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got high recognition, especially abundant restructure projects as
M&A, divestiture, demobilization. And obtained 96% accuracy in

96%IEFIE | SHRM-SCP credential test Organization module. )
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Learning Outcomes F 3R

In-depth understanding the COVID-19 pandemic impact to business
RN T FECOVID- 19 B XM IT X 1 W IE S Y520

Top 5 HR priorates should be in the agenda, what, how and why
SABEEMHREETNIZSIERRTES, B4, SHATMETHTE

Feasible action plans for HR shifting the new normal

SEAMNANRFEN#HE ST

Case study of “tlexible initiatives lead to strategies remodeling during pandemic and
could refer to your organization to some extent. Eﬁﬂ’%.ﬁil_ RGN ZEFE A E SEA A ik
ERINEZ NEIHR, TTE—ERERELSERAR
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The COVID-19 pandemic and its side effects have changed the focus of employee experience to
maintain the performance and engagement of the distributed workforce — where certain number of
employees work fully remote or partially remote while a small portion still at the workplace. &A%

TERHEMEANZ T RATAERNER, MRS R THNSANBEN —EBRRXFa 5,
—ENENR T EEmBENEBBrEELE, m—/NBo ik TIESAR.

According to Gartner Surveys, “*Current and Future Leadership I X KIS 1
following five priorities should be

: : “*Employee Experience &2 T {KLS

in HR agenda during the post- . . s e e o
pandemic recovery R 3EGartner % Org Design and Change Management HZRiZ 1T FIZ EEIE
KWL /MNMEE, EEBEAE *+Critical Skills and Competency Development <&+ 88 F1 41T
FRE SRS, AN FRIM NHER
VENREEZRIXATANTTE “*Future of Work R3RAI T{E
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Q: “How has Coronavirus (COVID-19) affected standard business operations in your organization?”

??t’f*ilﬂﬂ ﬂl']T,._.s —I\Eﬁh/ﬁik%\—#)lk;ﬂ-?

Percentage of Employees 53 T L5

50% 44%

25%
25%
19%
6% 6%

Business operations Business operations There is little Business operations  Buysiness operations
continue at a are severely disruption to cannot continue continue as normal
reduced level restricted business operations VS R V=N (RiFTFE
4K SR G R 7K~ FFEXR JLVFREETI

n = 1203 Employees

Source: Gartner 2020 Culture of Quality During Disruptions Survey
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Q: “Please select the top three organizational priorities for your organization over the next 12 months.”

R TR124 B EARE TE MBS ST

Percentage HR Leaders Selecting HREM S EFHN B O LL

69%
Improve operational excellence
BTl o e 1, 5
RITEMIZE
37%
t Optimize costs
gearazs | NG, <o
60%
Execute business transformations .
47l &5 A I, 5
71%
‘ Grow the business
el B
48%
Innovate for success .
. k=
14%
Manage risk and regulatory demands 200 Jan-20
Mps EIRAE T = May-20
n =160

Q: Please select the top three organizational priorities for you organization over the next 12 months.
Source: Gartner Coronavirus Polling on HR priorities (11 May 2020)
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Uncertainty Leaves Questions About What’s Next
B RN TERNAREMERRE TR Y

‘| Urgent, Pandemic-Driven Questions from HR Leaders X2 1 HEEREIM 0 B4 T HRIISE :
| eeHEIEE




“1 believe agile will help my HR function achieve key “Projects in our HR function are paused or stopped if they are no

business outcomes” longer thought to be strategic or valuable.” “ A 771 3%/REB1189T0m B 40
BHEGEEEESEHRIIZ O L SR RABFHAAEBRBEXINME, EEHEL. 7
Percentage of HR Leaders HR NS EZE KBt Percentage of HR Leaderssn S E B 2 EL

2% Disagree @)=

0
Neutral EIS—? 31%
iva Agree A=
57%
Neither
A2
72%
Agree[@ =&
12%
Disagree @&
n=171 n=171
Source: 2020 Gartner Agile HR Function Survey Source: 2020 Gartner Agile HR Function Survey
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Top Priority Initiative B 2 T {EEIN

5. Current and Future Leadership

REMRRNAZ N

3. Org Design and Change Management
HLRIT T EEE

2. Critical Skills and Competency Development

REFILOHBEN LR

1. Future of Work

ARHTE

HR Agenda for Recovery 1% & BifYHR T {EE 1T

Boost Leadership Resilience to Manage Through Disruption

IBE RS BRI N XHREL

Plan and Execute the Return to the Workplace

% &1 1118 B I3 37 Fr B AR R A0 1T

Dynamically Reskill and Redeploy Talent
ENREEEREMERRIAL

Lay the Groundwork for the New Equilibrium

A # 5 B e Bl
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Top 5: Boost Leadership Resilience to Manage Through
Disruption EmNSE R INXRELFIE

Help leaders become connectors to
build collaborative teams that feel
prepared to navigate ambiguity.

BT RL 0 S IME I BARYE 1
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Institutional | E I :

* Processes tend to depend on hierarchy
or sign-offs, delaying crucial decisions,
and result in inaction as default’Z 21+

ERBTERRER, HWEXBRR,

C2ENINSEN (o) ‘

¢ Review and update processes to
unlock effective leadership behaviors.

B EFRE, XEEXASITA

Team [ BA:

ePoor visibility between teams, arbitrary
silos, and inconsistent guidance contribute
to misaligned work design and missed
opportunities. FlBA Z [8] A~ R A9 ] I 1%,
ERNRZE, MA—BWESISET AR

—EH TERITMERE NS ‘

¢ Help leaders become connectors to
build teams that feel prepared to

navigate ambiguity. ZEBISS & A
e VA Z | INS L =T N A R (ot =1 =
ELERTNXIRAZ B BT .

Personal M4

* The rapid pace of change leads to
leaders and all employees feeling
overwhelmed in the face of
Information overload, growing volumes
of work, and isolation.[RE P ZTE F
KSBASENMEATIEAMNMER
BE . TEEIGINFINL AR A H

e Support leaders' wellbeing and create
leader-to-leader partnerships to
encourage resilience. X 551 S A94&4L,
BEYNSNASKEXR, SRE
gRN.
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(Ensure performance management
objectives reflect and reward leaders that
efficiently connect teams to the right
resources. RSN E IR B ¥R R BRFH Kb
ARLER K FI P E 2 IE RN RS

¢ Allow leaders to adjust annual goals and
encourage them to continually review all
projects to determine which should be
paused or stopped. 2 IFMFFHEEE B 1r,
HEMMN A EMAAENIE, DURE
WREL N IZE S HFLE .

¢ Adjust workflows to reflect remote work
realities and opportunities, such as
improved collaboration. I T{EZTE, X
RBOEE TENIK BRIV, Bl
HE.

Adjust Processes to Facilitate
Resilient Leadership iHE %12

ARSI N

\

(Ask leaders to use regular check-ins to sense \

employees’ need for support. 3K 51 51817 E £
KREXTHBRATIHTENIHE

eHelp leaders connect employees to individuals
who can help them successfully complete their
work. BN S E IR T MEEBH M
AR TAERMABCFRESE

eSupport leaders in fostering psychological safety
during team meetings by sharing personal
experiences to promote dialogue about challenges
and idea and skill sharing. 8IS SEIL R T FEE
BE BRI INTE K TIERABRRER . EFBA
SWHAE, BERDENAZR, (R#EXTHE.
EENREDZANE, FASEROERE.

*Remind leaders to provide clear objectives during
performance conversations to create clarity amid
uncertainty and disruption. IZ B84 S 7E L5 A
RIS B AR, MUEAHEIRELMERLT
REFE S EMW.

Create Connectors to
Strengthen Collaboration and
Team Resilience €& £
UhnsathEF B BA R /R 1

(Help leaders identify their skills gaps \
relative to today’s context and find relevant
development opportunities. ZE1$1 S H 1R
A5 ERINEAE XA ZERE, FFHEIAE
KNEEN=

e Create opportunities for leaders with
complementary skills to partner and share

ideas. A EHMLEEMNNSERIENS,
L& EF D Z8%.

¢ Increase wellbeing training for leaders and
encourage use of EAPs I 1 X 41 S Y4
sl FEsmhBE AR R T BT RI)”

e |dentify specific root causes of over-work as
result of remote work and/or new
operations. iR 33z E TEF/SFNEE S
NEFEAEN TIENEERE.

Support Leaders' Wellbeing

and Networks to Foster
Resilience X 315 % At@AL f 1
fxmsg, WEREEN BEy



https://mp.weixin.qq.com/s?__biz=MzU4MjA0NDYwNw==&mid=2247483724&idx=1&sn=bf9d30d5137da964a6fa79b8ca86e2bd&chksm=fdbf1f9ccac8968a70bebb86381ce237d21bc1ac3c45f256845e5b5d9ccd0ffdca9ead48a649&token=1270206977&lang=en_US#rd

Employee Experience Varied {5 51 T A& & {k

Onsite Work Only
REDMNGRIE

oo
oo
oo oo
oo
oo oo
oo oo oo
oo oo oo

* |lam concerned the
possibilities of infection
exposure on my way to my
workplace. FiiB/ N EEE T1E
HFETRES Lo RE S BN
B o

* | am wondering what to
expect when | am going back
to my workplace. 2 [E 2| T

TESAFrRS, EREHAFFEM A,

e

Working Interchangeably
mERILE

oo
oo

oooooo
oooooo

oono
oono
oo
oo

Seems | behave more clumsy and
awkward at my workplace than
WFH(working from home). Fi7& T £
FTEZRILLF EE e R TEIRZ 2R3

| am not sure about my stability to keep
healthy as always and with my family.
ﬁ$ﬁﬁ%ﬁ$ﬂﬁﬂ@§k%§—§ﬁ%
R

Remote Working

ZETE

[ ey e £

/ The line between my \

work and life are more
blurred. LAY T {EFI4E
i 2 [B) A SRR B HnARAH
I

* | need some time to be

familiar with fully remote
working which is totally

brand new to me. 5
F—LRERAE TS

TRTE XHRER
STEEH. //
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Recruiting

BB

—

Adjust
sourcing &
attraction
strategies

and EVP

branding
strategies. i
BAFT T
IR 5| 5RES
4 E
F oK Ay AR

RE&.

-~

Virtual

Onboarding
(EEF#)NER

Implement
virtual
onboarding
delivery to
reduce costs
and permit
individual
tailor-made
onboarding
experiences.St

it RE A NERES

FERVFI ML
AINER SR

WV o

UISRBEARAUA,

Well-being

Rk

( Analyze the
current healthy
and well-being

strategies,
proactively
collaborate with
related
authorities
guidelines and
measures,
identify
improvement
areas and
optimization the
organization’s

offerings. 547 24 &5

BB R ANAE R AR,

5 & RBUTIRAREY

BUR SRR S,

T E B s I

WAREHRTR, |
~_

Performance
Management

SNEE

Educate
managements
on how to
revise goals,
and manage
by those goals
or key results
as needed ¥ &
BERNEE
B BTE, IR
PEIXLE B FReg
KB R
B

-

Total Rewards

EHE N

adjust

compensation,
rewards and
recognition
strategies to
support and
compound
workforce
while ensure
fairness.;J &
AN a5 EE i
LRI R
&, XA
=i WIYNES
RT, FErSH

RAF

—
Decide how to

Communication
& Collaboration

B E

Rollout
technology
solutions to
improve and
employees
connectivity,
virtual team
celebrations

# AR
AR, M
WEMRT
BB,
70 FE 400 BA
R

.

Talent
Management

AT EE

N
Carry out

virtual learning
solutions and
adjust talent
management
practices to
maintain
talent
pipelinesin a
hybrid
environment.
SKHETE 2 F )
BRTGTR, A
BATBERL
B, #IPRE
RETHAT
REEE,

\ J
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Top 3: Plan and Execute the Return to the Workplace
%5 5 J1IR B SN B AT IR XA T

Recognize that returning to the workplace will be a change for every employee.

BIAZIREI DA G SN ABERELL.

« Enforcing Social Distancing & H{£3#¥113ZFEE :What changes will you have to make to your workplace layout?ZX R T {EZFrfn
BTt 4 2L ZE IR (e.g. elevators, lobbies, cubicle spacing)

e Monitoring Employee Health 5$58 R T AN : How will we ensure employees feel safe and healthy? G0{a[{RiE R T & 5 2| 24 F
f#EE? (e.g. self administered health checks, temperature checks, geographic tracking, sociometric badging, health surveys)

e Managing Disruption &I ELJHH: How can we make sure our work processes reflect a change in our workforce’s workflows? : 3 1]

T RBNN TIERERME T H15 a1 1 TERIERZT{L? (e.g. more remote workers, more hybrid workers, flexibility needed
to care for family members)

* Navigating Complexity & Z+¥#15 1 4fifiii: How do we coordinate with all of our stakeholders in a rapidly changing environment?F; {140

B S MNF S B EEERET L IREAR? (e.g. creating new and responsive preparedness plans, coordinating with customers
and suppliers differently)

Regularly pulse the workforce to understand employee readiness for retuning to the

workplace. EfAIRIZR T (R . TRATEEME F ERTIEZER.

e Introduce the survey with the intent of the questions and how responses will be used 4R 4% o] @ & & I X a0{el{# BB iR 5 RN\ BB

» Keep the pulse surveys short (3 to 5 questions), especially if you are planning to do multiple pulse surveys overtime to continually
monitor the workplace sentiment. RIFFXIFIFEER (BRI EH), FISMRIRITRIMES RKEBEEREFLELE TERATEZS.

e Provide employees with recommendations on where to direct questions. 5] 5 T} 7 7E BB B8 B %12 [ p9 453,




Engage Managers in Return to Workplace Discussions

L2ES 53 THEGAEITE TR

New ApproachFi& {2 :

Open Source “Talk” Communications FFil B 3418 BB iR 1E"

*Build employee Address
- Tell a Positive Story gommi'lcmgnttbg Negative Allow employees to share negative reactions to
L L ownplaying the i improve feelings of control 21F 57 T 9O =
1#1&*/':{*&3'9&; negativel@®id % 1L T f;“°t',°“,‘°‘\ Hh &%%&%ﬁgﬁu =% AR
R&EXRETRTHAE If'e“ y AFF AVE =TT 7R
Deliver Consistent 'Tﬁ” employees :OW to
S £ change to get them to Build Two-Way
- Messages fTia—%H act fast &1 A _LINF Conversations

=52

RERERITE

B W [E R

Communicate, oTell employees frequently fur;port Peer-
: about the change to drive o-Feer -
Comrr-mumc?te: their understandingZ2 & [ Interactions 3% . Enc.ouratgfl e%%;‘fe_'_i ;E SHerCchs g% gns'ghts
Comr\nupmate f’zgﬁ, BTy i $5 43 TR orizontally i R B 3 LR
BB, HRE RO IE AR H E =




Gauge changing organizational needs. #HE (L BYZHZRF K

% Rising Demand for More Skills 3 237 88 B9 5% 5K L 3¥k: The total number of skills required for a single job is increasing by 10%
year-over-year. —} T {EFTER AV B REUE N FF10%H R FIB K,

% New Skills Displacing Old Skills374% BE B4 HEFL BB : 33% of the skills that were present in an average job posting in 2017 will not
be needed by 2021. #2021, BABFEE2017FEFIYRAIBIEH33%AHHE .

“*Growing Demand for Agile Skills in HR A /1 FESIEF 8 F K&K Global demand for agile skills among HR- related job
postings has increased 160% over the past 3 years ZEIS A RY3EE, AN TERERIRAITBIER BEAIEIRTE KIEK 7 160%

“ |
Identify employees most in need of upskilling and motivated individuals who can support peers’ learning. #t i &z &

\E#&?‘l—&ﬁ’éﬂ’ﬂﬁl. R BRI R S E IR A

p
Leverage all available talent sources, including employees with adjacent skills and contingent workers. (Details as

following slides) EXFI BT AMNAZ BIE, S8FEAFHEXIHEENA TMRE T, (FEMTLITRH)

> Skills Sensing Networks 35 88 E% & W 2%
> Talent Skill Accelerators A 7 7 8E INiE 25
> Two-way skill Transparency X [a]3% fE 1 IR E

Source: Gartner TalentNeuron
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Key HR Considerations Surrounding Workforce Skills El % @ T F eERIEBA T RIBEZEE

How do you better How do you help develop How do you foster internal
HR Questions understand immediate skills more quickly {R&14a] movement across the
HRE 212 skill needs? WA BEEYF | | EHRMBIBFHELEE A SRR R A
IR BB B R ? BATRF

%%’ S) 5¢

Target Skill Accelerators Two-Way Skill Transparency
AT I EE DN =% W% 3% A

Adaptive Tactics to
Redeploy and Reskill

through Recovery i& Y : :
R MR SRR EEH Facilitate cross organizational Identify and tap skill accelerators Source skills across the total skills
HEMEBRE sensing of shifting skill needs. to develop skills at the time of market, I;T&Q;Qanorlgraditlonal
e ah S LR ) B AR B 3 need. ARIFIFIMAiankes [l sources BAET ST AR
‘FIF"%;J% Eﬁﬁggﬁl\] Hﬁ'ﬁ%ﬁﬁ?ﬁﬁg :BIZHI:,, @?ﬁjlf'f:gabﬂl‘] J\/)go

19



Understand
predictions for what
the future of work
will look like and

assess likelihood of

impact at your

organization. T f&XT \

Rk TAERIFION,
F h E AR
;f-/ﬂl'] HY O] RE 4 .

\
\

N

N\

N

Use predictions to keep
a forward-looking
perspective on how
decisions made during
recovery will impact
critical during renewal.

{52 PRI SRARFT— 1 HI

YR, BIERE

5 8] Fr i AR SRR an e

FE T HAIE = A SRR
AU
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Overview of Post-COVID Future of Work Trends

e S EoR SR

Accelerated Trends JNENFEFE—

e Remote work increases It T {E1& 0

e Expanded data collection ¥ & FY £ 3B L
£

=<

» Employer as social safety net fE{f& W4t
SLEML

e Contingent worker expansion Ifff i T3
B 4

C{EE B

New Impacts FTEI S50

e Separation of critical skills and critical
roles XEFBEFMARHNTE

¢ Humanization (and dehumanization) of
workers T ABJ AL (FIFEAMELL)

» Emergence of new top-tier employers ¥

YT 2R =R T AR




Case of strategy remodeling: Geely Auto & #3555 %

Invested hundreds of millions of CNY to start the research and development of "all-round
healthy car" with virus prevention functionalities; 3 AB{Z AR £ BE1 T E&REETN
BN ST NERISE NME T

Through all the links of "cloud car purchase", consumers could complete the purchase
procedure from online ordering, home trial, contract till delivery.¥Ti8 7 “=MZE"HFRE

R, HRERETMEEZ ETE, RNOKE, FH, XERTABE

Cao Cao Travel (Wuhan), a brand of Geely Group, has set up an emergency prevention and control
support fleet to provide free travel services for residents in various communities in Wuhan. & Fl| &£ A &£

TREERET (X)) BT ESBEEREEMARXEHXERREHERFHTRS

e Cao Cao Travel Operation Center and special dispatching team of customer service department collaborated with the vehicle dispatching
of epidemic prevention and control 24 hours per day. , EiEH Tz E FOMBRER I EINEE /NH24/ N SEEHIEREIRE.

In order to reduce the risk of the epidemic, employees of all subsidiaries ot Geely Holding Group
adjusted their working hours, reduced the use of large public transport and adopted remote working.

ATEREENE, SHEREATEMEASZATIFEELRE, KOFRARBAXZTETL,
XAZETENTIE

Reference: Sohu News
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HR leaders had to respond in an agile way, while rethinking roles and responsibilities
across the HR operating model at lightning speed. A BRSNS A IASHEERN AT
M RN, BENXNBREEEFEZEEANTEEEEINARHTE,

As many as 85% of the employees feel that their organization has communicated clear policies
and guidelines to assist colleagues during the COVID-19 outbreak, and 82% are positive
regarding the speed and quality of decisions taken. Z1A85%f R TiAN, 1A LRE
COVID-19% 15 HAB) m B = %A 7 R BUR 5 ST 8, 82%M R T X RKMNEENRE
FFRRSE

Sustainability of these achievements will be vital for managing the employee experience throughout
recovery. HR will have to lead the implementation toward the new normal and make sure that
these moments are transformed into a lasting redefinition of work and working relationships.ixX £t
BT T AENMMES R EERATARREXEE., ANTEHITELAEISEE
MES, FRRXENZEBET AN THEMTEXRNFAETEX
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