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Indonesia today is the 16th Largest Economy in the World

53%

Largest
Economy
in the world

million member
of the consuming
class

of population in
cities producing
74% of GDP

5 Source: McKinsey Global Institute, 2012

505

million skilled
workers in the
Indonesian economy

trillion market opportunity
in consumer service,
agriculture, and fisheries,
resources, and education

SIBI

2012

1 USA

2 China

3 Japan

4  Germany
5 France
6 UK

7  Bratzil

8 Russia

9 ltaly

10 India

11 Canada
12 Australia
13  Spain
14  Mexico

15 South Korea
16 Indonesia
17  Turkey

18 Netherlands
19 Saudi Arabia
20 Switzerland

*) In Billion USD

Ikatan Bankir Indonesia

GDP*

16,800
9,181
4,902
3,636
2,737
2,536
2,243
2,118
2,072
1,893
1,825
1,505
1,359
1,259
1,222

870
827
800
745
651

Source: International Monetary Fund, 2013



...and in 2030, Indonesia is projected as the 7th Largest Economy in
the World @IBI
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Indonesia is the only southeast asian countries in G20, which are a prominent @IBI
league consisting 20 world’s biggest countries

e
e

G20 focuses to bring together systemically
important industrialized and developing
economies to discuss key issues in the global
economy
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The Global Headlines

SIBI

Tkatan Bankir Indonesia

#1 Streamlining business process

Global Capabilities is the reason most often
cited for moving to a new HR technology

36% of companies provide access
to HR applications via mobile
platforms

4 out of 5 companies report
satisfaction with their mobile HR
experience

Source: Towers Watson 2013 HR Service Delivery Survey.
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Is the #1 HR delivery issue globally y
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organizations
will use shared

AR

Organisations that have
reengineered HR processes in
the past 18 months

Efficiency and Quality are the biggest
reasons HR leaders cite for making
changes to org structure

Organisations
that will make a

change to their
HR structure in
2013 or 2014
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Human Capital is one amongst three basic capital for a
sustainable economic growth

SUSTAINABLE ECONOMIC GROWTH

To promote To reinforce
domestic self-

To strengthen

development industrial
financing competitiveness suffiency

ENERGY RESILIENCE
FOOD RESILIENCE

BASIC CAPITAL FOR DEVELOPMENT
(Infrastructt@ Euman Capita!,])chnology, and Institution)

Source: Bank Indonesia.
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1 Financial market
deepening

2 To build
industrial capability

3 Expansion of
fiscal space in
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We are facing a competitive market due to ASEAN Economic @IBI
Community

FIGURE 1: GROWTH RATES IN THE ASEAM REGIOMN

GDP GROWTH (%)
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Indonesia’s Large Population on Productive Age @IBI
Today Indonesia’s population average age is 28, while later in 2050 is 40 B

Age py’lramid in 2010 Age pyramid in 2020 Age pyramid in 2050
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However, the quality of it’s Human Capital still need to be improved @IBI

Ikatan Bankir Indonesia

*Indonesia 58" in pool of 60 countries in °Indonesia ranking by key elements
the Global Talent Index
1 USA B B 6. ketand v Demographics (Growth) 12th
amm 2. Demark = 17. Austria
== 3. Finland B W13 Belgium v" Quality of Compulsory 40th
4. Norway B B 19. France Education
(=== 5 Singapor Bl 20. Taiwan
Eam 6. Sweden . 22 South Korea ) o
Sl 7. Australia B 31. Chile v" Quality of education in g4th
IEl 8. Hong Kong Bl 33. China universities and business
K3 9. Switzerland s 34. Russia schools
== 10. Israel — 35. India
= 10. Netherlands [ == 36 Malaysia | _
4% 12 United Kingdom B-H38 Mexico v" Quality of the labor force 55th
= 13 Germany k=3 42. Brazil
B+1 14 Canada "= 58_ Indonesia v Capacity of attract and retain (g3rd
il 15. New Zealand B 1 60. Nigeria

talent from other countries

Source: Global Talent Index 2011 Heidrick & Struggles
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Indonesia’s Top Issues on Human Capital @IBI

Managing Talent, Performance Management and Developing Leaderhip are
three most important issues in the future but currently lack in capability

Ikatan Bankir Indonesia

High _ Managing talent(

Developing Leadership r’_

HR a= a sirategic pariner
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The Gap between Demand and Supply in Talent Management @IBI
It’s already projected that Talent Demand will be higher than Talent Supply in 2020

Senior management Middle management Entry level
(M) 1 (M) (M)
1.5 7 20 7 25 -
Demand @ 24
0-5%
Demﬂm:l@
1 Vil
1.4 5 Supply @ . 520%)
13 - 201 Supply @ .
124 10 1 :f:
15 £
1
0.0 F i - | 5 . . 0=+ 14
2011 2020 2011 2020 2011 2020
. . - Steep increase in demand, Challenge is availability of
ack of qualified su ualified su
Challenge is to improve quality lack of qualified supply qualified supply

Biggest challenge at middle management, which is

supposed to be pool for future leaders

Copyrghtl 22012 by Tha Bogon Consulling Sroup, ino. )

Source: BOG analysis
121031 BCIG Leagers ForumrJakarta-v03. ptx Tue Boston Cownsurtvg GrROUP
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Indonesia Companies experience high attrition due to low employee @IBI
satisfaction

97% of recent graduates have switched jobs ... and only 21% satisfied in
at least once in their first three years current position
(%) (%)
R  More than 3 B I S A
: | Unsatisfied
I
IR jeors 75 -
[ [
I I i
Not yet satlsﬁedg
50 - I 1 Once 50 - y g
I I :
2
g
25 None 257 I %
: 'Satisfied g
0 - [ — T B
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B
LT I e s, 500 et s J
171031 BOG Leaters Forum-Jakarta-v03. ot Tue Boston Consurtmng Group
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Then, how to tackle these issues?

Talent has to be developed with the best in-class Human Capital Strategies

W1 USA B 116, Ireland
= 2. Demark = 17. Austria
== 3. Finland 1 W18 Belgium

B B19. France

[ 20. Taiwan
=== 6. Sweden ‘e 22. South Korea
Bl 7. Australia B 31. Chile
B3 8. Hong Kong Bl 33. China
EX 9. Switzerand = 34. Russia
= 10. Israel 35. India
= 10 Neverars
4% 12 United Kingdom B-H38. Mexico
== 13. Germany E83 42. Brazil
B+ 14 Canada
il 15 New Zealand B 1 60. Nigeria

Lack of Human Capital
Quality

SIBI

Tkatan Bankir Indonesia

Future importance
[

Lack in Skill of Future’s

Needs in Human Capital

Management

Middle management

(M)
s Demand @
L swey @
Higher Demand than

Supply

57% of recent graduates have switched jobs
at least once in their first three years

Only 10% of undergraduate degree
programs considered "excellent!”

(%)
100 7 : ___________ | More than 3
I I
1 120r3
754 |
I I
1 I o
1 1 Once
50 X I
25 None

Engagement Issues for
Fresh Entries

(%)
100

A-Excellent

75
B-Good

D-Failing

Undergraduate (S1)

Limited Sources for “in-
demand” Talents

Page 17



Aligning, Human Capital Management System

SIBI

Ikatan Bankir Indonesia

Engaged Employee

2. Workforce
Fulfillment

3. Learning &
Development

1. Organization 4. Employee

Development (I IENNeET i) Relations

5.
Performance Mgt.
& Rewards

Talent &
Succession Mgt.

CULTURE & LEADERSHIP

(Change in Mindset & Behaviors across the Bank)
Pengembangan Budaya & Kepemimpinan

STRATEGIC & TACTICAL HC PRACTICES

(Changes in Policies, Processes, People Capabilities & Technology)
Pengembangan Infrastruktur Penunjang

SUSTAIN
INFRASTRUCTURE

BUILD
INFRASTRUCTURE
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Framework for Evaluating Human Capital Function Effectiveness @IBI

Ikatan Bankir Indonesia

Business Strategy

Defines what HC
must deliver

Workforce Strategy >

HC Function and Service Delivery Strategies

HC Structure HC Talent HC Process - Defines
> how HC

.o delivers
Governance
Enablers
< Measurement
Program and Project Management
Ll Change Management

towerswatson.com

Page 20



Framework for Evaluating Human Capital Function Effectiveness @IBI

HC
HC Structure HC Talent Technology

Tkatan Bankir Indonesia

» Design and + HR competencies/ » Process/policy + HR technology
implementation of roles improvement and strategy and
Centers of » Talent assessment harmonization implementation
Expertise, » Transition « Standardization » Self-service and
Business Partners strategies and automation Web-based
and Shared » Links between applications
Services processes, » Data and analytics

technology and
roles

Governance
+ Governance
Measurement structure and roles
+ Decision making
i processes
Program and Project Management « Communication
mechanisms

Change Management

towerswatson.com
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Framework for Evaluating Human Capital Function Effectiveness @IBI

Tkatan Bankir Indonesia

HC Function Assessment

Alignment to Business

HC strategy unrelated to business
challenges. Directorates prioritize HC
activities that enable business
growth, though HC organization
today primarily providing While design
administrative support of HC
function well
planned,

Structure & Talent effe.ctiveness Enablers & Metrics
IS IOW

Organization structure aligned to
leading practices of regional top
performing banks, though

Lack of change management
methodology leads to consistent
failure to ensure effective implementation of

effectiveness of organization
limited by competency gaps in
key HC functions

HC priorities; metrics, though available,
under-used and fail to provide leading
indicators

towerswatson.com
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People Development Model

3%

IBI

Ikatan Bankir Indonesia

/Il Technical
/ Skills

Leadership Development Program

_E)5_ec_utivg _ Executive Development
Program (EDP)
_Se_ni_Or _____ General Manager Program
(GMP)

Middle Manager Development
Program (MDP)

« Officer Development Program
(oDP)
« Staff Development Program

(spP)

* Local Staff Development
Program (LSDP)

* Pendidikan Pimpinan Muda
Mikro (PPMM)

= Great Leader Program

= Executive Training

= Leadership Forum

= Mandiri Executive Briefing Series
= Strengths Coaching

= Graduate Program (52)

= Job Assignments

= Mandiri Academies
= Certification Program
= Performance Coaching

= Behaviours
= Symbols

Program pengembangan untuk pejabat
executive
(grade F1, F2, F3, F4 dan BOD)

Program pengembangan untuk pegawai
pimpinan
(grade E3 - F1)

v

Program pengembangan untuk pegawai
pimpinan
(grade D4 El)

Program pengembangan untuk pegawal
pimpinan
(grade DO - D1)
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SIBI
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Three key areas in Developing Talent

Compared with low-performing companies, high-performing companies ...

=~
more likely to have a leadership model that describes expected contnbutions and behaviors
more often have a leadership model that dnves promotion decisions
as often make leaders’ compensation and careers dependent on their people development
efforts
A
«

as often try to attract intermationals to diversify talent
more likely to have programs for high- and emerging potentials

as often better than competitors in offering change of work location as # 1 reason
for relocation is personal development

as often have clear norms that dnve performance

as often apply consistent standards in performance management

"
Copyright 2012 by The Boston Corsulting Group, Inc. All rightts reseresd

INote: =m1ﬂ'ﬁd i in and ; o =bottom 10% of i in and
Sn;mel-igl&ahm ‘ %%ﬂm rewenue growth perfomer companies by profit mangin revenue growdh
121031 B Leaders Forum-lakarta-v03 potx "Tue Boston Consurtmxg GROUP 15
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Stronger People Manager @WI!}.I

Why People Your people are your most valuable asset — your company’s success depends on their
Manager? contribution. Therefore, it’s essential that you become a people manager as well as a

business manager

People Managers must Lead What People Manager Do?

What People
Manager Do? E ngageme nt

70%

of employess don’t leave their jobs,
they leave their managers!
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Coaching @IBI

Ikatan Bankir Indonesia

What is Partnering with clients in a thought provoking and creative process that inspires them to
Coaching? maximize their personal and professional potential
(International Coach Federation — ICF)

Coaching is a tool to develop people, by asking provoking question, Turning the coachee
focus inside out

Coaching
Paradigm

Old Paradigm: Coaching for under performer to improve their performance
New Paradigm: Coaching for Everybody to move forward

-

.. a personal developmental .. partnering with client in
.- a management process that o |ationship in which a MORE thought provoking and creative
helps employees defineand  pypeRiENCED or MORE process that inspires them to
work through past PERSONAL ¢ NOWLEDGABLE person helpsto  MAXIMIZE
PROBLEMS or organizational g ige 3 |ess experienced or less THEIR PERSONAL and
changes. knowledgeable person professional potential
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Knowledge Management @IBI

Ikatan Bankir Indonesia

K,Y:,I:,T::ge Knowledge management (KM) is the process of capturing, developing, sharing, and
Management effectively using organisational knowledge.
It refers to a multi-disciplined approach to achieving organisational objectives by making
the best use of knowledge
Why It's Three key reasons why actively managing knowledge is important to a company’s success
important? are:

1.) Facilitates decision-making capabilities,
2.) Builds learning organizations by making learning routine, and,
3.) Stimulates cultural change and innovation.

4
Process
Knowledge

Management

Knowledge Knowledge Knowledge Knowledge
Acquisition Storage Distribution Application
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Knowledge Management in Bank Mandiri

SIBI

Ikatan Bankir Indonesia

Pengelolaan pengetahuan menjadi bagian
tidak terpisah dari perjalanan transformasi
Bank Mandiri yang dapat dilihat dari 6
perspektif :

Learning
Organization

Pengelolaan
] Pengetahuan
Innovation Bank Mandiri
Customer
Knowledge

o

Leadership & Culture

Knowledge Sharing
& Collaboration

Intellectual Capital
Management
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SIBI
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Knowledge Management Practice in Bank Mandiri
Mandiri University — Tiga Fokus Utama

o

mandiri
university

INFRASTRUCTURE

PEOPLE

CURRICULUM

0 LearnirJg by
. ZPOA’ Doing

c ) World Class I:ulsg'?lzsds 20%
ompetencies Campus B o
Character Enterprise Learning Business 100/ 20% Learning from
. Management Aligned A 4 Exposure
and Integrity System - Curriculum &EF;u:hange Oth e r
Enterprise Knowledge Blended Learning
Engagement Management System Solution (10:20:70) 1 0 Learning by
— - 0%
— |
B Education Ta U g ht
Branding &

Communication

Konsep Blended Learning Solution
LEARNING & DEVELOPMENT

Mandiri _— marden — mandin Modul 2: Persyaratan Menjadi Penjual Reksa Dana
i-Share & (- I
i-Learn &

=3

1. Mandiri I-Share 2. Mandiri I-Learn

Social network for employee of Bank Mandiri specifically Multi-channel learning system that integrates cloud-based
used for knowledge sharing (social learning) and can be accessed from anywhere and anytime
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Talent Management and Succession Planning

What is Talent

Management

goals.

Why It’s
important?

1.) Talent Management is gaining increased attention,
2.) Talent management (TM) brings together a number of important human resources

(HR) and management initiatives,

Identifying critical
positions and levels
and Required
competencies for a
Future Leaders

In the Talent Review
meetings, Discuss
the organization's

strategy,
identification the top
talent, the next level
of top talent’s career
path, preparedness /
readiness plan its
development and
retention.

3

Choosea successor
according to the
criteria that
established for
designated positions

(eligiblility)

Page 30
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Talent management is the science of using Strategic human Resources planning to improve
Business value and to make it possible for companies and organisations to reach their

Set the Development
Plan for each
successor

Successor that is
chosen and
assessed by the
Institute of
Assessment Center
to ensure the
suitability of a
successor, to fill the
positions designated
(suitability)



Performance Improvement @IBI

Ikatan Bankir Indonesia
The 5 Stages of Performance Improvement

Habits
Individual Ownership
*@ .............................................................................................................
N .y
4,9@ Team Accountability
| Tt 1+ + 1+ 1
Leadership Emphasis
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Who are your Talent? After Baby Boomer, Gen X and Millenials, There’s Next Gen! @IBI
Who are the Next Gen?

For an organization of 1000s
Turnover rate twice of older of people the cost of replacing

23 i i el - : s
3 Billion Population worldwid workers millennials could be millions

annually

B Builders

M Boomers

B Gen X

B Millennials

B Next Gen

2015 2020 2025 2030
o

= Would rather = Think they * Are not * Choose = Think they
have no job deserve more completely recognition deserve their
than a job recognition satisfied with over higher dream job
they hate than they get their jobs pay

towerswatson.com
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Social Media Recruitment in Indonesia @IBI

Ikatan Bankir Indonesia

Number of Social Network Users in Indonesia

120

100

0 I . I . I . I . I . I .

2011 2012 2013 2014 2015 2016 2017

(0]
o

N
o

N
o

Number of Social Network users in million
(@]
o

The number of social network users in Indonesia is poised to increase exponentially over the next few
years. As mobile phone penetration is expected to hit 100% by 2015, that will bring about a vast
number of new opportunities for social media in Indonesia.

The proliferation of social media networks has enabled recruiters and job seekers to tap on this
powerful new tool for employment opportunities.

towerswatson.com
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Social Media Recruitment in Indonesia

towerswatson.com

SIBI

Tkatan Bankir Indonesia

51%

Fastest growing country
currently on LinkedIn

2.0

Million LinkedIn users as of
January 2013, the third largest in
Asia

Use social media when making
employment decisions
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Thank you.



