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What do smart people want

Exhileil 2
What motivates talent?

Pamantage of top 200 sexecutves rating factor absociutely essantial
Ginaal Company
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Valuas and culturne 58
Well managed 50 I:E-c:t iu':.l:]i
Company has sxcting a8 I{/ procuces
challenges Freedom and aumonony 56
Strong parormance 23 Job has axciting challangeas 51
Industry lesder 21 Career advancemen and a9
Many tajented people 20 growth
Good at developmant 17 Fit with boss | admire 29
Inspiring mission 16
Fun with colleagues 1h)
Job sacurty 4 Compensation and Meatyle

{prica)

Differantiated compensation 28

High lotal compeansalion 23

Geographic localion 18

_ Respoact for Meshyla 14

War on Talents Survey by McKinsey . _— and sl 1
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(Compensation)

AN9U3 KT HANSUHLURIU AINTUINANIS
UHiidvru (Performance Management)

Tan1alunistasaunuiinTuandw
(Opportunity for Growth and
Development)

AsddIusWAdINIINIIU (Involvement)
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(Welfare & Benefit)



Performance

= Ability . Motivation

| B |

- Competency Compensation

Pay

D | Performance
evelopment Management
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(Remuneration)
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Compensation Management
Principle

Internal

Equity
aNuilusssun1alu

External Individual
Competitiveness Motivation
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Q/ anuilusssuivanalunazarauan
Internal

Versus

External Equity

... Will the compensation plan be
perceived as fair within the
company, or will it be perceived
as fair relative to what other
employers are paying for the
same type of labor?”
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Fixed

Versus

Variable Pay

.. Will compensation be paid
monthly on a fixed basis —
through base salaries —or will it
fluctuate depending on such
preestablished criteria as
performance and company
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Performance-based Pay Competency-based Pay
Gain Sharing @ Skill-based Pay
Team Reward Profit Sharing

SN —
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Below-Market
vVersus

Above-Market

Compensation

... Will employees be
compensated at below-market
levels, at market levels, or at
above-market levels?”



Q/ s193anttluditduunaszaiiluddu
............................ MOnetary,

Versus
Non monetary
Rewards

... Will the compensation plan
emphasize motivating employees
through monetary rewards like
pay and stock options, or will it
stress nonmonetary rewards

such as interesting work and job
security?”
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1 TAAILIU
A Trip to a Destination
40% of Your Choice
A Shopping Spree at
23% Stores of Your Choice
199, Home Improvement/
*  Beautification ltems

10% Season Tickets to Your
Favorite Entertainment Venue

4% Electronics

Source: Darryl Hutson, “Shopping for Incentives,” Compensation and Benefits Review, March/April 2002, p. 76.



Maslow's hierarchy of needs

morality,
creativity,
spontaneity,
problem solving,
lack of prejudice,
ceptance of facts

Self-actualization

self-esteem,
confidence, achievement,

Esteem respect of others, respect by others
/ friendship, family, sexual intimacy \
security of body, of employment, of resources,
Safety of morality, of the family, of health, of property

Physiological



http://upload.wikimedia.org/wikipedia/commons/5/58/Maslow%27s_hierarchy_of_needs.svg
http://upload.wikimedia.org/wikipedia/commons/5/58/Maslow%27s_hierarchy_of_needs.svg

Open
versus
Secret Pay: |/~




Open
Versus
Secret Pay

.. Will employees have access to
information about other workers’
compensation levels and how
compensation decisions are
made (open pay) or will this
knowledge be withheld from
employees (secret pay)?”
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Components of Job Size

Required Know-How

Specialized Technical Know-How
Managerial Know-How

Human Relations Skills

Problem-Solving Skills

Thinking Environment

Thinking Challenge

Accountability

Freedom to Act

Impact on End Results

Magnitude of the Impact
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Job Grades Structure
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(Target Market)
(Benchmark Jobs )
(Org. / JD / Forms)
(Job Matching)



l@us1a1nana (Line of Best Fit)

Linear Regression
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Salary Structure
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70,000

65,000

60,000

55,000 A

50,000 /
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40,000 / /K /

/ / / == Minimum Salary
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/ / / —— Maximum Salary
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Salary Structure

JG Min Mid Point Max Range Spread MP.PR.%
1 2,379 3,569 4,758 100

2 3,126 4,689 6,252 100 31.4

3 4,107 6,161 8,214 100 31.4

4 5,396 8,094 10,792 100 31.4

5 7,090 10,635 14,180 100 31.4

6 9,315 13,973 18,631 100 31.4

7 12,239 18,359 24,479 100 31.4

8 16,081 24,122 32,162 100 31.4




Movement within the Grade

e.g. of an 80-120 % range :

MAX 120 % 36,000 baht 1
MID 100 % Q 30,000 Based on what ?
MIN 80 % 24,000

What criteria does one use to move from the

“recruitment” range (80-85 %) to higher levels ?



Making External Comparisons

A P90
Market Position

Bht. Q3

Company

/7 . .
P Practice line

M

Q1

P10

Points



BASE SALARY
Exempt

1,600,000
1,400,000

1,200,000
1,000,000

—=—D
800,000 —E

—eoF

—+— Merket

Annual Salary

600,000

400,000

200,000

1 2 3 4 5
Job Level




Annual Salary

1,600,000
1,400,000
1,200,000
1,000,000
800,000
600,000
400,000
200,000

TOTAL COMPENSATION
Exempt

2 3 4

Job Level

——A

—»—D
——E
—_e F

—+— Market




Example : Compensation Survey

Production Operator

CO. | #EMP. BASE PAY TOTAL COMPENSATION | TOTAL REMUNERATION [ AGE|O/T
LOW | HIGH | AVG. | LOW | HIGH | AVG. | LOW | HIGH | AVG.
26 | 26,430( 47,003| 30,986| 27,430 48,003 31,986 32,430| 53,0000 37,000| 38
20 | 15350 26,360| 20,825| 21,014 35973| 28,333| 25,000 40,000 33,500| 34
11 | 19,440 23,280| 21,952 22,680| 27,160| 25610| 26,680| 31,160| 29,610| 36
32 | 12,580 20,900| 17,445] 14,677| 24384| 20,353| 16,677 26,384| 22353| 27
4 13,892 14,986] 14,460 16,305 17,490 16,920] 19,000( 20,000{ 19,500| 29
ALL | 93 | 12,580 47,003 19,667 14,677| 48,003| 24,716| 16,677| 53,000/ 28,800| 33

> |X|IO|-|m
<|=<|=<[=<]|=

Total Compensation Total Remuneration

#Emp. Q2 Q3 #Emp. Q2 Q3
93 23,276 | 28,150 93 28,500 | 30,000




Pay Components Ratio

Basic Salary Variable Benefits
Company 7 7 7
A 60 15 25
B 50 12 38
C 48 10 42




Key reward strategy objective

Support business goals

Reward high performers

Recruit and retain high performers

Link pay to the market

Achieve / maintain market competitiveness
Manage pay costs

Ensure internal equity
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2547-2548 2548-2549 2549-2550 2550-2551 E 2551 F

3.5 2.0 1.9  Avg. 2.5%

—®— Market Inc.

Source : BOT — October 2007 E : Estimate
BMC Total Remuneration Survey F : Forecast
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Salary Increase
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2547-2548 2548-2549 2549-2550 2550-2551 P

Source : PMAT Salary Survey
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3. dsuszuudasiunii CRECRRICRIBINY
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5. daszuunsi@aussduyAmaiaINNTasaIFL

auANKiNuasuaaa'le (No one job one
grade)
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Compensation and Benefit Trend
Pay Philosophy

New Pay Philosophy

Ole Pay Philosophy

Jet elsewnere (Mmarket

Break the compensation rules
to ire the right candidate
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Q&A



