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- PESTLE Analysis

POLITICAL ECONOMICAL SOCIAL TECHNOLOGICAL ENVIRONMENTAL
Example: Example: Example: Example: Example: Example:
o Current tax policy | » Inflation rate o Lifestyle attitudes | » Level of * Employment laws | ¢ Weather
» Brexi o Exchangerates |e Cultural bamers innovation » Discrimination « Climate change
+ Trade policies » Economic growth | « Population * Automation laws » Environmental
o Political stability | Interest rates growth + Technological * Health and safety policies
* Government o Disposable » Population age awareness ¢ Copyright ¢ NGO pressure
policy income * Health » Cybersecurity protection » Recycling
¢ Unemployment consciousness | « Technological » Consumer safety |+ Pollution
rate o Target change « Sustainability
demographics ¢ Internet
availability/speed
S A Y
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understanding, integration, applied,

reflected upon, actionable,

accumulated, principles, patterns,
decision-making process | ‘7

+ insight
WISDOM
N NOWLEDGE
A" INFORMATION

DATA

Idea, learning, notion, concept,

synthesized, compared,
thought-out, discussed

organized, structured,
categorized, useful,
condensed, calculated

individual facts,
figures, signals,
measurements
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entrepreneurship ina box

.- r— sr R —
YOUR COMPETITIVE
ADVANTAGE
IS [T STRONE

ENOUE[R?




SKILLS
Relates to the ability to
do, physical domain

KNOWLEDGE
Relates to information

cognitive domain

CoMmpetence

ATTITUDE
Relates to qualitative
aspects, personal
characteristics or traits









The Top 10 Soft Skills

* | 2
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Communication Self-motivation Leadership Responsibility Teamwork

Problem solving Decisiveness Ability to Work Flexibility Negotiation
Under Pressure and Conflict Resolution
and Time Management
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The difference between change and transformation

Transformation

Destination-oriented Journey-focused

Clear schedule for a Checkpoints to identify
change project developments

Larger in scale, built on

maller in scale :
S smaller change projects

Directed by rules Directed by principles




Group refers to a Team refers to a

number of people number of persons
who are conmnnected by associated together
some shared activity, in work or activity

interest, or quality

B N . N N N B BN B AN I B B B EE B B O = . HE . = . A I N BN BN S EE B B O S B S O e
May not share a Share a common
common goal cause or goal
HE T - N E N A ' T S T S T ' T O A W . B T N N = " A T O O T T O O O O O W
Specific roles and Specific tasks are
duties are not assigned to each
assigned to individual

individuals

T N O A A T O O O O T T O W O O O O W . B T - T N N O O O O O T O O T O O W O W e
Members are Members are
independent interdependent

HE S N N B N N SN B B BN B B B BN B B O O HE . N I I I I B B B BN B BN B B B B B B =
Members mavy Members are aware
not knmnow each of each other’s

other weaknesses
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Innovation

Creativity

Introduction of new or improved
products, services, processes

Imagination of ideas to create
something

Related to implementation

Related to imagination

Can be measured

Cannot be measured

Related to observation

Related to experience

Risk of failure

No direct risk factors

Costs of implementation

Costs of employee time

Organizational process

Personal quality
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Use Knowledge to
Establish and

Wisdom

Analyze and Synthesize
: : Knowledge

Give Meaning
to Obtained Data

Information

Obtain
Raw Facts
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Labor

4g) e
Intermediate
Resource

! alia
Main
Resources

<Y gana
Product

355 Jae

Production Site
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(Agricultural Age)

(Industrial Age)

(Knowledge age)
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W hat is Organisational L earning? /
ACTION
v 1
/—" EXPERIENCE —-‘.\
APPLYING Learning
: process REFLECTION
N UNDERSTANDING ,,/
LEARNING OUTPUT
v v v
INDIVIDUAL TEAM ORGANISATION
knowledge knowledge knowledge
skall skall (information, data)
attitnde attitunde procedure
experience experience process
contact contact way of operation
value/culture /
experience

contact: - mternal

</
.



Single Loop Leaming

Toke action

L)

Make a decision MNatice feadback

o

Gap between where

vouU dre & where you
want to be

35



Double Loop Leaming

Take action

LN

Make a decision Motice feaedback

ap bhetween wheare
Yyou dre & wheare you
want fo be

Meantal models

36
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Formal
Organized

T

Person to person
Communities

of Practice

Collection/
Codification
Approaches

I:Ila'ta Informati Purpose owledge Wislde::m
S
| 1
Explicit Strategy Tacit
(tangible) (intangible)

Environmental/
Cultural
Enablers

Informal
Unorganized
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, , Alpha -
Generations in (Born 2011-2025)

Marketing Gen Z

(Born 1997-2010) -
Millennials (GenY)
(Born 1981-1996)
(Born 1965-1980)
(Born 1946-1964)

Silent
(Born 1928-1945)
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The Employee Journey Map

Integration &
Performance

Pre &
Onboarding

Development

Exit:
Offboarding

Objective Objectives Objectives
| want a new | want to | want to
job. understand my contribute,
role, my achieve goals and
organisation & recognition.
and my goals.

Objectives

| want to learn,
grow, and
achieve job
satisfaction.

Objectives

| want to depart
from the
organisation.

Objectives

| want to refer the
organisation to
friends & family.
OR
| want to return to
work here.

4
3'( Introdus
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A Guide for HR

WAYS

To Upskill Your Workforce

Learning &
evelopment

o5 | & Peer

coaching

T 4

One way to upskill your workforce is via

[ Peer coaching is when two or more
[ your L&D program. The L&D program is

|

l

colleagues work together to expand, refine,

the result of a L&D strategy. & build new skills by teaching one another.

Job Peer

rotation mentoring

Job rotation is a key technique in job
redesign. It refers to moving employees
between jobs in an organization.

With peer mentoring, a more experienced
employee teaches knowledge and skills
to a less experienced worker.

I
I
I
I
|
I
I
I
|
I
enlargement r experts
I
I

enrichment

03 N Job Hire external
[
1 . . . -

Job enlargement involves including When you don’t have the in-house
| additional activities within the same capacity to upskill people, you can
| level to an existing role. : hire external specialists.

!

04 - o e
|
|

Job enrichment is a process that is
characterized by adding extra
dimensions to existing jobs.

Upskilling will be one of the most important ways

for companies to equip their people with the skills
and competencies they need to be future-proof.
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COACHING TEACHING KNOWLEDGE DEVELOPMENT LEARN EXPERIENCE SKILLS

&

DEVELOPMENT
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BS1SO 10015:2019 »)

BSI| Standards Publication

Quality management — Guidelines for competence
management and people development \/
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USER ENGAGEMENT REWARD  ACHIEVEMENT  MOTIVATION LEARNING CHAU.ENGE
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Stage -1

Stage - 2

Stage -3

Stage -4

4

\J

Process of Delegation of

Authority

' Assignment

I Transfer
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PURPOSE, ORGANISATIONAL
VISION & CULTURE &
STRATEGY LEADERSHIP

'ORGANISATION

STAKEHOLDER RESULTS EXECUT'ON

PERCEPTIONS

STRATEGIC &
OPERATIONAL

DRIVING
PERFORMANCE &
TRANSFORMATION

ENGAGING
STAKEHOLDERS

CREATING
SUSTAINABLE
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o TECIRNG onboarding 04'
workforce
planning
strategic
plan/goal
JHU alignment
brand
Z succession performance
management management
o
|
o
- d 360°/
assessments
w
- total rewards coaching
W leadership
& development
recognition
programs professional
development
career
pathing
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EAN MANAGEMEN

s

alamd@® : N€)  1.1dentify Value

2. Map the Value Stre

LEAN ‘
MANAGEMENT . 3.{reate Flow
@ PRINCIPLES

' 3 _ .
- o/ 4, Establijs_" 1 Pul
5. Seek Perfec

alamy 2 & a — alamy 2

alam Image ID: P6TX8W
www.alamy.com
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Open Innovation Model

Internal/external
venture handling
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