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The vast majority of CEOs/CFOs believe we are currently in or
entering a recession. Half believe it will last 1-2 years; four In
ten believe it will last 6-12 months.

Recession Outlook 40%

Short-term
(6-12 months)

Entering into or likely to enter into a mild

economic recession in 2022 or 2023 43%  87% > 5 2 %

Medium-term
(1-2 years)

Currently in an economic recession

Entering into or likely to enter into a severe
economic recession in 2022 or 2023

Not in a recession and not likely to enter an _ 13% 9 O/
economic recession in 2022 or 2023 0 O
Structural
(3-5 years)

” Mercer Mercer CEO CFO Global Study — base n = 371
Q1. In your opinion, which of the following best describes the economic outlook?

Q2. What do you think the duration of the recession will be?



How Is the economy impacting Business & People plans?

Despite economic headwinds, the majority of CEOs/CFOs expect demand for their organizations’ offerings
to increase. Half anticipate they will struggle to meet demand with their current talent model.

59%

expect demand for their
organizations’ products or
services to increase in 2023

0%

anticipate their organization will
struggle to meet demand with
their current talent model

0%

say that wage expectations will
continue to rise in 2023

@ Mercer Findings from CEO/CFO Study, 371 companies, data collection in Sept/Oct 2022

3%

feel confident that their
organization can pivot talent
from one area to another

0%

feel confident that their
organization can quickly scale
talent needs up and down

Copyright © 2023 Mercer. All rights reserved.

3



2023 will be a defining year
as ambitious transformation
plans and persistent
challenges come face-to-face
with new realities.

C-suite and HR need to
maintain energy and
momentum to ready Itself
and the business for what
lies ahead.




Pay has been a top priority, but hasn’t driven a return

Top reasons for turnover Top pay actions being taken Employers report limited
success from pay actions

According to employers

Dissatisfaction with pay and/or ability
75% B to get a higher salary or wage at 619 B Reviewing salary structures
another company

Unable to determine

0 0 Increasing compensation across

41% > HEERIIE I 44% > critical segments only
| Turnover has increased

. : : Increasing compensation amongst
Leaving for a different role in the . :
29% l same igdustry 38% P critical employees who resign (e.g., to |
attempt to retain) Turnover has remained the
same
24% W Burnout and/or exhaustion 27% W Implementing retention bonuses Turnover has decreased

@D Mercer source: Mercer Real-Time Insights Survey, August 2022: Navigating Uncertainty



What is Thriving Organization?
Every organization has a vibe, a feeling that is noticeable from the moment you
enter.

* Aperceptible buzz—an
undercurrent of energy and
vitality — permeates the air

* Aclear sense of pride, passion,
and purpose is evident in
every product, every moment of
truth, and every interaction

* Hectic and stressful

* Cold and sterile

°*  Humdrum and dull, with rows
of under-engaged employees
hard at work in their cubicles

L
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Why it Matters?

Employees in thriving organizations experience their work environment more positively, which is

crucial during organization change

Promotes collaborative working

Actively supports innovation

Focuses on my health & wellness
Provides me with coaching & development
Fosters an inclusive culture

Offers me flexible work options

Enables quick decision making
(e.g. through simplified approval chains)

Encourages internal mobility

Rewards a range of contributions
(beyond just financial and activity metrics)

Understands my unique interests &
skills to help me find the best job match

® Thriving employee = Non-thriving employees
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The way forward requires a change in the way we invest In
people

As the business environment becomes more uncertain, the requirements for innovation become higher
and the importance of talent continues to increase

The new chapter

These 20 years
o

20th Century

Higher requirements are placed

on organizational capabilities
Build multi faceted (e.g. Integrity, innovation, agility,
SATISFACTION organizational capabilities transparency, fairness,

(e.qg. strategy clarification, digitalization and health) to
culture, managers, pay and provide good employee
benefits, career, performance, experiences in exchange for
Hire people and give pay, tools and resources) in people’s wide range of
benefits and security in returns exchange for employee’s contributions along with the
engagement to drive the implementation of strategy to
implementation of strategy make the organization thrive

@ Mercer 8



The evolution of employees from satisfaction-engagement-
thriving has different impacts on the company

I Employees only achieve the "satisfaction” state can not have enough positive impact on business performance, I
companies need to think about how to make employees maintain the "Engagement” and "Thriving" state, on the |
| basis of employee " Engagement ", should maximize the " Thriving " state I

Thriving

Engagement

Satisfaction

* Proactively think about how to
create more value for the company

HR Officer . .
) through innovative ways
S g b | g e Treat job notonly asatooltoearna
b asf'.i ngebs can 'te mtet, sajary an living, but also as a career, and strive to * Have higher expectations for growth
€NetIts, Job security, etc. accomplish daily work and and want to take on more challenging
*  Only considerwork as a tooland a performance goals job responsibilities to better utilize the
Employee means to earn a living, try not to make o potential
examples mistakes in daily work, and make sure * Beproud of working in the company o
not be fired for making mistakes and willing to recommend others to + Always be the most enthusiastic and
o work in the company active in the team, and bring positive
. Whgn the sbalary agd behneflts,Job o . energy to the people around when
security can be met by other *  Willing to stay in the company encounterdiffichlties

companies, will job hopping




Four quadrants of employee status

Thriving

Thriving Score of
company overall

Unstable Risk

Employees in this quadrant are less
engaged and more thrived than the
company overall. Employees are
empowered and believe they can realize
their potential and value in realizing the
company's future. Employees may have
good performance output, butare
dissatisfied with the status quo due to
certainissues and they are at risk of
turnover.

Powerful Input

Employees in this quadrant have a
higher level of engagement and
thriving than the company overall. In
this quadrant, employees tend to
work consistently and
enthusiastically for the organization
as a strongsource ofinputand as an
internal benchmarking team.

| Engagementrepresents the |
| employee's current work status, |
and thriving represents the
| sustainability of the employee's |
| status. I
I Different teams in the company will |
| show different states of |
engagementand thriving, through |
| the four quadrants of engagement |
| and thriving, different problems
| can be examined and provide input |
| for the management of the I

@ Mercer

Imperative Improve Sustainable Activation | company.
S [ _|
Employees in this quadrant have a Employees in this qugdrant are more
thriving than the company overall. The company overall. Employees can
organization needs to focus on this completetheir currentjob
group to understand the needs of requirements, but lack sustainability.
employees and to improve accordingly. Employees may have a low intention to
leave, butlack energy and enthusiasm
to give full potential to help the
organization accomplish its goals. They
need to be activated through
empowerment, motivation, etc..
Engagement Score of company overall Engagement

Copyright © 2023 Mercer (China) Limited. All rights reserved.
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Most critical for success globally in 2023

2023 will be a defining year as ambitious transformation plans and persistent challenges come face-to-face with new realities.
HR will need to maintain energy and momentum to ready itself and the business for what lies ahead.

Focusing on company culture

development Globally, the areas that have

, s been most difficult to make
Enabling new ways of working S | E Ed b | BB ‘#0 progress on are: Addressing
(remote, hybrid, gig) Sl R S TR S et B ) workforce fatigue,

WO Ba ~iialig Redesigning work and/or the
organization, and Enabling
new ways of working.

Upholding diversity, equity and

inclusion

Enabling a skills-based
organization

Impacting total well-being
outcomes

@ Mercer 11



2023 priorities for leaders vary by geography

North Latin
Global America America Pacific MENA Europe Africa Asia

1. Improving the employee experience for key retention populations EX EX EX EX EX SWP EX

2. Improving SWP to better inform build/buy/borrow strategies Well-being Rgx;ar"ds SWP Reskilling Comp

Total
3. Designing talent processes around skills Rewards Well-being Well-being Skills Comp Skills SWP

Total

4. Rethinking our compensation philosophy and practices Skills Skills } Reskilling 4 Comp Reskiling ¢ Well-being Rewards
. . . Work . - . .
5. Improving our Total Rewards strategies and practices Skills Reskilling SIS Comp \ Skills
—

Total Total Total

Rewards Rewards Rewards Reskilling

6. Investing in workforce upskilling/reskilling

7. Delivering on total well-being (mental, social, physical, financial) Reskilling Diversity Well-being EX Well-being

. . . . Work Work
8. Redesigning work to improve agility | Comp Well-being Brand el et
. . . : : : Work Total
9. Reimagining our employer brand Diversity Diversity Brand P o Rewards Brand
T —

10. Ensuring diverse workforce groups are heard and included Reskilling swp HR Ops ESG Brand

Delivering on ESG and DEI commitments Evolving our flexible working culture Implementing automation

Redesigning HR operations Developing human-centric decision making

@9 Mercer  Findings from Global Talent Trends, 2022-2023 Copyright © 2023 Mercer. All rights reserved. 12



High-growth companies are revamping their Employee Experience
to align with evolving expectations

Total
Well-being
Inputs Customer Digital &
experience physical Outcomes
Multi-stakeholder workspace .
commitments Desired culture
b Brand Human- Employee 4 pur

i . centric . erformance
Business strategy Experlence DL Experlence
Corporate values Work & Engagement

s Sustainabilit

People agenda models ustainability

Good Work Rewards &

Commitments Growth

In 2022, high-growth companies were more likely to: In 2023, HR is rethinking the work experience:
Trust their Be described as a Balance EQ with 67% are 46% give employees 37% are redesigning
employees “caring” IQ when making working on the time off for everyday work with well-being
organization critical decisions org culture life activities in mind

W 1 1wl ww i

Findings from Global Talent Trends, 2022-2023 Copyright © 2023 Mercer. All rights reserved. 13



The challenge for 2023: How are companies becoming more
resilient, relatable and ready for what’s next?

reset work in deliver on build for harness
for relevance partnership total well-being employability collective energy
Build resilience by leading with Create equitable, transparent Nurture a healthy workforce Meet future work needs with Unlock potential with human-
values and an adaptive design and rewarding partnerships with benefits that matter a skills-based organization centered work environments

These five focus areas are shaping the People agenda this year

@ Mercer



Companies in China are resetting for relevance to
build resilience and lead with values

; The WEF Good Work Alliance advocates for five Good Work objectives that, along with their associated -
WORLD : : : : . :
ECONOMIC metrics, help to deliver a healthy, equitable, and human-centric future of work. With brand and reputation
QUM a key driver for retention this year, making progress on a wider range of success metrics that extend
beyond profit and return will be critical to ensure a company’s multi-stakeholder relevance.

0 o .
Promote wage & technological fairness E 6912”\?”05 \(/:voarggig:ezjlThgirrugri;s){/(t:it they ensure
. o . 34% offer flexible work options for all,
Provide flexibility & protection but 32% have no plans to provide job security to gig workers
Deliver on health & well-being 87% deliver a m_inirr_lu_m ;tandard of healthcare for all employees in all locations,
but total well-being initiatives are less prevalent (41%)
. - . - - - 48% say they take action to ensure their workforce profile
Drive diversity, equity & inclusion 29 : :
Y, equity _ reflects the market(s) in which they operate

Foster employability & learning culture 53% provide access to upskilling/reskilling opportunities to all employees

m Have in place today = Planned by 2030

ESG activities that have Ensuring all Building ESG

made the most impact Tying ESG goals to executives have into our wider

for companies in China our purpose shared obligations transformation
for ESG metrics agenda

@ Mercer
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Companies in China are working in partnership to
stay competitive in a tight talent market

74% have reset work partnerships in the past year. How does this look in practice? '

36% 32%  28% 22%

Increasing transparency Training managers on Ensuring responsibility for Setting new work

on which jobs suit how to build inclusive DEI at the individual/team guidelines to improve
different work/flex and equitable team level, not just at a business collaboration
arrangements arrangements unit or enterprise level effectiveness

The inflationary environment is putting rewards in focus more than ever before. How are companies in
Chinaresponding to this new market reality?

299 24%) 199 130/’ 1204 9% 7%
, L 3 L 3

Implementing a Using bonuses Providing a cost- Adjusting pay or Increasing use of Increasing other Reducing other

bonus/pay adjustment instead of base of-living offering cost-of- temporary workers benefits in order to benefits to offset

across the entire salary to increase adjustment or living adjustments to minimize avoid increasing higher costs

workforce total comp without other wage only to those paid increasing pay for pay related to pay
long-term increases in most below the market permanent increases
commitments impacted markets median workers

@ Mercer 16



Companies in China deliver on total well-being by
focusing on benefits that matter

87% are focusing on how their benefits offerings
can better support employee attraction, _
. . Virtual healthcare
retention and engagement this year 17% currently offer on-demand access
to virtual mental health providers Varied
and valued
benefits

Innovations to help
address health conditions

Help finding and coordinating care

Inclusive benefits for all
27% have plans this year to expand
benefits to be more supportive of all
segments of the workforce

Practices to create a healthy and supportive environment
30% are redesigning work with well-being in mind (e.g., realistic workloads, no-meeting
days, reduced complexity, positive work environment, culture of trust, etc.)

Support with mental health, resilience and relationship issues
73% currently provide some support for employees’ mental health, but only 13% provide
crisis management resources following a traumatic event

<+ . A caring
: u @ ﬂ culture

Meaningful flexibility Supportive leadership Thoughtful communications Affordable healthcare
47% are better supporting 76% are aligning their 61% are investing more in 10% are investing in new
the benefits needs of their benefits to company values, digital platforms to support health & risk protection
mobile workforce (e.g. purpose and culture benefits admin and programs (e.g., adding new
expats, digital nomads, etc.) communications lines of coverage)
’ ’ . 17
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Companies in China are building for employability to
meet current and future skill needs

1 51% have business plans with enough detail to identify
future skill needs

43% have strategic workforce plans that quantify skills gaps/needs
in addition to headcount

55% differentiate which skills can be developed versus bought
PLANNING ASSESSMENT ’ P J
Bringing together Understanding 2 62% understand the workforce skills they have today
business plans and existing internal and
strategic workforce external talent supply

plans to meet current with a skills lens 15% conduct robust assessments of technical skills
and future needs

15% use an Al-driven talent intelligence platform

31% use psychometric tools to measure potential

3 40% have an internal talent marketplace to facilitate talent sharing
DEVELOPMENT DEPLOYMENT

Developing talent Matching the right
and providing people to the right

reward/recognition jobs/gigs at the 19% make career and pay band information available to all
for skill acquisition right time

49% are able to adjust internal pay based on the changing value of skills
@3 Mercer 18

8% are part of an external talent consortium

38% include short-term projects, not only expat assignments, as part of talent mobility

54% understand their talent development needs

28% have effective up/reskilling programs to prepare talent to move into new areas
65% nudge employees for learning opportunities based on their job/skill aspirations

35% have built learning pathways mapped to jobs/skills



Companies in China harness collective energy to
drive human-centered transformation

Employee exhaustion is
perceived as one of the
biggest obstacles to
transformation in 2023.

What else are HR leaders in China
concerned about?

« Balancing transformation plans
with a survival mindset (58%)

 Insufficient budget (44%)

« Too many priorities that
distract our people (29%)

HR is critical to the

success of the
transformation agenda

@ Mercer

86% of companies are taking steps to maximize
workforce energy this year

65%
47%
)

Helping individuals to Being transparent Redesigning work
set boundaries and in how we roll out with well-being
manage their energy  new tech (including as an outcome
Al/automation)

Building a culture  Investing in training
where employees to enable effective use
feel comfortable  of collaboration tools
bringing their
authentic self to work

Top 3 focus areas for HR functional transformation:

* Ensuring HR has a seat at the table for business strategy and decision making
» Accelerating HR digital transformation

« Transforming the HR operating model to be more agile

19



Relatable organizations will win out in changing times

How ready is your organization for what’s next?
How will you build resilience & agility into your work operating systems?

This is a moment of profound opportunity: to pick up the tools of 8 Mercer
empathy learned and honed during the pandemic period and Rise of the

carve a new way of partnering that is more resilient, sustainable ek Eanization
and attuned to the new shape of work. 075 2073 Sy

Leading organizations are redefining how they interact with their
workforce and contribute to society. Our Global Talent Trends
research shows that Relatable Organizations have five things in
common: They are constantly resetting for relevance, figuring out
new ways to work in partnership, delivering on total well-being
outcomes, building for employability, and harnessing collective

energy to drive transformative change. Even in the face of For more insights and recommendations
sociopolitical and economic uncertainty, these priorities must to make progress this year, visit
remain front and center for organizations and individuals to thrive. www.mercer.com/global-talent-trends

@ Mercer 20
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