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Succession Plan 

 

In order to comply with the resolution of the Board of Directors of Infraset Public Company 

Limited at the meeting No. 5/2020 on November 4, 2020, the Company issued a notice on 

Succession Plan to be considered as the principles and guidelines of practices as follows: 

 

1. Rational Criterion 

 

The Company has a policy to proactively prepare personnel to prevent the shortage of 

personnel in key positions of the organization in the future, by developing a succession plan to 

create continuity in the work and organizational management. This starts with the management 

level position first in order to prepare the power rate and the readiness of personnel potential to be 

able to effectively hold important positions of the organization, make it meet the objectives and 

supports sustainable growth of the Company. 

 

Definition of Succession Planning 

Succession planning is the process of recruiting and preparing talent within the 

organization to be able to hold key positions in the organization when those positions become 

available due to retirement, completion of terms, resignation, or others to perform and manage the 

organization with continuity and effectiveness through a systematic human resource development 

process. 

 

2. Objectives of the succession planning 

(1.) To create continuity in performance and manage the organization. 

(2.) To prepare the power rate and reduce the impact due to the lack of manpower in the 

important work of the organization. 

(3.) To prepare personnel in terms of knowledge, skills, expertises required to hold 

important positions of the organization. 

 

3. Key steps in succession planning 

(1) Make a work plan 

The human resources department conducts a work plan and present it to the executive 

committee. 

(2) Target key positions  

Human resources department with the executive committee jointly consider important job 

positions starting from the executive level first. 

(3) Determine the necessary qualifications and competencies of each job position 

The human resources department, together with the executives of each department, defines 

the necessary qualifications and competencies of each job position by considering the nature of 

the job and the duties and job descriptions of that position and expectations of the organization. 

(4) Set rules for the selection of internal personnel to enter the successor selection 

process 
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The human resources department with the executive committee consider and set criteria 

for the selection of internal personnel who are qualified to be candidates in entering the successor 

selection process. 

(5) Determine the tools to be used for testing / selecting successors 

The human resources department, together with the executive committee, consider and 

determine the tools to be used in testing / selecting qualified candidates to be successors for each 

position. 

 

(6) Prepare summary tables 

The human resources department conducts candidate searches from the employee database 

according to the established criteria and make a summary table to be presented to the executive 

committee through the Managing director (MD). 

(7) Assess the capabilities and potential of the personnel 

The human resources department together with executives of each department evaluate the 

competence and potential of the candidates based on 

(7.1) Performance appraisal 

(7.2) Competency assessment results 

(8) Prepare an Individual Development Plan (IDP) 

Executives of each department create an individual development plan (IDP), listing the 

course topics needed to enhance skills, knowledge and develop potential of candidate personnel 

according to the qualifications and competencies specified for each position, including 

determining the format and method of development as well as various development periods with 

the human resources department as a provider of advice and suggestion. 

(9) Develop and follow up 

Executives of each department collaborate with the human resources department in 

conducting training and development of personnel according to the specified work plan with the 

human resources department monitoring results and making recommendations to the successor 

development process to meet the set purpose. 

(10) Conduct testing and selection of successors 

(10.1) When the candidates have completed all courses of development, the human 

resources department prepares a summary report of various information (If there is a test 

during the course, specify the score or test result in the report) and submit the information 

to the executive committee through the Managing director (MD). 

(10.2) The executive committee proceed to select the successor for each position 

according to the specified criteria respectively. 

 

4. Determination of positions that require succession plan  

The Company has a policy to develop a succession plan for executive level officers, 

which are: 

(1) Managing director - MD position 

(2) Deputy managing director - Finance and Accounting position 
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5. Knowledge, skills, and competencies that are essential and for the target positions 

 

(1) Required knowledge and skills 

- Knowledge of business processes  

- Knowledge of strategic planning 

- Knowledge of action plan and project management 

- Knowledge of budgeting 

- Knowledge of human resources and organization management 

- Knowledge in marketing and sales management 

- Computer skills 

- English skills 

 

(2) Core Competency 

- A commitment to fulfill the responsibilities to meet the expectations of the 

organization (Accountability) 

- The ability to manage customer needs (Customer Oriented) 

- Adherence to righteousness and ethics (Integrity) 

- A consciousness of working as a team (Team Spirit). 

- The ability to communicate (Communication) 

 

(3) Managerial Competency 

- Ability in planning and organizing  

- Ability in people management  

- Ability in problem solving and decision making) 

- Ability in change management) 

- Ability of emotional self-control 

 

6. Guidelines for succession planning      

Key Positions Qualifications and 

experience  

Qualifications and 

experience  

Functional competency 

Managing Director - 

MD 

- Establish policies 

and directions for the 

Company's 

management, plan 

strategies and manage 

the overall performance 

of the Company to be in 

line with the goal to 

create value and benefit 

to the stakeholders of the 

Company 

- Minimum education of a 

master's degree In 

business administration, 

economics, marketing or 

other related fields 

- Have at least  

least 15 years of overall 

working experience and 

have served in an 

executive level 

position of the 

organization for at 

least 5 years. 

-  Visioning 

-  Organizing 

-  Empowering Others.  

- The ability to 

motivate others 

-  The ability to build 

teamwork  

-  The ability to create 

networking and 

partnership  

- Knowledge 

about sustainable 

development 

organization  
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Deputy Managing 

Director -Finance and 

Accounting  

  

- Serve for the Company to 

prepare and submit 

quarterly and annual 

financial statements to 

comply with financial 

reporting standards and 

in accordance with the 

regulations of the Stock 

Exchange of Thailand 

and the Securities and 

Exchange 

Commission.     

- Manage financial 

risks, plan budgets and 

investments as well as 

analyze financial and 

investment expenditures 

in accordance with the 

policies and goals set by 

the Company     

- Minimum education of a 

master's degree 

in financial 

management, 

accounting, economics 

or other related fields  

- Have at least  

least 15 years of overall 

working experience and 

have served in an 

executive level 

position of the 

organization for at 

least 5 years. 

-  Analytical & systematic 

thinking  

-  The ability to build 

teamwork  

- The ability in risk 

management  

-  Conflict management 

and negotiation skill  

- Knowledge of various 

forms of financial 

reporting and investment 

standards  

 

Succession Planning Guidelines 

1. The human resources department prepares the information of qualified candidates and 

present to the Board of Directors through the managing director (MD) at least 8 months in 

advance but not more than 1 year before the retirement or before the completion of terms.  

2.  The Board of Directors jointly consider, assess the readiness of the successors together 

with the human resources department to create an individual development plan (IDP) 

3. The human resources department coordinates in carrying out the potential development 

of the persons who will be holding the replacement positions according to the plan to be 

completed within 4 months. 

4. In case there is more than 1 successor, the test must be completed within 60 days 

before the retirement or before the completion of terms. 

 

In case of the absence of qualified persons or inability to recruit internal personnel to take 

the positions, the recruitment must aim at outsiders with following guidelines: 

 

1. The human resources department considers the preliminary qualifications as required. 

If no one is qualified, it must propose to the Board of Directors through the managing director 

(MD) for approval to recruit personnel from outside to take a position instead by proposing at 

least 8 months in advance but not more than 1 year before the retirement or completion of terms. 

2. Human Resources Department creates job postings. And / or contact the recruitment 

agency or Head Hunter to complete the recruitment process within 60 days. 

3. The human resources department presents a list of candidates to be interviewed by the 

executive committee. 

4. Conduct interviews to select qualified candidates. The period is to be completed within 

60 days before the retirement or the completion of terms. 


