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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)
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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)
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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)
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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)
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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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2y 3
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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