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Brandon Hall Group
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January 2023

Company Background

Company-at-a-Glance

Headquarters Indonesia

Year Founded 1895

Revenue $5.1 billion to $10 billion
Employees 100,000 - 250,000

(c] (o] E1 R N GG Highly distributed with multiple locations across the globe
that you operate in or

provide services to)

Customers/Output, Banking
etc. (Key customers

and services offered)

Industry Indonesia

Stock Symbol BBRI

Website https://bri.co.id/

© 2023 Brandon Hall Group. Not Licensed for Distribution. Page 1



HCM SPRING PROGRAM >’ EXCELLENCE
/AN AWARDS 2022

Budget and Timeframe

Budget and Timeframe

Overall budget IDR 57,185 billion or $3,9 million (Employee Recruitment
and Training costs)

Number of (HR, Learning, Talent) 47
employees involved with the
implementation?

Number of Operations or Subject 60

Matter Expert employees involved
with the implementation?

Number of contractors involved None
with implementation

Timeframe to implement January — December 2021

Start date of the program January 2019

© 2023 Brandon Hall Group. Not Licensed for Distribution. Page 2



HCM SPRING PROGRAM >’ EXCELLENCE
/AN AWARDS 2022

Business Conditions and Business Needs

BRI has set bold Become the Most

asplratlon for 2025 VALUABLE Banking
Group in Southeast Asia

&

Champion of
FINANCIAL INCLUSION

$75Bn Market Cap 90% Financial Inclusion

“Digital First” DNA Home to the “Best Talent”

“Agile & Entrepreneurial” Mindset

Picture 1. Vision and Mission BRI 2021 - 2025

Despite the Covid-19 second wave in mid-2021, the economy of Indonesia continues to recover.
Domestic demand is improving, supported by consumption and investment, while the surge in
commodity prices accelerates export performance. The gradual relaxation of mobility restrictions
gives more traction to the business activity, as the banking industry returns to a positive trend.
Consistent with the economic recovery, BRI has reinvigorated its resiliency and recorded a solid
full-year performance for 2021. Throughout 2021, BRI continues its value incrementing through
several corporate actions, namely the consolidation of Bank Syariah Indonesia, the BRI Life and
FWD partnership, and the recent establishment of Ultra Micro Holding. The holding establishment
is the first step towards creating an integrated journey to unleash the ultra-micro ecosystems'
huge potential, serving as the new sources of growth to fuel our formidable micro-business
engine. To answer future challenges, including serving the ultra-micro segment's unique
characteristics. BRI continues to accelerate its digital transformation through digitizing business
processes, building digital ecosystems, and creating new digital propositions.

In addition, BRI also introduced the role of digital advisors to assist customers along the
continuum of their digital journey. Albeit the uncertainties from the global condition and the
emergence of the Omicron variant, we are stepping forward and welcoming 2022 as a year of
optimism. We believe the continuation of Indonesia's economic recovery in 2022 will be mainly
driven by MSME business, and BRI Group will play a significant role in supporting them. The role
of KUR (Productive Micro Loan) as the government's program to support the MSME will continue.

The Transformation process and covid-19 pandemic have a considerable impact, especially on the
implementation of the Onboarding Program at BRI Human Capital that originally took place face-
to-face and must be stopped because of the Pandemic. This is a challenge that must be responded
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to immediately by BRI Human Capital, and in addition, the challenge to the rapid competition in
the market.

HCM SPRING PROGRAM

In the banking sector, there are 5 main challenges that must be addressed, namely:
1. Banking Leaders of the Future

2. VUCA (Volatility, Uncertainty, Complexity, Ambiguity)

3. Digital Phenomenon

4. Industrial Revolution 4.0

5. The Future of Bank

OLogaL ChacLences Reankeri

Nt
DIGITAL PHENOMENON INDUSTRIAL REVOLUTION 4.0 FUTLRE OF BANK
Mabile is the banking madel of the

transformation that makes it possible to

gather and analyze data across machines. future. It will drive Branch. Call

enabling faster. mo er banking
f 0 be delivered

Global digital phenomenon 2019
has huge potential market that
drives the emergence of
disruptive digital companies

exible. and more
produce higher
duced costs mabile.

“The rapid growth of digital business
in Indonesia forced BRI to find 2 new
business models that inline with its
business nature”

Forum predicted

required for jobs : b

30. And that 65% of im t of
reskilling their workforce

that 35% of n anticipating

taday will change b
of children born tod

The Digital ecanomy potential is

The VUCA world challenges you to be
mare concerned with humans and their
needs. Meaning and purpose take 3
central role in business activities.
Seurce www es-wonidoy

dominated by On Demand Services
(Gojek. Grab.etc). Fintech. Internet Of
Things (10T). and E-Commerce
(Tokopedia. Bukalapak. etc).

ontda 104

of this Fourth
hat is does

but It changes us."

Klaus Schwab, Founder of World Economic F

s an impact of technology. In the
|ast 3 years there have been around
1,000 bank branch offices in
indonesia closed

B ...Nowadays, COVID-19 pandemic becoming another .

Picture 2. Onboarding Program Challenge

When covid-19 happened, BRI encountered challenges in reaching out to customers and

conducting business processes to provide services to customers. With the help of developing

technology, sales teams are being assisted to carry out their duties more accessible. In the

following section, we will elaborate on how BRI Human Capital has accustomed its Onboarding

Process to encourage BRI teams in utilizing technology in their day-to-day activities.
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Overview

When COVID-19 started to spread in Indonesia, the banking industry in Indonesia started its
journey to transform its services and create alternative solutions to anticipate the impact of the
pandemic. Fortunately, in BRI, the transformation for digital and company culture started earlier
in 2017 with BRIvolution 1.0. The journey of BRIvolution 1.0 is targeted to start in 2018 and ends
in 2022, however with the pandemic that happened in 2020, BRI initiated the second phase of the
transformation, called BRIvolution 2.0 to adapt to the changing business nature.

When BRI started the journey for BRIvolution 1.0, the plan was to divide the stages into 3 parts:
1. First Stage in 2017-2018 : Strengthen Foundation and Defend Core Business
2. Second Stage in 2019-2021 : Achieve Top Tier in Indonesia Across Segments

3. Third Stage in 2022 : Sustain Top Tier Position to achieve The Most Valuable Bank in
Southeast Asia

When the pandemic started to spread quickly in 2020, BRI felt the need to initiate BRIvolution 2.0
to accelerate the improvement of the business as well as the vision and mission of BRI.
BRIvolution 2.0 proves to be rewarding for BRI, as, in 2020, the company has survived along with
good business performance and profit at the end of 2020. This further proves that the company
has already benefited from the transformation process.

The impact of the pandemic in 2020 brings considerable adjustment to how the company is doing
its business and operations. With the government’s call for social restriction, it affects banking
operating hours, as well as less interaction offline, which disrupts the company’s ways of working.
Nevertheless, this turns out to be a great opportunity for BRI to accelerate its transformation by
utilizing technology in digitalizing each business unit, including learning transformation.

We developed BRIvolution 2.0 through the 4D process

o Completed
“_ Near completion
R l
5 o\‘e Bank-wide aspiration
22)
- . =4 (oo %
Situational analysis A’Y Q\ <
Market discontinuities and %
implications for BRI
5
?
Execution roadmap (/13‘ Oé > Bank wi_de‘ﬁnancials and
Digitally-enabled TO 2.0 R N BU aspirations

BRIvolution 2.0 initiatives
across 9 directorates

Communication & change story ’v‘(

BRI -

Picture 3. BRIvolution 2.0 4D Process

Based on the BRIvolution 1.0 and 2.0, the Human Capital Division of BRI formulated the HC
Framework as follows:
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To understand BRI’s desire to become the Most Valuable Banking Group in Southeast Asia and

HCM SPRING PROGRAM >’\ EXCELLENCE

Champion of Financial Inclusion, BRI has created a Human Capital (HC) management strategy to
build Human Capital as a Strategic Business Partner, as well as embody BRI to become Home to
the Best Talent. To achieve this, BRI has implemented various initiatives in 2021 as part of the role
of setting up HC as a Strategic Business Partner, and in 2022 HC management will focus on
developing future competency demand. The focal point of the HC strategy is aligned with the
initiatives with BRIvolution 2.0. The framework of HC is depicted in the following figure:

Become The Most Valuable Banki n Southeast Asia & Champion of Financial Inclu:

BECOMING HOME TO THE BEST TALENT
Next-Gen HC : Becoming Strategic Business Partner for Business Units to Deliver Their Aspiration

ECOSYSTEM
EMPLOYEE () CUSTOMER

e EMPLOYEE &
PLANNING RO & sl PERFORMANCE | _ @ \UNEraTion | INDUSTRIAL
ACQUIRING DEVELOPING
Q MANAGEMENT | MANAGEMENT RELATION

Designing Robust | Attracting Best-Fit | Nurturing Great Promoting Great Revamping Leveraging Fostering Healthy
Workforce Talent & Leader by Robust | Talent to Support Performance Competitive & Employment
Planning Implementing New Integrated Employee Management for Equitable Governance &
Resourcing Strategy |  Development Productivity Boosting Compensationand | gmployee Relation

Program izati il Benefit
Aspiration
MEDIA (@mssssmm) NATIONAL & GLOBAL ALLIANCE

PERFORMANCE DRIVEN CULTURE
(INTERNALIZING BRI ONE CULTURE & BUILDING DIGITAL CULTURE)

INTEGRATED & RELIABLE HUMAN CAPITAL INFORMATION SYSTEM il

NinH;/\OO—

PARTNERS

EVP : GIVING VALUE FOR INDONESIA

Picture 4. HC Framework
In Human Capital Development Strategy as below picture, it is stated starting from
1. Talent Attraction
2. Talent Identification
3. Talent Development
4. Talent Assessment
5. Talent Selection

For Onboarding Strategy, the transformation that has been conducted is a digital transformation
that has been tailored to the needs of the business units, by creating an Onboarding Process with
the new method. Following is the Strategy Human Capital Development & Onboarding Strategy
in Human Capital Development.
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Become The Most Valuable Banking Group in Southeast Asia & Champion of Financial Inclusion

90% Financial Home to the “Agile & Entrepreneurial”
Inclusion “Best Talent” Mindset

BECOMING A WORLD CLASS SYSTEM & PRACTICES

Grooming and Nurturing Talent with Professional and Systematic Talent Management

TALENT MANAGEMENT

IDENTIFICATION SELECTION

RECRUITMENT DEVELOPMENT ASSESSMENT
Creative Talent Attraction through Systematic Human Capital Development Prohwmkﬂ
Multi Source & Channel Recruitment . Right &
e s e *
~ L A4
= —
BRILAN Loader & Mentoring
Prog ogra )3 e —
"

ATTRACTION
IN3IWdOT13A30

o ¢
- a2s K23
Accurate & Variative Modern & Up to Date
Methodology Assessor Skill

SUCCESSION RETENTION

EXCELLENT PRACTICES, CREATIVE PROGRAMS & RELIABLE SYSTEM

PROFESSIONAL INTERNAL COMPETENCY JOB FAMILY & JOB COMPETENCY JOB KNOWLEDGE & BUMN ADVANCED TECHNOLOGY
& EXTERNAL COACH DICTIONARY JOB FUNCTION PROFILE SKILL REQUIREMENT VALUES & SYSTEM

Human Capital Development

ARCHITECTURE

Picture 5. Strategy Human Capital Development

For the onboarding program, Human Capital Development implemented a strategy with the
following details:

EXTEND
LEARNING
TIMEFRAME N

LEARN

STANDARDIZE THROUGH

AND SCALE OTHERS

ONBOARDING
STRATEGY |

MEASURE GUIDE

IMPACT LEARNING

Picture 6. Onboarding Strategy
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Design and Delivery

o Employee’s Career Aspiration
Where am | now?
Where do | want to be?

Employee’s area of Competency to improve

i ?
SN o How will | get there?

A Whatis my current level of Job Competency?
N

Pre Planning

Evaluate outcomes Determine the areas of

by performance strenght & opportunities
and assessment ‘ ‘ for improvement, and
results development programs
Evaluate Employee-Mentor and/or
Outcomes Coach Dialogue

(- e

Implement knowledge & “‘ Join development programs
skills gained into current = needed related to current jobs
jobs and refine l and target jobs that in line with
competencies b aspiration. . -
Implement  ~ _<_ - Employee can join additional
& Refine Prepare training by using Learning Wallet

Picture 7. Onboarding Journey

In conducting the design and delivery of Onboarding for BRI, an analysis and evaluation through
previous experience has been carried out. The biggest challenge lies in how the business is able
to regenerate future leaders. Thus, the onboarding design process is created:

BRILIAN

BRILIAN OMBOARDING PROGRAM

90 days Roadrmap

Welcome Kit Discussions related to Introduction to
Employment

material in the form of provisions, job
description, and other knowledge

KPIs & Performa
Targets
Introduction to
Onboarding Pack Organizational
Structure,

elations
guidance used by Uker Superiors/Leaders Description of
ini i iviti Positions &

Career Aspiration
Discussion
containing supporting activities
€ SURE 6 Employee Authority
First Week Activites
examples of guidelines for daily activities carried Environmental
out in the first week by workers Introduction (Physical [ 1
& Non-Physical) :
examples of guideline - A
months by workers ﬂ Py
Y. v
t L (I SL

Mentoring &
Coaching

w

Picture 8. BRILiaN Onboarding Program
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Through the onboarding process, there are several roles involved, namely employee, team leader,
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and chief unit officer. The following relationship portrays the connection between each role in
the onboarding cycle:

Onboarding cycle

Get the Greeting / appreciation

Get Welcome Kit (onboarding overview)

Meet Chief Unit Officer / Superordinate / Team Leader
Meet Subordinates / Team Member

Mentoring / Coaching with the Leader or Coach Pool
Fill out the checklist

Get the Greeting : New Member » Getthe Greeting : New Member
Get the Onboarding Pack « Get the Onboarding Pack

Provide Direction +  Provide Direction /Mentoring/ Coac
Can delegates onboarding to Aw— ° Monitor Coaching Process )
Superordinates / Team Leader +  Monitor / approve the checklist
Monitor Onboarding Process o

Monitor / approve the checklist Superordinate /

Team Leader

Picture 9. Onboarding Cycle

The purpose of the onboarding program is to help employees in carrying out new roles, whether
in a higher position or a role that’s equivalent to their previous roles and responsibilities. This is
done so employees are able to adapt quickly to the new environment, carry out their new roles
with different tasks and responsibilities, able to achieve performance targets set by the company,
as well as gain new experience and understanding of non-technical knowledge outside of their
roles. BRILiaN Onboarding program is conducted offline and online (hybrid).

BRILIAN ONBOARDING PR(.)GRAM

90 days onboarding Roadmap m

Pre-Boarding 1%t Day One Week 15t Month 2" Month 34 Month People

= = =N
irst- We Meeting working e e - 7
First-Day Agenda ‘elcome Speech rolationsiipe trolaiod Monitoring Progress Monitoring Progress Monitoring Progress [Q{] Performance
! internals)

parties) (extern:

7=
Buddy Introduction of New : Discussion/Briefing of . ! Document
Appointment EIEE AT LD e eromance fevew
organizational structure
Introduction of New Buddy Mentoring & Onboarding /
Team Building 9
Appointment Coaching (Leader as Feedback

& job description

Assign Individual Key q
, . Lo . Coach/Coach Pool) Evaluation
Review Onboarding " . Mentoring &
First-Week Agenda Indicators -
Pack Coaching (Leader as
* Career Aspiration Coach/Coach Pool)
Office-Set Up *Match/Gap
Comptency
* Development
Program
r A
New Workers, Supervisors, Work Unit Leaders & Related Parties ﬂ

|2

Picture 10. Roadmap BRILiaN Onboarding Program
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«  strengthen Foundation

Onboarding Program

*  Established tools for

Onboarding Program

«  strengthen Foundation

Onboarding Program

*  Established tools for

Onboarding Program

* Implementation of

Onboarding Program

«  strengthen Foundation
*  Established tools for
* Implementation of

*  Evaluation of Onboarding

Onboarding Program
Onboarding Program

Onboarding Program

Program

ONBOARDING

» O

' PROGRAM
2019 2020 2021
ONBOARDING + Conduct a study on the + Conducting surveys and oPS 2019 total 212
Onboarding Program initiatives to the directorate Participants
TRANSFORMATION *  Strategic partnership with +  Evaluating the results of the BFLP 2020 total 93
JOURNEY third parties study Participants
+  Communicating with higher «  Carry out implementation or e BFLP 2021 total 216
level management case studies for BFLP Participants
(BRILiaN Future Leader)
BRI HUMAN
> O > CAPITAL
DEVELOPMENT
2019 2020 2021

Notes
e PPS = Staff Development Program
. BFLP = BRILiaN Future Leader Program

Picture 11. Onboarding Transformation Journey

Engagement
The major challenges faced during the design and development of the program are:

e (Creating a solution while maintaining local flavor and being contextual to the
new hire. Each city has its own statutory requirements and expectations of
employees differ from city to city and across employee levels. As a result, it was
a challenge to develop a solution that would cater to each segment across the
globe.

e Ensuring the new hires imbibe the organization’s culture, especially during the
remote working scenario. In a physical world, new hires pick up cues from
colleagues around the culture. In the remote workplace, the onboarding
program had to design these culture markers.

The first challenge was taken care of by the approach of Design Thinking and journey mapping
done for various employee persona. Based on that, differ from city to city and incorporate any
customizations needed. The technology platform is the same, but the User Interface and workflow
differed to suit local needs. To overcome the second challenge, an immersive experience was
created for an extended period. As explained earlier, the creation of communities and
introduction of buddy programs like ROOKIE BUDDY, meeting with HR and Managers, and Unit
induction to understand the Business and Functional strategy engaged the new hires better. New
Joiners are constantly encouraged to take up gig work assignments, and new learnings to keep
them engaged with a higher purpose.
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Measurable Benefits

Based on the analysis result from the BFLP program, the retention score is seen to be high in the
beginning and decreasing over time. This shows that there needs to be a significant improvement
in the onboarding process. After the improvement is done, then improvement in effectiveness
and efficiency can be measured.

Retention Rate Score

A

123456 78 91011121314151617 18 19 20 21 22 23 24 25 26 27 28 29 30 31 32 33 34 35 36

employee Vintage

Employee Vintage 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25 26 27 28 29 30 31 32 33 34 35 36
Retention Rate 0 0 0 0 011111 0 0 037 007 0 O O O O O0O0191 0 O 0O 0 0 00O O O O 001282 0012 0 0 O 0

Employee Vintage (EV) Analysis

EV 6, EV 11, EV 9 — Retention Rate Score Higher compared to EV 20to EV 36.

Data SMK (Performance Rating) has been used to Analyze further on the Retention.

From the data significant improvement on the Retention Score due to improvement on Talent Acquisition Process.

Picture 12. Retention Score BFLP

Performance Rating Spread
2019 - 2020
45

3.5 ® (X
2.5
1.5
0.5
0 0.5 1 1.5 2 2.5 3 3.5 4

Picture 16. Performance Rating Spread 2019 - 2020
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Performance Rating Spread

2020 -2021
4
3.5 °
3
2.5
2 ° L
15
1
0.5
0

0 0.5 1 1.5 2 2.5 3 3.5 4 4.5

Picture 17. Performance Rating Spread 2020 — 2021

Performance Rating Spread 2019 - 2021

35 L TS ) %9 gge® . » o _# . Qo
, ”.'.‘f *V\““ﬂ Bt "-:)4
Oy

) \.S:-&m« SIS T
=
a2

15

1

05

0

0 100 200 300 400 500 600 700

Branch Manager Spread

® 2019 @2020 @ 2021

Picture 18. Performance Rating Spread 2019 - 2021
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Average of Performance Rating

3.04

3.02

3
2.98
2.96
2.94
2.92
2.9
2.88

2019 2020 2021

Picture 19. Performance Rating Spread
Analysis Results:

1. Performance rating distribution is effective and efficient. This implies that the
transformation of BRIvolution 1.0 and 2.0 has been running well.

2. Some outliers have scores beyond average. Follow-up action will be carried out by
the Human Capital Team for evaluation and monitoring.

3. Average score of performance rating is between 2.9 - 3.00. In this case that it can
be implied that:

a. The output generated by the employees has met the company target.

b. Employees have a clear understanding of the expected quality required by
the company.

c. Employees receive continuous feedback related to their performance
relative to the expected quality.

d. Compensation & benefit increases based on employee performance.

e. Development opportunities for employees are being recognized.
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PPS 2019 BFLP 2020 BFLP 2021
Number Of Active
Participants 207 92 214
Number Of Non-
Active Participants 3 1 2
Unknown 2 0 0
Total 212 93 216
Retention Score 2.36% 1.08% 0.93%
Notes
. PPS = Staff Development Program
. BFLP = BRILiaN Future Leader Program

Picture 13. Participant of Talent Acquisition Program

PPS 2019 BFLP 2020 BFLP 2021
BFLPIT 123 25 87
BFLP GENERAL 89 68 129
[TOTAL 212 93 216
Notes
. PPS = Staff Development Program
. BFLP  =BRILiaN Future Leader Program

Picture 14. Participant Active in Talent Acquisition Program IT and General

PPS 2019

125
100
75
50

25

PPSIT PPS GENERAL

Picture 15. Diagram of Participant Staff Development Program 2019
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BFLP 2020

80
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40

20

BFLP GENERAL BFLPIT

Picture 16. Diagram of Participant BRILiaN Future Leader Program 2020

BFLP 2021

150

100

50

BFLP GENERAL BFLPIT

Picture 17. Diagram of Participant BRILiaN Future Leader Program 2021
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Overall

With a large number of employees (>100.000 talents), an onboarding program that is
robust with high quality would be hard to achieve. The Human Capital Development is
doing continuous improvement and training for BRI Human Capital Team in head office
as well as regional offices. There are 2 methods that will be enhanced in the future to run
onboarding smoothly with good quality:

1. For the senior level, a centralization method is used for new talents. The method
is differentiated between fresh graduates and those who already have previous
job experience. The Human Capital Development Team will invite management
and senior levels for Senior Level Onboarding.

2. Utilizing the decentralization method by giving empowerment for regional
offices and branches to do training onboarding directly for new talents with
junior and middle levels.

3. Conduct continuous training for onboarding trainers to maintain the quality of
the training process for new talents.

4. Coaching and Mentoring process for Middle Management. The New Process of
Onboarding that has been implemented and will be improved in the future is
using coaching and mentoring.

What’s Next?

1. Creating a professional BRI employee to master their competency and delivery
performance well. This is because improving internal BRI Talents is the first step in
improving onboarding processes.

2. Making workers proud of their work will contribute to retention. Companies that value
skill will make employees proud of their work. To help workers become proud of their
work, companies can drive this through the career path, providing insights that can be
an added value to expose. In addition, remuneration, compensation & benefit, as well
as learning opportunities can also be explored.

3. Attract New Potential Talent from outsiders. BRI Human Capital would like to have to
increase their internal Talent Acquisition process to get the new potential talent from
outside to have their own marketing from mouth to mouth. BRI will be able to achieve
its own Vision as home to the Best Talent.

4. Capability coach and mentor. BRI Human Capital would like to have to increase their
talent skills to get the potential talent by training and preparing workers for their new
roles.

5. Easy to communicate and share knowledge. To get potential talent, BRI Human Capital
wants to make communication & share knowledge easy to prepare workers for their
new roles.
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Brandon Hall Group
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R

With more than 10,000 clients globally and 29 years of delivering world-class research and
advisory services, Brandon Hall Group is focused on developing research that drives performance
in emerging and large organizations, and provides strategic insights for executives and

practitioners responsible for growth and business results.

Professional Certifications
Self-paced certification
programs. Virtual group
sessions for companies.
In-person conferences

and summits. ;

Excellence Awards
Two annual programs
recognize the best
organizations that have
successfully deployed programs
to achieve measurable results.

R

ORGANIZATIONAL EXCELLENCE CERTIFICATION PROGRAM

recognizes world-class HCM programs that transform their
organization and achieve breakthrough results. This
designation is the next step beyond the HCM Excellence
Awards, which focus on a single program, and looks at the
department as a whole.

Membership
Individual and Enterprise
Membership Options: Includes
research assets, advisory support,
a client success plan and more.

SOME WAYS
WE CAN HELP

Advisory Offerings
Custom Research
Projects, including
surveys, focus group
interviews and Organization
Needs Assessment for
Transformation, Technology
Selection and Strategy.

R

SMARTCHOICE® PREFERRED PROVIDER PROGRAM

uniquely places HCM service and technology companies at
the top of organizations’ consideration list of vendors. It
adds an unmatched level of credibility based on BHG's
twenty-eight-plus years of experience in evaluating and
selecting the best solution providers for leading
organizations around the world.
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