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Recording and presentation will be shared post-webinar by 15t August.

Got questions? Please type your questions in the Q&A box. We will try
to answer your questions during this webinar, if not, after the webinar.



Economic outlook &
employment landscape




Global economic growth is projected to slow down

War sets back the global recovery

GDP real growth % NH After posting a strong recovery in

2021, the Asia-Pacific region is
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O expansion in 2022

Persisting coronavirus pandemic, supply

chain disruptions, inflation and the Ukraine
crisis continue to bring unpredictability and
ensuring business resilience remains a top

priority for companies
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o survey, 3 1IN 4 organizations
lobal globally consider the risk of
s o mrope recession as a moderate to high
2019 m2020 ®=2021 m2022f m2023f concern

Source: IMA Asia, APAC Executive Brief, June 2022
IMF, World Economic Outlook, April 2022
& Mercer Mercer 2022 Real-time Insights Survey: Navigating Uncertainty, Jul 2022



Divergent economic outlook across markets in Asia-Pacific

Headwinds from the Ukraine crisis, a resurgent pandemic, and tightening global financial conditions

GDP real growth %
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Inflation rate Is forecast to rise across markets in 2022

Slowing growth and rising inflation raise stagflation risk

Inflation, CPI year average, %
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Unemployment rate is trending down to pre-pandemic levels

The uneven recovery is widening the gaps between more and less developed markets

Unemployment rate, % 2019
2020

=—2021
—0—2022f
85 —o—2023f

1.2
o S o 3 i o 10 N © N 10 M 0 < © N < © © o N ™ 9 o~
N~ n n O AN O o n o ™ < M ™ @M M < < @M M N N N ™M —
India  Philippines Indonesia Hong Kong China  Australia Malaysia Vietham  Taiwan New South Japan  Singapore Thailand

Zealand Korea

@ Mercer Source: IMA Asia, Asia Forecast - Jun 2022



Global talent shortages reach a new high

As labor markets strive to rebound from the impacts of the pandemic, a talent shortage of historical
scale has catalyzed

USA: 74% JP: 74%
(32% in 2021) (2;3(;‘ 1_ 823:?1) (76% in 2021)
01N
TW: 88%
IN: 83% (64% in 2021)
(43%in 2021)  HK: 83%
(68% in 2021)
SG: 84%
15%0 of the employers (vs. 69% in (64% in 2021)
2021) globally report difficulty finding AU" 81%
the talent they need — a 16-year high (67% in 2021)

Percentage of employers having difficulty filling jobs

@9 Mercer Source: Manpower Group — 2021/2022 Talent Shortage Survey



Intentions

iring in

H

Companies hiring more in 2022 compared to last year, with some markets exceeding the pre-pandemic

levels

Hiring intentions for 2019, 2021 and 2022
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Voluntary attrition rates are mostly on a rise while involuntary
attrition rates are trending down

12.2%

12.8%

13.0%

11.4% 1129 = 12.8%
AU CN HK
6.5% 6.5% 6.2%
C o
4.5% 4.2% 5.2%
AU CN HK
13%
72%
l
HK

% Mercer

12.1%

3.2%

3.0%

6.4%
ID

5.6%

5.1%

ID

Voluntary turnover for 2020 and 2021

14.2% 15.3%
1020%  121% 15104 9.9% 10.3%

10.9%

12.2%
6.7% 10.1% 10.5% 7.9% 9.7% 9.2% 9.1% 9.7%
JP MY NZ PH SG KR W TH VN
Involuntary turnover for 2020 and 2021
4.9% .89 .
3.3% ° A8 4% 360 330 TP 44%
2.2% - —C——
. 3 e - 4.2%
2.0% 2.3% 3.3% 2.6% 3.5% 2.4% 3.3% 3.3%
JP MY NZ PH SG KR T™W TH VN

Expected change in turnover rate for 2022

Source: Mercer 2021 Workforce Turnover Around the World report,
Mercer 2022 E1 SMS survey - Mar 2022; Data for China is for Shanghai
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The great resignation still continues

7 in 10 companies in Asia Pacific consider labor shortage as moderate to significant issue

Top drivers of voluntary attrition / turnover in APAC Job families with maximum companies experiencing higher
than typical turnover

' Dissatisfaction with pay and/or ability to I
| - I 67
' get a higher salary at another company |

_____________________________________________________________________ ! Global APAC
Personal reasons [ 47%
i Ability to get better benefits at another I v | Sales, marketing & product management 25% 44%
o company .. I
Leaving for a different role in the same ‘e
. 24% -
industry — 1l Engineering & science 29% 32%
Leaving for a different industry || 19%
Burnout and/or exhaustion [ 18% g I BB (e Sh Al
Lack of desired flexible working options 12%
gop I 2 .. Supply chain 15% 19%
Their manager (negative reporting
relationship) - 10%
Dissatisfaction or disagreement with - 8% x Production & skilled trades 20% 17%
company culture and/or policies °
Retirement 7% .
_RE E] Finance 18% 17%

other [ 19%

@9 Mercer Source: Mercer 2022 Real-time Insights Survey: Navigating Uncertainty - Jul 2022, APAC results 12



Talent and workforce
Insights

* Recording and presentation will be shared post-webinar by 15t August.

* Got questions? Please type your questions in the Q&A box. We will try
to answer your questions during this webinar, if not, after the webinar.




Flexible working

Time spent working from home has reshaped what employees want from office in post-pandemic world

What would employees globally forgo a pay raise for this year?

What makes employees stay globally?

2020 (pre-pandemic) Ability to work a fully flexible or compressed work schedule

Additional well-being benefits for me or my family

1 — Ability to work from anywhere

Job security Higher quality medical care and coverage

17 3, © Unlimited paid vacation/leave

Flexibility to work from home Time during working hours for education/qualifications

2022 (during pandemic)

o — SIK2 — Working for a manager who truly inspires me
An additional week of vacation

Fair reward practices Access to free financial planning and retirement advice

20 N, &

Vacation / time off policies

11 2, 6

Medical insurance

Ability to accrue time for a sabbatical
Time to contribute to bettering society

Would not give up a pay increase for any of these

7 I

Opportunity for career progression

8 NI 3

Opportunity for professional growth and learning

Employees would forgo a pay increase for

flexibility

@9 Mercer Source: Mercer 2022 Global Talent Trends, Apr 2022 - Global data 14




Returning to the workplace

It’s important to balance the diverse needs of the stakeholders

In 2020, employers in APAC say that they will require all or most
. 85% employees to be back at worksites (spending at least some
dn emergency pandem IC time working on-site) by end of 2022

sent workers home

Actions companies globally have implemented to encourage
employees to return to the workplace

And now in 2022, e .
it’s clear that many T, |
employees prefer it

Redesigned and/or enhanced working spaces _ 23%

Mandatory on-site days _ 21%

Increased budget for workplace experiences (e.g., - 8%
for company-provided meals, happy hours, etc.) 0

Parking or commuting assistance . 4%

Other . 5%

Not applicable, we have not implemented any _ 290
changes 0

Source: Mercer 2022 Real-time Insights Survey: Inflation, labor market challenges, return to

@9 Mercer workplace, vaccines and more; Mercer 2022 Real-time Insights Survey: Navigating Uncertainty 15




Employees are rethinking their priorities and more often
expect flexible options to fit around their life

Past Focus:
Retain

Loyalty contract
(transactional)

Past Focus:
Motivate

Engagement contract
(work and workplace centered)

Current Focus:
Recover

Thrive contract
(whole person consideration)

Future Focus:
Energize

Lifestyle contract
(LifeX — life experience)

Basic Needs:
Pay, Benefits, Security

Psychological Needs:
Achievement, Camaraderie, Meaning

Well-Being Needs:
Purpose, Equity, Impact

Fulfilment Needs:
Choice, Connection, Contribution

Workers are assets
to be retained

Employees are assets to be
acquired and optimized

Human-led,
Technology enabled
People and machines work together
for maximum value creation

Human-centered,
Partnership built
People across the talent ecosystem
partner to build sustainable systems

Pay and benefits
in exchange for time and output

Broader set of rewards (pay, benefits,
career, experiences) in exchange for
organizational engagement

Healthy experiences in
exchange for a commitment
to organizational renewal

Source: Mercer 2022 Global Talent Trends, Apr 2022

Total rewards that include flexibility
and employability in exchange for
continued relevance




Compensation trends




2023 merit salary increase — All industry

Salary increase percentages for 2022 are higher than prior year across all markets in the region, and
even above pre-pandemic levels in many markets

10%
9%
8%
7%
6%
5%
4%
3%
2%
1%
0% New South
Australia China Hong Kong India Indonesia  Japan Malaysia Zealand Philippines Singapore Korea Taiwan = Thailand = Vietham
2019 2.8% 5.7% 3.8% 9.1% 7.2% 2.1% 4.9% 2.7% 5.4% 3.6% 4.1% 3.5% 4.9% 8.5%
m2021 2.6% 5.5% 3.2% 8.1% 5.9% 2.1% 4.1% 2.4% 5.0% 3.2% 3.7% 3.3% 4.2% 7.0%
m 2022 Actual/Budgeted  3.3% 6.1% 4.0% 9.4% 6.7% 2.5% 4.8% 3.1% 5.5% 3.9% 4.3% 3.9% 4.7% 7.4%
m 2023 Forecast 3.3% 6.0% VvV 39% Vv 9.2% V 6.5% V 2.6% 4.8% 3.2% 53% V 3.8% V 4.4% 3.9% 46%V 72%V
. : o ; Source: Mercer 2022 E2 SMS survey - Jun 2022, Mercer 2021 Global
&9 Mercer Note: Data shown is average merit increase excluding zeroes Compensation Planning report: Data for China is for Shanghai 18



2023 merit salary increase

Industry comparison

2022
(2023 Forecast)

MARKET

All Industry
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Highest value i

3.3% (3.3%)
6.1% (6.0% V)
4.0% (3.9% V)
9.4% (9.2% V)
6.7% (6.5% V)
2.5% (2.6% A)

4.8% (4.8%)
3.1% (3.2% A)
5.5% (5.3% V)
3.9% (3.8% V)
4.3% (4.4% A)

3.9% (3.9%)
4.7% (4.6% V)
7.4% (7.2% V)

Lowest value

2.8% (3.1% A)
5.8% (5.9% A)
3.6% (3.6%)
8.9% (8.6% V)
6.5% (7.1% A)
2.1% (2.1%)
4.6% (4.6%)
3.0% (3.2% A)
5.4% (5.3% V)
3.5% (3.5%)
4.2% (4.0% V)
3.7% (3.7%)
4.7% (4.6% V)
7.2% (7.2%)

3.2% (3.1% V)
5.8% (5.4% V)
4.0% (3.8% V)
8.5% (8.1% V)
7.0% (6.2% V)
2.4% (2.2% V)
4.7% (4.7%)
3.0% (3.0%)
5.4% (5.4%)
3.7% (3.6% V)
4.1% (3.9% V)
4.0% (3.7% V)
4.4% (4.4%)
7.2% (6.9% V)

Note: Data shown is average merit
increase excluding zeroes

3.0% (3.3% A)
6.6% (6.4% V)
4.0% (3.9% V)
8.9% (9.2% A)
6.4% (6.6% A)
2.3% (2.3%)
4.6% (4.7% A)
2.8% (3.2% A)
5.3% (5.3%)
3.8% (3.8%)
4.5% (4.7% A)
4.0% (3.8% V)
4.8% (4.9% A)
7.6% (7.7% A)

3.8% (3.5% V)
6.6% (6.7% A)
4.2% (4.3% A)

10.4% (10.0% V)

7.3% (7.0% V)
3.2% (3.2%)
5.0% (5.1% A)
3.3% (3.4% A)
5.9% (5.6% V)
4.2% (4.1% V)
4.5% (4.4% V)
4.3% (4.6% A)
4.9% (4.9%)
8.1% (8.0% V)

Source: Mercer 2022 E2 SMS survey - Jun 2022;
Data for China is for Shanghai



Does rising inflation impact compensation strategies?

L\ As inflation is rising in Asia-Pacific, the real Related global headlines
salary increase is forecasted to be negative
for many markets in 2022 Microsoft Doubles Salary Budget to Retain

Staff as Cost of Living Rises
BNN Bloomberg, May 2022

Estimated real salary increase %

8% Rolls-Royce CEO responds to record inflation by
giving 14,000 workers a bonus and pay raise: “We are
6% living through exceptional times’
Fortune, Jun 2022
4%
2% , . . . .
Japan’s top companies raise wages as inflation
0% hits workers
Financial Times, Mar 2022
-2%
-4% . . .
Workers demand higher wage to reflect inflation,
6% posing more burden on Korea Inc.
O @ % O > @ ST N SN, SR O @ Pulse News, Jun 2022
Q{(}@o ® Qfé\& & & «fo\& W &
QSN SRS O ) W i :
Q&/\’ Ll %0\3‘ 2 NS Thousands of PwC staff to get inflation-
< matching pay rise
=0=2019 =0=2022f =—4=2023f The Telegraph, Jun 2022
o3 Mercer Note: The real salary increase shown is based on average merit Source: IMA Asia, APAC Executive Brief, Jun 2022; Mercer 2022 E2 SMS survey - Jun 2022;

. . . . Mercer 2021 Global Compensation Planning report; Data for China is for Shanghai 20
increase excluding zeroes and full year inflation forecast



How are companies in APAC responding to rising inflation?

Half of the organizations in Asia-Pacific are adopting a wait-and-watch approach

Measures companies have taken, or planning to
take in 2022 to offset market inflation

Conducting off-cycle wage reviews 42%
and/or adjustments
Providing a separate market/cost of 14%
living adjustment 1%
= Global
m APAC
Providing a one-time, lump sum 13%
payment 10%

No measures are being considered

at this time 51%

Not applicable

% Mercer

Have companies in APAC factored inflation / cost-of-
living in their 2023 salary increase budgets?

2%

= Yes, our salary increase budget was set above inflation

= Yes, our salary increase budget was set to align with inflation

= Yes, our salary increase budget was set below inflation

= No, inflation was not factored as part of our salary increase budget
= Not yet determined

Source: Mercer 2022 Real-time Insights Survey: Navigating Uncertainty - Jul 2022, APAC results 21



Examples of some measures observed In the region

Compensation

Review of salary structure and
restructuring pay-bands

Higher salary budget
Making salary adjustments

Retention bonus and/or
signing bonus

Provide stock options or other
stock based compensation

Bringing tax friendly elements
into salary structure

Providing top talents and niche
skills with STI and skills
premium

@ Mercer

Benefits

Review of flexible benefits
to extend more coverage

Extra benefits like
corporate grabs or actual
reimbursements on
gasoline to employees

Revised car mileage claim
amount in view of the fuel
hikes

22



Factors to consider while responding to inflation

Considerations What we’ve heard from market

s Cost of labour vs. cost of living

+ Salary increases are sticky and
cannot be rolled back when inflation
decreases

% Risk of a wage-price spiral

What can employers do?

1 Focus your compensation efforts on
the supply and demand for talent

2 Give special consideration to your
workforce most impacted by inflation

Focus of salary increase is driven by
cost of labor rather than cost of living

It is the ‘talent war’ and not inflation that is
primarily stimulating the companies to take action
on employee compensation

Increase transparency to reassure workers
their pay is competitive

Consider the broader employee experience
— you can’t win the war for talent on
compensation alone

% Mercer

23



Promotional salary increase

Increased since 2021 No Decreased since 2021 m 2021 Actual/Budgeted
change m 2022 Forecast
since
2021

16.0%
16.2%

10.2%
10.9%
12.3%
12.6%
11.6%
11.5%

8.3%

8.3%
8.7%
8.6%

Malaysia Singapore Taiwan Vietham  Japan China New Australia
Zealand

India South  Philippines Indonesia  Hong
Korea Kong

L 57%]

| 55%]

| 2.9% |
| 3.4%

Thailand

Note: The promotional salary increase numbers shown are average
percentage of base salary; the percentages are for promotions only Source: Mercer 2021 TRS survey;
@ Mercer and do not include merit increase Data for China is for Shanghai 24



Fresh graduate salaries

Bachelors, masters and PhD degree

Annual Base Salary (in USD)

60,000
—e—Bachelors Degree
] -4 \asters Degree
50,000 +10% ==—PhD Degree
40,000 +8% Numbers in % indicate
p— graduate salary increase /
* decrease for Bachelors
30,000 +9% +5 Degree compared to 2018
° i.e. change in last 3 years
20,000
10,000 ———
+5% —— —_—— — —
% 0% +7% +13% 2%
0
Australia New South  Singapore Japan Hong Taiwan China  Malaysia Thailand India  Indonesia Vietnam Philippines
Zealand Korea Kong
Source: 2021 Mercer Total Remuneration Survey; Master and PhD data for NZ is not available;
& Mercer Jan-Jun 2021 six month average exchange rate used 25

Note: Salaries based on median values



Outside talent demands a premium

It is a talent-demand economy

Percent Increment given to Outside Talent

30%
2022 Salary Increase Rate (Actual/Budgeted)
—e—Recruiting at the same level as current role
0,
25% =e—Recruiting at the higher level of current role
20%
15%
10%
5%
0%
Australia  China Hong India  Indonesia Japan  Malaysia New Philippines Singapore  South Taiwan Thailand Vietham
Kong Zealand Korea

Source: Mercer 2022 APAC Pulse survey,

Note: Overall aver val for incremen i len
ote: Overall average values used for increment to outside talent Mercer 2022 E2 SMS survey — Jun 2022 -

@ Mercer



Retention bonus scheme

It’s not only about finding the right talent, it’s also about keeping the talent you have

% of Companies providing a Retention Bonus Scheme

60% —0—2019
—9=2022

50%

40% —— —/\/\/
. A L ‘\.\/‘\‘/

20%
10%
0%
Australia  China Hong India  Indonesia Japan  Malaysia New Philippines Singapore  South Taiwan Thailand Vietham
Kong Zealand Korea

Source: 2019, 2022 APAC Pulse survey;
@ Mercer Data for AU, CN & NZ is not available for 2019 27



Short-term incentives

In most cases, actual variable bonus was lower than target

Professional - Experienced

Target ¢ Actual

2
* A * N4 14.5% *
13.5% * * * 12.3% . 12.6% '
‘ ‘ ’ 11.6% 11.2% 11.0% ‘ =0 10.6% : 11.8%
9.0% 9.6% :
7.8% ' 8.0% 7.7%

9.6% 15.0% 10.0% 9.9% 13.7% 11.2% 12.5% 10.0% 10.0% 13.8% 11.4% 12.5% 15.0% 13.2%
AU CN HK IN ID JP MY NZ PH SG KR TW TH VN
Management - Manager

Target < Actual
¢
16.9% . . ’0 . ‘0 . ’O ¢ L4
270 12.7% 9
11.9% 11.29 0 12.3%

13.9% 17.3% 15.0% 13.2% 17.0% 15.2% 15.3% 13.3% 15.0% 16.3% 15.0% 15.4% 16.7% 15.6%

AU CN HK IN ID JP MY NZ PH SG KR T™W TH VN

Note: Actual and target are as % of annual base salary; Source: Mercer 2022 Incentives Around the World report;
@ Mercer Data is for the year 2021 Data for China is for Shanghai 28



Long-term incentives

Restricted Share/Share Units (RSUs) are still the most popular but the prevalence is declining, while
the prevalence for Performance Share/Share Units (PSUs) has been slightly increasing

LTI Plans Prevalence in APAC 2019 - 2021
62%

m 2019
m 2020
m 2021

299, 30% 31%

Restricted Share/ Performance Share/ Stock/ Share Options Long-term Cash Performance Cash Share Appreciation
Share Units (RSUs)  Share Units (PSUs) Units Rights (SARSs)

@9 Mercer Source: Mercer 2022 Incentives Around the World report 29



Pandemic lessons are shaping the modernization of benefits

Organizations must make sure their benefit packages are relevant and respond to workforce and
business needs

Health and well-being strategies to show employers truly care:

Support
moments that
matter
Provide varied Invest
and valued in mental
benefits health
Enable Deliver

digital access to < benefits
healthcare equitably

Source: MMB Health on Demand: Delivering the
benefits employees want now

% Mercer
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Practices around future
of compensation




The shift to skills-based approaches is being accelerated

Increasing number of companies in Do companies in APAC assess people against the
APAC already have some sort of relevant skill expectation?
approach for classifying skills

Yes,
. continuously
58% 11%
~ in 2022
46%
Yes, annually

in 2021 17%

Yes, biannually
4%

Yes, but only as
needed
27%

@ Mercer Source: Mercer 2022 Skills based Pay survey, Jul 2022, APAC prelim results
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More companies in Asia-Pacific are now rewarding skills but
many are still not evaluating the market formally

Skills for which companies in APAC differentiate
rewards

Hard

Soft

Leadership

Qualifications

Cross-functional

We do not differentiate rewards for
specific skills

Other

@ Mercer

30%

31%

18%

—
2
>

46%

42%

39%

Do companies in APAC link rewards to the
development of skills?

Yes, through salary progression _21% 3206

Yes, as a distinct salary supplement -1%5%

_ _ S0 2021
Yes, through incentives -010% m 2022

Yes, as equity awards -102’%

. 33%
Yes, through career progression D 35%

53%
NO R 42%

Most organizations recognize that using skills-based approaches to
rewards would afford them better attraction and retention of employees,

but only 9% of companies in APAC formally monitor market demand
or availability of skills (63% say that they “informally” monitor)

Source: Mercer 2021/2022 Skills based Pay survey, Jul 2022, APAC prelim results 33



Rethink Total Rewards
strategies




Rethink Total Rewards strategies

In a hot labor market, employees expect more from Total Rewards; we will need to balance short-term
enhancements with longer-term transformations

Act in the short-term

Plan for the long-term

Fast actions Long-term solutions

Address supply through the value Address supply through Address demand through
proposition sourcing new work models
Financial fixes Benefits and experiences Rethinking talent strategies Work design
* Pay premiums * Flexible working » Strategic workforce planning * Work reinvention to optimize
* Increasing internal + New/enhanced benefits « Talent acquisition and the use of talent

minimum wages or perks sourcing strategies » Alternative sourcing models -
* Referral bonuses -« Paid time off + Identifying skill adjacencies automation, gig, etc.
* Retention awards + Total rewards and career pathways » Talent marketplaces
« Hiring bonuses communication and
* Incentive pay employer branding

Approach the labor market challenge as a marathon — not a sprint.

In the near-term, this starts with addressing the supply of talent — how to create a better
value proposition to attract new workers and retain existing ones.

Areset in the value proposition and effective work design can help you get more from
the talent you have, plus bring new perspectives into your workplace.

@ Mercer



Q&A

Recording and presentation will be
shared post-webinar by 15t August

Got questions?

Please type your questions in the
Q&A box. We will try to answer
your questions during this webinar,
if not, after the webinar.

Puneet Swani, Senior Partner Kulapalee Tobing, Partner

| | _ = [ e
Career Business Leader Regional Industry and Solutions Leader Raice Hand
AMEA & Pacific, Mercer Asia Pacific, Mercer

E: puneet.swani@mercer.com E: kulapalee.tobing@mercer.com
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Don’t miss:

We are going live in Singapore!

A new people paradigm

2022 AMEA HR Conference
5-6 September | Singapore

Get ahead of the game by joining us at our conference,
where leading industry and Mercer experts will give HR
leaders like you the lowdown on building more
connected, people-centric and sustainable approaches

to work.

% Mercer

Participate and get free executive summary!

welcome to brighter

@ Mercer

Provide your perspective and get
the executive summary for free!

A business of Marsh McLennan

Join us on the journey to understand the current state of
competition for digital talent across industries and how
organizations are moving forward when it comes to talent
planning for digital-age roles.

37


https://www.mercer.com/events/signature-events/2022-amea-hr-conference.html?
https://www.mercer.com/events/signature-events/2022-amea-hr-conference.html?
https://www.mercer.com/events/signature-events/2022-amea-hr-conference.html?
https://www.mercer.com.sg/our-thinking/career/2022-apac-digital-talent-study.html

@ Mercer

Mercer (Singapore) Pte Ltd (1978 02499E)

A business of Marsh McLennan Copyright © 2022 Mercer (Singapore) Pte. Ltd. All rights reserved.



