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Discussion Outline

« Aboutthe Survey

« Economic and Business Landscape

« GlobalReport Findings with a focus on Asia Pacific and China
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About the Survey

« Conductedin May-June 2010
« 1,176 companies across 17 locations

Distribwution of Responses
by Redgion
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Key Insights from 2010 Talent & Rewards Survey

Companies have heen faced with a number of challenges in 2010 as we
slowly start to emerge from the economic crisis

Feevaluate theirbusiness strategies
Develop new leadership competencies fortheir executives
Cutcosts and manage any subseduentcostincreases

Dramatically reduce the rate of increase in the value of total rewards, often
to levelswherethe real or absolutevalue of total rewards declined for many
employees

Feactto increasing demands by employees for secunty, stability and
opportunity they often could not meet

Confrontthe complexities caused by lack of career advancement
opportunities fortop talent and employees with critical skills
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Key Insights from 2010 Talent & Rewards Survey

Top Areas of Focus for Companiesin 2010
Differentiate rewards between top performers and average perfarmers

Develop aformal Employees Value Proposition and communicating itto
employees

Introdu ce organization wide consistency in reward andtalent management
programs

Develop business centered leadership competencies

Increase theiremphasis on performance management, leadership and
employee learming and development
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Global & Regional Economic Conditions

Economic conditions vary dramatically aroundthe glolbe!
Eepresentative list of countriesin the survey

Economic Grovth
Country m
Chinz 0.9% 2.3% 0.6 %
Indi= TO% 2.1% 10.7 %
Japan 3.1% 1.7% 5.2%
Singapore 2.4% 4.5% 22%
LK 1.2% 1.8% Ta%
Ger many 1.9% 1.6% FT%
Ireland 0.4 % 1.2% 137 %
Spain -0.5% 0.4% 19.9%
Erazil 5.3% 4.5% TE%
Canada 2.5% 2.9% 2.1%
Us 21% 2.9% 0.5%
*Source: Bronomist Megazine
P = projected
F = forecast
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Approaches to Cost Cutting Around the World

Companies in different regions took different approaches to cost cutting and cost
management during the recession

China ¢ Cther

Global India Asia Europe
Hiring freszes G 5%, G0 % TE% T2% TT% 51 %
Salaryfreezes 55% 28% 53% G2 % G0 % 58 % S %,
Layoff=, redundancies, reductionsin
farce, etc. 51% 12% F2% 57 % S5 % 4% 57 %
Reduced bonuses 36 % 2 % A5 % 2% S5 % 17 % 23 %
Restrictions on owverti e 3% 1% 25 % 26 % 4 % 02 % 25 %
#of actions taken 2.6 2.5 2.2 248 3.2 3.4 4.5
%qf respondertstaking st least 4 4495 Do 24 E0% a7 a40% B4 %
actions
baof respondents expectingto
underta ke wor kforceredudions owver the 23% 5% 21% 235% 1% 21% 2%
rext 3 years
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Attraction and Retention

Employers are having difficulty attracting and retaining top talent, nnt not employees

in general

Critical-=kill employess

- problen 5 FttEching 55 % 2% Ta% % 52% 21% 51% S2%

- prodledr 5 etaining 49% 21% G % 29% 447 G5 % 35% 31%

Top-perfor ming employpees

- podler 5 attraching G1% TE% T1% S2% B7% G3% 57 % 45%

- problen s etairing 45 % T 53 % 22% % 57 % 25% 25%

High Potertial employees

- pmblenar 5 Fttracting 56 % GE% TO% 47 % 58% G7% 54% 40%

- prodledr 5 etaining 45% T5% G0 % 28% 43% 6% 35% 25%

All Employees

- proledr 5 Fttachivg 25% 36% 41 % 22% 19% 30% 2% 15%

- pmbledr 5 etaining 21% 39% 39% 14% 12% 26% 12% 11%
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Value of Rewards Over Time

Fewer erganizations report the real value of rewards has increased over the
past 5 years than over the past 10 years

Total Cash Total Rewards Total Cash

last 10 lastS last 10 lasts last 10 lastS last 10 last5

Wears Wears wears wears Wears Wears Wears Wears
Al G323 %T 55 % G5 % 58 % 58 % 4% 52 % 53 %
China & India T1% E8% T2% 57 % E9% 5% TO% G} %
Cther AF GE % E9% T2% T2% EE% 53% G5 % G5 %
Spain & Ireland T3% 52% TE% 50% 7% A% TA% 55 %
Cther Europe GE % 52% T3% 55% S2% I8% a7 % 4%
Erazil S8 % E2% G % TO% 58 % 5% 51 % G} %
Canada G5 % 58 % T2% G} 50% 8% [=1= 58 %
s 51 % 2E% G55 % 4 % 3% 2% 8% 35 %

“The percentage of organizalons wivrs B real, Irlalorradius kd value of i cash Galay plus bores) o kol rewands dolal cash plus kol vake ofemployer provided
beresd B P Ireces ar e dhom 2000 of 2005 ko 2010,
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The Impact of Cost Cutting Measures

Employers recognize the ailverse impact cost cimtting has had on employees, bt
less so on business ouicomes,

#of cost cutting actionstaken

Al Sor mare

E rn|:-| ayers =y = E = actions
Increased workloadsfor employees 51 %" 45 % 57 % Ta%
Ernployees' abilityto managetheir lewels of wor k-
N e 52% 36 % 57 % T2%
Crwzrall employes engage rment S0% 25% S2% TO%
Erployees' abilityto hawe = hesalthy balance
betveen work andtheir persond lives a0% S k! S
Producti wity 28% 16 % 29% 5%,
willimgnesstotake riskstry newthings 25% 16 % 28% 25%
Gualitywicustamer serdce 22% 12 % 2% AT
Institutional knowdedge [(of core processes, prior
business cyclas, etc) s a% 19% =

" Percenbwes Indlcak be peroenbage ofrespordents who Irdicake bal ek cos Laallrg aclons bave bad anoadverse mpaclin bal aea.
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Top Reasons for Attraction

Employers fail to recognize the impact of changes to employvee well-being
on their ability to attract employees

Competitive base pay

Competitive base pay

Reputationofthe arganization as a great
place to wordk

Challenging weark

Challenging wear

Convenientwar location

The businessfindustry of the org anization

Opportunities for career advancement

Opportunities to learn new skills

“Wacationfholid ayspaid time off

Opportunities for career advancement

Reputation ofthe arganization as a great
place to wod

Organization's financial health

Flexible schedule

"Farklrg represents be tequency be lkm war releckd ar ore of be lop S reamons an employes would dn ber dm, dom allsl of 35 ems,. BEmployes dala

commes tom e 3000 Towers Wals on Global Woktoroe Shody .
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Employers underestimate the impact of non-monetary
rewards on employees’ decision to leave

Awallanlity mproved Gregter carear
efetiar Greater b W arkHIf sdwancement More fexibla
panlan ||=ur1§ LR opperunity CELAET
Em s ol 264 264 254 1L Fon
an B plaer o 3 (5 Bt aTs %
Gap 2% 569 42% 20% -i% 6%
Em s ol 0% o = = s
&l B plaer it % [ Bl 1Y %
Gap =i% 619 43%% % 1% 9%
B plyee it a5t 8 a5t 3% it
us B plaer = 3 [ T 539 Tk
Gap 10%% 459 39%% 15% 1% 8%

= Percenbwes squal be percenlotemployess of employers espordirg loamoderake o grealex knl How would receldrg «ady of be fllosirg fom a rew emplogyer
Iruence younyour employes s’ deddon ko kave your cumenl orgarizalon?

=Gaps are e ditkrence be ween employes ard employer perceniages — may nol add up due ko rourdirg .
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Significant gap exists between employee preferences and
whatis available in their current organization

ally highar ortunity te rapidiy Cppartunity to

u
lewaln of lop my kdiln &nd 5 dewelop Innowtiw
compenation litien produets § ierdes s

mportant
achlevablat Sl ETY e s =
All iGap 6% 41% 25% 21% 1%
Employsr Wew § S 25% i (=S 2%
[m portant
Achlevabls
Bgla IGE =
Em ployer Wlsw
[im portant
us Achlevabla =% a3% I 15
.Ga 3% 1% 25% 13% 1%
Employer view 2% 3% [ )

* Percenlmes squal B peroenl otemployses reepordig Treonably kol km e Towhal e kenl i aach of e ol owirg Impariand by o s yor mcs |prermed wark £ uabkon
t Percenlages squal e persenl ofemployess respordirg tesrably b lkm: To whal e knl s each of B lowirg sddeusble wibn your amenl aganizsion

1 Fercenlages equal be percenl otemployers espordirg fvorably o lem: Towhalex knl 1y eadyor be ollowing avallabk o prokes soralimaragedal employees al pour
organizalon
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Formalizing and Communicating the Employee Value
Proposition: Significant Regional Variation

High performing organizations are more likely to have a formal EVP

H=we = Formal EVF

Al 3%
Fsia 29%
Europe 25%
Brazil S3%
Canada 25%
s 25%
High performing organizations 2%
Aerage perfor ming organizations 22%
Arganizations perfor ming bel owtheirpeers 28%
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The Current Landscape of Rewards and Talent
Management: The Headlines

Base Pay

« Renewed focus on competitiveness of base pay

« Year overyear improvementin merit budget

Annual Incentive

« Broader use across all organizational levels

« Maore alignment between executive and broad

hased employee measures

« Increased line of sight

Talent
Management

« Renewed focus on career development

opporunities succession management and
executive competencies
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Merit Increases: Limited Relationship between Company
Performance and Differentiation

European and Brazilian companies report greatest merit differentiation

Differantiation
ratic®

Chinaflinda

Other Asian countries 2025
IrelandiSpain T
Other European countnes 261
Erazil 264
Canada 197 %
s 1995
Top Performing Comparies 21T
Buerage Performing Companies 2165
Low Performing Companies 219%

Differentiation ratio is the ratio ofthe increase in ment pay for employeeswho fr excesded expectaions divided bythe increass for
employees who met expectations
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Short Term Incentives
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STl funding s holding steady in most regions

Currert *
Chinafindi= 20% =
Other Asian countries S2% 82%
IrelandiSpain FT2% 3%
Other European countries TE % B0%
Brazil T =4
Canad=a 102% Q0%
us 23 02 %
Top Performing Companies 22 % o1 %
Fowerage Performing Companies 3% 5%
Loy Perfarming Companies 59% F2%

*Percentages are the actual payouts of 5TI nelative to targeted lewvels at beginning ofthe year



Talent Management Strategy and Emphasis

Econemic and business conditions cause organizations in differemnt regions to emphasize different

husiness and talent management strategies and executive competencies

iobal Findings
ExscUilve Compsb nokst

TM Prigrits sl

u nm—ﬂ-g-

v ENEN i A Ol e

w Sl Sy i el a e n Sl icleniar n ek ot iy
Image o reputation. u Chamge Lealechiy Iz mal pipeline of BEnt
1) Comj
n GEWREEN Paiet Il Wit Creatiely & naralian " -IEE-“I'“_II
Aslm Eapmchn  Knowing Me business Aol w2 et
= Camprie by dereiagisn ool = D e pempe
Jrlaris 3 @i
= R e Eaprace Fedacian Knowing e business = (Cor ] e Vi e
e et ity Inspirh G & molvaling ofe s Wt o ey e st b
Eags u (G iy e ) i Iz mal pipeline
it 2l i & i
customer senice
u R Gl Tk sk rt e i gl Pragie = D aes e eraliee ot e i
expansbn new compelencles
[ ] = AcTmiciien of §ew it
11 1L s s i e b it al
-1 [ X T8 et
u ek i ol San sl e o e — e a6 geial v L s ek o arpicliae o rwria e at
Cunmls o sl renpla ok a e Ay
1
- ;H-Jp-- MEA 3 CINRY = K T s = Eanpl Gl 1 0 r Eni el 2T olical
uz st

n CHEpEE by drveiapin D EEna e

[RELEE &1 EmMoS

BLEINeSs £ rakgy mpresents be omanizalont budress frakgy and be dierenlalrg Bcon be oganizalon bas kadilonaly ompe kd onor scpecls i compe k on.

t Execullye compe Bncles ane b mos | hequenty sekcid comps krcles Falae recesaay o sseailues obe ameckd.

$ Shakgle T prici s are bared on be peroenbage ordms balirdlcakd B ares war ore of be bop 3 Benlmplicalons of Pelr oganizslons @ rakgke prlod ks

tow arew

ataon.com



