Personal &
Leadership
Development

Personal &
Leadership
Development

Business
Issues
Thesis

Business
Issues
Project

Project
Management

Change
Management
+
Business Acument

Project
Management

Change
Management
+
Business Acument

50



é(,a@é\"\@ wuuwasu IDP

Mobilization:

D Wk with SIrandg SEMECE EREIUE DEEm

ANARISINNLAINTIY

[::' Wiork in vaneny of rodes / job
¥
- ¥4

Lazngan lulssiienad

D Work I e 3L

D Work In mew funcoian area
Competency:

Group of Competency D Comman Leadership Competency D Specific Leadership Competency

D Work with 2 diverse group of peophe

Development Description of Activities Timeline Invalvement of
Activity & Code Others/ Naote

Development Goal

Additienal Comments by Manager

"arlicipant Lgnature DM artirsg Dale Calr o Review

fanager Signatoe OFacttrsg Date Dalr oo Reaiow
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During Workshop : IDP Discussion

1. Create a relaxed atmosphere with opened communications

2. Discuss the need and goal of development of individual

3. Fine-tune and agree on development options




Development Practice

o LUlMIDNIWMN TU LRI EEUATANURINITaTUNTIEUY
LazANsadnITRIULAAR LA TYWIUauLad T Lihvune

NavAnIAInua 1y
o NaUMFIUTULLUAITWIUTUIIRILALIAY

iWalnulsednaniwlunissaustviunniadiu
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&q@ﬁ‘\a How Executives Learn to be Successfu

Challenging Assignments

Significant
People

Other

Hardships

Research from the Center for Creative Leadership
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Stretch Assignment

o HunsuaunisAafiidalriAnnisizausannnisviney $Iudy
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vtV AMsuaunsAANaNIsHRIUN

Jaauscava/ihuuna

nau Generalist Track

nau Specialist Track
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uevaabidlulsarianizsu

3. nsdfudaaugsia

weaea Tritilup¥an1ssrunisweiun
853
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4, ANTIREINRLIEIU
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Short—-Term Experiences

e LWALANTANANTTIEUTTUINIZEZIANFY 9 12U

e AIAAMUKUTNNITEU WU TR ULNaAAINOAATIN UL

58nsvinouriastnudunuuatineg
e A5L2NINUsTANIUG IR AU U NUKLEUS
o mstllufunuiiadfiforulugarunisaifinauinianialidquias
e N15121N9 Executive Meeting Tulanasing 9

e MIFTUUNAINN / Usziauuimingula waziauandseaudae

U9

o nsAnumIMUNIANIIULLY Project / Matrix Team
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Lateral Rotation

o lunsdutdAasunuuLIauutussauLfefunsadldney
TunsljiiGeruniuaneiviuaanlyd tWatgBuAIINITUINU

Usztnnau uazvinliAauuuas waztdnlaganuiasan aay

JIURIUAU 9 WNAEITU
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Education / Training Program

o Hunslvimnug / dayandnduiialssiazisanis

Ulddszansitaliinianalunivdjiidea lil
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&3@@5"\5 Talent Development Roadmap

Create your
Leading Bold Change own Career

Mobile
Telecommunications
Today

Situational Leadership

e SPSDM

* Presentation Skill

 Discover your Strength
through your Style (E-DISC &
InnerView)

* Business English

¢ Individual Development Plan
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Coaching & Mentoring Program

Hunisizaudanalsnisqua wasaluguuannpilsyaunsainiun

eaudy 1aaaraaglusduad

Winsdauv1u (Coach)

Aa WINRILEIN / nzauTrnilnuaseniindin1swaIuAULadatiNIaaLia g
TAAFIUTANFUNFIUAINNGDINITUDIAIANT UALAULAY LADENILUNIERN
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n1s Coaching
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Job Mobilization
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Taskforce in Project Assignment
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On-the-Job Experience
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Near-the-Job Coaching
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ANIRTA
Near the Job Coaching
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Meeting Observation
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Peer Review
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Reverse Trainee
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Shadowing an Expert /Guru
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Reading Assignment
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Site Visit
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&@é‘\“ Development Impact

LESS Development Impact

Training /
Workshops / I Role Modeling ” Feedback/ ” Development ” Full Job Change]

Reading / Videos Coaching inRole
Projects Stretch
_ L Taskforce or assignments
Skill building and Copy of a 360 feedback Leadership Start-up
practice New particular skill or Boss / mentor Hardship Fix-it
knowledge behavior relationships situations Tumaround
Temporary Staff to Line
accountability Line to Staff
\ J \_ J \\ J \\ J
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What Is Developmental Position?

Developmental position is the position that :

e Give opportunity to business learning or new areas
learning; new markets, new technologies, etc.

e Give opportunity to networking with executives
e Help developing professional competencies

H 4
Qo
S
G
c
>
&)
Strategic Impact
Low v Business Management Role

Low < < Hi
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Career
Concept

Duration in
Field

Direction of
Movement

Career
Motives

Source: Driver M., Larson R.

Expert

Life

In-depth

Security
Expertise

Career Concepts

Linear

Variable

Upward

Power
Achievement

Spiral
W7
5-10 years

Lateral-related

Creativity
Personal
growth

Transitory

<&

2-4 years

Unrelated

Variety
Independence

8%
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Career Concepts Spectacles

o T

Expert Linear Spiral | Transitory
T Decides more Lacks « Jack of all
Expert than he knows | focus trades »
Management Goal-oriented Faulty .
; : Hopeless vitae
Linear problem competitor | compass
: < Sacrifices self for | Exciting | Flexible but
Sp|ral Olvey Secalzed career person wasteful
g . Flexible
: Rigid and narrow- | Conventional e
Transitory e P Cabrgu | Free-spirited

&
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Talent management measures

Lead measures Lag measures

* Talent classification distribution
* Talent turnover

* Size of talent pool

. .
«  Selection Growth Rate Talent turnover by key area/ attribute
* Talent Removals

* Diversity indicators

* Development matches

* Cross-functional experience

* Time in position

* Completion of Developmental Objectives
* Promotion Rates

* Performance Ratings

* Performance Trends

* Bench strength ratio

* Talent sourced

* Internal/ external recruitment
* Developmental Costs
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A5855UN - §as1s3avnayns Talent * LRUBKIAMANBUZLUUIZEN
ANSAALADAN * MUUAUANLAMUYT LAY * WANTAUTURAVINE
* IANILATAINATA

ANSWENUN * t&ua Training Roadmap  3n1i1 IDP
« InRNaUTULRTWIUN « Coaching & Feedback
* A0 Resource T4 Inputs unéls HR
* ARMUNA

* isgaIuIIU

AN « A0 111l Package Wiew - waneiuszay
gIneinvANL2ALl « S enuAaiuLiluseas - laTanaliugasnnAaLiAY
* WannaNuduwus waziaIuTIN
« YAl d5un1s v o LiTvTauazA1z
AutAAUANUSUAAAAL | * J19EIUNUIU - WaAHEaITan&@AININ
BazaANANUKUN (Development Position) s NYUILUBEUINY
91 Career Path « Enrich, Enlarge Job
AsUsziviana * Ya/1sediu Lead-Lag - Widayarianisinlsuduna
ANSANLTEUIIU * AAVINTIEU

* YFuilgoumuusnng Talent
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Integrated talent management

best practices

~ y
Reward Learning & Developmg Feriormance Recruitment | Measurement HR. Tl
Development potential management Planning Culture

Broad salary
Band

Performance
related pay

Source: Best practice on the integration of talent management efforts, Jonathan Smilansky, 2007

Development
plan

Modular input

Coaching &
Mentoring

Short term
project

Meeting the
executive
team

Variety of job
assignments
to break
“silos”

Competencies
and not just
business
objectives

Feedback on
potential

Self-
nominations for
high-flyer
programs

Graduates

Search firms

Internal job
placement

“Branding” the
need for talent

Creating a
talent “bench”

Diversity of
talent pools

Benchmarking

Assessment
Centers

Employee

Surveys

Exit interviews

Scorecard

Time taken to
get to the top

Forecasting
needs

Assessing
diversity

Feedback
from high
potentials

How many
people, that
we want to
keep, leave
us?

‘

Branding
Talent

Hard versus
Soft

Diversity of
talent pools
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Thank You.



