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IMF: Trién vong kinh 1€ thé giai, thang 7/2024
Néen kinh te toan cau
dang di khap khiéng, khong chay nwé-c rut

Factors Influencing Economic Dynamics::

Lam phéat va thach thiee chinh séach tién té:
Lam phét gia dich vu dai ddng lam phurc tap cac né lwc gidm phat, dan dén rai ro lai
suat cao kéo dai va can phai binh thworng hoa chinh séach tién t& mét cach can than.

Pong luwc tang tred’ng da dang trong khu vuwec:

Hoat ddng kinh té thay déi dang k&, véi My va Nhat Ban trai qua suy thoéi do tiéu ding
cham lai va gian doan ngudn cung, trong khi chausAu va chau A cé dau hiéu phuc hoi
nhd dich vu va tiéu dung néi dia.

Rui ro va chién lwoc twong lai:

Rui ro lam phét tdng, cang thang thwong mai va nhirng thay déi tiém tang trong chinh
sach kinh té do bau ctr tao ra sy khdng chac chan, doi hdi mét cach tiép can can bang
dé cuing cb tai khdéa va cac bién phap chi dong dé& nang cao trién vong tang trwéng
trung han.

Source:
IMF, Global Economic Outlook, Jul 2024 4 KORN FERRY
BE MORE THAN



@® Ting trwong kinh té dwoc dw bdo manh mé,
Lam phat da diu di
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APAC Australia China India Indonesia Japan Malaysia Zea(le:rlld Philippines = Singapore South Korea Thailand : Vietnam :
9 | .
mmm GDP Growth Rate 2023 3.9 2.1 5.2 7.3 5.0 1.8 3.7 0.6 5.6 11 14 19 : 5.1 i
mmm GDP Growth Rate 2024 4.4 2.0 4.7 6.6 5.1 0.8 4.4 1.0 5.4 24 2.7 2.8 I57
mmm GDP Growth Rate 2025* 4.7 25 45 6.3 5.1 12 45 2.5 6.4 26 2.7 35 161
— |nflation 2023 5.0 5.6 0.3 5.7 3.7 33 2.5 5.7 6.0 4.8 3.6 1.2 1 33 :
— |nflation 2024 3.4 3.2 1.0 49 3.0 2.4 2.5 3.0 3.7 3.0 2.6 1.2 i 3.9 }

Source: Economist Intelligence Unit (EIU), effective date 1 Jun 2024; * - Forecasts
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@® viat Nam Iac quan hon veé ting truwdng

PHAN LON (70%) CAC CONG TY DAU KHI TAI VIET NAM DANG KY VONG DOANH THU TANG VUA PHAI

80% -

60% -

51%

40%

20%

0%

Significant revenue Small revenue decline No increase in Moderate increase in Significantincrease in  Serious increase in
decline (by 16% - (by 1% -15%) revenue revenue (up to 15%) revenue (by 15% - revenue (by more
30%) 30%) than 30%)

m APAC m VIETNAM
Response rate (number of companies): APAC = 1,400; APAC Vietnam = 55

~
Source: 2024 APAC Mid-Year Survey (March 2024) (‘ 4 KORN FERRY
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nhan tai va chuoi cung ng

77%

Global
economic
slowdown

& Nhirng moi quan tam chinh: canh tranh,

Nhng yéu td bén ngoai nao ban thdy trudc sé anh hwdng dén sw phat trién cla

doanh nghiép cua minh?

m APAC % m VIETNAM %

55%

36%

Strong global Supply chain
competition  disruptions

34%

29% 30% 30% g%

Political Talent Commodity
uncertainty shortage prices and
availability
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28%

Ongoing
armed
conflicts

27% 25%

Sticky inflation

18% 17%

Technology
disruption




45%

Strategy

transformation/

reorganisation

Nhan tai cé6 thé gap mot rdi ro khi cac to chirc
tap trung vao chuyén d6i kinh doanh

Nhirng yéu td ndi bd ndo ban thay trwdc sé anh hwdng dén suw phat trién ctia doanh nghiép?

40%

o)
35% 334

Talent shortage/ High employee cost
lack of high-
potential talent

m APAC %

i .27%

Change of senior
leadership

Business operating

—~
(“{ KORN FERRY
BE MORE THAN

m VIETNAM %

26% 26%

18%

17%

Culture Digital Merger and
transformation transformation / acquisition
inability to keep up
with increasingly
digital'business
landscape



@® Tinh sin c6 cua nguon cung lao déng va kha
nang chi tra cua DN lam tang thém ap luc

Ban phai d6i mat véi nhirng thach thirc nao khi tuyén dung cho céc vi tri chd chot?

m VIETNAM % m APAC %

82%

Availability of talent (shortage of skill sets in the market) —7%

Affordability of talent (remuneration expectations above current 73%

remuneration ranges) 65%

Competitive market (candidates have accepted other offers during 55%

the process) . 61%

27%

Organisation's brand and culture

Organisation's location

14%
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'Dién bién thj trwong




DU LIEU VA THONG TIN CHI TIET VE MUC CHI TRA BPAI NGO

15 countries
3,700 companies
7,869,000 employees

SOUTH AMERICA
10 countries

2,600 companies
3,882,000 employees

EUROPE

48 countries

14,000 companies
8,145,000 employees

AFRICA

39 csountries
1,900 companies
694,000 employees

cla chung toi trai dai trén 150+ QU@%GIA

ASIA

23 countries

5,000 companies
3,069,000 employees

12 countries
2,600 companies
1,193,000 employees

PACIFIC

9 countries

1,100 companies
632,000 employees

GLOBAL 150+ quéc gia | 31.000+ céng ty | 28.000.000 nhan vién

98.000 nhan vién VIET NAM | 170+ cong ty VIET NAM

i
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Salary increase and forecast values excluding salary freeze.

Source: Korn Ferry 2023 Compensation Surveys.




Chénh léch lwong trén khap APAC

By Base Salary, P50

Cap do CV méi tot nghiép — KF Reference Level 12 Vietnam = 100%
0,
700% a5 601%
600%
481%
. 458%
500% 420% 404% 364% 334%
400%
300% 266%
169%
200% o
b < — ®
0% . . . - [ ]
AU NZ HK SG P KR ™w CN MY TH PH ID IN UK us
Giam doc — KF Reference Level 20
160% 149%
1409 123% 9
0% 6 114% 112%
120% 107% 103% 16
Y 95% 91% N P
100/0‘ ﬁ 0 81% LA '
80% 63% .
60% 5% 47%
40% 30%
20%
0%
HK SG CN AU ™W KR PH NZ TH P ID MY IN UK us

Source: Korn Ferry 2023 Compensation Surveys
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Tong quan veé co s& div liéu

Chung toi da thu thap div liéu tir 170 cong ty, 98.000+ diém dir liéu

Oil and Gas, 5%

Financials, 6% .
Industrial Good

Consumer
Durables, 6%

Chemicals, 12%

Fast Moving
Consumer Goods,
12%

Other Industries include Health & Life Science, Transportation, Retail, Services, and Hospitality
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u,c C I ra 0% 20% 40% 60% 80% 100% 120% 140%
h A h I" h K4 Oil and Gas L%

chénh léch &

124%

93%

. 121%
cac NGANH -
~ R |
. 106%
CONG NGHIEP rveireconsmerseecs | RN -
n |
. 94%
. : 92%
> N 2 « A - . 92%
Lwong co sé va téng tién mit otnerneusres || | R 3

General Market = 100%

JY -

Other Industries include Health & Life Science, Transportation, Retail, Professional Services, and Hospitality

Source: Korn Ferry Vietnam Pay Database

—~
(“{ KORN FERRY
BE MORE THAN




Mdrc chi tra
chénh léch &
cac NHOM
CONG VIEC

Lwong co sé& va tong tién mat

Source: Korn Ferry Vietnam Pay Database
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Construct Project Delivery
Engineering

Health & Environment
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Marketing

Retail Operations

Finance & Accounting
Production

Information Technology
Logistic/Supply Chain
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Human Resources
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Quality Assurance
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Branch Fin Svcs/Bank

Risk Management
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20%
18%
16%
14%
12%
10%
8%
6%
4%
2%

0%

Chi tra tién thwéng thay doi

Mirc tra thwe té trong 12 thang

15%

12%

Australia China

Source: Korn Ferry Pay Databases

9%

India

11%

Indonesia

18%
16%

Japan Malaysia

B General Market
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New Zealand

18%

Singapore

17%

Thailand

14%

Vietnam



@9 Cac khoan chi tra tién thwéng thuc té
theo nganh

Murc chi tra thwdng thwe té cia Viét Nam nam 2021-2023 theo nganh CAC KHQAN THANH TOAN TIEN THUC)’NG
(THEO SO TIEN LUONG HANG THANG)

4.0
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2 Toan thi trwong
1.6 = 1.6 thang lwvong
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General Market Chemicals Consumer FMCG Financials High Technology Industrial Goods Oil & Gas
Durables

m 2021 m2022 m2023

Source: Korn Ferry Vietnam Pay Database
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Ti 1& Nghi viéc

19.9%

20%
18%
16%
14%
12%
10%
8%
6%
4%
2%
0%

17.2%

16.1%

15.8%

15.3%
13.7% 14.0% 14.3%

12.4%
I 11.3% I

2019 2020 2021 2022 2023
B Total turnover ® Voluntary turnover

Nhém 3 Chirc ndng cong viéc co ti 1é nghi viéc tw nguyén cao nhat
Van tai logistic

Kinh doanh San xuét
% of companies —~ i-:”
’ ‘ ’ ﬁ/‘ v
54% 29% 21%

Source: Source: Korn Ferry Vietnam Compensation & Benefit Survey Questionnaires
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' & Két hop tra lwong nén la mot phan cla
danh gia chién lwgc dai ngd toan dién
1. 0%10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Australia
China

India
Indonesia
Japan
Malaysia
New Zealand
Singapore
Thailand

Vietham

M Base salary m Short-Term Incentives m Benefits and allowances

Source: Korn Ferry Pay Database, 2023
* Japan is calculated based on Total Earnings (excluding Benefit Values). Other countries are calculated based on Total annual Remuneration.
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U'u tién cua nhom Lwong thuong phuc loi
vao nam 2024

% of participants

RCTE L LT L EE T CT L P e O PRI CEPEPETCEPIPE .,

80% -:

60%

40%

20%

0% -- .
:Review of total External market Cost Benefits Internal pay Short-term Performance Effective Skills-based Gender pay gap  Long-term
rewards competitiveness optimization : package equity incentive design management communication pay / premiums incentives plan

*  strategy on total rewards
. : structure
* ‘0

*
YtasssssssEssEEEEEEEEEEEEEEEEEEEEEEEEEES

> Tap trung vao Chién lwoc dai ngd toan dién, Mirc canh tranh so v&i thi truérng bén ngoai va Ti wu héa chi phi

Source: KF 2024 APAC Mid-Year Survey (March 2024), N = 55 |
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@® U tién vé Trai nghiém nhan vién 2024

% of participants

80%
67%
60%
0,
49% 47% 47%
40%
. 34%
31% 20%
26% 2504 24%
20%
0%
Employee Engagement Employee Wellbeing Diversity, Equity, Strategic Workforce  Culture Transformation Employee Value Organizational Design
Inclusion Planning Proposition
= APAC uVIETNAM

Source: KF 2024 APAC Mid-Year Survey (March 2024), N = 55 N
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Str dung Kién tric cong
viéc de chuyeén tw quan ly
lwong sang quan ly nhan tal




Diéu nay c6 nghia la sw giao thoa gilra cong viéc va nhan tai sé mo di,

gay cang thang cho cac mo hinh cil

Lay m6 hinh 3 P dé xac dinh mdre Iwong. Tra tién cho vi tri, con ngwei va hiéu suat.

PERSON

Lam thé nao deé ching ta quan |y khi ban chat cta céc vi tri
va dinh nghia ve ky vong hiéu suat dang thay doi thwéng xuyén?




Chinh xac la Mo hinh ACI ctia Korn Ferry.

Kha nang: ky nang, hanh vi va
nang lwc.

Trach nhiém: Chiu trach nhiém
vé két qua.

Can tinh: dac diém, gia tri va déng co.
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Vag

Thach thire I— Béi canh KD }@

Chién lwoc

Nhiém VUT

KPISI —  Trach nhiém I—
Tasksl —  Muc tiéu I

DPac diém ch

Tac déng lén B .
ac dong le Két qual—@

KDI

29

ong nhw tat ca cac "van de lén",
chung tdi chia ching thanh céc thanh phan

‘INéng lwc hanh vi

@I Ky nérng*l Ky nang chuyén*l Ky nang
mon

1C6ng cu

—I Kinh nghiém

@I Néntdng — _I Bang cap

boéng luc
|

Gia tri

i
Pac t|'n|h ca nhan
- -

Pac diém Kha nang nhan thire
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Va str dung cac manh ghép lam nén tang cho twong lai,

mét khung Kién trac cong viéc

Buwédc 1 Budc 2 Budc 3 Buwdc 4

Giup nhan vién tim
Thiét 1ap gia dinh congviec  Xac dinh ho so’vai tro  dwdng va cung cap cho
ho 16 trinh

Xac dinh cip d6 cong
Viéc

) S Y S Iﬂﬂﬂ-

IIIII |

—~
(“{ KORN FERRY
BE MORE THAN



Vay lam thé nao dé ching ta két hop tat ca lai véi nhau?

Lién két
chién lwoc

Bat dau trao d6i bang cung mot ngdn ngir.

Kinh doanh
Chién lwoc / Tam nhin

Chién lwoc nhan tai

Ng6n ngir cua nhan tai
(Trach nhiém giai trinh, Nang lwc, Can tinh)

KH nguén Thiét ké t6
lwec LD chire

Con duwong
sy nghiép

Lwong va

At trié Hié At ¢ ; )
Phat trién ISu suat cv phuc o

Tuyén dung

JOB ARCHITECTURE
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Hop ly héa thiét ké cong viéc theo kiéu kién tric

Chinh stra H6 so thanh
cbng dé dam bao ndi
dung cd lién quan

Anh xa vai tro diém
chuan véi HO so
thanh cong KF

Hiéu chuan va tinh
chinh khi tat ca céc
cobng viéc da san sang

Xem xét mirc dd tham
chiéu cho cbng viéc va
stra doi néu can thiet

Compare Success Profiles

s Choose a section in the drop-down to compare it across up to five Success Profiles
Develop procedures and interprets and
applies policy for ares of expertise to
@ S D e = 5 |55 achieve specified outputs, or aovise t S ; Success Profile Comparison of: Responsibilities v
wider business on sppiication of policy,
monitor implementation of those procedures
within the organization % 2 %
Show Differences W i 0
Drat HR frameworks and 100ls within &
stes of expertise 1o meet business neecs - PV HR Advisor / HR Specialist / HR Advisor / HR Specialist / HR Advisor / HR Specialist /
@ HR Frameworks end Tools = 7 |+ ensuring compliance with specifiec design v Descriptions HR Business Partner Il HR Business Partner IV HR Business Partner V

s, internat poll

pr &na extemal

fegal requirements

DOWNLOAD PDF DOWNLOAD PDF DOWNLOAD PDF

Provide specialist guicance on the

Interpretation and application of policies Policy Development & Level? Level? Levels
&na procedures, resoiving complex of i i :
o] Information ana Business Advice =3 7 | e ‘: pipdesss i: i . EW ALL LEVELS (poiemeateton Develop procedures and < 3 z = x F 83 § H
ontentious queries and issues and enabling g = : 3 H H
oo prdess 0 interprets and applies policy for . Ez 3 » g g g ] § = 5
otners to take appropriate actions. g £F 2 3 - z : 8 £Z ) = z
pertise to achieve H 2 §% £ £ & g g g E - 2 H EZ
HR Business Partner | Incividual Contributor | Specialist Professional itouts: oraaviss inie s % H H g i % : % % ] % H g 2 g 23
1 g2 & = g2 ] a 3 £ 2 £ 3 [ 81 z s 3
. Pl J b E I iness on application g £ By 23 2 B = ] § 2 iz - 5 £z
R s 3 5 & ) £ £ H 3 5 2 £ = = =
HR Business Partner - ob Evaluation : gt &% &, 2 E 3 H 2 2T sl 3 é 3%
runcrion; - Grade
s on HR policy and assists with implementation of HR e 2
procoduras and processes. Works diractly with tho organization's SHORT PROFILE! How to interpret this Data rameworks and tools y
leadership to develop and direct an HR agenda that closely supports Ao L sres of expertise to 2
the organizational goas. i 2 Job Evaluation: a systematic process for ranking jobs logically and fairly against a pre-determined scale to the relative of jobs the il e 2 z
prp A of the job to the The process compares jobs against other jobs as well as factor (dimension) descriptors. Le with specified 2 7 %
neiples, internal 2 7 g . £ . 7
nd extemal Tega i ] M 1 = 2 g H
. . ® g § ] : H H 3
- Accountability @ Capability o o Grade Short Profile Korn Ferry Hay Points 2 5 J 3 5 i g £ £ F g
" i k4 3 H : g g G H £
kst o0 o, o - secialist advice on the il 2 g 8 H g H H ] F] )
2 2 = B8 FEm c i : N = = 2 o
tion and application s H 2 H = 2 H > S g £
3 and procedures, s g H H 1 2 F ] ]
ueries ang issues B z # il <y £ £ 3 T | H
T e i ressonsitia b i e ma The persen i ol mustnave e fekoming s ) ’ : g very complex: of L 2 1 = 2 i = 5
18 A1 588 s issues 1o others 2 s 2 °
Bonaoral Campetandies 1) - 8
) 2
warases Complen B — Know-How 0 3
g = H
Grade Value Meaning Accountability Focused e 304
. —— ymplex analyses of HR B 3
Independently performs tne full range of responsibilities Support roles providing specialized services. At top end Problem Solving
Enewies Aecavrinn S— within the role. Examples include recruiter, product develops, implements and advises on application of 132 - 1

manager, and researcher/scientist.

policy: smaller jobs are low volume, enabling roles
interpreting and exercising choice

Accountability
Em———

152
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Cung cap mot birc tranh rd rang vé kién triac nghé nghiép va hé thong

phan cap cong viéc dé ho tro qua trinh danh gia nhan tai

Function Project and Program Management Sales

Sub Function Project and Program Management Territory Sales Key Accounts Sales

KF Reference Levels

Senior Agile Coach
Grade: 18 Project Manager |lI

Grade: 18

Senior Key Account Manager
Grade: 18

Agile Project Leader Key Account Manager |l

Grade: 17 Pro;eé;:‘ta gﬂ:n%ger I Reglonacl; ri:ts#anager Grade: 17
Agile Coach Key Account Manager
Grade: 16 Pro;gc‘;mar:asger : Grade: 16
Project Analyst Sales Rep_lll Key Acgl;zt; ':‘;' 20GI
Grade: 15 Grade: 15
Project Co-ordination | Sales Rep_|I
Grade: 14 Grade: 14

Project Co-ordinator |
Grade: 13

Sales Rep |
Grade: 13

=y -y =i =i =i
Pl Lt (5] = [=-]

an
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Ho6 tror danh gid khoang cach ky nang cho cac vai tro, dé cho phép
hoc tap va phéat trién

y

lap ké hoach nhan lwe, cac sang kién

St dung ndi dung
ho so thanh céng
da tao

S dung Hb so thanh
cong hién co duoc anh
xa trong dy an kien trac
cOng Viég.

Phan tich khoang
cach va dwdng dan
gilra cac vai tro
Phan tich n6i dung cla Vai
tro cong viéc dé so sanh
chang va thiét 1ap cac con
dwong kha thi gitra cac cap

Khé&i chay cac danh gia TA/TM
c6 lien quan. V&i TM thiét 1ap
khoang cach phat trién

Tinh chinh dé xay
dwng sw nghiép

Hanh trinh phat
trién ké hoach

Lam thé nao dé méi
tinh nang cong viéc
tien trien tlr dau vao
dén cap gao nhat

Déi voi cac cap vai tro c6
con dwong phat trien kha thi
gitba chdng, hay thiét lap cac
nhu cau phat trién cu thé.

Dwa vao ndi dung phat
trién va bién soan mot ké
hoach phét trién tong thé

- N
val tro. -
1 - —
1any : Ensuras Amcsansesaity
lop Ensures Accountabliity
1. Unsulor the target? Establish clear goals. How can you take charge
: of where you're headed unless you know your destination? Before
HR Business Partner S : ¥ou can take accountabifty for amything, you nesd 1 know what'
Role Similarity Matrix sxpected. Have a set of clearly articulated goals that specifically
. . . states the cutcome required and defines your target resuit—s clear
Advises on 1 EEE NI LN o Ny 5 picturs of what success looks like. Goals help focus time and sffort.
procedures snd procasses. WorklGiecty wiethe Srgeniiiliny SHORT PROFILE: They make things fairer. They provide an objective way to measure
leadership to develop and direct an HR agenda that closely supports LH L _ somecne against what's required of them. They can be used to
e O s BASE SALARY: Selact Functions SORT ORDER: By Profils Name stretch paople. Leam how to create SMART (Specific, Measurable,
i Success Profile Comparison of: Responsibilities < Achievable, Relevant, Time-bound) goals. Set SMART goals for
projects and other work tasks when you assign them to yourself or
others
Muman Resources
x
W Gusitass Partner A 2. Tend to put things off? Identily procrastination triggers.
R Capability @ Identity ® e s Show Differences © S Procrastination is a common way of avoiding responsibility or
2 N ; P § 5 putting off dealing with a situation. Often, it maans that someone
Show Level R Business Partner Senior HR Business Partner cise has to take responeibiity Others may stert to s=a you 5=
Accountabiity Descriptions unreliable. Not accountable. Identify why you procrastinate. Slow to
Ty act becausa you don't think you're up to the task? Talk it through
I aeseoNsimIITIES s oo DAWNLOAD RO DOWNLOADBOF: with someone who will bolster your confidence. Waiting until you
g T & LFREN oy have 100% of the information and resources you need to get started?
o et B g e Start doing the things you can do with the resources you have. Find
Sevidors Compatandes 10 H [ ] Policy Development & Level 7 Level 8 it too overwhelming? Break it down into smaller, mare managaable
H [ lemanitation pieces. Commit to doing a piece a day. Don't even think of the larger
s comple —_— 5 s . Develop procecures and Develop functional or goal. Just do something on it each day. Do you find the task boring?
. § o 73 interprets and applies policy for operational policies and help Focus an the sanse of achisvement you will have from gatting it
S TR = 1 P area of expertise to achieve develop policy frameworks for doneandoffyour desk. Or is it something else? Once you understand
S hiscin specified outputs, or advise the area of responsibility or ‘;"hy V:‘a;“‘t tt““gs ;:“ _’““m‘a“ take Stxs to fix the problem
Iaentity ‘wider business on application of department. Take responsibility R ers in identifying their reasons too.
3 A B C D E omens s PRl iien martiay oresg et s 3. Afrald to fall? Redefine success. Nead things to go right the first
= - " — time? Have to finish what you've started? Must lete tasks and
JobiD |Success Profile/lob Description _|JobName Name HR Framaworks and Tools  Level7 Levers Wrap e ok ice Cean packagess View s 8 falre Fyou are
18657 |Success Profile Director Domain Architecture 19220733 |Leadership and Direction m unable to achieve this 100% of the time? Things won't always go
7 n = - = = Draft HR ks and tool: Identity requirements for HR i i id, “Nothi
18657 |Success Profile Director Domain Architecture 19408655 | Solutions Analysis ki it i S e ke o right the first time. As John F Kennedy once said, "Nothing
18657 | Success Profile Director Domain Architecture 19220735 Project e oet bk atel il worthwhie nes Sver been accomplshed with 2 guarantes of
View Comparison Detai Y
B ouiaTuston veweooouAToe W Gooowatc W semMatcw W socawatcs [ VERY SaDMATCH meet business needs, ensuring important area of responsibility success.” Often, things: g A
18657 Success Profile Director Domain Architecture 19220731 Improvement / Innovation compliance with specified to meet business needs. Specify corraction might be needed. Somatimes it right that 2 task be
18657 Success Profile Director Domain Architecture 19220749|Policy Devel & — e — gesign principles, internal the design and manage E‘;:::“;:r"f;:‘a‘“'i‘zm“;z:ﬁ ;rm'“;“;’t"r";';r':;’;f;::;
18657 |Success Profile Director Domain Architecture 19408656 | Building Capability Implement formal development frameworks for a s Boliclesidne exlemb) (oo EvEiopentad complation to one that recognizes effort Give yourself credit for
18657/ Success Profile Director Domain Architecture 192207 tegic Planning Take responsibility for and delivering the! S . s g things forward Fraisa yoursalf for
— — — — — > — — e m—— Information and Business Level & Level 8 seeking feedback and fixing mistakes. Have the courage to rethink
uccess Profile Director Domain Architecture 19220746 |Financial Management & Control Manage a significant portion of the organization's fi i
18657 |Success Profile Director Domain 19220748|Risk & Analysis Manage a portion of the ization's ri Provice specialist guidance on Provice suthoritative specialist
7 5 = " 5 . - the interpretation and idance to t
18657 |Success Profile Director Domain Architecture 19220747 |Compliance Help develop compliance policies for an area of the w::;‘;’:; :’:‘:‘”es - f:el :u";:e;::“:,”:;s::;f A R P e —
20554 |Success Profile Specialist IV Identity and Access 22912557 | Risk & Analysis Ensure the organization is not exposed to undue risl . T — e
20554 Success Profile Specialist IV Identity and Access Management 22912555|Data Management Use data management systems to deliver prescribe
20554 Success Profile ist IV Identity and Access 72489144 and Network D and Design and select storage, data center, network, an
1| 20554 Success Profile Specialist IV Identity and Access Management 22912552 |Needs Assessment Explore issues or needs, establishing potential cause! |
" 20554[Success Profile ist IV Identity and Access 2291 ge Work within hed knowledge 4 K R N F E R RY
|| 20554 Success Profile Specialist IV Identity and Access Management 22912554|Data Collection & Analysis Conduct research using primary data sources and sel O
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. Mot val quan sat chinh

1. NHAN TAI O Cung cap thwéng duy tri
Tiép tuc tdng trwédng tap trung vao nhan tai chi chét va téi wu héa cau tric cho nhirng ngudi co
thanh tich hang dau
2. CHIEN LUQ'C KHEN THUONG TREN K|‘§T HOP LUONG 0 Cung cAp cac chuong
Xem xét dé t‘ré yé ch! tra thwdng bién thién dé dam bao dinh vi thi trwedng trinh ting chtkc - ting
canh tranh vé tong tién mat va goi dai ngd tdc va co hoi phat trién
nghé nghiép

3. KIEN TRUC CONG VIEC BE TOI U HOA PHAN THUONG VA QUAN A
LY NHAN TAI Q Cun\g_ cap mu’c’tang bu
x X o . N ] . A ngoai chu ky dé chon

Quan diém ho so toan dién va ap dung tiéu chuan thanh cong nhan tai c6 cac két qua

hang dau

'
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Chién lwoc P3i ngd phu hop
v@i cac giai doan

Kinh doanh




Céc to chirc thworng gap van dé giong nhau

o) v S

Nhirng thach thirc Diéu chinh chinh sach dai Céc nd lwc khong ngirng Quan ly chi phi
chinh trong D3i ngd ngd dap ing loiichcia  dé nang cao hiéu suét cla va téi da hda
| cac bén lién quan. nhan vién. gia tri.

hién nay:

Q ve © o

Cung céap sw khac biét Toi wu héa thiét ké cong Dam bao chwong trinh Mang lai sw minh bach va
trong viéc va c6 tinh canh tranh coéng bang.
Trai nghiém nhén vién - 16 trinh nghé nghiép. dén thu hat nhan tai.

dap &ng nhu cau
cla cac ca nhan.
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Nhwng cach g

|

1a

i quyét thi khac nhau

Bon quan diém can dwoc xem xét

Pam bao sy lién két

01 v@&i chién lwoc kinh
doanh va tinh kha thi
vé mat tai chinh

04 Thic day sw gan két
va déng lwc gilra cac
nhan vién hién tai

Investors /

BusinESS Shareholder

Employees Talent Pool

~
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02

03

Thac day niém tin véi cac

nha dau tw hién tai va hap
dan déi véi cac nha dau tw
tiém nang

Nang cao strc hap dan
thwong hiéu cho nhan tai
tiém nang
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Co ché dai ngo toan dién hiéu qua giup

giai quyet cac thach thwce kinh doanh chinh

Dieu chinh dai ngé phu
hop v&i muc tiéu kinh
doanh, loi ich ciia cac bén
lién quan, nhu cau xa hoi
va cac quy dinh.

Thyc sy tra tién cho hiéu
suat va khuyén khich

< nhom front-line thic day
manh mé sw tang
trwéng.

> Alignment

Inter-
related

Quan ly tbng cau tric chi
phi thu lao va cho phép

phan héi nhanh dé dau tw )
va kiém soéat dwa trén nhu
cau kinh doanh.

e
‘e
.
™
an

Cau trac vi tri cong viéc dé
< thu hat, thu hat va giilp
chan nhan tai phu hop.

Cost/Value

—~
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Well-Being

Careers
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Expanded Capabilities

Human Capital Value
Sustainable Success

ELEVATED WORKFORCE
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Committed Workforce
Inspired People

Rewarding Work




Twon

FRO

Ta Dai ngd: diéu gi sé khac?

= Me-too - chién lwgc dai ngd khdng phi hop
v&i thue té kinh doanh hién tai va twong lai

= “Cau than chd” muén thda trong dai ngd:
Thu hat, gitr chan va thac day

= Tap trung chl yéu vao dai ngd tai chinh
(nhan vién la chi phi)

= Tap trung chi yéu vao kha ndng canh tranh

trong chi tra lwong so v&i bén ngoai

= Chuwong trinh dai ngd dwoc tuyén truyén
kém, chung chung

= Hé thdng dai ngd dwa trén nhan sw (chién
lwore, thiét k&, quan tri) tir tw duy tuan tha ky

thuat va giam thiéu rai ro

\

<

B

Céc chién lwore dai ngd phu hop véi muc dich
cda cong ty, phan anh céac gia tri cot 16i, wu tién
kinh doanh va van hoa

Cuing cb trai nghiém ctia nhan vién va dé xuat gia tri
cta nhan vién (vi du: truyén cdm hirng cho nhan
)

Céai nhin toan dién hon vé Pai ngd (dai ngd phi tai
chinh dé cting cd trai nghiém ca nhan vién / khach
hang)

Tang cuwdng tap trung vao cdng bang trong tra
lwong ndi bo (vi du: két qua va quy trinh)

Trach nhiém giai trinh va minh bach duwoc thic
day béi cac gié tri cha td chirc

Céc chién lwoc va thiét ké dai ngdé dwoec dan
datbéi doanh nghiép ma Nhan sw dong gop nhw



Triet ly dai ngo

« Thiét 1ap cac nguyén tac hwéng dan clia chwong trinh Dai ngd toan dién

dwoc chia sé v&i nhiéu doi twong

e M6t sO vi du...

“Tao ra mét bau khong khi
téng hoa cua sw cong nhan,
doi mé&i va thach thire tri tué
dé t6i da h6a phan thwéng
nodi tai trong van hoa cua
chung t6i.”

“Lién két lwong véi hiéu suat
cua cong ty, caa nhom va céa
nhan theo cach thic day sw lién
két ctia cAc muc tiéu va lam viéc

cung nhau dé dat dworc cAc muc
tiéu cua cong ty.”

B
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“Giilr cho viéc tra lwong
thwéng don gian, dé hiéu va
dé quan ly.”




y

Chien lwoc dai ngo

Muc tieu

Dinh vi lwong
thwéng muc

tiéu

Thong nhat ndi
b6 va bén
ngoai

Muc dich cﬁg
tirng thanh to
dai ngo

Céc don bay,
cau phan dai
ngo

Pai ngd khac
biét

Phan loai theo
vi tri cong viéc

Lién két voi
thanh tich

Truyén thong va
sw tham gia cua
cac bén

—~
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Dwoc dinh
nghia b&i thi
trwrong lao
dong

Kha nang chi
tra

Quan triva
danh gia lai




Céac cau phan cua Pai ngd Toan dién

Uu dai hang nam

Lwong co ban
Thanh toan ¢b dinh Tién mat dam bao
Phu cép gan tién mat

DINH NGHIA
T o o S Pfjat tr:en ngﬂhe ngh@pm \ Total
o, + Can bang gitra cong viéc va A et s
L5002 cudc sbng Dai ngo6 phi tai chinh j reward
O c<o « An toan va bao mat
o .
+ Ansinh xa hoi Phuc lgi theo luat Total : .
remuneration plus .
. D[eu khoan\hu’EJ tri ) Total : .
T vong /tantat/y té , . “ oA . . -
© 5 8 Xe Phuc lgi ngoai luat remuneration . -
£ e % Phu cép phuc lgi / khoan vay . .
CCD ~ [{¢b] < N s E :
O ©=E L Quyén chon chia sé diéu hanh Total . .
2 9 g fl__’ Chia s& han ché / hiéu suét Thuéng daihan [ direct : :
-'E = LCJ S Chuwong trinh tién mat dai han compensation E E
'<(U - n [ ]
o © - AN ha . .
& T 5 Hga hong] ban‘hangv . y » Total . .
(o) ey Tién thwdng hang nam Thwdng bién thién cash : x

—~
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Source: Korn Ferry, APAC Reward Trends Survey, March 2023



Céc yéu to anh hwéng dén dai ngd tong thé
theo vong doi phat trién cua té churc

Sustainable Growth/ Mature

Initial Growth 9 Decline
"/

9 Start-up

- = High Growth/ Tang trwdng nhanh = Risk Averse/ Than tron

Strategy/ Chién luogc £ /Tang £ ,/ g

= Risk taking/ Chap nhén rii ro = Stability/ On dinh
Busmess, Styl(_e/ = Entrepreneurial/ tinh than kinh doanh = Safe play/ Thich an toan
Phong cach kinh

= Proactive/ chti dong = Maintain status quo/ Duy tri theo
doanh . I

thong lé

Reward = High variable pay/ Tra lvong bién thién cao = Low variable pay/ Tra lvong bién
Framework/ Co = Moderate fixed pay/ Tra lvong cing trung binh thiSHRIEE

ché d3i ngd \f 7 corniEE = High fixed pay / Tra lwong cirng cao
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N\

Céc sang kién dé toi wu

V4

-

6a Pai ngo & Phuc loi

1. Thiét ké lai cac chwong trinh hoa
héng va thwéng thanh tich

1. Xéabé van hdéa cao bang

2. S bién thién trong dai ngo tap trung vao sy khac biét
de o . ] ) 2. Nhiéu td chirc c6 kha nang ha thap ngwéng hiéu suat
3. phan biét va twong throng cao cho sy dong gop (performance thresdhold) va khodn thuéng hoa héng hoac tién

cua ca nhan, céac vai trd cha chét trong td chirc trong khi
tra lwong cho cac nhan vién khac thap hon.

4.  DBinh vi thi trwwo'ng khac biét
5. Céac nhom cbng viéc va chirc nang co gia tri

khac biét nén c6 dinh vi thi trwong canh tranh,
bao gébm pay-mix, cac rii ro trong chi tra , v.v.

thwdng - dac biét la déi vai luc lwong ban hang.
3. Wutién Cong bang ndi bd

4. DPé& dam bao sw céng bang va hoa nhap, vi nhan vién thuc
sw nhan ra rang 'Tat ca ching ta déu & day cung nhau'

6. T&i wuhdanhu ciu cua td chive va 5. Tao sw khac biét trong dai ngd phi tai chinh

nhan 6. Cong viéc c6 y nghia, dao tao, cong nhén va moi trwéng

7 vién lam viéc tran diy ndng lwong, tét hon cho sw tham gia va gitr chan
nhan tai so véi mirc lwvong co ban

8. Hiéu dwoc nhu cau va mong doi ctia nhan vién

cho phép cung cap céac phuc lei dwa trén nhu cau va

phan dai ngd phi tai chinh trong khi téi wu héa chi 7. Taptrung vao viéc gilr chan nhan tai chu

WIOICI®

phi chot
9. Trién khai truyén théng 8. Nhirng nhan tai tét nhat va nhirvng ngwei c6 ky niang theo
twong quan véi sy tin twdng va uy tin cda cac nha \|{ KORN FERRPIUONG TroNg hoz ' g et hoat dong ”*

N BE MORE THAN
lanh dao
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Cac chwong trinh dai ngd thanh cong trong nhw thé Na0 &R

PUQC HO TRQ BOI BAN QUAN LY

Céc ké hoach thuéng/ hoa hong dugc hé tro boi
hé thong quan ly hiéu suat nghiém ngat va ré
rang

TAP TRUNG VAO KET QUA

= Céc chwong trinh dai ngd thic day cac hanh vi
hé tro' cac muc tiéu kinh doanh va van héa mong
mudn

Quan ly cha dong quan ly ky vong lwong ca
nhan. Khéng c6 yéu tb “bat ngo”

Ban diéu hanh/ quan tri thwc hién nhirng gi da
hira v&i nhan vién

= Hé théng trd lwong 6n dinh / nhat quan. Nhan
vién biét va ho tin twdng vao hé théng tra lwong
culia cong ty

= Pai ngd toan dién hd tro lyc lwong lao dong 1ap
ké hoach theo nhu cau va yéu cau dé thuc hién REWARDS
I&i hira véi khach hang

= Céc ké hoach thuwéng thanh tich cung cap mbi
lién két rd rang gitra lwong va hiéu suét tv d6 tao
co hdi chia sé thanh cong trong kinh doanh

= Co ciu dai ngod dé hiéu
= Quan ly dai ngd dwoc hd tro cdng nghé va sép
xép hop ly

PU'QC CUNG CO BOI DI LIEU

= DU liéu tai chinh, van hanh va con ngudi dugc siv dung dé dwa ra quyét dinh d&i ngd ding
dan gitp thic day chién lwoc kinh doanh va tao déng lwc cho NLD

= Daingd toan dién dworc thiét ké véi sw can nhac vé mong doi ciia nhan vién

= Pai ngd phu hgp v&i mirc dd canh tranh cla thj trwdng trong nganh/ nhém cé lién quan

—~
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Két qua dau ra cia mot chwong trinh dai ngé hiéu qua

Lam r& cdc wu tién | Dap ng nhuciuclta Nang cao suv gan két

Kinh doanh ngudilao dong Va hiéu suat
Dan dat sy thay doi P3i ngd dung Dam bao tuan thi
Va chuyén héa S& mang lai ROI Luat/ qui dinh

<F‘ KORN FERRY
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