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What Happen?



ÁSince the beginning of first HR function created, 
companies have tried a myriad of approaches to 
generating a higher return from their 
workforces.

ÁApproaches like gain sharing and competency 
based pay have promised much and delivered 
little.

ÁIf there is no real outcome and employees do not 
know how to make a difference..But really.. 
ǐDo employees know how to make a difference?
ǐDo they have a reason to make a difference?
ǐAre they allowed to make a difference?





Activities

Mindset

Year

System

Purpose

Culture

Leadership 
Style

Production/ 
Operation

1950 -1985

Production

ɆEstablishment of 
operating manual.

ɆStart up-operate-
shutdown

Autocratic

Seniority

Boss chase staff

Quality

1990-1995

Meet Customer 
Requirement

ɆCompliance to 
standards and 
customers 
requirement.

ɆISO 9001, QA

Autocratic + 
Democratic 
Seniority

Customer chase 
boss

Total Quality 
Management

1995-2000

Continuous 
Improvement

ɆDebottlenecking/ 
revamp

ɆQCC, 5S, ESS

ɆISO 14001, 
18001,17025

Democratic , 
Seniority Performer 
Competency

Preventive vs 
corrective

Operational Excellence 
Knowledge Management

2002

Scorecards

System automation, 
Integration, 
Optimization

Reliability Integrity

2008

Self Driven, Innovations, 
Integration

Synergize

Feedback Seeking

Mix style : Visionary, Servant, Principle 
Base, Result Focus  , Young Energetic 
Leaders, Experts

Proactive

Self driven

7ÈÁÔȭÓ ÉÎ 
it for me

7ÈÁÔȭÓ ÉÎ ÉÔ ÆÏÒ ÈÉÇÈÅÒ ÐÕÒÐÏÓÅȩ   
Can I make a difference?

PMS

Work Life 
Balance

Source: JSSB Study on Organizational Growth, 2008



Á2004 ACE (achieving competitive excellence), 
Pratt and Whitney own term that combine 6 
sigma, lean and a few  other tools that tally 
up to about 14 tools 
Á2005 OPI (operating performance 

improvement) Mc Kinsey 12 tools
Á1998 QES (Quality Education System) Philip 

Crosby
Á2004 Towers Perrin for GLC 8 Colourbooks



Performance Management System



Ref: 2008  Towers Perrin Report  on GLC Intensifying Performance Management System



Set Direction and 
Context

Established Clear 
Metrics, targets and 
accountabilities

Create realistic 
budgets and plans

Track performance 
effectively

Hold Robust 
Performance 
Dialogues

Ensure Rewards, 
consequences and 
actions

Measure 
Stakeholders Value

Ref: 2008  Towers Perrin Report  on GLC Intensifying Performance Management System



Transforming strategic decision into action.



Á From Business Perspective
Á To align employee with business plan
Á To improve business performance
Á Linking to rewards, to align labor cost with performance

Á From People Perspective
Á To provide a clear message on what employees should do 

and how they should do it to contribute to success
Á To make employees feel valued and noticed, and that 

their careers are being taken care seriously
Á To ensure we reward and recognize those individuals who 

contribute to business success
Á To promote leadership vision as well as encourage 

contributions on the company vision from all level of 
employee

Á To enable poor performance to be recognized, managed 
and support.

Balanced 
Scorecard

Key Performance 
Indicator  
Cascading

Individual 
Performance 
Contract

Reward and 
Consequence 
Management
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ÁBalanced Scorecard (introduced by 
Kaplan, 1992) is a success proven 
tools  used to deliver tangible results 
to organization.

ÁIts translates vision, mission and 
strategies into workable initiatives.

ÁThe breakdowns are :
ÁFinancial 20%
ÁCustomer 24%
ÁInternal Process 37%
ÁLearning and Growth 18%
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Á Initiatives are the effort put to realize 
scorecards numbers.

Á It must be driven by own people.
ÁDrivers must be rewarded and given 

enough resource to execute;
ÁBudget
ÁTraining
ÁWork Environment/equipments

Á Initiatives ɀActivities ɀTask ɀSubtask 
are being monitored with KPI.

ÁKPI cascading setting, cascading and 
monitoring is the key success factor to 
scorecard implementation.
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ÁManaging people is best with a solid deal of 
WIIIFM.

ÁDeals are made in contractual basis, 
rewards can either pre defined or not, based 
ÏÎ ÃÏÍÐÁÎÙȭÓ ÐÅÏÐÌÅ ÐÏÌÉÃÙȢ

Á7ÈÁÔȭÓ ÍÏÒÅ ÉÍÐÏÒÔÁÎÔ ÉÓȟ ÉÎ ÄÅÌÉÖÅÒÉÎÇ 
business result and growing the company, 
individuals ASK must grow too.

Á In this case, specific competency needed to 
execute specific task is ROI of Human 
Capital.

Á It changes the overall philosophy of job 
description, TNA, and upgrading 
assessment.

Balanced 
Scorecard

Key Performance 
Indicator  
Cascading

Individual 
Performance 
Contract

Reward and 
Consequence 
Management

F

e

e

d

b

a

c

k

&

C

o

a

c

h

i

n

g

Compens
ation

Talent 
Management



Balanced 
Scorecard

Key Performance 
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ɆThe top down KPIs cascading ensures that 
individual objectives are tightly linked to and 
support the business objective

ɆThe structured KPI setting process 
and the 1-to-1 expectation setting 
conversation strengthen the 
ÉÎÄÉÖÉÄÕÁÌȭÓ Ï×ÎÅÒÓÈÉÐ ÏÆ ÔÈÅ ÔÁÒÇÅÔÓ

ɆSupport the soft skills 
development (the Triple Plus 
element) since they are 
included as part of the KPIs

ɆFormal and informal coaching 
provides opportunity for staff to 
improve and close any gap hence 
minimizing possibilities of not 
meeting the business objectives

ɆFeedback on business targets, 
competencies and leadership 
behavior.

ɆShould be candid and frequent and address 
specific areas staff need to improve

ɆUpward feedback questionnaires embedded in PPA 
online is to measure quality of feedback and coaching
Ɇ)Î ,"&3 ÓÕÐÅÒÉÏÒȭÓ ÅÆÆÏÒÔ ÔÏ ÄÅÖÅÌÏÐ ÓÔÁÆÆ ÉÓ ÍÅÁÓÕÒÅÄ

ɆMeaningful rewards are applied to differentiate 
the low, average, and high performers and to 
motivate people to outperform

ɆUnderperformer are clearly identified and dealt 
×ÉÔÈ ÉÎ ȰÆÉÒÍ ÂÕÔ ÆÁÉÒȱ ÍÁÎÎÅÒȢ 

ɆProvides an avenue to 
assess individual strengths 
and areas of development 
and subsequently come up 
with specific action plans 
to address the 
performance and 
leadership gaps.

ɆEncourages performance planning since 
the assessment is transparently linked to 
actual achievements against the set 
targets

1. Performance 

Planning

2. On-the-job 

Coaching & 

Feedback

4. Rewards & 

Consequences

3. Performance

Review &

Appraisal

Superior
Performance
Management


