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Information Note

KPMG Current State Assessment Report:
Findings, Recommendations & Initiatives on Staff Retention & Turnover

At the twenty-fourth meeting of the IRENA Council on 27-28 October 2022, the importance
of staff retention and decreasing staff turnover rate was underlined, and the IRENA Secretariat
was requested to provide Human Resources trends related to retention, turnover rates, and years
of service as standard reporting to the Council. In this regard, a request was made for
an independent Human Resources audit to review and understand the reasons for the current
staff turnover rate.

In April 2023, IRENA contracted a consulting firm, KPMG International Limited (KPMG)
to conduct a comprehensive assessment of staff retention, turnover and related issues in the
Agency. To address IRENA’s workforce issues, KPMG adopted a two-phased approach.
In Phase 1, KPMG conducted an analysis using four methods of data collection (Workforce and
HR document review; stakeholder interviews; interactive workshops with HR team and Agency
staff to assess the current state of IRENA's HR practices). The assessment focused on gaining
an in-depth understanding of the organization's strengths and areas for improvement. In Phase 2,
six key initiatives were identified based on the findings and recommendations from Phase 1.
A transformation work plan was proposed to guide the implementation of these initiatives, aimed
at addressing IRENA's workforce challenges.

The KPMG Current State Assessment Report outlining findings, recommendations and initiatives
on staff retention and turnover is attached herewith for consideration by the Council.
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Disclaimer

This report has been prepared by KPMG LG (“KPMG”) for the internal use of the International
Renewable Energy Agency (“IRENA” or “Client”) pursuant to the terms of our engagement
agreement with Client dated 10 April 2023 (the “Engagement Agreement”).

This report is being provided to IRENA on a confidential basis and may not be disclosed to any
other person or entity without the express written consent of KPMG and Client.

KPMG neither warrants nor represents that the information contained in this report is accurate,
complete, sufficient, or appropriate for use by any person or entity other than IRENA or for any
purpose other than set out in the Engagement Agreement.

This report may not be relied upon by any person or entity other than IRENA, and KPMG hereby
expressly disclaims any and all responsibility or liability to any person or entity other than IRENA
in connection with their use of this report.

The following report has been provided by KPMG to the client in an editable format, as
specifically requested. Any modifications or edits made by the client subsequent to the
submission are solely the responsibility of the client. KPMG shall not be held accountable for
any changes, alterations, or consequences arising from such client-initiated amendments.
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Foreword

IRENA, the International Renewable Energy Agency, is an intergovernmental organization
committed to facilitating the global transition towards a sustainable energy future. With a primary
focus on renewable energy, IRENA plays a crucial role in fostering international cooperation and
serving as a hub of expertise in areas such as policy development, technological
advancements, resource utilization, and financial aspects of renewable energy. By advocating
for the widespread adoption and sustainable utilization of diverse renewable energy sources,
IRENA strives to achieve sustainable development, enhance energy access, ensure energy
security, and promote low-carbon economic growth. Joining IRENA offers a unique opportunity
to work in a vibrant, multicultural setting and contribute to the advancement of renewable energy
solutions for a sustainable future. The organization recognizes the immense value of a diverse
workforce, embracing individuals from various nationalities, backgrounds, cultures, and
professional experiences. This diversity enriches interactions and fosters collaboration,
ultimately leading to enhanced outcomes and impact.

KPMG implemented a two-phased approach to deliver this engagement. The first phase
involved an in-depth analysis of IRENA's current workforce practices, revealing areas for
improvement. The second phase focused on developing targeted initiatives and a
transformation work plan that provides a roadmap for implementing the identified initiatives. This
work plan offers actionable steps and timelines to guide IRENA in enhancing its workforce
practices and achieving long-term growth and success.

Our analysis indicates that IRENA faces workforce challenges, amongst others attributed to the
constraints imposed by the fixed term contract, limited funding, shortage of staff in the HR
function, tenure policy, and challenges with employee engagement, recognition, career
development and progression. These challenges encompass talent attraction and retention,
capability building, and employee motivation. Based on these findings, five strategic initiatives
were considered to enhance the workforce practices.

By implementing these initiatives, IRENA can foster a culture of innovation, collaboration, and a
thriving work environment. It can better attract and retain talent, promote knowledge transfer,
ensure project stability, and enhance team dynamics. Moreover, these initiatives enable IRENA
to adapt to the evolving needs of the renewable energy sector, strengthen its workforce
capabilities, and position itself as a leader in driving sustainable energy transformation globally.
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Key Facts

IRENA's membership comprises 168 members, 167 countries and the EU, as of 2022
» Current Staffing 223 Employees

» Offices:
o Headquarters: Abu Dhabi, UAE
o IRENA Innovation and Technology Centre: Bonn, Germany
o UN Liaison Office: New York, USA

6 Divisions

Founding Conference: 26 January 2009, Bonn

Official Establishment: 4 April 2011, Abu Dhabi

YV V Y V

Director General: Francesco La Camera

1 Source: IRENA website: https://www.irena.org/About/Membership
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Introduction

In February 2023, IRENA published RFP “Review of Human Resource Reporting and Staff
Turnover in International Renewable Energy Agency” calling for an independent Human
Resources audit to review and understand the reasons for the current staff turnover rate.

In April 2023, KPMG was retained by IRENA to review the Human Resource (HR) Reporting
and Staff Turnover. Furthermore, KPMG was to advise IRENA on conducting a comprehensive
review of HR data/ analytics submitted by the Agency to the Governing Bodies (IRENA Council/
Assembly). Assessing the current staff turn-over rates and staff retention trends in IRENA;
determine the root causes and ways to address them. Preparing a report with recommendations
on specific improvements/ enhancements in HR reporting and HR policies for the IRENA
management and membership.

Within the project scope, IRENA requested the following assignments:

1. Atemplate of standard HR report to the Governing Bodies with a detailed guidance note
on each specific data element/statistic and a sample HR report based on actual IRENA
data; a technical paper with key findings on the current HR reporting and
recommendations on specific actions to ensure the consistency and transparency of HR
reporting to the Governing Bodies.

2. A comprehensive report providing full background (‘as is’ - current state), a detailed
analysis of the issues identified and a clear presentation of the root causes underlying
the current staff retention problems at IRENA, specific measures, and strategies for
addressing the current situation in Abu Dhabi and Bonn Offices (this shall include an
articulation of a gap analysis and target state), concrete action/implementation plans to
achieve the target state. The latter shall outline specific actions in relation to HR policies
(including, but not limited to, talent management such as staff retention, tenure policy,
succession planning, career development, staff development and learning).

3. A presentation (PowerPoint) with a summary of key findings andrecommendations
relating to the project for revision based on final report.

4. On-site visits to the IRENA Office in Abu Dhabi: 2 days at the start of the project and 2
days at the conclusion of the project as a minimum.

KPMG analyzed Human Resource (HR) reporting and staff turnover and assessed the
various needs of IRENA. This was done through the examination of data garnered from
documentation, focus groups, surveys, stakeholder Interviews, and leading market practices.
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Our analysis enabled us to produce the following deliverables:

e HR Reporting Template

e Current state assessment with findings and recommendations

e PowerPoint deck summary of key findings and recommendations

¢ Onsite visits throughout the project execution
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IRENA'S International Role

IRENA, the International Renewable Energy Agency, is an intergovernmental organization
dedicated to promoting the widespread adoption and sustainable use of renewable energy
worldwide. Some of its major achievements include:

1- Strengthening Global Membership Reach:

o |IRENA's diverse membership of 167 countries and the EU demonstrates its global reach
and recognition as a leader in renewable energy

e Member countries like Germany, the United States, India, and Small Island Developing
States showcase IRENA's appeal and ability to collaborate with diverse energy contexts
and solidifies IRENA's influential position.

2- Advancing Renewable Energy:

o IRENA supports the global transition to renewable energy through technical assistance,
policy guidance, and knowledge-sharing and thus builds the ground for achievement of
Paros Goals

e The "Renewable Capacity Statistics" report developed by IRENA provides
comprehensive data, aiding decision-making and policy formulation

e Another significant report developed by IRENA is the "Renewable Energy and Jobs"
report, highlighting the job creation potential of the sector and driving awareness and
investment.

3- Providing Policy Support and Advisory Services:

o IRENA offers policy advice and assistance in developing renewable energy frameworks
helping countries design effective strategies to accelerate the deployment of renewable
energy technologies.

e Feed-in Tariffs and Renewable Portfolio Standards are examples of policy mechanisms
influenced by IRENA's guidance.

4- Enhancing Member Countries Capability Building:

e |IRENA conducts training programs and workshops to enhance knowledge and skills in
renewable energy, which facilitate capacity building among professionals through project
development training and knowledge-sharing workshops.

5- Collaborating through Strategic Initiatives and Partnerships:

e IRENA collaborates with international organizations like UNFCCC, United Nations,

World Bank, and regional development banks and participates in initiatives like the
Global Sustainable Energy Islands Initiative to promote renewable energyglobally.
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6- Targets and nationally determined contributions (NDCs):

o IRENA analyzes the climate pledges made by countries, known as NDCs, after the
ratification of the Paris Agreement. It assesses the latest commitments and explores
their implications for renewable energy adoption, which is essential for achieving a 1.5°C
Scenario to limit global temperature rise.

o IRENA advocates for more ambitious NDCs and renewable energy targets by promoting
increased international cooperation and financing to support renewable energy
initiatives, especially in countries most affected by climate change, aiding their transition
to renewable energy sources.

7- Renewable Readiness Assessment (RRA)

¢ IRENA has developed and refined the RRA since 2011, providing a comprehensive tool
for assessing countries' suitability for renewable energy development and deployment. It
is a country-initiated process that involves collaboration with stakeholders, focusing on
key themes such as energy policy, institutions, markets, resources, technologies, and
capacity for successful renewable energy implementation.

e The RRA, guided by IRENA's "Renewables Readiness Assessment: Design to Action,"
helps member states identify priority areas for promotion, define concrete actions,
inspire new initiatives, and refine policies to foster an enabling environment for
renewable energy scaling.

8- Project Facilitation:

o Project facilitation activities support the deployment of renewable energy projects by
helping project developers secure financing more efficiently and supporting investors
and lenders to build stronger project portfolios.

¢ IRENA Project Facilitation offers various forms of assistance, which include:

o Energy Transition Accelerator Financing (ETAF) Platform is an inclusive, multi-
stakeholder climate finance platform. It mobilizes capital to scale up renewable
energy projects, driving the energy transition in developing markets.

o Climate Investment Platform (CIP) is a joint initiative aiming to boost capital
mobilization and renewable energy investment in developing countries. IRENA
provides technical assistance for projects to achieve commercial feasibility and
then connects them with financial institutions or partners for matchmaking.

o Renewable potential assessment provides countries with data, online tools, and
technical analysis to identify and explore renewable energy projectopportunities.

9- Climate Action Paris Agreement

o IRENA collaborates closely with member countries and other stakeholders to support the
global transition to renewable energy, aligning its efforts with the overarching goals of
the Paris Agreement to combat climate change and limit global temperature rise.

e IRENA provided the 1.5°C pathway in its World Energy Transitions Outlook 2022
(WETO), advocating for a significant increase in renewable energy's share in theglobal
energy supply from 14% in 2019 to around 40% by 2030, to achieve the 1.5°C
temperature goal.
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10- Avoided Emissions Calculator

e To better illustrate the potential impact of renewables, IRENA has developed the
Avoided Emissions Calculator as a tool to estimate the greenhouse gas emissions
avoided each year as a result of renewable energy deployment in a country.

Through its robust initiatives and comprehensive strategies, IRENA strives to accelerate the
global energy transition, mitigate climate change, enhance energy security, and promote
sustainable development by driving the widespread adoption of cutting-edge renewable energy
technologies. However, amidst these notable achievements, IRENA encounters internal
workforce challenges that demand careful attention and strategic management to ensure
continued effectiveness in fulfilling its mission in the renewable energy landscape.
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IRENA Key Demographics

IRENA is a dynamic and multicultural workplace that values diversity and is committed to

advancing the adoption of renewable energy for a sustainable future. In the following section,
we will highlight important demographic figures that reflect the diversity of IRENA's workforce.

We will also examine how the organization's tenure policy impacts employee retention and
stability, as well as the regulatory constraints that influence workforce dynamics at IRENA.

1. Number of member countries: 167 countries and the EU as of 20222
2. Current Staffing- filled/under recruitment core and project posts by level as of 5 Jul
20233
Total Core Posts .
(Filled, Under Recruitment Totgl Non-Core/PrOje_ct Posts
(Filled, Under Recruitment)
and Vacant)
Definition: Permanent staff Definition: Project-based and
Level who play essential roles in non-permanent core funded experts. Total
the regular operations and Engaged under voluntary contributions
functions of the organization. | for a specific purpose. Their tenure
Are hired under core budget depends on member countries’
willingness to fund their involvement in
the projects. Their employment is funded
by the voluntary contribution of member
states
ASG 1 - 1
D-2 1 - 1
D-1 6 1 7
P-5 18 6 24
P-3/4 35 49 84
P-2/1 5 63 68
Sub-total
Professional and 66 119 185
above
General Services 27 18 45
Total 93 137 230

2 source: IRENA website: https://www.irena.org/About/Membership

3 Figures in this table as per the information received on 18 July 2023
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3. Percentage of male vs. female employees*: 52% Males vs. 48% Females.

4. The overall number of nationalities represented in IRENA®: 75 nationalities.
Number Number Number
Country of Staff Country of Staff Country of Staff
Afghanistan 1 Hungary 1 Peru 1
Argentina 1 India 15 Philippines 5
Australia 1 Indonesia 2 Poland 1
Austria 2 Iraq 1 Portugal 1
Bangladesh 1 Ireland 2 Republic of Korea 2
Belgium 2 Italy 4 Romania 2
Benin 1 Jamaica 1 Russia 1
Brazil 4 Japan 3 Senegal 1
Bulgaria 2 Jordan 5 Serbia 2
Cameroon 1 Kenya 5 Slovak 1
Canada 4 Kyrgyzstan 1 Slovenia 1
China 6 Lebanon 4 South Africa 1
Colombia 2 Lithuania 2 Spain 3
Costa Rica 1 Malaysia 2 Sri Lanka 1
Djibouti 2 Maldives 1 Sudan 4
Egypt 3 Mali 1 Tajikistan 2
El Salvador 1 Mauritius 1 Tanzania 1
Fiji 1 Mexico 3 Trinidad and Tobago 3
France 4 Nepal 2 Tunisia 3
Gabon 1 Netherlands 1 Turkey 4
Gambia 1 New Zealand 2 Ukraine 1
Germany 9 Nigeria 2 United Kingdom 7
Ghana 1 Pakistan 9 USA 3
Greece 1 Palestine 1 Yemen 2
Guatemala 2 Panama 1 Zimbabwe 1

4Figures as per the information received on 20 July 2023

5

Figures as per the information received on 20 July 2023
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5. Senior Management Team’:

Number of .. .

incumbents Position Title Grade Level

1 Director General ASG

1 Deputy Director General D-2

7 Directors D-1

4 Deputy Directors P-5

6. The total number of full-time employees and the number of vacant positions within the HR
function?®
Position Title Position Status Employee Category | Grade

Chief, Human Resources Filled Professional and P5
Higher

Human Resources Officer Under Recruitment Professional and P4
Higher

Human Resources Officer / ERP Filled (incumbent to separate | Professional and P4

HCM Focal Point from service on 31.08.2023) Higher

Human Resources Officer Under Recruitment Professional and P3
Higher

Associate Human Resource Officer | Under recruitment (original Professional and P2

incumbent on special leave) Higher

Human Resources Assistant Filled General Service GS6

Human Resources Assistant Filled General Service GS6

Human Resources Assistant Filled Service Contract SC4

Human Resources Assistant Filled Service Contract SC4

7 Figures in this table as per the information received on 10 July 2023

8 Figures in this table as per the information received on 10 July 2023
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7. Number of Divisions: 6 Divisions®

8. Average Length of Service of Separated Staff'°:

Average Length of Service

Year Employee Category (Years)
Professional and above 27
2012 - 2023 General Services 26
(as of 31 Mar 2023) '
P and GS 27
9. Average Length of Service of Existing Staff!!:

Average Length of Service

Year Employee Category (Years)
Professional and above
3.8
2023 General Services
(as of 31 Mar 2023) 6.6
P and GS
4.4
10. Composition of the HR Department
HR Posts Total Vacant Filled
Professional posts 5 2*
General Services posts 2 2
Total 7 4

* newly recruited P2 staff will join in mid-September 2023

9 Figures as per the staff list provided by the HR team
10  Figures in this table as per the HR Trends Report 31 March 2023
11  Figures in this table as per the HR Trends Report 31 March 2023
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11.  Professional Positions Impacted by Tenure through 2032*:
2024 2025 2026 2027 2028 2029 2030 2031 2032 Incumbents
13 years| 9 years |13 years| 9 years |13 years| 9 years | 13 years| 9 years | 13 years| 9 years |13 years| 9 years | 13 years| 9 years | 13 years| 9 years |13 years| 9 years| Impacted EERAT

D1 2 1 1 1 1 6 7

P5 5 3 1 1 1 2 4 4 21 23

P4 2 2 2 1 3 2 1 2 4 1 21 34

P3 2 2 4 1 6 1 2 4 6 9 37 47

P2 1 1 5 4 1 9 5 21 5 53 61

P1 2 2 1 5 6
Total 5 7 2 10 4 13 9 6 18 1 18 40 8 143 178

As of 31 March 2023, the Agency has two groups of Professional staff with different tenure limits — 27
staff with the 13-year tenure limit who joined before 15 January 2017 and 116 staff with 9-year tenure
limit who joined after 15 January 2017. The table illustrates the number of Professional staff from

each group reaching tenure limits in the subsequent years through 2032.

12.

Average Tenure per Employee Category®®:

Staff (26) with Core Posts Non-Core Posts Professional and General Services
tenure up to 13 above
years
9.83 years 4.77 years 2.82 years 2.65 years 6.56 years
(Excluding staff with | (Excluding staff with . .
tenure up to 13 tenure up to 13 t(Echudlntg sltgﬁ with
years) years) enure up to 13 years)
13.  Average Tenure per Employee Category combining staff with 7 and 13-year tenure!*:
Core Posts Non-Core Posts Professional and above General Services
5.89 years 3.45 years 3.94 years 6.56ears

12 Figures in this table as per the HR Trends Report 31 March 2023
13 Figures in this table as per the email received on 20 July 2023
14 Figures in this table as per the email received on 20 July 2023
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IRENA Key Workforce Ghallenges

IRENA, like many other international organizations, encounters certain challenges concerning

its workforce and employees. These challenges can broadly be categorized under nine themes:
a. Recruiting and Retaining Diverse Experts:

IRENA faces challenges in attracting and retaining a pool of skilled professionals and the
recruitment cycle is prolonged. These challenges are caused by several factors. Firstly,
IRENA could benefit from more pro-active workforce planning and recruitment strategies.
Secondly, the limited employment duration could discourage certain professionals seeking
long-term career prospects, impacting IRENA's access to diverse expertise.

b. Driving Organizational Innovation:

The restrictive tenure policy and shortages of staffing have impacted willingness of
employees to embrace novel ideas and projects. The constricted service duration imposes
time constraints that discourage risk-taking, while the scarcity of resources further impedes
progress. The combination of these factors stifles creativity and innovation within the
workforce, discouraging potential breakthroughs. Addressing these challenges is vital to
nurture a culture of exploration and provide employees with the support needed to bring

innovative projects to fruition.

c. Building Capability:

IRENA is currently undergoing a Job Classification process, which is a significant step
towards enhancing clarity in job requirements and aligning staff roles with organizational
needs. Updating the job descriptions in conjunction with the job classification exercise will
provide better insight into the skills and qualifications required for each role and will bring
clarity into what each job requires. This information can in turn be leveraged to introduce

targeted learning and development opportunities.
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Currently, IRENA's training opportunities are primarily offered to core staff rather than
project-based employees. This is due to the fact that project-based employees are hired for
specific assignments and bring subject matter expertise it that particular area. Their tenure is
also limited to the duration of their assignment. However, challenges remain in training and
career development due to limited training budgets, absence of training policy and
development plans. By considering additional initiatives in this area, IRENA can equip its
workforce with the essential skills and knowledge for the global energy transition, enabling
effective leadership in the renewable energy sector.

d. Communication and Collaboration:

IRENA faces challenges in fostering effective communication and collaboration among its
staff members due to geographical dispersion and working in isolated groups. Focused
groups and interviews with employees highlighted that IRENA could benefit from opening
more channels for employee inputs, encouraging cross-divisional discussions and idea
sharing. Clear and regular communication of policies, sponsored by HR, was also
suggested. Facilitating regular staff meetings and feedback discussions, involving middle
and junior managers in decision-making, and enhancing leadership updates and staff
appreciation were other areas for improvement. Furthermore, enhancing managers'
communication skills would contribute to fostering positive team relationships within the

organization.

e. Facilitating Knowledge Retention:
The need for implementing a robust succession planning strategy, coupled with the
constraints of a limited tenure policy, significantly heightens the risk of losing valuable
institutional knowledge and expertise when experienced staff members depart. The
mandated service duration under this policy prompts these skilled individuals to seek more
stable, long-term opportunities elsewhere. Consequently, IRENA faces an elevated risk of
parting ways with their invaluable knowledge base. The current limited implementation of a
comprehensive succession planning program and the restricted time frame for employees to
contribute and transfer their knowledge before tenure expiration make it challenging to
effectively capture and retain their expertise within the organization. Addressing these

concerns is crucial to ensure continuity and sustained growth for IRENA.
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f. Ensuring Continuity and Stability of Projects:
High staff turnover has a significant impact on ongoing projects, collaboration, and work
relationships, leading to disruptions and affecting the continuity and stability within the
organization. The process of integrating new staff members into existing teams requires
considerable time and effort, potentially causing delays in project timelines and impacting
overall productivity. Moreover, staff turnover can have financial implications for the projects,
as it involves costs associated with hiring and training new employees, along with
productivity loss during the transition period. Additionally, there are additional efforts
involved in knowledge transfer and documentation to ensure that the new team members
have access to the necessary project information. These factors highlight the challenges,
costs and efforts associated with staff turnover and emphasize the importance of effective
talent management strategies to mitigate these impacts and maintain project budgets and

productivity levels.

g. Managing Recruitment and Training Costs:
IRENA faces the challenge of a prolonged recruitment process compounded by the need for
additional approvals and the existing seven-year tenure policy. These complexities result in

significant costs for attracting, hiring, and onboarding new talent.

h. Enhancing Team Cohesion and Employee Engagement:
To foster a more engaged workforce, IRENA can focus on enhancing team cohesion and
employee engagement. With dynamic growth and expanded responsibilities, employees
face heavy workloads amid budget constraints, which impede increasing headcount. Amidst
such high demand working environment, implementing recognition initiatives, providing
more training and development opportunities, and finding ways to improve team dynamics
will help strengthen employee engagement and cohesion. Despite the regular influx of new
team members, these measures will create a supportive and thriving environment, enabling

IRENA to retain its talent and achieve greater success in its mission.

© 2023 KPMG Lower Gulf Limited, licensed in the United Arab Emirates, and a member firm of the KPMG global organization of independent member firms affiliated with KPMG International Limited, a private
English company limited by guarantee. All rights reserved.



i. Boosting Employee Performance and Motivation:
The current performance evaluation framework could benefit from improvements to
encourage more open discussions. Incorporating clear Key Performance Indicators (KPIs)
and linking it to staff development and career progression would be valuable. While
regulatory limitations prevent performance-based incentives, IRENA can explore other forms
of recognition and rewards to motivate and appreciate employees for their efforts and
achievements. By offering more recognition and staff appreciation, IRENA can inspire team
members to go beyond their basic responsibilities and enhance their motivation within the
organization.
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Project Approachto Address
IRENA Workforce Challenges

To address IRENA’s workforce challenges, KPMG adopted a two-phased approach.

In Phase 1, KPMG conducted an analysis using four lenses to assess the current state of
IRENA's workforce practices. This assessment provided a comprehensive understanding of the
organization's strengths and areas for improvement.

In Phase 2, five key initiatives were identified based on the findings and recommendations from
Phase 1. A transformation work plan was developed to guide the implementation of these
initiatives, aimed at effectively addressing IRENA's workforce challenges.

To strengthen our understanding on the current state of workforce practices at IRENA, KPMG
utilized its Human Capital (HC) model to analyze IRENA's workforce practice across five levels
of maturity.

Based on our deep-dive analysis of the workforce practices at IRENA, KPMG recommended
key initiatives to transform and improve staff retention along with an implementation work plan
which included timelines for executing the recommended initiatives over short and long-term
implementation duration.

Further, certain critical success factors were identified to ensure the successful implementation
of the workforce initiatives across the transformation roadmap timeline.
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Table 1: Approach for assessing IRENA’s current Workforce practices

*»  KPMG performed a comprehensive diagnostic study of
IRENA's existing workforce and HR policies, processes,
initiatives, and data related to staff retention, and turnover.

*  KPMG reviewed existing policies and other documents,

gathered stakeholder perspectives, and conducted
Phase 1: Assessment workshops with leaders, employees, and HR to obtain a
holistic understanding of the current workforce practice.

* KPMG identified findings and recommendations for
improvement.

* KPMG developed a transformation work plan that outlines a
series of initiatives to guide the organization toward
addressing the workforce challenges.

Phase 2: Transformation KPM(_3 categorized_ the initiatives into shortfterm or Iong_-term
duration based on importance and ease of implementation.

*» KPMG developed the transformation work plan that provides
clear and actionable initiatives.

* KPMG recommended the suitable initiatives' implementation
approach considering the shortage of HR staff and the
requirement for technically specialized know-how of
outsourced Consulting expertise.
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Phase 1: Assessment

During Phase 1, KPMG applied four lenses to analyze and assess the current state of IRENA’s

workforce practices. This analysis also helped identify the areas of improvement & potential root

causes for employee turnover at IRENA.

Table 2: Four lenses applied to conduct the analysis

Lens 1

Workforce and HR
Document Review

Lens 2

Stakeholder
Interviews

Lens 3

Interactive Workshops

Lens 4

Benchmarking

Reviewed over 12
existing documentations
on the workforce, HR
policies, processes,
IRENA values,
initiatives, and other
relevant information to
understand the current
workforce practice and
challenges.

Analyzed the
documents and
information received to
form a preliminary
understanding of the
current position of staff
retention & turnover at
IRENA.

Conducted more than
ten interviews with
internal stakeholders
such as the Deputy
General Director, Chief
of Staff, Department
Directors & Deputy
Directors to understand
key challenges with
workforce programs and
policies that may
contribute to employee
turnover.

Delivered seven
interactive workshops
across different
functions, including HR,
business leaders, and
executive leadership, to
assess workforce
practice and gather
insights on challenges
related to existing
workforce programs.

Analyzed IRENA’s
workforce programs and
practices against
leading practices &
global benchmarks
across Europe, the
Middle East, Africa &
us.

© 2023 KPMG Lower Gulf Limited, licensed in the United Arab Emirates, and a member firm of the KPMG global organization of independent member firms affiliated with KPMG International Limited, a private

English company limited by guarantee. All rights reserved.

25



Phase 2: Transformation

In Phase 2, KPMG developed a comprehensive transformation work plan encompassing
workforce initiative based on findings and recommendations. Through carefully identifying key
initiatives, KPMG formulated an actionable plan to implement these workforce initiatives within a
specified timeline. By adopting this transformation work plan, IRENA is strategically positioned
to effectively address its workforce challenges, attain its HR goals, and enhance overall
organizational performance. The following provides a detailed overview of the steps taken:

Table 3: Workforce Initiatives & Transformation Work Plan Approach

HR Initiatives

Transformation Workplan

KPMG identified key priority areas for
Workforce transformation aimed at
elevating the organization to a higher
operational level of maturity and
effectiveness.

KPMG developed actionable workforce
initiatives based on the findings and
recommendations from the current state
assessment, ensuring practical and
implementable solutions.

The workforce initiatives identified were
prioritized based on their importance and
ease of implementation, allowing for a
strategic approach to improvement.

The workforce initiatives are designed to
support IRENA in achieving its goals for
improving turnover and retention in a more
effective and targeted manner.

KPMG developed a strategic transformation
work plan that outlines recommended
timelines for executing the workforce
initiatives, ensuring a structured and
organized approach to implementation.

The work plan includes the selection of the
most impactful initiatives based on short
and long-term timelines, allowing for
efficient allocation of resources, and
focusing on initiatives that yield maximum
benefits.

KPMG identified and evaluated critical
success factors that significantly influence
the achievement of desired outcomes to
reduce workforce turnover and enhance
retention, enabling IRENA to prioritize
efforts and allocate resources effectively to
ensure successful implementation.
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workforce Assessment and Key
Findings for improvement

To support our document and data review, KPMG solicited input from leaders to identify
strengths, challenges, and opportunities for improvement.

Picture 1: Snapshot of opinions & feedback from various department leads

Working well...
Socially oriented Could be improved...
Advanced employee service

systems Dynamic Reputable organization
teams .
i iondi : Innovative Unstructured trainings  Performance is not rewarded
nternational organization Limited HR Skillset s
, . Access totechnology and digital Career ladder system is a parrot system = nagenency
Su ppO l’t |ve Respons“’e platforme s 2 . No employee engagement
Comfortable are reg y Planning:ls reactive Limited Stmtegic emphaSis Policies are not followed
S leaned and d H
Competitive packages ~ Workspace . cleecand updats Not a career oriented agency Miscommunication

N for misconduct
0 consequences for miscondu IHCOMPI“. services

-
Reliable 58 i @ HRis not value driven
5 § T Hardworking @ g Lack of @ No career development
a % 2 e S, 2
Approachable § 5 Technologically aware Enviiaament frisndly ‘_3 § communication g Saseata Systems are not
R £ 2 - Recruitment process s g & anduketime integrated
i @ z unautomated o o . o o
Complimentseachother UM WOrk environment £ £ g o HRpractices not aligned with
4 Missing retention activities i ioriti
Celebration of causes Positive vibes E § . s::ateglc priorities
S Manual procedures o rend data
Practical initiatives Reputed publications £ £ 3 unavailable  InconsistentHC
. service outputs
No HR dashboard SLAs undefined

Pay is not linked to Trust gap between staff & management
performance Limited I ing & develoy fviti
Decentralized communication Lack of appreciationand rewards

Additionally, KPMG utilized its Human Capital (HC) model to further analyze IRENA's Workforce
practices across five maturity levels. This assessment helped provide an understanding of the
current workforce practices and identified areas for improvement in programs and capabilities.
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Picture 2: KPMG’s Human Capital Model
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12 Dimensions of Human Capital
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Ad Hoc

= HR approach, policies and procedures are ad hoc and tend to be applied on an
individual or case-by-case basis

Basic

* Most of the time is spent on administrative activities such as compensation & benefits
* HR processes such as performance appraisal, recruitment, training etc. are
predominantly manual

Established

= HR people processesexistin silo and are not integrated to leverage full value e.g. HR

[nformation System technology may exist in some areas
= HR Service Level Agreements may be established to meet customer requirements

Developed

= HR specialists exist either in a functional structure or in centre of excellence model
* |ntegrated HR processesand systems exist
* HR data, information and analytics can be easily measured through integrated systems

Advanced

* HR co-develops Business strategy in combination with executive |leadership
* HRis a key contributor and facilitator of measuring people related ROI

5 Levels of Maturity

The model was shared with the HR team, and the team was requested to participate in an internal
assessment workshop.

The insights from the workshop further allowed IRENA HR to recognize & assess its current
workforce programs while identifying areas for improvement.

Based on the collective insights gained from document review, stakeholder interviews,
benchmarking studies, and results of the Human Capital Maturity assessment workshop, KPMG
identified the following key findings and made recommendations for improvement.

It is important to note that in order to implement KPMG’s recommendations, it will be required for
IRENA to strengthen its HR team capacity as well as changes in rules and regulations. Certain
recommended initiatives might require project based resources with specific subject matter
expertise.
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The following table provides a high-level summary of our key findings and recommendations by

workforce challenges:

Table 4: Findings and recommendations

i Workforce

Challenge

Driving
2 Organizational
Innovation

Building Capability

Key Findings

Extended recruitment
and onboarding cycle
Limited employment
duration can be an
obstacle to long-term
career prospects

IRENA could benefit from
more focus on
innovation. The main
obstacles are high level
of workload and
shortages of staff in
certain areas of the
organization

Challenges in training
and career development
due to limited training
budgets, and tenure
constraints

Recommendations

Implement proactive
workforce planning and
recruitment strategies
Streamline the recruitment
process

Have a pipeline of multiple
candidates for a role as a
back up in case security
clearance is rejected

Allocate more resources and
headcount for innovation
projects

Set up an innovation scheme
that would support
employees submitting new
and innovative ideas

Continue the Job
Classification process for
better job role alignment
Review and update the job
descriptions to cater to job
requirements clarity
Develop comprehensive
career development plans to
nurture talent

Conduct internal knowledge
transfer sessions

Centralize and streamline
L&D budgeting process and
assign a dedicated role to
manage employee training
and development

Increase budget for L&D

Examples

Workforce Plan
for next 3 years
Talent pipeline
Targeted
recruitment
campaigns
Applicant tracking
system

Innovation
scheme

Job classification
Job descriptions
Internal trainings
and workshops
Lunch and learn
sessions
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Communication
and Collaboration

Facilitating
Knowledge
Retention

Ensuring
Continuity and
Stability of
Projects

Enhancing Team
Cohesion and
Employee
Engagement

Limited internal

communication channels
Room for improvement
for communication and

collaboration across
divisions and
geographies

New or updated policies

not sufficiently
communicated

Staff are not aware of the

approval matrix

Absence of a robust
succession planning
framework

Tenure policy limitation

increases the risk of

losing the niche expertise

High staff turnover

impacting projects and

stability

Challenges in integrating

new staff members

High turnover affecting

team dynamics and
cohesion

Limited staff engagement
and recognition initiatives

Establish open channels for
staff to voice their inputs and
ideas
Facilitate cross-divisional
discussions to foster
collaboration
Improve internal
communications sponsored
by HR for consistent and
clear messages
Provide more opportunities
for middle and junior
managers to participate in
decision-making processes
Implement robust succession
planning to capture and
retain institutional knowledge
Offer coaching programs to
transfer expertise from
experienced staff
Encourage knowledge
sharing and documentation
within the organization
Implement talent
management strategies to
mitigate disruptions from
staff turnover
Document project knowledge
for easy access by new team
members
Review, update and
implement a robust
onboarding program for new
hires to quickly integrate new
staff members
Address workload issues to
reduce staff turnover
Evaluate flexible work
arrangements
Recognize and reward
employees to boost
engagement and motivation

Increased number
of townhall
meetings and staff
retreats
Suggestion box/
platform

Regular
newsletter/
emails
Cross-functional
task forces

Succession
planning
Knowledge
sharing

Talent pools
Regular
onboarding
sessions every
quarter
Knowledge
Management
framework

Wellness
program
Employee of the
Month and other
recognition
programs

Team building
activities
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IRENA could benefit from Introduce performance- SMART KPIs
performance-based based incentives to motivate library
incentives program employees One-on-one
Performance evaluation Develop a culture of feedback
: framework could be continuous feedback and sessions
Boosting enhanced by recognition 360-degree
Employee incorporating SMART Invest in professional feedback
Performance and KPIs development programs to Performance

Motivation

Culture of continuous
feedback could be

enhance skills and
motivation

recognition such
as thank you

enhanced Review and update the cards and
performance evaluation recognition
framework emails
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KPMG Methodology to Formulate the
workforce Initiatives

KPMG formulated key workforce initiatives based on our assessment of the current state of staff
turnover & retention, with a specific focus on addressing the needs of core employees. We
developed a timeline for implementing these workforce initiatives by considering their
importance and the ease of implementation. We also
identified the implementation approach for the projects that
can be done internally by the IRENA’s HR expert (Chief,
Human Resources) with a strengthened HR team Medium Priority ~Mid Term | High Priority — Quick Wins
considering the currently limited resources in HR, and the 12- 18 months 3-12 months
projects that would require allocated budget and external
support.

Prioritized Strategic Initiatives

Importance

Low Priority — Long Term Medium Priority — Mid Term
The following model was utilized to assess the importance & 18 - 24 months 12- 18 months
ease of implementation to determine a priority order for the
initiatives, focusing on the most impactful and achievable

Difficult

activities to improve retention and reduce the turnover rate: Ease of Implementation
Importance Ease of Implementation
« An initiative is categorized as having « The criterion assesses the combined
"High" importance if it is deemed essential factors of complexity and dependency.
for addressing four or more key issues or ¢ It takes into consideration various
gaps. Otherwise, it is classified as having elements, including the level of effort
"Low" importance. needed to implement the initiative, the

availability of resources, technical

« This determination considers factors such ¢ requirements, and the extent of
as the urgency of implementation and the organizational change required
expected timeline based on the nature of
the initiative
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Workforce Initiatives and
Transtormation Workplan

KPMG developed five key initiatives to address IRENA’s workforce challenges

Table 6: Workforce Initiatives & Transformation Workplan

IMPORTAN EASE OF
# INITIATIVE DESCRIPTION EXAMPLES CE IMPLEMENT TIMEL INE
ATION

Tenure Policy

Conduct a comprehensive
review of the tenure policy
Consider flexible options like
extended and/or renewable
contracts

Introduce break in service policy
to reset the employee tenure
Consider flexible tenure tracks
that involve different tenure
lengths based on job roles,
levels of experience, and/or
performance metrics

Review and update the Job
Descriptions to show the
increased complexity of roles,
and list roles, responsibilities,
required skills, experience,
education, and qualifications

Develop a retention framework
including approaches such as:
Offer targeted learning
opportunities to develop skills
and expertise

Design one-time retention
bonuses to be paid at
completing seven years of
employment

Review the rewards and
performance management
policies to provide a budget to
link pay and career development
to performance, providing
tangible and non-tangible
incentives for high performers
Develop non-monetary schemes
to reward high performers

Re-evaluate and/or
redesign the
Tenure Policy
Increase the
Performance-Based
Employment
Extensions
Duration

Review and update
organization
structure to clarify
sector mandates,
and eliminate
duplications and
overlaps

Conduct Job
Analysis to update
the job descriptions

Paid Time Off
(PTO)

Special Recognition
Events

Flexible Work
Arrangements to
Reward High
Performers

Skill Development
Programs for core
employees
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5 Develop
Recruitment
Strategy

Develop a comprehensive
workforce plan to balance
workload and staff capacity and
forecast future staff numbers
and skill needs

Develop targeted sourcing and
recruitment strategies for
diverse talent acquisition
Optimize recruitment processes,
leveraging online platforms and
social media

Establish partnerships with
recruitment agencies and
educational institutions for
access to a talented pool of
candidates

Develop an employee
engagement and recognition
framework and policy

Identify mechanisms to
recognize outstanding
performance and achievements
on a regular basis

Reward innovation,
performance, and contributions
to the organization

Workforce Plan with
required numbers of
employees for next
three years

Identify skills Medium
required in the

future

Proactive

recruitment and High

talent pipelining
Internships and
Graduate Programs
Applicant tracking

Employee
Appreciation:
employee of the
month and long
service
appreciation. Thank
you cards/ emails
Employee Spotlight
Communications/
Newsletter
Team-Building
Activities such as
off-site retreats
Wellness Programs

Medium

Medium

Easy

Difficult

12-18 months

3-12 months

18-24 months
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Initiatives Implementation
Approach

Considering current resources and a number of unfilled vacancies in IRENA’s HR team, we
recommend adopting a balanced approach between using internal IRENA capabilities and
project based resources to implement the recommended initiatives and projects.

Some initiatives necessitate budget allocation, external consulting expertise, and specialized
technical skills that are not currently present in IRENA.

Other initiatives require the expertise of IRENA's internal HR team, once the capacity is
strengthened, the organization can utilize their in-depth knowledge, access to employee data,
and established relationships.

This approach optimizes resources and ensures effective implementation by capitalizing on both

external and internal capabilities to drive positive change within the organization.

IMPLEMENTATION APPROACH

01

Initiatives recommended to be delivered internally by IRENA's HR team

a. Establish an Employee Engagement and Recognition Program

The HR team possesses an in-depth understanding of the organization's culture, values,

and employee dynamics, enabling them to tailor the program to align with IRENA's unique

needs. Internal implementation allows for direct communication with employees,
encouraging their active involvement in designing recognition initiatives that resonate with
them. Moreover, an internal program ensures continuous monitoring and improvement
based on real-time feedback, leading to more meaningful and relevant recognition efforts.

By taking ownership of the program, the HR team can ensure its seamless integration into

existing HR processes, driving employee engagement and creating a culture of appreciation

and recognition at IRENA.

b. Develop Recruitment Strategy

The existing HR team has in-depth knowledge of where potential candidates could be
sourced from, the best method of recruitment, and the type and level of talent that needs to
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02

Initiatives that require staff augmentation or external consulting expertise

a. Tenure Policy Review

The objective perspective and independent review of an external consultant ensure an impartial
assessment of the policy's effectiveness. External Consultants’ insights, industry leading
practices, and benchmarks, enhancing the policy's design and alignment with current standards.
By bringing expertise and experience, the external consultant adds credibility to the process,
resulting in a robust and effective policy that addresses IRENA's challenges and meets the
needs of its workforce.

b. Retention Framework and Policy

The specialized knowledge and experience of external consultants in talent retention strategies
provide fresh perspectives and innovative approaches. The consultant brings external
benchmarks and industry insights, ensuring the retention framework is aligned with leading
practices and tailored to IRENA's specific needs. Additionally, their objective viewpoint and
independence help to identify blind spots and potential areas for improvement, leading to a
more comprehensive and effective retention strategy. By leveraging the expertise of an external
consultant, IRENA can enhance its retention efforts and increase the likelihood of retaining top
talent in a competitive industry landscape.

c. Workforce Plan and Recruitment Strategy

Engaging an external consultant for the Workforce Plan and Recruitment Strategy offers
valuable expertise and fresh insights. Their unbiased analysis and industry leading practices
can identify critical skill gaps and forecast talent needs. The consultant's specialized knowledge
in talent acquisition and strategic planning allows for the design of targeted recruitment
strategies to attract diverse candidates providing relevant data for informed decision-making.
Ultimately, this collaboration enhances IRENA's ability to build a competitive and agile
workforce, meeting the demands of the renewable energy sector.

d. Review and Update Organization Structure and Job Descriptions

Engaging an external consultant for the review and update of organization structure offers
valuable expertise and fresh insights. Their analysis and industry leading practices can offer
and independent view of what optimal organization structure for IRENA should be, clarify the
mandates of each sector and department. Ensure there are no duplications and overlaps.
Conduct job analysis based on leading practices and ensure job descriptions are updated and
reflect leading practices.
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Critical Success Factors

KPMG also identified factors critical to ensuring successful implementation of the HR initiatives
across the transformation roadmap timeline, such as:

Set up and mobilize transformation project execution team

Clearly define roles and responsibilities for the transformation team

Create a single point of accountability for the implementation of thetransformation
initiatives

Set up a control mechanism to measure progress against the transformation plan
Engage and seek buy-in from key stakeholders

Ensure availability of financial and non-financial resources

Define the review and approval process for the deliverables of thetransformation
initiatives

Successfully complete the respective maturity initiatives to enable progress to the next
maturity level

Picture 3: Critical Success Factors

Set up and mobilize transformation Clearly defined roles and responsibilities

Engagement and buy in from key Availability of financial and non-financial

0 I\

Single point of accountability for the
implementation of the transformation
initiatives

Set up of control mechanism to measure

project execution team of the transformation team progress against the transformation plan

x?

5x i
X 4

3 Successful completion of the respective
Defined review and approval process for maturity initiatives to enable progress to

the deliverables of the transformation the next maturity level
initiatives

'\%r' 5]

stakeholders resources
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Human Gapital (HC) Model

The Human Capital Model consists of 12 dimensions against which the HR function and related
process are evaluated. The following are the 12 dimensions along with their definitions:

Dimension Definition

Strategy &
Change
Management

Describes the level of HR involvement in developing or planning the agency’s
Organizational Strategy and the degree to which the People Strategy is aligned to
the agency’s Organizational Strategy.

People & Culture

Describes how those within the HR function are organized from both a geographic
and business perspective. Outlines the role they play in the agency (e.g
administrative/task-based role vs strategic business partner) and focuses on the
people agenda and delivering an outstanding, personalized employee experience

OD & Workforce
Planning

Involves studying and implementation of practices, systems, and techniques that
affect organizational change. Also, outlines the process of analyzing existing
employees and planning for future staffing requirements through talent gap
assessment, developing employee management procedures, and setting
recruitment strategies

Recruitment

Involves finding and hiring the best and most qualified candidate for a job
opening, in a timely and cost-effective manner

Development

Talent Caters to the human capital requirements in an organization and the required
Management planning & initiatives to maintain the human capital
Learning & The systematic process & aligned efforts adopted by an organization to enhance

an employee's skills, knowledge, and competencies

Compensation &
Benefits

Identifies the ideal mix of compensation & benefits to attract high performing
candidates, foster staff motivation & retain employees

Business Applies functional expertise, such as finance, IT, HR, or L&D, to enhance decision
Partnering making and value creation in business units throughout an organization
Employee Services available to employees that enhance their experience in the

Services organization. They are designed to attract new employees and instill loyalty in
existing employees.

Governance Identifies the specific controls that are in place and the degree to which
technology is optimized to mitigate Strategic, Operational, Compliance, or
financial risks and/or errors. Considers the concept of empowerment through
strong governance structures that ensure utmost consistency and discipline.

Supporting Identifies technological applications that are used to enable various business

Technology processes

Data Analytics & Includes basic operational reporting and management reporting needs, plus

Management differentiated key performance indicators and analytics to drive real time business

insights and allow for effective forecast reporting.

Each of the listed dimensions have also been assigned maturity levels such as Ad Hoc, Basic,
Established, Developed and Advanced to track level of maturity and the progress made from time-to-time.
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Strategy & Change Management

Strategic
Business
Alignment

Change
Management

Communication

Ad Hec Basic

Established

Developed

Advanced

+An informal strategy + A formal documented
exists covering limited
areas and/or is short-
term focused and
Strategy is known only
to leadership teams

No formal HR Strategy
and HR is largely
reactive to business
needs

covers both short and

and links department
strategies

« Strategy is designedin
consultation with the
business/ key
stakeholders

organization strategy that

medium term chjectives

+A formal strategy includes
key values, strategies,
goals of the organization
and long term objectives

+The business strategy
includes the people
agenda and HR owns the
people strategy

*The cperating modeli.e.

value chain, reflects
organization's mission,
vision and values,
includes 3-5 year work
plan

«Strategy is cascaded
across divisions through
clear KPls

@ >

+Organization leaders
and HR plays a pivotal
role as a people
partner to the business
and is an integral part
of business strategy
and planning

A well defined strategy
hich proactively leads|
the peopleagendain
the organization

*There are no formal
change management
precesses ortools in
place and no defined
structure for managing
change

*There is limited
stakeholder
segmentation and
methods of
disseminating
information are often
inconsistent

HR has limited
methods for or
experience of leading
transformational

change programs

+Core change management
skills exist within the HR
function but are not widely
utilized

+Change management
is a formal process
that is embedded
across all major
peoplerelated
initiatives and HR
plays a significant role
in change
management

@ >
*HR is a strategic
partner to the business
for organizational
transformation

HR is a strategic
partneron
organizational
transformation

*Communication is via
word of mouth with no
formal method of
ensuring that all
stakeholders have the
same messaging. There
is no clear employee
branding or employment
value proposition

+Basic communications
are delivered in an
inconsistent manner.
The employee value
propositionis unclear
and inconsistent

HR has limited
methods for or
experience of leading
communication
programs

*There are established
communication vehicles and
protocolsin place. The
"Employmentbrand" and
value propositionis
addressed butis inconsistent
thereafter

+There are regular
communications with
key stakeholder
groups and
messaging is tailored
to the audience

*Communication
cascades ensure that
Stakeholders are
aware, consistentand
champions of
messaging. The
employmentbrand is
well known and
protectedinternally and
externally by the all
functions in the
organization

HR liaises with
stakeholders to ensure)
consistentand
customized messaging
to employees
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People & Culture

Ad Hoc

Basic

Established

Developed

L

Advanced

&

*HR is operated typically
by people "who like
working with people”

Functional
competence is based

on basicHR
frameworksand
methodologies

HR Capabilities

+The "HR Generalist"

role prevails (covering
all aspects of work).
with no areas of
specialty

+HR specialists are
in place for key
areas (Recruitment,
Compensation,
Benefits, Talent,
etc.)

+Many peoplein the HR
function hold relevant
certifications (like
Senior Professional in
Human Resources
(SPHR), Certified
Employee Benefit
Specialist(CEBS),
etc.)

+All HR professional
staff have direct HR
experience and HR
staff have good
knowledge of HR
trends and |eading
practices

*HR is a trusted
advisor to business
leaders and HR
leaders have line
management

experience and deep

experience of the
business

is not defined and exists in
form of inconsistent

Managing Cultureis not behaviors across firm

Culture

articulated or defined

«Culture in the organization «Culture is identifiable in

departments and mainly
driven by leaders
departments

«Culture has been
definedin form of values
and behavicrs

*HR plays an integral role
in enabling the culture
through processesand
policies

+*Leadership spend
significant amount of
time in enabling and
ensuring culture is
cascaded across
organization

*Employees are held
accountable and

measured on values and

behaviors

+Culture ofthe
organization is
apparent and can be
recognized internally
as well as externally

+Performance and
rewards are linked
clearly to behaviors
and values

Highly capable HR
capability with strong

technical HR and
business knowledge

Organization cultureis
prominentand
organization is

identified through the
culture
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Organizational Development & Workforce Planning

Ad Hoc

Basic

Established

Developed

Advanced

«The organization structure
has been designed based
on the needs and/er ad

Organizational
hoc skills/staff requirement

Structure
Development

Ad hoc andreactive

organization structure

« The organization deslgn
follows a stand

«The organization has a
defined service delivery

structure with Iack of
staffing levels based on
work flow of the
organization

model with roles and
responsibilities that are
documented and
communicatedand linked
to workforce requirements
of the crganization

« The organization has a
clearly defined service
delivery model with
workforce requirements
developed based on key
activity drivers and market
benchmarks

& >

«The organization designis
uniquely configuredto
meet strategic business
needs and includes key
capabilities that are future
focused e.g. robotics,
intelligent automation, data
analytics etc.

+Job

+Jobs are created and

+Jobcreation is basedon

+New jobs are evaluated

+The jeb/functional map is

profiles/descriptions are evaluated according to work requirements with based on scientific evolving to deliver service
Unstructuredand defined but with limited technical criteria specific pre-requisitesand  methodology and roles today but also to design
i focus on technical and +Critical roles/jobs are competencies definedand and respons1bllmes of and grow in |he fv.nure
Ju Desigy rea::;eé!;!‘);ar;::on administrative skills. definedte achieve including details by g jobs are updated + New peopl;
«New or critical roles are organizational objectives ~ competencylevel and subsequenuy capabllmes and skills are
created based on *New jobs are evaluated evaluated on periodic identified and updated e.g.
organizational needs basedon scientific basis workforce shaping
methodology
@ ® @ @ @ >
«There are no formal «Basic workforce «Workforce planning/ « Strategic Workforce *HR leads thinking on
workforce planning planning is in place resource Planning and workforce of the future
strategies or formal for departments management is in Workforce and has a workforce
Warkiore & ! policiesand acrossthe place and linked with management that links shaping capability that
manpower Reactive and ad hoc programsin place organization but there demand/ business supply and demand for works with business
Planning workforce planning *Workforce is no formal Strategic plans labor is well developed strategy to consider
administration is Workforce Planning and aligned to the possible future business
adhoc and handled capability business objective scenarios and models
manually or paper implications for the
based workforce e.g. capability,

impactof Al stc.

Strategic organization
designthatis highly

proactive to meet
currentand future
businessneeds

Jobs are created/
designedand
evaluated around
adaptingto meet
currentand future
businessneeds

Therels a sustained

Iplanning capability that

works with business

strategy to understand
and planfor the
workforce of the future
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Recruitment

Ad Hoc Basic Established Developed Advanced
@ L 2 & @ @ >
+No specific recruitment +Basic constructofa *Formal recruiting strategy  +Formal recruiting strategy  +Recruitment strategy
) Reactive approachto strategy in place and no recruiting strategy isin exists; policies gnd exisgs that is cusgomized drives diverse and
Recruitment an gy guidelines or protocols in place with guidelines for proceduresare in place for and is technologically inclusive workforce and
place for candidate hiring being primarily candidate evaluation and  enabled for employee utilizes predictive analytics
sourcing, assessmentor regulatory focused selection assessmentand tracking  to utilize competitive
selection of candidate progress advantage
@ L 4 @ @ B >
+Manual processwith no  +Basic pre-employment +Formal and automated +Customizable pre- +Pre-employment processes
specific pre-employment structure is in place where  pre-employment employmentaccordingto  and practices attract talent
Manual pre- activities in place and no process s partially r exist; poli market and functional from the market and
Pre-employment criteria set for screening manually done and procedures are in needs measures & ensures
«Ad hoc initiation of =Screening criteria not fully  place for marketing *Processis systematic and candidate satisfaction
processes identified for recruitment strategies, brand updated periodically with  +Processis managed,
recognition with screening criteria enabled and updated
established recruitment customized accordingto  automatically by Al
and screening criteria business functions technology
. ’ identifi
+Poorly defined job +Job advertisement process +A formal job advertisement +Dynamic candidate +Advanced marketing
advertising strategy and is in place, including guidelines exists; i | outreach and standardized strategies through job
) LURLEERBHNERE Y  [imited accessto job identifying intemal and and external channels are  job advertisement posting and advertisement
Job posting CRLE IR EREIED ) channels and candidate external channels, and effectively utilized with an  methodology is fully automated and
and approach platforms basic guidelines for objective to enhance *Internal job posting is periodically reviewed
+Jobs are posted and candidate experience candidate experience automated and circulated
advertised based on ad efficiently
hoc requests
@ @ 2 @ @
+Ad hoc secondment *Secondmentrequests *Secondmentrequests *Proactive and automated  +Process s standardized
requests and unstructured basedon line need and are based upen secondment requeston and automated according
Ad hoc and process for recruitment basic process for established system with defined to departmentand is
Secondment +Process performed secondeerecruitment predetermined criteria recruitment criteria and managed through end to
unstructured process manually and is very slow  exists and a formal method of guidelines end system integration
+Processis somewhat secondee recruitment between DM business
automated but remains exists units
mostly manual *Processis systematic
and updated periodically

Recruitment strategy
based on workforce
forecasting & analytics
and linkedto the
business strategy

Highly strategic,

automated and

integrated pre-
employment system

Highly strategic,
automated and
Integrated job

advertisementand

candidate engagement

strategy

Highly automated and

integrated with all DM
businesses
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TalentManagement

No under-performance
Performance management
Discussions measures andno clear
development direction
Manual and informal
Performance performance
Management management with poo
feedback
giicceasion leiled and reap!lve
< job succession
Planning approach

Ad Hec Basic Established Developed Advanced
@ @ @ @ @ >
+Managers are ill-equipped *Toolsexist to help *Managers are able to +Managers are able to have +Managers are well
and avoid having managers navigate effectively manage honest conversations equippedto have honest  FUTEYSEE G IEIEN S
conversations related to underperformance and underperformancein their  about poor performance conversations about poor effectively managed

underperformance and
development

partially track
development, but poor

performance is addressed

inconsistently across the
organization

teams and track personal
development and can work with
employeesto develop
action plans to address
them

and developmentdirection

performance and can
effectively monitor and
design clear development
outcomes that move the
dial on team and enhance
individual performance
and job satisfaction

with accurately
designed development
programs andclear
outcomes established

+Performance management +Performance management

is structured but conducted is structured and

informally with little performed ona regular

automation; feedbacktools basis

exist but are not utilized +Feedbackis effectively
used as a perfermance
tool

Perfermance management +Performance management +Performance management

is based on organizational  is regularly assessedto
KPIs, competency m progress

Performance
Managementis

is based on real time
feedback on performance

framework and business KPIs and competencies.
strategy +Regular feedback culture
A formal annual feedback  existsin the organization
culture exists within the

organization

integrated with other
HR systems

and the systemis
integrated with other HR
systems such as
compensation and learning

+Successionplans exist for *Succession plans are
some roles/ functions defined based on

behavioral competencies

within and across all
functions and are an
enabler of progression
within the organization

«Succession plans are

+Successionplans are
designedtc develop
individuals basedon
individual development
plan as pertechnical and
leadership competencies
and proficiencylevels on
systems

defined based on the
behavioral & technical
competencies with defined
L&D, talent and reward
strategies

*Successionplans are a
strategic tool for employee
progressionto meet the
strategic business needs
and a key driver of
employee engagement
and retention and is fully
automated

Highly strategic and
integrated succession
paths and programsin

alignment with the
business strategy
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Learning & Development

Ad Hoc Basic Established Developed Advanced
[ ] L] @ ] ]
+No structured approach  +Structured approach to +Experiential learning +Flexible training and *The organization is known Fully set training
Ad hoc responseto and limited investment in training established; supported by a core integration proposition for developing talent for program and initiatives
Learning trainingand employee both training and investment in both curriculum and technical aligned to business leadership and that are linked to
integration needs integration parsongl and : and profe551ongl strategy, vl.eammg . mgn_agemept levels, where performance
prefessionalitechnical develepment; with focus communities established  training is directed towards managementand
development on e-leaming and collaboration tools achieving the strategic careerpath
enable development business objectives
@ [ ] @ [ ] ® .
*There is little to no +Core training is +There is a structured +Certifications are *Learning is part of
formal training conducted with content training programin encouraged and organization's DNA
No training needs programs in place for related to business and place covering rewarded and learning Leaming needs are
Skill Trainingand| EECEEEMENRNEERIIEE  employees and no departmental needs functional, technical and is built into metrics as assessedand a strategy is [EUEERCIIERTIEES
Development LUINUERCIGREIRINE]  measuresin place to “soft" skills key performance in place that links business JUITl LISl Ty
programs for HR staff assess skill levels or « Tuition indicators needs with learning
training needs. reimbursement/conferen curriculum which includes
ce attendance are informal leaming networks

prepaid and such as mentoring

encoura
e ® S e e >

+Career paths existwithin  «Career paths are defined +Career paths are designed «Career path system exists oIV R TNV EL T

+Career paths exist for

Career Limited career some roles/ functions and across all functions basedon the technical and  to developindividuals in for employees to identify automatically created
Development development definition and are an enabler of behavioral competency key strategic roles based  pre-defined requirements based on employee
progression within the aligned to the roles and on individual development to explore differentcareers preferences
organization enabling L&D, talent and on desired competencies  with automated
reward strategies and proficiency level developmentplans
e ] { ] @ [ ] [ ] >
*Manual processeswith »Inconsistent use of «Customer-centric processes - Streamlined, standardized -Simple and repetitive _
Logistics little supporting technology-enabled that are enabled by processes that are processes managed by Al Repetitive processes
Administration & Manual process with technology; no processes; some technology; processesare  technologically and self-  and robotics performed by Al and
Vendor EnieH aniamation stan_dardaanon across the standardl_zauon across the s!an_dardlzed across the service enabled -F’arameters are system robotics, allowing L&D
Management business organization ) business and deliver the +Established parameters for integrated and flags to focus on training
*Vendors are selectedon  +Fixed vendors are utilized employee training vendor assessmentand discrepancies needs
ad hoc basis regularly experience measurement is
+Defined parameters for continuously monitored
vendor assessment
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Compensation &Benefits

@

«There is no specific
strategy in place to deal
with “Total Reward" and
no formal guidelines for
ascertaining market
competitiveness oftotal
rewards

*The HR function has
established a broad
benefits and pay
philosophy! strategy and
the function occasionally
performs benchmarking
assessments

*The HR function
routinely
performs benchmarking
against peers and
routinely evaluates the
market competitiveness
of their total rewards
package including pay
mix (fixed vs. variable,
short and long term
incentives, equity, etc.)

+Compensationand
benefits philosophy is
articulated as per
business strategy and
structured progression
for movement of
employeesis linked as
per salary structures

«Compensation and
benefits strategy is fully
aligned to the business
strategy. HRIS systems
are fully integrated with
compensationand
performance
management systems
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Business Partnering

Ad Hoc Basic Established Developed Advanced
4 . 4 @ @ >
+Inquiry system basedon gy ctured manual + Defined structured RS SR Optimized and highly
gase by case i processes exist but there appr;:ach axlsttsvwrth processes are clearly optimized inquiry al_nomatgd processes
Inquiry Manual and m‘:,acn:ngt?:ac:mnu:a b is no standardization of 922::::;;‘22:"&“8 g defined and integrated management processes [k fulllmtegram)ntg
Management unstructured process g y processes acrossvarious P S with advanced systems;  that align with business internal systems an
categories ofinquiries el advancedtechnologyand  strategies and systems enatiiedhy Al an
techaciogy self-service optimizations  and exist to enhance predictive data
employee experience with analysis
IR intelligent automation
@ B @ @ s 4 >
. i i « Streamlined i
+Manual/paper-based +Basic documentation f;:';ﬁ;?':;:«:r}grtggf 4 documentation and an +Documentation system
HR Manual and process structure exists but not fiinctions with factis on automated checklistexists Shabled by market leading L TTVETN G BTG ED L
documentation ULELLTL UL B « Documentation checklist  clearly definedwith limited  gpyoiovee confidentiality  forall functions supported Al technology; sends centralized
Record processes does not exist or is not use of technology «Cehtralization of by advanced technology automated triggers for documentation system
clearly defined +Decentralized backupof  4ocymentation exists in for digitalizing employee ~ Missingfincomplete files
documents Human Resources records
department
@ @ @ @ L >
+Counselling & Retention  +Counselling & Retention  «Guidelines for Counselling *Guidelines for Counselling «Counselling & Retention
activities performed activities and processes & Retention activities and & Retention activities are activities are captured via Proactive retention
without any structured are structured and processes exists with a regularly assessedto Al technology and trategies and effective
Counselling/ Limited and reactive RETTIEELLVTURRY performed ona regular focus to enhance measure effectiveness and addressed in real time s
Retention LG EEICTIEE  documentation basis Employee experience rate of success «Highly advanced and utiiization of employee
+Feedbackand +Feedbackand «A feedback culture exists  *Employee experienceis customized aXparencs dath
communication tools exist  communication is within the organization decumented and analyzed  communication and P
but are not utilized and effectively usedto on the system feedback tools exist
employee experienceis manually document
= not measured employee agerienca . . .
Disciplinary & Manual and «Process is manual, «Basic disciplinary & «Formal and clearly defined +End-to-end standardized s;:atx;?‘;z;g:::ses xist Grie%’:ﬁg:;’)'raorzeises
| undocumented undocumented and grievance process disciplinary & grievance processes exists with and fully aligned to
Grievance process responsibilities are unclear  structure exist with limited ~ process structure exists focus on employee Srifan c’; = r?\ oiee are documentedand
with multiple systems & automation and process  with automated system experience within ot evzthy optimized
focal points exist documentation documentation stipulated time frames P

continuous tracking of
employee jouney
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Employee Services

Ad Hoc Basic Established Developed Advanced
@ @- @ @ 3
+Leave programs are 2
+Leave reporting is «Leave administration is +Selfservice is in place for +Well documented leave flgxib|a?a¢|gamive POFPT Adaptive and highly
manual/paper basedand  handled manually and leave administration and policies and proceduresin  key componentof the automated leave
Manual and policiesare informaland ~ policies are defined for policies are consistently place and are integrated talent strategy and managementsystem
EsaveiAbsancs operationalleave not comprehensive regulatory leaves administered and are more  with overall HR technology predictive analytics are with realtime leave
Management management system comprehensive, covering  platform (HRIS), payroll conductedto ascertain the BiE gt B LTI
all available types oflesave management systems for  gffectiveness of Leave apps linked to HR
real time dqta monitoring Programs. systems
and extraction +Apps are also available for
self service reporting of
L leaves via mobile devices.
@ @ @ @ —— >
: = Standardized and
«Initiative is not *Low degreeof process | . *End-to-end standardized | yiviced employee
documented. standardization & :;‘::?:;':n:'z‘;;g:;md' processes exists with in?ﬁative prcczssyes s
Employee Manuatsnd iackof communication is not automation and l|mrtgd activities are based on HR focus.on employee ) to enhance employee Standardlzed and
3 properly add dand o] docurr n g ¢ experience and HR admin ; EAREh aimed at enhancing
Initiatives awareness 2ARV ; leading practices s experience with intelligent <
respensibilities are unclear and datg available for +Most of the initiatives in activities are supported automation and efficient employee experience
+Initiative processis measuring the successof this process ere wrth aqtomated systems collaboration-with
manual initiatives atonmatad +Utilization of effective stakeholders as per
communication tools with employee engagement
stakeholders resuits
L @ B L L
*Processis manual/paper  «Processis handled +Qutreach to ext | «Well documented, dynamic +Processes are user Adaptive and highly
iR Mabalard based and policies are r lly and policiesare  insurance companiesis and automated insurance  friendly, adaptive and automated leave
ploy! informal and defined for regulatory lished and polici process. analysis are conductedtc WUELERE VST
insurance & opérational InSurance PSS required insurance. are consistently «Employee can track ensure effectivenessand [T R TR
medical & medical administered and are more  process progressand success reports using mobile
Management management system comprehensive, covering  employee experienceand +Appsare also available for apps linkedto talent
all available types of satisfaction is a priority selfservice updating of strategy
medicalfinsurance. insurance status via
mobile devices.
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Governance

Governance &
Decision Making

Compliance &
Controls

Continuous
Improvement

informal people related
decision making and

lack of governance
structure

Limited compliance
processes

Ad hoc continuous

improvement efforts
across organization

Ad Hoc

Basic Established

Developed Advanced

+*Decision making authority
for people matters is ad
hoc with no formal
governance structure

Decision making is based
on limited frameworks governance structure.
available in HR department. +Formal committees arein
Relatively autonomous, with place for key areas
limited oversight (Compensation, Benefits,
committeesin place recruitment, etc.)

+*There is a documented HR +There are formal

*Govemance is a "way of
working"” and is embedded
in day Et;o day operations. Fully functional and
The HR governance model [asl et il
PN e R Structure, processes,
accommedate changesin and tools
business operaticns

committees forkey HR
areas. These have
formalized operating
structures, governance
framework and protocols
with local adaptation
where appropriate

*There is a monitoring and
tracking mechanism in
place for compliance of
processes

+There is a remediation
focusedresponse to
compliance issues

+A structured approach to
communicating impacts of
regulatory changes and
ongeing “spotchecks”and
audits are in place to
ensure compliance and
mitigate risk

+There is a chain of
command in place to
ensure controls.

«Proactive and preventative
approach to compliance
with periodic compliance
reviews and current
regulatory requirements

+A full governance modelis +Ongoing business process
in place to ensure ongeing  reviews, department KPls
compliance including and scorecard reviews;
training and development  corrective actions are
for key professionals taken in orderto ensure

« Thereis a real time controls on the
communication of organization's business
compliance issues that results
impact line managers

Ongoing compliance
backed with a fully
functioning
governance model

+Organization continuous
improvement efforts are ad
hoc and arbitrary

*There are basic measures +There are periodic
in place and some continuous improvement
continuous improvement efforts and resuits are
efforts exists measured

@ L >

+Continuous improvement
is part of organization’s
DNA

+Dedicated roles conduct
horizon scans for future
trends and innovations that
can make the organization
more effective and efficient

+Continuous improvement
is an expected and normal
part of the conduct of the
organization

+Organization strategy
includes continuous
improvement measures.

«Targets are built into team
as individual goals

Dedicated teams scan

for future trends and

innovationsto drive
efficiency and
effectiveness
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Supporting Technology

Ad Hoc Basic Established Developed Advanced
® @ @ @ @
+No formal HR technology +Basic HR transaction +Formal HR systemexists; +HR systemand strategy ~ +Systems and channels Extensive use of
strategy exists and processing systemis in manager self-serviceisin  exists and is aligned with  strategy is defined and emerging and
Technology (HR Limitedto no use of EETFELIETETIS place with someemployee  place formost HR overall IT strategy. updated regularly and disruptive technologies|
Systems) technologyin HR processes and activities self-service available for transactions Includes comprehensive utilizes emerging and in HR suchas Al and
are mostly conducted certain processes +Disparate point solutions ~ workflow for most HR disruptive technologies robotics
manually are integrated to some transactions; single such as Al and robotics
extent with HRIS integrated HR platform
with single source of data
is in place
@ & @ @ @
*Manual processeswith  +Inconsistentuse of +Customer-centric - Streamlined, standardized «Simple and repetitive Sl S
Manual process with [t aadbi technology-enabled pr that are processes thatare processes managed by Al IEEEHUTEIELT)
Processes S  tochnology; no processes; some enabled by technology; technology and self- and robotics, allowing HR  JUCIIEEREI LT 1S
standardization acrossthe standardization acrossthe processes are service enabledto ensure  to focus on strategic to focus on strategic
business organization standardized across the employee satisfaction pre HR

business and deliver the
employee experience

+Payroll system +The payroll system has
functionality is limited, functionality to pro rata
calculations are performed payments and calculate
manually and there is no any statutory amounts
integration with time due with limited integration
attendance systems with HRIS

Manual and limited

Payroll/Time and;
Attendance

payroll systemand not|
integrated with
attendance

+A selfservice employee

portal is in place for limited

online submissions.

+ Payroll is integrated with
HRIS so a direct feed of
employee master data
changes.

*There is limited availability
to build and customize
exception reports within a
prescribed data set.

+*Daily data feeds arein
place between the payroll
and HRIS systems, itis
fully data driven with
automated calculations
and is integrated to the
finance system

+Transactions are available
on mobile devices,
exception reports are
generated on a real time
basis and it is able to
adapt easily to regulatory
changes impacting any
aspectof employee’s pay

Highly digitized and
integrated payroll
system with real time
payrollreporting using
mobile apps
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Data Analytics & Management

Ad Hoc Basic

Established

Developed

Advanced

«No formal master data » Formal manual data
management processesor maintenance processes

»Formal, automated and

rigorous data maintenance

.

« Data managementis
linked and integrated with

pr and ds
are in place

+Data integrity is controlied

at time of data entry

all other Y
database platforms
«Data quality metrics are
utilized routinely for
continuous improvement

O >
+Data management
strategy is defined and
updated regularly and
utilizes emerging and
disruptive technologies
such as Al and robotics

Data is utilized for
predictive analysis

No master data standards are in place and standards exist but
Master Data management +Data quality metrics do not  audits and quality reviews
Management processes exist and data integrity are infrequent
controls are notin place  +Basic data entry
validations are in place
and limited data integrity
controls exist
@ @
+Source of HR data is +"Rear view mirror” and
primarily the payroll "point in time" measures
system and there are no ars in place (i.e.,
Analytics S R C  formal measures are in operational reporting)

analysis from payroll

place
+Only basic reporting (i.e.,
data lists) is available

+ Basic reports are made
available to limited number
of users

*There is a dashboard of
agreed measures (8.g.
KPls, key reports, etc.)
which are routinely
reported as point in time

+Limited self-service
available for agreed upon
list of reports

+ A dashboard of agreed

measures is reportedis in

real time and customized
based on user profile

+Predictive analytics and
insight informs decision
making

+A real time, complex

dashboard exists, where A realtime and

user customizes view “on complex digital

the fly" ) dashboards displaying
+Robust reporting strategic, operational,

technology and data and individual metrics

analytics tools are
implemented and data
scientists support the
analytics function
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KPIs for the HRReporting

The following are some of the key HR reporting metrics, their respective units of measurement,
formula for measurement and measurement cycle for reference. These metrics can be chosen

and measured for based on business requirements.

HR Reporting KPIs on Develop & Counsel Employees

Measure

Metric Formula

Category

Average time in days to close an

Number of calendar days per

identified skill or capability gap  days employee to close an identified skill Cycle Time
through training for an employee or capability gap through training
Cycle time in days for the formal Cycle time in days from start to
performance review process finish for a formal performance .
L days . . Cycle Time
from start to finish for review for an operational
Operational workers/office staff worker/office staff employee
Internal cost to perform learning Internal cost for learning
- - L - . Cost
administration activities per dollars administration / Number of .
. . . . Effectiveness
business entity employee business entity employees
Learning budget per business Budget for learning/Number of Cost
: dollars . ; .
entity employee business entity employees Effectiveness
Number of business entity
. . employees / Number of FTEs who
Number of business entity ) . ) f
employees per FTE in learning  employees per_fo_r_m learning admlnlst_ra_lt_lve Sta -
2 . activities (exclude the activities for Productivity
administration X o
processing and distributing
payments)
Number of business entity
Number of business entity employees / (Number of FTEs who
perform the process group piece
employees per FTE that "
develop and counsel-performance Staff
performs the process group employees

and employee relations" + Number
of FTEs who perform the process
group piece "develop and counsel-
learning only")

"develop and counsel Productivity

employees”

Higher or

Lower is

Better

Lower is better

Lower is better

Lower is better

Higher is better

Higher is better

Higher is better
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Number of business entity
employees per FTE that
performs the processes "manage
employee development" and
"develop and train business
entity employees"

Number of learning days per days
employee

Number of learning days per
middle management/specialists days
employee

Number of learning days per
operational workers/office staff  days
employee

Number of learning days per
senior management/executive  days
employee

Outsourced cost of the process
"Develop and train employees”
as a percentage of the total cost
to perform the process

percent

Outsourced cost of the process

group "Develop and counsel

employees" as a percentage of percent
the total cost to perform the

process group

Overhead cost to perform the

processes "manage employee
orientation and deployment

manage employee performance percent
and manage employee relations”

as a percentage of total process

cost

Number of business entity
employees / Number of FTEs who
employeesperform the process group piece
"develop and counsel-learning

only"

Number of days dedicated to
formal learning per employee

Number of days dedicated to
formal learning per middle
management/specialist employee

Number of days dedicated to
formal learning per operational
worker/office staff employee

Number of days dedicated to
formal learning per senior
management/executive employee

(Outsourced (i.e., external) cost to
perform the process "develop and
train employees" / Total cost to
perform the process "Develop and
train employees") * 100

Percentage of total cost to perform
the process group "develop and
counsel employees" allocated to

external cost

(Percentage of internal cost to
perform the process group piece
"develop and counsel-performance
and employee relations" allocated
to overhead*Internal cost to
perform the process group piece
"develop and counsel-performance
and employee relations")/Total cost
to perform the process group piece
"develop and counsel-performance
and employee relations"

Staff
Productivity

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better
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Percentage of CEO and senior
leadership time spent on
leadership development

Percentage of learning days
delivered through the use of
external partners such as
vendors and universities

Percentage of learning days
delivered using classroom
instruction provided by your
organization

Percentage of learning days
delivered using correspondence
courses

Percentage of learning days
delivered using e-learning
(interactive)

Percentage of learning days
delivered using external
classroom instruction

Percentage of learning days
delivered using on-the-job
training

Percentage of learning days
delivered using other methods

Percentage of learning days
delivered using virtual
classroom-based training
delivered online

Percentage of training programs

developed internally

Systems cost to perform the
process group "Develop and
counsel employees" as a
percentage of the total cost to
perform the process group

percent

percent

percent

percent

percent

percent

percent

percent

percent

percent

percent

Percentage of CEO and senior
leadership time put toward
leadership development

Percentage of per-employee
learning days for the business
entity delivered by external
partners (e.g., vendors universities
etc.)

Percentage of learning days
delivered through classroom
instruction provided by your
organization

Percentage of learning days
delivered through correspondence
courses

Percentage of learning days
delivered through e-learning
(interactive)

Percentage of learning days
delivered through external
classroom instruction

Percentage of learning days
delivered through on-the-job
training

Percentage of learning days

delivered through training methods
other than computer-based training

correspondence courses virtual
instructor led courses internal and
external classroom instruction and
on-the-job training

Percentage of learning days
delivered through a virtual or
classroom-based training online

Percentage of training programs
developed internally

Percentage of internal cost to
perform the process group
"develop and counsel employees"
allocated to systems cost * 0.01 *
Percentage of total cost to perform
the process group "develop and
counsel employees" allocated to
internal cost

Process
Efficiency

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental

Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

© 2023 KPMG Lower Gulf Limited, licensed in the United Arab Emirates, and a member firm of the KPMG global organization of independent member firms affiliated with KPMG International Limited, a private

English company limited by guarantee. All rights reserved.

56



Total cost for the learning
management system as a
percentage of the system cost to
perform the processes "manage
employee development" and
"develop and train employees"

percent

Total cost to perform the process
group "develop and counsel
employees" per business entity
employee

dollars

((Hardware costs associated with
ownership for your LMS + Software
costs associated with ownership for
your LMS + Upgrade and
maintenance costs associated with

. Cost
ownership for your LMS + Effectiveness
Consultancy/third-party costs
associated with ownership for your
LMS) / Systems cost to perform the
process group piece "develop and
counsel-learning only" ) * 100

Higher is better

(Total cost to perform the process
group piece "develop and counsel-
learning only" + Total cost to
perform the process group piece
"develop and counsel-performance
and employee relations") / Number
of business entity employees

Cost

Effectiveness -C'er is better

HR Reporting KPIs on Develop and manage human resources (HR) planning, policies and

strategies

Metric Unit

Number of business entity
employees per FTE that
performs the process group
"develop and manage human
resources (HR) planning policies
and strategies"

employees

Higher or
Lower is
Better

Measure
Formula

Category

Number of business entity
employees / Number of FTEs who
perform the process group
"develop and manage human
resources (HR) planning policies
and strategies"

Staff

Productivity ~ HI9Ner is better
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Outsourced cost of the process
group "Develop and manage
human resources (HR) planning
policies and strategies" as a
percentage of the total cost to
perform the process group

percent

Percentage of "develop and

manage HR planning policies

and strategies" inquiries received percent
via digital communication

channels

Percentage of HR time spent on
administrative/operational
services

percent

Percentage of HR time spent on
strategic business input/decision percent
making

Percentage of HR time spent on

. . ercent
tactical services P
Percentage of middle
management/specialists with

) . percent
formal succession planning
processes in place
Percentage of operational percent

staff/office staff with formal

manage human resources (HR)
planning policies and strategies"
who perform the process "develop
and implement human resource
plans" * 0.01) / (Total business
entity revenue * 0.000000001)

(Outsourced cost to perform the
process group "develop and
manage human resources (HR)
planning policies and strategies" /
Total cost to perform the process
group "develop and manage
human resources (HR) planning
policies and strategies") * 100

Percentage of inquiries received for

the process group "develop and
manage human resources (HR)
planning policies and strategies"
via digital communication channels

Percentage of HR time spent on
administrative/operational services

Percentage of HR time spent on
strategic business input/decision
making

Percentage of HR time spent on
tactical services

Percentage of middle
management/specialist employees
with a formal succession planning
process in place

Percentage of operational
worker/office staff employees who

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Process
Efficiency

Process
Efficiency

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better
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succession planning processes
in place

Percentage of overall HR staff
time spent on work force
planning

percent

Percentage of process group
"develop and manage human
resources (HR) planning policies
and strategies" services
delivered by a third-party
provider

percent

Percentage of process group
"develop and manage human
resources (HR) planning policies
and strategies" services
delivered to the business by line
managers

percent

Personnel cost to perform the

process group "develop and

manage human resources (HR) dollars
planning policies and strategies"

per process group FTE

Response time in hours for non-
routine "develop and manage HR
planning policies and strategies"
inquiries

hours

Systems cost to perform the
process group "Develop and
manage human resources (HR)
planning policies and strategies
as a percentage of the total cost
to perform the process group

. percent

have a formal succession planning
process in place

Percentage of HR staff time spent Supplemental
on work force planning Information

Percentage of process group
"develop and manage human
resources (HR) planning policies
and strategies" services delivered
by a third-party provider

Supplemental
Information

Percentage of process group
"develop and manage human
resources (HR) planning policies
and strategies" services delivered
to the business by line managers

Supplemental
Information

(Internal cost to perform the
process group "develop and
manage human resources (HR)
planning policies and strategies" *
Percentage of internal cost to
perform the process group
"develop and manage human
resources (HR) planning policies
and strategies" allocated to
personnel * 0.01) / Number of FTEs
who perform the process group
"develop and manage human
resources (HR) planning policies
and strategies”

Cost
Effectiveness

Response time in hours for a non-
routine inquiry for the process
group "develop and manage HR
planning policy and strategies"

Cycle Time

(Internal cost to perform the
process group "develop and
manage human resources (HR)
planning policies and strategies" *
Percentage of internal cost to
perform the process group
"develop and manage human
resources (HR) planning policies
and strategies" allocated to
systems) / Total cost to perform the
process group "develop and
manage human resources (HR)
planning policies and strategies"

Supplemental
Information

Higher is better

Higher is better

Higher is better

Lower is better

Lower is better

Higher is better
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Total cost to perform the process

group "develop and manage

human resources (HR) planning dollars
policies and strategies" per

business entity employee

Total cost to perform the process
group "develop and manage
human resources (HR) planning
policies and strategies" / Number of
business entity employees

Cost

HR Reporting KPIs on HR Organization

Metric Unit

Measure

Formula

Category

Effectiveness

Lower is better

Higher or
Lower is
Better

Average fully loaded salary for
middle management or
specialists

dollars

Average fully loaded salary for

; X dollars
operational workers or office staff

Average fully loaded salary for
senior management or
executives

dollars

Budget for the HR function per

business entity employee dollars

Internal cost to perform HR
administration activities per
business entity employee

dollars

Middle management/specialist
satisfaction with overall HR
services

percent

Middle management/specialists
as a percentage of total business percent
entity employees

Number of business entity
employees per HR function FTE

employees

Personnel cost for all middle
management/specialist employees Cost
/ Number of middle
management/specialist employees

Personnel cost for all operational
worker/office staff employees / Cost
Number of operational
worker/office staff employees

Personnel cost for all senior
management/executive employees Cost
/ Number of senior
management/executive employees

Budget to perform the function
"develop and manage human Cost

capital" / Number of business entity Effectiveness

employees

Internal cost for HR administration / Cost
Number of business entity
employees

Most recent rating of HR
satisfaction for middle
management/specialist employees

(Number of middle

management/specialist employees Supplemental
Information

/ Number of business entity
employees) * 100

Number of business entity
employees / Number of FTEs who Staff

perform the function "develop and Productivity

manage human capital”

Effectiveness

Effectiveness

Effectiveness

Effectiveness

Process
Efficiency

Higher is better

Higher is better

Higher is better

Lower is better

Lower is better

Higher is better

Higher is better

Higher is better
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Number of middle
management/specialists
employees per HR function FTE

Number of operational
workers/office staff employees
per HR function FTE

Number of senior
management/executive
employees per HR function FTE

Operational workers/office staff

as a percentage of total business percent

entity employees

Operational workers/office staff
satisfaction with overall HR
services

Other cost to perform the HR
function as a percentage of the

total cost to perform the function

Outsourced cost to perform the
HR function as a percentage of
total HR function cost

Qutsourced cost to perform the
HR function per business entity
employee

Overhead cost to perform the HR

function as a percentage of the

total cost to perform the function

business entity revenue *
0.000000001)

Number of middle

management/specialist employees
employees/ Number of FTEs who perform the

function "develop and manage
human capital”

Number of operational
worker/office staff employees /

employees Number of FTEs who perform the

function "develop and manage
human capital”

Number of senior

management/executive employees
employees/ Number of FTEs who perform the

function "develop and manage
human capital"

(Number of operational
worker/office staff employees /
Number of business entity
employees) * 100

Most recent rating of HR
satisfaction for operational
worker/office staff employees

percent

Costs other than personnel

systems overhead and outsourced

to perform the function "develop

percent
cost to perform the function
"develop and manage human
capital" * 100

(Outsourced cost to perform the
function "develop and manage

percent  human capital" / Total cost to

perform the function "develop and

manage human capital”) * 100

Outsourced cost to perform the
function "develop and manage
human capital" / Number of
business entity employees

dollars

Overhead cost to perform the
function "develop and manage
human capital"/Total cost to

percent

and manage human capital" / Total

Staff
Productivity

Staff
Productivity

Staff
Productivity

Supplemental
Information

Process
Efficiency

Supplemental
Information

Supplemental
Information

Cost
Effectiveness

Supplemental
Information

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Lower is better

Higher is better
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Percentage of business entity
employees with 15 years of percent
tenure or more

Percentage of business entity
employees with 20 years of percent
tenure or more

Percentage of business entity
employees with less than 1 year percent
of tenure

Percentage of business entity
employees with less than 5 years percent
of tenure

Percentage of FTEs who perform
the HR function that do not
directly report to the HR
organization

percent

Personnel cost of temporary
staff/contractor per temporary  dollars
staff/contractor

Personnel cost to perform the
HR function as a percentage of percent
total HR function cost

Senior management/executive
satisfaction with overall HR percent
services

Senior management/executives
as a percentage of total business percent
entity employees

Systems cost to perform the HR
function as a percentage of total percent
HR function cost

perform the function "develop and
manage human capital"*100

((Number of employees employed
between 15 and 20 years +
Number of employees employed
between 20 and 25 years +
Number of employees employed
greater than 25 years) / Number of
business entity employees) * 100.0

((Number of employees employed
between 20 and 25 years +
Number of employees employed
greater than 25 years) / Number of
business entity employees) * 100.0

(Number of employees employed
less than 1 year / Number of
business entity employees) * 100.0

((Number of employees employed
less than 1 year + Number of
employees employed between 1
and 5 years) / Number of business
entity employees) * 100.0

Percentage of FTEs who perform
the function "develop and manage
human capital" that do not directly
report to the HR organization

Personnel cost of temporary
staff/contractors / Number of
temporary staff/contractors

(Personnel cost to perform the
function "develop and manage
human capital" / Total cost to
perform the function "develop and
manage human capital") * 100

Most recent rating of HR
satisfaction for senior
management/executive employees

(Number of senior
management/executive employees
/ Number of business entity
employees) * 100

(Systems cost to perform the
function "develop and manage
human capital" / Total cost to
perform the function "develop and
manage human capital") * 100

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Cost
Effectiveness

Supplemental
Information

Process
Efficiency

Supplemental
Information

Supplemental
Information

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Lower is better

Higher is better

Higher is better

Higher is better

Higher is better
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Systems cost to perform the HR
function per business entity
employee

Total organization employees
served per HR shared services
center tier 1 headcount

Total organization employees
served per HR shared services
center tier 2 headcount

Total cost to perform the HR
function per business entity
employee

Total cost to perform the HR
function per HR function FTE

Systems cost to perform the

dollars function "develop and manage Cost
human capital" / Number of Effectiveness
business entity employees
if (Number of tier 1 service center
employees=00Total employee Staff
employeesheadcount served by HR shared P -
- o roductivity
services organization / Number of
tier 1 service center employees)
if (Number of tier 2 service center
employees=00Total employee Staff
employeesheadcount served by HR shared Productivit
services organization / Number of Y
tier 2 service center employees)
Total cost to perform the function
dollars "develop and manage human Cost
capital" / Number of business entity Effectiveness
employees
Total cost to perform the function
"develop and manage human Cost
dollars capital” / Number of FTEs who Effecti
ectiveness

perform the function "develop and
manage human capital"

Lower is better

Higher is better

Higher is better

Lower is better

Lower is better
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HR Reporting KPIs on Manage & deliver employee communications

. . Measure ngher'or
Metric Unit Formula - Lower is
gory Better
Number of business entity Number of business entity
employees per FTE that employees / Total number of FTEs
performs the process groups that perform the process groups  Staff . .
"manage employee employees "manage employee Productivity Higher is better
communications" and "deliver communications" and "deliver
employee communications" employee communications”

HR Reporting KPIs on Manage and process collections

Measure Higher or
Metric Unit Formula Lower is

Better

Category

(Internal cost to perform the
process group "develop and
manage human resources (HR)
planning policies and strategies" *
Percentage of internal cost to
perform the process group
percent  "develop and manage human
resources (HR) planning policies
and strategies" allocated to
overhead) / Total cost to perform
the process group "develop and
manage human resources (HR)
planning policies and strategies"

Overhead cost to perform the
process group "develop and
manage HR planning policies
and strategies" as a percentage
of the total cost to perform the
process group

Supplemental

Information Higher is better

HR Reporting KPIs on Manage employee information

Measure Higher or
Metric Unit Formula Lower is

Better

Category

Cycle time in days required to Cycle time in days to resolve an

. days . Cycle Time Lower is better
resolve an employee grievance employee grievance
Number of business entity Number of business entity
employees per FTE that emblovees employees / Number of FTEs who Staff Higher is better
performs the process group ploy perform the process group Productivity 9
"manage employee information" "manage employee information"
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Number of monthly routines
"manage employee information"
inquiries per business entity
employee

inquiries

Outsourced cost to perform the
process group "manage
employee information” as a
percentage of total process
group cost

percent

Percentage of employee
transactions completed using
Employee Self-Service (ESS)
system

percent

Percentage of employees with
access to Employee Self-Service percent
(ESS) system

Percentage of FTEs that perform
the process group "manage
employee information” that

perform the process "develop percent
and manage time and

attendance"

Percentage of manager

transactions completed using percent

Manager Self-Service (MSS)
system

Percentage of managers with
access to Manager Self-Service percent
(MSS) system

Percentage of total employees

ercent
who are remote employees P

0.01) / (Total business entity
revenue * 0.000000001)

Number of routine inquiries

received monthly for the process

group "manage employee

information" / Number of business

entity employees

QOutsourced cost to perform the

process group "manage employee
information"/Total cost to perform

the process group "manage
employee information"*100

Percentage of employee

transactions completed using ESS

Supplemental
Information

Supplemental
Information

Process
Efficiency

Percentage of employees with ESS Process

access

Percentage of process group
"manage employee information”
FTEs who perform the process
"develop and manage time and
attendance”

Percentage of manager

Efficiency

Supplemental
Information

Process

transactions completed using MSS Efficiency

Percentage of managers with MSS Process

access

Efficiency

Percentage of total employees who Supplemental

are remote employees

Information

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better
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Personnel cost to perform the
process group "manage
employee information" per
business entity employee

dollars

Response time in hours for
routine "manage employee
information" inquiries

hours

Systems cost to perform the
process group "manage
employee information" as a
percentage of total process
group cost

percent

Systems cost to perform the
process group "manage
employee information" per
business entity employee

dollars

Total cost to perform the HR
function per FTE that performs
the process group "manage
employee information and
analytics"

dollars

Total cost to perform the process
group "manage employee
information" per business entity
employee

dollars

100) / (Total business entity
revenue * .001)

((Percentage of internal cost to

perform the process group

"manage employee information”

allocated to personnel * Internal Cost

cost to perform the process group Effectiveness
"manage employee information") /

100) / Number of business entity

employees

Lower is better

Response time in hours for a
routine inquiry for the process
group "manage employee
information”

Cycle Time Lower is better

(Percentage of internal cost to
perform the process group
"manage employee information”
allocated to systems*Internal cost
to perform the process group
"manage employee
information")/Total cost to perform
the process group "manage
employee information”

Supplemental

Information  igher is better

((Percentage of internal cost to

perform the process group

"manage employee information”

allocated to systems * Internal cost Cost

to perform the process group Effectiveness
"manage employee information") /

100) / Number of business entity

employees

Lower is better

Total cost to perform the function
"develop and manage human
capital" / Number of FTEs who
perform the process group
"manage employee information and
analytics"

Cost

Effectiveness -OWer is better

Total cost to perform the process

group "manage employee Cost
information" / Number of business Effectiveness
entity employees

Lower is better
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(Labor cost for full or part-time
Total labor cost to maintain and employees to maintain and support
support HRIS as a percentage of HRIS+Labor cost for temporary or Supplemental
total business entity personnel contract employees to maintain and Information
cost support HRIS)/ (Personnel cost of

business entity FTESs) * 100

percent Higher is better

HR Reporting KPIs on Manage employee on-boarding development and training

Measure Higher or
Unit Formula Lower is

Better

Category

(Systems cost to perform process
group "manage employee on-
boarding development and training"

percent / Total cost to perform the process
group "manage employee on-
boarding development and
training") * 100.0

Systems cost to perform the
process group "manage
employee on-boarding
development and training" as a
percentage of total process
group cost

Supplemental

Information Higher is better

Total cost to perform the function

"develop and manage human

capital" / Number of FTEs that Cost

perform the process group Effectiveness
"manage employee on-boarding

development and training"

Total cost to perform the HR

function per FTE that performs

the process group "manage dollars
employee on-boarding

development and training"

Lower is better

HR Reporting KPIs on Recruit, source and select employees

: : Measure Higher_or
Metric Unit Formula Category Lower is
Better
Cycle time in days from approval Cycle time in days from approval of
of job requisition to acceptance days job requisition to acceptance of job Cycle Time Lower is better
of job offer offer

Cycle time in days from
identifying the need to hire a new
employee to approval of the job
requisition

Cycle time in days from identifying
days the need to hire a new employee to Cycle Time Lower is better
approval of job requisition
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Cycle time in days from
identifying the need to hire a new
employee until new hire begins in
the agreed position

days

Cycle time in days from job
acceptance until new hire begins days
in the agreed position

Job offer acceptance rate for

middle management/specialists PS"¢eM

Job offer acceptance rate for

operational workers/office staff percent

Middle management/specialists
new hires as a percentage of
total new hires

percent

New employees as a percentage
of total business entity
employees

percent

Percentage of new hires that
originated from employee
referrals

percent

New hire satisfaction rate for the

o percent
recruiting process

Number of business entity
employees per FTE that
performs the process group
"recruit source and select
employees”

Number of new hires as a
percentage of approved job
requisitions

percent

Number of new hires per FTE
that performs the process group
"recruit source and select
employees"

employees

new hires

Cycle time in days from identifying
the need to hire a new employee to
approval of job requisition + Cycle
time in days from approval of job
requisition to acceptance of job
offer + Cycle time in days from job
offer acceptance until new hire
begins in the agreed position
including time for orientation and
initial set-up

Cycle time in days from job offer
acceptance until new hire begins in
the agreed position including time
for orientation and initial set-up

Job offer acceptance rate for
middle management/specialist
employees

Job offer acceptance rate for
operational worker/office staff
employees

Middle management/specialist new
hires percentage

(Total number of new hires /
Number of business entity
employees) * 100

Percentage of new hires from
internal employee referrals

Latest captured satisfaction rate of
new hires with the recruiting
experience

Number of business entity
employees / Number of FTEs who
perform the process group "recruit
source and select employees"

(Total number of new hires /
Annual number of job requisitions)
*100

Total number of new hires /
Number of FTEs who perform the
process group "recruit source and
select employees"

Cycle Time

Cycle Time

Process
Efficiency

Process
Efficiency

Supplemental
Information

Supplemental
Information

Supplemental
Information

Process
Efficiency

Staff
Productivity

Process
Efficiency

Staff
Productivity

Lower is better

Lower is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better
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Operational workers/office staff

new hires as a percentage of percent
total new hires

Outsourced cost of the process

group "recruit source and select
employees" as a percentage of percent

the total cost to perform the
process group

Percentage of middle
management/specialist new hire percent
retention after 12 months

Percentage of middle
management/specialist positions

filled by internal promotion for the percent
past 3 years
Percentage of operational
worker/office staff new hire percent
retention after 12 months
Percentage of new hire retention

percent

after 12 months

Percentage of senior
management/executive new hire percent
retention after 12 months

Percentage of senior
management/executive positions

filled by internal promotion for the percent
past 3 years
Permanent part-time new hires
as a percentage of total new percent
hires
Personnel cost to perform the

percent

process group “recruit source
and select employees"” as a

Operational workers/office workers
new hires percentage

Outsourced cost to perform the
process group "recruit source and
select" / Total cost to perform the
process group "recruit source and
select employees" * 100

Percentage of middle
management/specialist employees
who joined in the past 12 months
that are still within your business
entity

Percentage of management
positions filled by internal
promotion versus external
recruitment for middle
management/specialist employees
for the past three years

Percentage of operational
worker/office staff employees who
joined in the past 12 months who
are still within your business entity

(Percentage of middle
management/specialist employees
who joined in the past 12 months
that are still within your business
entity + Percentage of operational
worker/office staff employees who
joined in the past 12 months who
are still within your business entity
+ Percentage of senior
management/executive employees
who joined in the past 12 months
that are still within your business
entity) / 3

Percentage of senior
management/executive employees
who joined in the past 12 months
that are still within your business
entity

Percentage of management
positions filled by internal
promotion versus external
recruitment for senior
management/executive employees
for the past three years

Supplemental
Information

Supplemental
Information

Process
Efficiency

Supplemental
Information

Process
Efficiency

Process
Efficiency

Process
Efficiency

Process
Efficiency

Permanent part-time positions as a Supplemental

percentage of total new hires

Information

(Personnel cost to perform process Supplemental

group "recruit source and select
employees" / Total cost to perform

Information

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better
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percentage of the total cost to
perform the process group

Senior management/executives
new hires as a percentage of
total new hires

percent

Systems cost to perform the
process group "recruit source
and select employees"” as a
percentage of the total cost to
perform the process group

percent

Total cost to perform the process
group "recruit source and select
employees" per business entity
employee

dollars

Total cost to perform the process
group "recruit source and select dollars
employees" per new hire

HR Reporting KPIs on Redeploy and

the process group "recruit source
and select employees") * 100

Senior management/executive new Supplemental

hires percentage

(Systems cost to perform process
group "recruit source and select
employees" / Total cost to perform
the process group "recruit source
and select employees") * 100

Total cost to perform the process
group "recruit source and select
employees" / Number of business
entity employees

Total cost to perform the process
group "recruit source and select
employees" / Total number of new
hires

retire employees

Metric Unit

Cycle time in days from request
for internal transfer to completion days
of transfer

Employee turnover rate percent
Employees relocated within a

country as a percentage of total percent
business entity employees

Involuntary terminations as a

percentage of total business percent

entity employee turnover

Formula

Cycle time in days for the internal
transfer process

((Number of voluntary employee
terminations + Number of
involuntary employee
terminations)/Number of business
entity employees) *100

(Number of employees relocated
within your country / Number of
business entity employees) *100

(Number of involuntary employee

terminations / (Number of voluntary

employee terminations + Number
of involuntary employee
terminations)) * 100

Information Higher is better

Supplemental Higher is better

Information

Cost _
Effectiveness  -OWer is better
Cost _
Effectiveness -CWer is better

Higher or
Lower is
Better

Measure

Category

Cycle Time Lower is better
Prqc_ess Lower is better
Efficiency

Supplemental

Information Higher is better

Supplemental

Information Higher is better
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Involuntary terminations as a

percentage of total business percent
entity employees
Number of business entity
employees per FTE that
employees
performs the process group
"redeploy and retire employees"
Number of internal hires per .
" - . internal
redeploy and retire employees hi
ires

FTE
Percentage of the work force that

: percent
are expatriates
Percentage of total involuntary
terminations that are middle percent

management/specialists

Percentage of total involuntary
terminations that are operational percent
workers/office staff

Percentage of total involuntary

terminations that are senior percent
management/executives

Percentage of total vacancies ercent
filled by internal candidates P
Percentage of total voluntary
terminations that are middle percent

management/specialists

Percentage of total voluntary
terminations that are operational percent
workers/office staff

Percentage of total voluntary
terminations that are senior
management/executives

percent

(Number of involuntary employee
terminations / Number of business
entity employees) * 100

Number of business entity
employees / Number of FTEs who
perform the process group
"redeploy and retire employees"

Number of vacancies filled by
internal candidates / Number of
FTEs who perform the process
group "redeploy and retire
employees"

Percentage of business entity's
work force that are expatriates

(Number of involuntary employee
terminations for middle
management/specialist employees
/ Number of involuntary employee
terminations) *100

(Number of involuntary employee
terminations for operational
worker/office staff employees /
Number of involuntary employee
terminations) *100

(Number of involuntary senior
management/executive employee
terminations / Number of
involuntary employee terminations)
*100

Percentage of vacancies at your
business entity that are filled by
internal candidates

(Number of voluntary employee
terminations for middle
management/specialist employees
/ Number of voluntary employee
terminations) *100

(Number of voluntary employee
terminations for operational
worker/office staff employees /
Number of voluntary employee
terminations) *100

(Number of voluntary senior
management/executive employee
terminations / Number of voluntary
employee terminations) *100

Process
Efficiency

Staff
Productivity

Staff
Productivity

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Lower is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better
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Percentage of vacancies filled by
internal candidates for
operational workers/office staff

percent

Percentage of vacancies filled by
internal candidates for senior
management/executives

percent

Personnel cost to perform the
process group "redeploy and
retire employees" as a
percentage of the total cost to
perform the process group

percent

Personnel cost to perform the
process group "redeploy and
retire employees” per business
entity employee

dollars

Systems cost to perform the
process group "redeploy and
retire employees" as a
percentage of the total cost to
perform the process group

percent

Total expatriation cost as a
percentage of total cost of
continuing operations

percent

Total relocation expenses as a
percentage of total cost of
continuing operations

percent

Voluntary terminations as a
percentage of total business
entity employee turnover

percent

(Number of operational
worker/office staff employee
vacancies filled by internal
candidates / Number of vacancies
filled by internal candidates) *100

Supplemental
Information

Percentage of senior
management/executive vacancies
at your business entity that are
filled by internal candidates

Supplemental
Information

(Percentage of internal cost to
perform the process group
"redeploy and retire employees"
allocated to personnel*Internal cost
to perform the process group
"redeploy and retire
employees")/Total cost to perform
the process group "redeploy and
retire employees”

Supplemental
Information

Personnel cost to perform the

process group "redeploy and retire Cost
employees" / Number of business Effectiveness
entity employees

(Percentage of internal cost to
perform the process group
"redeploy and retire employees"
allocated to systems*Internal cost

to perform the process group Supplemental

. - Information
redeploy and retire
employees")/Total cost to perform
the process group "redeploy and
retire employees”
(Total expenditure for expatriation /
L Cost
Total costs of continuing Effectiveness
operations) *100
(Total cost of relocation expenses
; Cost
paid to employees / Total costs of .
Effectiveness

continuing operations) *100

(Number of voluntary employee
terminations / (Number of voluntary
employee terminations + Number
of involuntary employee
terminations)) * 100

Supplemental
Information

Higher is better

Higher is better

Higher is better

Lower is better

Higher is better

Higher is better

Higher is better

Higher is better
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Voluntary terminations as a
percentage of total business
entity employees

percent

(Number of voluntary employee
terminations/Number of business
entity employees) *100

HR Reporting KPIs on Reward and retain employees

Metric Unit

Base pay per middle
management or specialist
employee

dollars

Base pay per operational worker

or office staff employee dollars

Base pay per senior
management or executive
employee

dollars

Number of business entity
employees per FTE that
performs payroll administration
activities

employees

Number of business entity
employees per FTE that
performs the process group
"reward and retain employees"

employees

Number of days absent per
employee excluding maternity
and paternity leave

days

Number of days absent per
employee including maternity
and paternity leave

days

Number of FTEs that perform the FTEs
process group "reward and retain

Formula

Total base pay for middle
management/specialist employees
/ Number of middle
management/specialist employees

Total base pay for operational
worker/office staff employees /
Number of operational
worker/office staff employees

Total base pay for senior
management/executive employees
/ Number of senior
management/executive employees

Number of business entity
employees / Number of FTEs who
perform payroll administrative
activities (exclude the activities for
processing and distributing
payments)

Number of business entity
employees / Number of FTEs who
perform the process group "reward
and retain employees”

Number of days absent due to
sickness excluding maternity and
paternity leave per employee

Number of days absent due to
sickness maternity and paternity
leave per employee

Number of FTEs who perform the
process group "reward and retain

Process
Efficiency

Measure

Category

Supplemental
Information

Supplemental
Information

Supplemental
Information

Staff
Productivity

Staff
Productivity

Supplemental
Information

Supplemental
Information

Process
Efficiency

Lower is better

Higher or
Lower is
Better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Lower is better

Lower is better

Lower is better
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Number of monthly routine
"reward and retain employees"
inquiries per business entity
employee

inquiries

Number of vacation days per d
ays
year per employee
Outsourced cost of the process
group "reward and retain
employees" as a percentage of
the total cost to perform the
process group

percent

Percentage of "reward and retain
employees" inquiries received
that are non-routine

percent

Percentage of operational
workers/office staff salary thatis percent
performance-related pay

Percentage of senior
management/executive salary
that is performance-related pay

percent

Personnel cost to perform the
process group "reward and retain
employees" as a percentage of
the total cost to perform the
process group

percent

Personnel cost to perform the
process group "reward and retain
employees" per business entity
employee

dollars

Systems cost to perform the
process group "reward and retain
employees" as a percentage of
the total cost to perform the
process group

percent

Number of routine inquiries
received monthly for the process
group "reward and retain
employees" / Number of business
entity employees

Number of vacation days per year
per employee

Outsourced cost to perform the
process group "reward and retain
employees"/Total cost to perform
the process group "reward and
retain employees"*100

Number of non-routine inquiries
received monthly for the process
group "reward and retain
employees"/ (Number of routine
inquiries received monthly for the
process group "reward and retain

employees"+Number of non-routine

inquiries received monthly for the
process group "reward and retain
employees")*100

Percentage of salaries for all
operational worker/office staff
employees that is performance-
related pay

Percentage of salaries for all senior
management/executive employees

that is performance-related pay

(Personnel cost to perform the
process group "reward and retain
employees" / Total cost to perform
the process group "reward and
retain employees™) * 100

Personnel cost to perform the
process group "reward and retain
employees" / Number of business
entity employees

(Percentage of internal cost to
perform the process group "reward
and retain employees” allocated to
systems*Internal cost to perform
the process group "reward and
retain employees")/Total cost to
perform the process group "reward
and retain employees”

Supplemental
Information

Supplemental
Information

Supplemental
Information

Supplemental
Information

Process
Efficiency

Process
Efficiency

Supplemental
Information

Cost
Effectiveness

Supplemental
Information

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Higher is better

Lower is better

Higher is better
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employees" / (Total business entity
revenue * .001)

Total cost to perform the process Total cost to perform the process

group rew?rd and rgtaln . dollars group rewlc";\rd and retain . Cost _ Lower is better
employees" per business entity employees" / Number of business Effectiveness

employee entity employees
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