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5%
0%
11.23%
2%
2%
0%
15%
5%
6%
0%

19.0% 10.0%
74.0% 63.3%
9.0% 3.3%
4.0% 0.0%
23.3%
0.0%

12%
5%
5%
1%
18%
10%
10%
5%
26%
6%
10%
3%
15%
4.88%
5%
0.5%
20%
8%
10%

0.5%

2011 EER THRE

FHE)E

14.5%

7.2%

18.4%

12.1%

18.3%

9.7%

14.0%

7.9%

14.7%

8.0%

12.0%
63.0%
22.0%

2.0%
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TTURE (88)

5% R IR 30.2% 40.0% 34.2% 31.0% 31.4% 28.0% 20.7% 43.0% 40.7% 29.0%

5%-10% (& 10%) 46.5% 38.0% 47 4% 40.0% 31.4% 48.0% 48.3% 27.0% 25.9% 46.0%

10%-15% (& 15%) 14.0% 10.5% 20.0% 20.7% 22.2%
17.0% 29.0% 15.0% 19.0% 12.0%

15%-20% (& 20%) 7.0% 5.3% 5.7% 6.9% 7.4%

20%-25% (& 25%) 0.0% 2.6% 8.6% 0.0% 3.7%
5.0% 0.0% 9.0% 8.0% 10.0%

25%-30% (& 30%) 2.3% 0.0% 2.9% 3.4% 0.0%
30% Ak 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 3.0% 0.0% 2.0%

5% K AR 27.0% 29.0% 11.4% 20.0% 25.0% 30.0% 10.7% 14.0% 10.0% 10.0%

5%-10% (& 10%) 37.8% 12.0% 17.1% 14.0% 9.4% 13.0% 21.4% 19.0% 20.0% 27.0%

10%-15% (& 15%)  5.4% 8.6% 156%  40%  143% 5.0%
5.0% 17.0% 16.0% 12.0%
15%-20% (& 20%)  5.4% 29% 0.0% 10.7% 0.0%
20%-25% (& 25%)  2.7% 2.9% 3.1% 7.0% 0.0% 5.0%
12.0% 11.0% 11.0% 10.0%
25%-30% (& 30%)  27% 29% 3.1% 0.0% 50%
30% Lk 8.1%  100%  114%  60% 9.4%  130%  250%  220%  100%  50%
ﬁgﬁ*ﬁﬁgﬁﬁﬂ 27% 14.3% 0.0% 10.7% 10.0%
33.0% 31.0% 33.0% 19.0% 37.0%
St 8.1% 28.6% 34.4% 7% 35.0%
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TTURE (88)

T FRAT 4.7% 5.3% 5.7% 3.4% 0.0%
24.0% 31.0% 35.0% 38.0% 37.0%

1E£2F (525) 32.6% 68.4% 45.7% 41.4% 37.0%

2 -3 F (&35E) 39.5% 18.4% 31.4% 37.9% 29.6%
57.0% 49.0% 46.0% 43.0% 41.0%

S3E-A4FE (Z45) 4.7% 2.6% 11.4% 0.0% 11.1%

4F-5F (55%) 0.0% 0.0% 0.0% 0.0% 3.7%
0.0% 0.0% 0.0% 8.0% 2.0%

SEME 0.0% 0.0% 0.0% 0.0% 0.0%

THE, WELME 18.6% 19.0% 5.3% 20.0% 5.7% 20.0% 17.2% 11.0% 18.5% 20.0%

2012 ¢
HiR

855 68%  50%  77%  00%  86%  00%  33%  30%  71%  00%

e 27%  50%  25%  140%  343%  17.0%  267%  190%  357%  50%

S5 523%  67.0%  54%  540%  400%  57.0%  633%  540%  489%  560%

W 23%  20%  26%  90%  29%  70%  00%  11.0%  00%  7.0%
HEREEE 0.0% 0.0% 0.0% 0.0% 0.0%

HITEEST 159%  190%  128%  170%  144%  200%  &7%  110%  143%  320%

RERBRHEE

FRA 0.0% 0.0% 0.0% 0.0% 0.0%
st 0.0% 0.0% 0.0% 0.0% 0.0%

5% BULT 79.1% 65.8% 71.4% 82.6% 81.5%
5%-10% (& 10%) 7.0% 23.7% 17.1% 69% 14.8%
10%-15% (& 15%) 9.3% 7.9% 8.6% 0.0% 37%
15%-20% (& 20%) 2.3% 0.0% 29% 0.0% 0.0%
20%25% (% 25%) 23% 2.6% 0.0% 3.4% 0.0%
25%-30% (% 30%) 0.0% 0.0% 0.0% 3.4% 0.0%

30% I E 0.0% 0.0% 0.0% 0.0% 0.0%
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Executive Summary

p We breed managers, but need more leaders. Most of current talent development practices
focus on competencies (e.qg., execution, drive for results, keeping status quo, process
management) that make people become better managers. We need more efforts in building
leaders who can challenge status quo, drive change, and inspire people. This could have
profound implications in talent management practices at the philosophical level and the
execution level.

p Weak leadership bench strength at senior levels. Based on the analyses, we found that 14.5%
of organizations have strong bench strength for mid-level managerial positions; while only 8.3%
have strong pipeline for senior level positions. Most investment has been put into building mid-
level managers (related to the above point) which might potentially lead to talent shortage at
the top levels who play a crifical role in shaping the future and driving sustainable growth.

p Development opportunities as a bottleneck. Data indicate that lack of development
opportunities within an organization diminishes talent retention (especially high potentials) and
development program effectiveness. We need to go beyond vertical promotion as the only way
of providing development opportunity. Orchestrating a healthy and balanced internal “labor
market” with diverse career paths might help.

p The role of culture in leadership development. Data from three sub-samples show that
organizational culture or type (multinationals, privately-owned, and state-owned enterprises)
does influence leadership profile in terms of core competencies in shortage. National culture
(China versus western culture) also plays a subtle role in shaping people’s perception on
successful leadership profile. People from different culture hold different views on the strengths
and gaps of Chinese leaders.

p Top three challenges in talent management. Results show that line manager talent mindset,
coherent talent management system, and alignment with business strategies are the fop
three challenges in front of us. Tool-based thinking usually leads to “fire-fighting” treatment
fo talent issues and loses the big picture. We need to view falent management as a change
management project with a holistic and forward-looking perspective.
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About the Survey

We conducted the survey from April, 2013 to August, 2013 and collected 393 initial responses via HR Excellence
Center events (78 responses) and an online survey webpage (315 responses). After delefing responses from the
same organization, invalid and incomplete responses, the final sample consisted of 358 valid responses from 358

organizations. Below are the demographics of the sample.

Industry breakdown;.

Equipment & machinery 44 12.3%
Consumer goods 39 10.9%
Life sciences 35 9.8%
Automotive & parts 30 8.4%
Information technology 28 7.8%
Chemicals & petro-chemicals 26 7.3%
Retail & e-commerce 23 6.4%
Financial services 23 6.4%
Professional services 22 6.1%
Internet & game 19 5.3%
Electrics & electronics 14 3.9%
Energy & power 14 3.9%
Construction & building materials 10 2.8%
Manufacturing 9 2.5%
Transformation & logistics 9 2.5%
Real estate 4 1.1%
Paper, packaging and forest products 4 1.1%
Environmental science 1 0.3%
Others 4 1.1%
Number of employees in mainland China. Ownership structure:
O.Ié% Foreign invested

2.8%
|

(wholly owned)

‘ [ Sino-foreign joint

less than 100 venture
[ 100 to 499 M China state-owned
M 500 to 999 enterprise
B 1,000 to 2,499 ' LR M China privately-owned
M 2,500 to 4,999 enterprise
[ 5,000 to 9,999 B HK invested

More than 10,000 enterprise
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[ Partl Talent Status Quo

Triggered by the global economic turmoil, uncertainty
is the key word for the China market this year. With
the government fransition, a new wave of policy

and regulatory change is expected. This VUCA

macro context (volatile, uncertain, changeable, and
ambiguous) is impacting business operations and

eventually talent profile.

The furnover data show that the pace of talent
movement remains steady compared to the numbers

reported last year (see Figure 1 and more data by

industry in Part 6). Previous reports on talent market in
emerging economy (e.g., Harvard Business Review,
Nov 2008) suggest that talent supply in China is
severely imbalanced with large surplus at entry

levels and significant deficit starting from middle
management all the way to country and regional
leadership positions. Though this situation might have
been improving, the general supply curve remains

the same. Data from our survey indicate that most
employee turnover occurs at the individual contributor

level (see Figure 2), which indirectly suggests ample

@ 2012 annual employee turnover rate in mainland China;

Avg. 2011 annual

Overall voluntary turnover (N=331) 13.8% 5.0%
Overall non- voluntary turnover (N=319) 5.4% 1.0%
High-potential voluntary turnover
(N=311) 6.5% 1.0%
High-potential non-voluntary turnover
(N=308) 1.4% 0.0%

9.5% 10.0% 13.0%  20.0%

17.3%

2.0% 3.0% 5.0% 8.0%

3.0% 5.0% 5.0% 10.0%

8.8%

0.0% 0.0% 0.1% 2.0%

@ At which level does most of the critical turnover occur;

Individual contributor
Supervisor

Manager to senior manager
Director

VP and above

High potential employees

70.4%
72.0%

2013 Data
[ 2012 Data



talent supply at that level. Senior level talent has been
quite stable in recent years. Though positive, this might
lead to limited upward development opportunities for

upcoming young talent.

When delving into the reasons to employee turnover,
we found that the top three triggers are pay, career
opportunity, and boss relationship (see Figure 3).
Though the same three factors evoke high potential
turnover, limited career opportunity trumps as the top
job-quitting factor, which reaffirming high potential
talent’s career ambition. As a result, running high
potential programs without deliberate planning of
their next positions or career paths might lead to talent

afttrition.

2013 EAA EESORIBTHR S

At the senior executive level, we observe a subtle
frend for senior talent fo move to China either as
expatriates or as Chinese returnees due to the
economic downturn in the West. The implication of this
senior talent migration could be complicated. On one
hand, this “external” supply could partially ease senior
talent deficit in China and bring global resources. On
the other hand, local business leaders who are closer
fo the market might lose the opportunity to develop
into senior executives, which further reinforces the
pyramid shape of China talent supply (i.e., large
deficit at the top and over supply at entry levels).

© Top three triggers of employee turnover;
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found in last year. We present the
following data for your reference.
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Below 30 years old:

@® Top three engagement drivers by age group:

<
v

e
ATHL
2

A

NS

N/A

Others

Job security

Position power
Professional network
Employer brand
Promotion opportunity
IPO opportunity
Personal value fit
Industry fit

Team moral

Good supervisor
Sense of achievement
Flexible working hours
Good pay

Learning opportunity

O O
= =
O O
[a Al
™ N
o O
N N
|

@ 30-40 years old;

N/A

Others

Job security

Position power
Professional network
Employer brand
Promotion opportunity
IPO opportunity
Personal value fit
Industry fit

Team moral

Good supervisor
Sense of achievement
Flexible working hours
Good pay

Learning opportunity
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@ 40-50 years old:

51.1%

51.4%
44.1%

o]
2 2
c O
a o
®
o O
N N
[

N/A

Others

Job security

Position power
Professional network
Employer brand
Promotion opportunity
IPO opportunity
Personal value fit
Industry fit

Team moral

Good supervisor
Sense of achievement
Flexible working hours
Good pay

Learning opportunity

@ Above 50 years old;

61.4%
62.3%

O O
= =
O O
[a A
@ N
o O
N N
|

N/A

Others

Job security

Position power
Professional network
Employer brand
Promotion opportunity
IPO opportunity
Personal value fit
Industry fit

Team moral

Good supervisor
Sense of achievement
Flexible working hours
Good pay

Learning opportunity

@® Top engagement drivers across age groups:

Good pay Good pay Job security

Learning opportunity

Personal value fit Good pay

Promotion opportunity

Good pay

Sense of achievement Position power

Personal value fit

Promotion opportunity

Position power

Good supervisor

Job security

Personal value fit
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O Top three effective practices (perceived) to improve employee retention;

Internal career development opportunities 73.7%
Competitive compensation 39.4%
Enhancing business leaders' managerial skills 39.1%
On-the-job training 33.5%
Building positive corporate culture 33.0%
Mature and fair performance management system 25.4%
Managing employee emotions 19.6%
Competitive benefits 18.4%
Effective onboarding support 12.3%
Ofthers 3.9%
N/A 1.7%
In terms of retaining talent, survey results show alternatives. We need to keep this in mind when
that career development opportunity within an designing talent programs. To further extend this
organization frumps as the most effective approach effort, some organizations choose to build a strong
(see Figure 5) echoing the turnover triggers data. employment brand in the market to atftract high
Career development does not only mean vertical quality candidates and retain key talent. See the
promotion. Cross-functional rotations, horizontal following case for more practices in employer
movement, special assignment or projects, temporary branding at Boehringer-Ingelheim.

positions can be great career-enhancement

Boehringer-Ingelheim

Kevin Kang
Vice President-Human Resources
Boehringer-Ingelheim

Lily Chen
Staffing & Recruiting Director
Boehringer-Ingelheim

Employer Branding Program

© Program Background expansion, new R&D center, new

As a world famous pharmaceutical bio-pharmaceutical projects, and

company with over 100 years’ history, new product development in China.
Boehringer Ingelheim(Bl)has been Aggressive growth leads to heavy
growing rapidly in the past two years demand on talent. To prepare and

due to increasing investment, plant win the war of talent, Bl started the

employer branding project in 2012.
© Program Design

In 2012, Bl China started the "Vision
Development” project to explore the

company vision for 2020. Base on Bl's



global value (Respect, Trust, Empathy,
Passion), internal and external talent
interviews, surveys and management
team discussions, we have identified
three key elements for our EVP
(Employment Value Proposition):
Growth, Excellence, Trust (G.E.T) ,
which represents our rapid growth

in the market, product excellence,
and the trust with our employees.
The EVP project is much more than a
slogan to us. We aim at making EVP
deeply rooted in employees' daily
work so that they can be the “brand
embosser” to influence and affract
external job candidates.

In order to aftract employees’
attention and strengthen their
understanding of our EVP, HR
department did a lot of work in the
preparation stage such as office
decoration and communication
campaigns. For example, in some
interactive emails, we ask our
employees: What attracts you to
join the company?2 What helps you
fo grow? What makes you achieve
your future goalse These infriguing
questions trigger people’s thoughts
related fo our EVP.

Bl China senior management

tfeam highly supports the project
and facilitates our EVP opening
ceremony. We designed different
activities in order fo fit context in
different business unitfs. Furthermore,
we use social media to promote the
employer branding. For example, we
created an online game platform

(called Discovering Bl) at our official
website. Both internal employees and
external candidates can learn about
our culture and working environment
via this platform.

Besides the above activities, Bl
encourages and supports people
growth to show our commitment in
our EVP. We offer employees various
career opportunities and fransfer
high-potential employees from
China to our global headquarter or
other countries. Employees feel that
the organization cares about them
and their growth. This is a mutually
beneficial project to employees and
the organization.

For campus recruitment, we do
something different than lecturing
about our company. We discuss
career planning af Bl with students
and help them understand G.ET. We
offer a 3-week training program to our
newly-hired fresh graduates. During
the program, each one of them has

a mentor who provides support and
guidance in their fransition period. Our
China CEO, HR Vice President and
business leaders join the graduation
ceremony. The whole experience
shows that Bl cares about them

and their future at Bl. To sustain the
momentum, we established “HR
marketing” function fo drive and
maintain the communication process.
Being the best employer is a long-term
investment and commitment to BI.

© Outcome Measurement

We measure the effectiveness
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of employer branding program
from two perspectives: the long-
term effectiveness criteria include
employee engagement (via
employment survey), best employer
awards, and the attraction rate of
external job candidates; the short-
term criteria include ROI of online
campaigns via social media.

© Insights and Tips

1 Employer branding is not merely
an external marketing effort for talent
acquisition. More importantly, it is
about motivating existing employees,
getting their buy-in, and embedding
them in the values we propose.

2 Effective employer branding
program requires strong
communication campaigns
throughout the organization. Getting
support from senior executives and
attention/interest from employees are
vital.

3 The employer branding initiative
can help build a positive corporate
image. However, maintaining this
image is much more important in the
long run. We need to keep looking for
creative solutions.
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[ Part2 Current Development Practices

Keeping a strong and balanced leadership pipeline @ Increasing investment in talent development (compared

across all levels is crucial for an organization's long- with last year).
term survival. Survey data show that organizations

continue pushing hard on developing mid-level

leaders and high potential talent (see Figure 6a and Supervisors

Figure éb). Beyond this, we see the need fo further M Managers and

strengthen leadership pipeline at senior levels (see senior managers

Figure 7). We hope to see more efforts of developing M Directors

senior leaders in China for China to drive sustainable VPs and above
growth. We highlighted this point in last year's survey; W High potential

N . . employees
we re-emphasize its imperativeness given current

talent landscape and business context in China.

@ Which level(s) of leaders do you currently focus for development;

Managers and senior managers
g 9 62.9%

High potential employees*
Supervisors
Directors

VPs and above
2013 Data

Others W 2012 Data

* Data not available in 2012

@ Bench strength of mid-level leaders(managers and senior managers) and senior leaders(directors and above);
Have successors ready for the positions

Have succession planning, 65.3%

but readiness not high 53.5%

No qualified successors

Succession planning in progress
Mid-level leader

Others [ Senior leader




In terms of development practices, most development
methods have been adopted (see Figure 8).
Compared with the data from last year, we found
that several approaches (training, certification classes,
feedback, action learning, professional conferences,
and exposure to executives) become more popular
this year due to the fact that these approaches are
primary methods of developing mid-level managers.
Compared with last year, fewer organizations choose
external coaching—a high-touch individualized
approach. Experiential development approaches
such as on-the-job development,internal mentoring
and job rotation are perceived as the most effective
methods (see next page Figure 9), very similar to the

results from last year.

We also notice a frend that more organizations

are designing and delivering extensive programs
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which incorporate all three development channels:
assignment (action learning projects), feedback

(360 feedback assessment, infernal mentoring), and
workshops (customized modules). Usually, these
programs last from six months to one year with rigorous
curriculum design and milestone reviews. In additional
to direct skill building on leadership competencies,

extra benefits from this kind of programs include:

© Busting silo mindset and instilling organization-wide
identity. It is common that a group of participants
from multiple functions are selected for the program.
This is a great opportunity for them to directly interact
with each other, build mutual understanding, establish
consensus, start thinking about work-related issues
from a big picture, and possibly generate synergy.
Most participants appreciate this necessary but rare

opportunity to know people from different functions,

© Top three most used development approaches in your organization;

On the job development
Internal mentoring

Standardized training or certification courses
(infernal and external)

Job rotation
Feedback (one on one or group feedback)
External coaching

Temporary assignments
Management trainee program*

Action learning
Professional associations and conferences

. . . Broqder exposure
(e.g., meeting with senior executives, parficipating
in strategic decision making or discussions etfc.)

Part-time MBA/EMBA

International assignments

*Data not available in 2012

2013 Data
[ 2012 Data
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© Top three most effective(perceived) development approaches;

81.0%

On the job development 83.1%

Internal mentoring
Job rotation

Standardized training or certification courses
(internal and external)

Action learning

Feedback (one on one or group feedback)
Temporary assignments
External coaching

X . . . - Brooder exposure
(e.g.. meeting with senior executives, participating in strategic decision

making or discussions etc.)

Management trainee program*
International assignments

Professional associations and conferences

Part-time MBA/EMBA

N/A

Others | 1.7% 2013 Data
00% [ 2012 Data

*Data not available in 2012

regions, and business lines. participants to market themselves and their China

organization to regional and global leaders. Smart
© Building a cohort rather than separate individuals. . . L
o program sponsors (e.g., China CEO or president) invite
Participants of a 1-year program get closer to each ) ) o
) senior executives from global head quarter to join the
other and become a cohesive group of people . .
program as guest speakers, panelists, or presentation
with heightened learning motive. The psychological . .
) judges so that China talent can have face-to-face
bond created via the program could shape an ) . .
inferactions with upper management figures and
organization's future leadership team. Once they . . . .
) - ) exchange their thoughts and ideas. This exposure is
step up info the critical leadership roles, trust, mutual .
what many China falent needs.
understanding, and collaboration would be a given

asset.

© Showcasing China talent to regional and global

leaders. The program is an excellent opportunity for
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High potential program remains a popular development @ What s the percentage of high potential employees ot

approach. Results from the current survey show that the the same level across all functions in your organization:

size of a high potential poolis set at about 5 to 10 percent High potential percentage at 2013 2012

of a given level (see Figure 10). Those who have been the same level (N=343) Data Data

identified as high potentials are likely to get promotion Less than 5% 30.3% 32.0%
ickly (Fi 11). But a small portion of them al

more quickly (Figure 11). But a small portion of them also 5% 1010% (<=10%) 42.6% 41.5%

exit the high potential pool due to different reasons (see

. . . 10% to 15% (<=15% 16.0%

Figure 12). To our surprise, the most frequently used high © ¢ ) 17.4%
potential identification criterion is performance-related 15% to 20% (<=20%) 7.9%
indicators (see Figure 13). This suggests that most managers 20% to 25% (<=25%) 1.7%

. . . . 7.4%
still have a hard time differentiating past performance and 25% to 30% (<=30%) 1.5% *
future potential. Some organizations take a more forward-

More than 30% 0.0% 1.7%

looking approach and invest in management trainees

as their next generation leaders. See the next page for

@ Ingeneral, how long does it take for a high potential

more practices of an international management trainee -
P g talent to be promoted to the next level position:

program implemented at Unilever China.

: : . : : High potential promotion (N=343) Sg]é
@ High potential employees failure rate (excluding volunteering
furnover): Less than 1 year 7.0%
2;;?{7’ 0-5% 1 fo 2 years (<=2 years) 47.8% 1%
2 to 3 years (<=3 years) 27.7%
46.0%
Less thah 5% 3 fo 4 years (<=4 years) 4.7%
B 5%1010% (<=10%) 4 to 5 years (<=5 years) 0.6%
W 10%t015% (<=15%) More than 5 years 0.3% 2%
W 15%1020% (<=20%) | am not sure. It depends. 12.0% 16.6%
74.9% B 20%1025% (<=25%)
W 25%t030% (<=30%) N/A 0.0% 0.0%
More than 30%
@® High-potential talent selection standards:
KPI 72.9%
Competency assessment results 45.8%
Key position incumbent 45.2%
Development motivation 33.5%
Learning and adaptability 24.8%
Leadership maturity 23.0%
Line manager nomination 20.4%
Mobility 3.8%
Others 1.5%
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Unilever

Patrick Hull |Leadership Development Director North Asia| Unilever

Overseas Management Trainee Program

© Program Background

The war for talent in China is fierce
and all companies are fighting for the
same small group of high potential
candidates. At the same time, we
see a growing frend that more and
more Chinese are studying at top
universities overseas. In addition,

we are a multinational company
and our employees are increasingly
working in a globalized environment
(almost all jobs at Unilever China
have some connections to someone
from other countries). On top of this,
Unilever has a strong “grow talent”
philosophy and we prefer to hire
fresh graduates and develop them
into future leaders. Therefore, we
decided to tap into Chinese overseas
students for our management trainee
program (called the Unilever Future
Leader Program). Unilever China
started the program in 2010 and is

the first country within Unilever to roll

out this program.

© The Participants

We recruite Chinese graduates
from leading universities in UK and
US with either bachelor or master
degrees. They work atf Unilever US or
UK operations for one to two years
before returning back to Unilever
China. Currently, we have over

50 management trainees based
overseas and the first batch of
about 30 frainees have just returned
back to China. Most of them work in
Marketing; others are from Finance,
Human Resources, Sales, Supply
Chain, and R&D.

© Expectations

We expect trainees to come back
to China with the confidence to
work in a mulfi-cultural environment
and the learning agility fo adapft to

different circumstances. We want

them to share with their colleagues
in China best practices from UK

or US so that Unilever China can
accelerate towards its growth
ambition. We hope that they can
use their global network to help
their colleagues in China work more
effectively with global teams and
understand how to get things done
in a global matrix organisation
which confributes to collaboration

and innovation.

© Program Design

This is a 3-year program. During the
three years, they rotate within their
own functions or in related functions
to accumulate necessary skills and
experience. At the end of the 3-year
program they have the opportunity
to get a promotion to management
based on their performance. More
specifically, trainees spend their first

1-2 years overseas followed by their



rotation in China.

We have a rotation plan for each
frainee. The plan is a combination
of business demand and what

is the most appropriate for the
frainee. The plan is like a "required
curriculum” for them to get all the
basic experience and skills. Taking
marketing as an example, there are
three main areas in rotation: one
year in brand development, one
year in brand building, and the third
year is divided between Sales and
Marketing.

We want frainees to stay close

to the management team and
develop deep business acumen
as fast as possible. Besides their
daily work, they participate in big
projects and join accelerated
learning modules (e.g., four-week
marketing foundation skill session,
key leadership sessions). Every six
months they deliver a presentation
to the directors (their functional
leaders in China), showing their
key learnings and take-aways.
Directors review their performance,
give rafings on how well they have
been doing in the past six months,
and provide further development
suggestions. This is an excellent

learning experience for them.

One of the success factors of this
Program is the connection between
frainees and their directors back

in China. Trainees have frequent

conference calls, coaching sessions,
face-to-face meetings whenever
possible to get a better idea about
their progress. Another effective
way to keep them updated about
China business is through social
media such as weibo and constant
news feeds from China. It is vital fo
maintain frainees’ motivation fo
come back to China and contribute

to Unilever's China business.

© Insights and Tips

1 Coping with and leveraging
cultural differences are important for
both frainees and their managers at
US/UK during their rotation. Having
cultural induction training upfront

helps a lof.

2 Studying overseas does not
mean having adequate working
experience overseas. Need fo
consider this when selecting trainee

candidates.

3 This program provides good
chance fo strengthen Unilever's

employment branding overseas.

4 Need to carefully manage
frainees’ overseas managers’
expectations and roles. The purpose
of the rotation is not embedding
frainees in US/UK culture, but
bringing their experience from US/

UK back to China operations.

5 To boost overseas manager'’s

commitment and involvement in the

201 3REAS EEKIBIHR S

Program, we asked trainees to show
their appreciation to their overseas
managers in their “graduation
ceremony” before coming back
to China. For example, they made
paintings for their managers, sang
songs, and sent thank-you cards,
which are quite touching moments
for the managers. We deliver our
“grow talent” message to our
business leaders and tell them

that the Program is good for them
and for the organization. Those

line managers are happy about
the Program and would like to

contribute more next time.

6 Take care of frainees’ emotions.
Listen to their concerns and be
more humane in the process.
Manage their expectations both

professionally and personally.

7 Torun a successful program like
this, organizations need to have
relatively mature trainee programs

with a global scale.

8 Maintain connection with China
business is crucial. Don't overly
“embed" frainees in overseas
operations and forget about their

mission back in China.
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Though we support high potential development initiatives,
we advise organizations plan carefully and strategically to
get the best return on investment.

© Content of high potential development warrants
careful design. Currently, most high potential programs
include development modules on understanding business
strategies and basic people management skills. Few
programs include content on leading in tough situations.
To prepare for future challenges, organizations need to
consider fopics such as resilience, managerial courage,
and innovation.

© Carefully managing the size of a high potential pool is
critical. Given limited upward promotion opportunities, an
oversized pool might result in talent over supply. Lack of
available stretching positions after high potential programs
might lead to dissatisfaction or even turnover.

© Rethink optimal placement for high potentials. In most
cases, upward advancement is regarded as the next step
for high potentials after successfully completing a certain
development program. If the thrust of high potential is
learning and adaptation, alternative paths might be
equally ideal for them such as cross-functional positions,
internal start-up opportunities, turn-around situations,
exploring new markets or products.

Results from the survey show that the contribution of high
potential programs fo succession planning remains steady

@ Whatis the success rate of leadership succession via
high potential programs in your organization;

Succession planning success

e . 2013 2012
rate via high potential Data Data
programs (N=303)
Less than 5% 19.1% 21.1%
5% t010% (<=10%) 18.5% 17.1%
10% to 15% (<=15%) 11.2%
12.0%
15% to 20% (<=20%) 5.9%
20% to 25% (<=25%) 3.6%
10.9%
25% to 30% (<=30%) 2.0%
More than 30% 9.9% 10.3%
Noft sure 5.6%
28.6%
No statistics 24.1%

over the past three years (around 10%; see Figure
14). In general, most organizations conduct talent
review annually, though we notice the increase
of frequency (semi-annual review) from this
year's survey (see Figure 15). To further improve
the effectiveness of talent review process, some
organizations come up with creative solutions

fo fit unique organization context. See the next
page for some practical solutions to talent

review&succession planning at Tsingtao Beer.

@ How often do you conduct talent review successions;

Annually
Semi-annually
Depends
Quarterly

Every other year
No talent review*
Other frequency

0.3%
Others 1.4%

*Data not available in 2012

53.1%
56.9%

2013 Data
W 2012 Data
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Tsingtao Beer

.. Lucy Du | Talent Management Director | Tsingtao Beer
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Talent Review&Succession Planning Program

© Program Background

Tsingtao Beer has a 110-year history
and nurturing internal talent has
always been our priority. Several past
Presidents and our current President
were all internally promoted. In
recent years, rapid business growth
generates high demand for talent.
Moreover, globalization pushes
people to adapt to diverse cultural
context in work places. In 2010, we
upgraded our talent management
system and rolled out the new system
in all our subsidiaries. The core of our
new system is: breed talent at local
level, share talent at regional level,
and assemble talent at corporate
level.

© Program Design

Tsingtao Beer’s succession planning
process consists of the following
maijor steps:

I Alignment on methodology

Tsingtao Beer uses performance-

Alignment on Dual-line

methodology

talent review
structure

potential matrix (the ?-cell matrix)
as the primary methodology for
succession planning and talent
review. When we first adopted

the 9-cell maftrix, we revised and
customized it to fit our organization
culture and context. We generated
our own definition for each cell

in the matrix with very detailed
assessment criteria. We, then, rolled
out this methodology throughout
Tsingtao Beer and equipped all our
people managers with this powerful
tool.

2 Dual-line talent review structure

To increase talent review
effectiveness, we have a creative
idea of conducting talent review

Gold Star .
. Succession
/ Silver Star )
planning
development . .
discussions
programs

from two different perspectives
(so-called “dual-line talent review
structure”). For the same group

of talent, we conduct two talent
review sessions: one by the
corporate functional department,
another by the regional or business
unit management team. The dual
structure can increase the validity
of the review process in terms of
enhancing inter-rater agreement
(measured with a 3-point scale).
Supported by performance and
assessment data, people placed
in7,8,and 9 cells (cells with
medium to high performance and
potential levels) would be included
in our falent pool for subsequent
development activities.




3 Gold Star / Silver Star
development programs

Employees in the talent pool are
eligible for enrollment in our Gold
Star and Silver Star development
programs. Gold Star program is
designed for building bench strength
of mid-level leaders at corporate
head quarter or high-level leaders

in regional operations. Program
curriculum includes in-class lectures,
seminars, executive round table
discussions, coaching, best practice
sharing, field studies and visits,
action learning, social responsibility
activities, and rotations. We also
have on-the-job assignments which
are closely related to participants’
daily work and strategic focus of
the whole organization. Enroliment
in the Gold Star program does

not guarantee anything in career
advancement. We track participant
progress during the Program.
Satisfactory performance in the
Program warrants eligibility for
promotion to the next level positions.
Similarly, Silver Star program is
designed for mid-level leaders in
regional operations. Parficipants
from the Gold Star program would
act as coaches to those enrolled in

the Silver Star program.

4 Succession planning discussions

We keep tracking participants’

progress even after their graduation
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from the above two programs.
Talent review committees discuss
succession planning with those
graduates in mind together with the
support from talent development
review reports, performance data,
assessment results, talent review
comments, and job rotation
records. We integrate all data when
nominating them for promotion to

a position related to succession

planning.
© Insights and Tips

1 First of all, corporate executive
support and involvement are
essential. In addition, the whole

process needs to be aligned with
organization strategies. At Tsingtao
Beer, talent programs are driven
by business leaders (such as GMs).
Throughout the whole talent review
and succession planning process,
GMs can have a big picture of
the talent landscape and a firm
grip on talent status quo for each
key position (such as key strengths,
major gaps, talent shortage, and
development approaches). This
practice fuels strategic goals for
each business unit, and elevates

employee morale.

2 Secondly, human resources
department acts as a supporter
and advisor in the whole process.
Before we kick start the process,

HR people fransfer the knowledge

and methodology (via meetings,
fraining sessions, or even on-site
support) to all business leaders who
are involved to ensure they get the
whole picture of the process and

are able to execute as planned.

3 Thirdly, building a “talent
development” culture is vital. People

need to have a “talent mindset”,
and value nurturing and exporting
talent. We started our internal
recruitment and rotation practice
in year 2002. For instance, when we
have a vacancy, internal referral
and recruitment would be the first
channel to fill the position. It doesn't
matter which business unit or region
you are from. As long as you think
you are a good fit for the vacancy,
you are encouraged fo apply for the
position and we will select the best
one from the pool. We established
our talent system with the core idea
of “breed talent, share falent, and
assemble talent”. Every business
leader views talent development as
their core job responsibility. We feel
fruly proud of successfully breeding
new talent, sharing talent with other
units, and retaining talent within

the organization. Tsingtao Beer also
designed specific reward schemes
to support and strength our talent

culture.



I Part3 The Culture Factor

A fundamental question about talent management is

what kind of talent/leader we need in China. How does the
culture factor play in this topice Would organizational culture
or national culture shape leadership profile in different
placese Multinational companies are thinking about this in
order fo identify future global leaders from China in an early
stage. China companies are thinking about this in order

fo find the right people fo lead business overseas. Though
providing a definitive answer fo this profound question is
beyond the scope of this survey, our analyses of the data

could shed some light on the discussion.

We asked our survey participants which leadership

competencies are most important and most needed.
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Aggregated results show that Creating the New and
Different, Making Complex Decisions, and Managing

Work Processes are the top three important competencies
(listed in order of importance level; see Figure 16 for more
information). Interestingly, same competencies show up as
the top three most needed ones, suggesting that we need
leaders who can challenge and change status quo but also

leverage process management in operations.

To test the impact of organization culture on leadership
profile, we separated the data into three sub-samples:

multinationals (MNC:s), privately-owned enterprises (POEs),

@ Top three leadership competencies that you believe are most important and needed in your organization;
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and state-owned enterprises (SOEs). Figure 17 lists the most
needed leadership competencies in three different types

of organizations. In addition to the three competencies
mentioned above, we also identify some differences
between three types of organizations. Results about MNCs
are very similar fo that from the total sample (especially the
fop 3 most needed competencies) due fo the large sample
size of MNCs in our data. The top six competencies needed
by MNCs shows a balance between strategy-related
competencies (e.g., Creating the New and Different, Making
Complex Decisions) and people-related competencies
(e.g., Inspiing Others, Making Tough People Calls). Those
needed by POEs are mostly strategy and businessrelated
(e.g., Focusing on the Bottom Line), reflecting fast, customer-
focused, and result-driven POE culture. The list of SOEs
suggests some infemal-focused competencies (e.g., Being
Organizationally Savvy, Getting Work Done Through Others)

which makes a lot of sense given unique culture and

organizational context in SOEs. This quick analysis does show
that organizational culture shapes leadership profile, or at

least our perception of successful leadership profile.

The impact of a more macro factor—national culture on
leadership is even more complicated. Organizations are
struggling when identifying future leaders from different
cultures throughout the world and wondering whether it is fair
fo use same criteria in assessing and selecting leaders across
different countries. Some argue that cultural differences
make talent profile somewhat different in China. Others
suspect that language might be the major confounding
factor.

A Fortune 500 chemical company conducted a small
research project in China trying to figure out some
possible contributing factors (see the next page for

more information).

@ Leadership competencies that you believe are most needed in your organization:

MNC (N=239)
Creating the New and Different
Managing Work Processes
Making Complex Decisions
Inspiring Others
Making Tough People Calls

Communicating Effectively

POE (N=90)

Creating the New and Different
Managing Work Processes
Communicating Effectively
Making Complex Decisions

Focusing on the Bottom Line

SOE (N=29)

Making Complex Decisions
Making Tough People Calls
Being Organizationally Savvy
Understanding the Business
Getting Work Done Through Others
Inspiring Others

Creating the New and Different

*Note: MNC: Multinational (including foreign invested & joint venture)

POE: China privately-owned enterprise
SOE: China state-owned enterpriese
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A Fortune 500 chemical company

The Impact of Cultural Differences on Leadership Profile

© Research Background

Talent shortage is not a new topic

in China. It is quite hard to find

capable young talent from China fo

take more responisibilities at regional
or even global level. As a result,

we would like to know the impact
of cultural differences in assessing
and identifying talent, which will
contribute to a fair and effective
talent management process. We
invited business leaders to focus
group sessions. We also discussed
this topic with HR professionals to

get input from other organizations.
© Key Findings

We found that talent shortage is a
pretty common issue in multinational
companies operating in China.
Many organizations realize that
China talent, although has clear
stfrengths in certain areas, usually
has some noticeable gaps to their
westerns peers. Based on the data,

we identified two major factors.

I First of all, we have a generation

Chinese Leader Self-Perception

Major Strengths
Customer focus
Drive for results
People-oriented
People development

Major Gaps
Internal networking
Boss relationship

gap in China. Most people who
are currently taking leadership
roles (bornin 1960s to early

1970s) do not have broad global
perspectives. Most of them were
educated locally and are marked
with fraditional values. Compared
with young generations, they have
limited experience living abroad
and interacting with people from
different cultures, which to some
extent limits their breadth and

openness to diverse experiences.

2 The second factor relates to
leadership perceptions. We found

that Chinese leaders and western

leaders differ in their views on Chinese

Western View on Chinese
Leaders

Major Strengths
Hard-working
Dealing with ambiguity

Major Gaps
Making tough decisions
Leadership acceptance

People development
Internal networking

leaders’ strengths and weaknesses.
For example, Chinese leaders view
themselves pretty strong in people
development; while western peers
think this is @ major development area
especially in building strong leadership
pipeline, building effective teams, and
listening fo other people. Even if they
agree on intemal networking as one
of the weaknesses, interpretation of
what good networking behaviors look
like differs. Chinese leaders believe that
social skills (such as saying hello, and
doing small talks in the comidor) are
good networking ; while their westem
peers certainly expect more. We

summarize our findings in the fable.
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I Part4 Challenges Ahead

When connecting with macro economy
and business environment, talent
management becomes a business
inifiative rather than a HR project.
According to a global survey conducted
by Economist, sixty-five percent (65%)
C-level executives are the main drivers
of talent strategy formulation (Economist
Intelligence Unit, 2010). In terms of
execution, about 46% executives are
responsible. Results from our survey

show a noticeable gap. Among the
participating organizations, only 9.7% of
the talent programs are mainly driven by
CEOs or general managers. In addition,
our survey respondents expressed other
challenges of talent management

practices (see Figure 18).

FlgReiell talent management

practitioners realize that to fully release
the power of any talent programs, they
need to first transform line managers to
talent experts or talent coaches. In line
with this thinking, many organizations
launch internal mentoring programs,
which put line managers at fronfline

of nurturing talent. Other objectives of
internal mentoring programs include
fostering a development culture and
enhancing line manager skills in talent
assessment and development. As Figure
9 shows, internal mentoring is one of

the top three most effective talent
development approaches based on our

survey respondents' perception.

@ Top three challenges of talent management,

Enhancing business leaders” managerial skills 35.8%
Incomplete talent development system 32.4%
Misalignment with business strategies 31.3%
Talent shortage 28.5%
Uncompetitive compensation 27 .4%
Insufficient investment in talent development 23.7%

Lack of support from senior executives 22.6%

Increasing employee engagement and satisfaction 19.3%

Building employer branding 16.8%

Improving assessment criteria and tools 12.3%

Maintaining high performance level 12.3%

Managing new generations 12.3%

Weak corporate culture 12.0%

High turnover rate, low retention 10.9%

Others 1.4%
N/A 1.1%

Nislelelaleli/A) building a mature talent management system is not a one-
time effort. It requires organization support, sustained commitment,

long-term perspective, courage to change, and persistence. Once

line managers are involved and committed, more resources will be
available to build a coherent talent management system step by step.
We need to open our mind and approach talent management with a
system view and change management perspective instead of a piece-

meal solution-based angle.

alieliZ8 the mismatch between talent strategy and business
strategy warrants our attention. We need to actively listen to line

managers about their talent challenges and adopt a holistic view
rather than jumping to a “tool-searching” mindset prematurely. More
importantly, we need to fake a more forward-looking view on falent
management, i.e., the focus is not only about what kind of leaders we
need now, but predicting what kind of leaders we need in the future to

sustain business growth.
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IPart5 Data by Ownership Category

In this section, we present survey data by three ownership categories: Multinationals (MNCs), China state-owned

enterprises (SOEs) and China privately-owned enterprises (POEs).

Sub-sample demographics

MNC 239 66.8%
SOE 29 8.1%
POE 20 25.1%

Data by Ownership Category

Overall voluntary turnover

(N=220) 14.5% A 10% 10% 14.6% 20%
Overall non- voluntary 5.3% 1% 2% 3% 5% 8%
turnover (N=208) =7 ° ° ° ° °
MNC
High-potential voluntary
turnover (N=201) 5.9% 1% 3% 5% 5% 10%
High-potential non-
voluntary turnover (N=198) V2% e e e e e
Overall volugtory tfurnover 9.7% 2% 6% 9% 10% 13%
(N=27)
Overall non- voluntary 47% 0% 1% 1% 4% 6%
turnover (N=26) e ° ° ° ° °
SOE
High-potential voluntary
- 5.9% 1% 2% 4% 5% 10%
High-potential non-
voluntary turnover (N=26) Lt e e v e 2%
Overall volugtory furnover 14.6% 5% 10% 10% 12% 20%
(N=85)
Overall non- voluntary
turnover (N=85) 6.0% 1% 2.3% 5% 5% 10%
POE
High-potential voluntary
turnover (N=84) 7.8% 2% 4% 5% 5% 10%
g peremitel e 2.0% 0% 0% 0.1% 1% 3.9%

voluntary turnover (N=84)
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Data by Ownership Category (continued)

Individual contributor 74.5% 58.6% 63.3%
Supervisor 8.8% 24.1% 14.4%
Manager to senior manager 6.7% 6.9% 8.9%
Director 0.8% 0.0% 2.2%
VP and above 0.4% 0.0% 1.1%
High potential employees 8.8% 10.3% 10.0%
Less than 5% 24.7% 38.0% 12.2%
5%-10% (<=10%) 28.5% 24.2% 23.3%
10%-15% (<=15%) 17.6% 17.3% 17.8%
15%-20% (<=20%) 10.9% 6.9% 17.8%
20%-25% (<=25%) 6.3% 3.4% 15.6%
25%-30% (<=30%) 3.3% 3.4% 6.7%
30%-40% (<=40%) 4.2% 0.0% 0.0%
40%-50% (<=50%) 1.3% 0.0% 1.1%
more than 50% 2.0% 3.4% 3.3%
No new hires 1.2% 3.4% 2.2%
Supervisors 11.3% 20.7% 10.0%
Managers and senior 41 4% 62.1% 44.4%,
managers
Directors 10.0% 10.3% 14.4%
VPs and above 0.8% 0.0% 4.4%
High potential employees 35.7% 6.9% 23.3%
Others 0.8% 0.0% 3.3%
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Data by Ownership Category (continued)

Less than 5% 31.7% 34.6% 25.3%
5%-10% (<=10%) 42.2% 38.5% 44.8%
10%-15% (<=15%) 16.5% 11.5% 16.1%
15%-20% (<=20%) 7.0% 11.5% 9.2%

20%-25% (<=25%) 1.3% 0.0% 2.3%
25%-30% (<=30%) 1.3% 0.0% 2.3%
More than 30% 0.0% 0.0% 0.0%
et o we s ] e
Less than 1 year 5.2% 3.8% 12.6%
1-2 years (<=2 years) 45.7% 42.3% 55.2%
2-3 years (<=3 years) 31.3% 15.4% 23.0%
3-4 years (<=4 years) 4.8% 11.5% 1.1%
4-5 years (<=5years) 0.0% 7.7% 0.0%
More than 5 years 0.0% 3.8% 0.0%
Not sure. 13.0% 15.4% 8.0%
EEEEEEEEN TN R
Less than 5% 77.0% 80.8% 67.8%
5% -10% (<=10%) 13.5% 7.7% 20.7%
10% - 15% (<=15%) 3.0% 7.7% 5.7%
15% - 20% (<=20%) 3.5% 0.0% 2.3%
20% - 25% (<=25%) 1.3% 0.0% 1.1%
25% - 30% (<=30%) 1.7% 3.8% 1.1%
More than 30% 0.0% 0.0% 1.1%
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Data by Ownership Category (continued)

Annually 5.4% 0.0% 14.4%
Semi-annually 24.7% 10.3% 18.9%
Depends 53.6% 65.5% 47 .8%
Quarterly 2.1% 3.4% 3.3%
Every other year 0.0% 0.0% 1.1%
No falent review 13.4% 20.7% 13.3%
Other frequency 0.4% 0.0% 0.0%
Others 0.4% 0.0% 1.1%
Less than 5% 17.9% 26.1% 20.5%
5%-10% (<=10%) 19.8% 11.5% 16.4%
10%-15% (<=15%) 10.6% 7.6% 13.7%
15%-20% (<=20%) 6.3% 3.8% 5.5%
20%-25% (<=25%) 3.4% 7.6% 2.7%
25%-30% (<=30%) 1.0% 0.0% 5.5%
More than 30% 10.1% 7.6% 9.6%
Noft sure 5.3% 7.6% 5.5%
No statistics 25.6% 19.2% 20.5%
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I Part 6 Data by Industry

In this section, we present survey data on five industries: equipment & machinery, consumer goods, life sciences,

automotive parts, and information fechnology.

Sub-sample demographics

Equipment & machinery 44 12.3%
Consumer goods 39 10.9%
Life sciences 85 9.8%
Automotive & parts 30 8.4%
Information technology 28 7.8%

Data by Industry

2012 2012 2012 2012 2012
Data Data Data [Ble]fe] Data

Individual
contributor 75.0% 64.0% 61.5% 69.0% 74.3% 78.0% 80.0% 70.0% 71.4% 80.0%

Supervisor 9.1% 5.0% 20.5% 9.0% 143%  9.0% 67% 3.0% 0.0% 50%

MG“&%?\ZS ;re”i” 22% 5.0% 7.7% 17.0% 8.6% 7.0% 67% 8.0% 7.1% 2.0%

Director 0.0% 0.0% 0.0% 0.0% 2.9% 0.0% 0.0% 0.0% 0.0% 0.0%

VP and above 0.0% 0.0% 2.6% 0.0% 0.0% 0.0% 0.0% 0.0% 3.6% 0.0%

ollEcicyic 13.6% 26.0% 7.7% 6.0% 0.0% 7.0% 67% 19.0% 17.9% 12.0%
employees

Supervisors 11.4% 21.0% 2.6% 14.0% 14.3% 19.0% 10.0% 24.0% 17.9% 12.0%
Managers and
senior managers 43.2% 69.0% 59.0% 63.0% 20.0% 74.0% 63.3% 73.0% 39.3% 63.0%
Directors 2.3% 7.0% 15.4% 14.0% 11.4% 9.0% 3.3% 5.0% 71% 22.0%
VPs and above 0.0% 0.0% 2.6% 9.0% 2.9% 4.0% 0.0% 3.0% 3.6% 2.0%
High potential
employees 43.2% 20.5% 51.4% 23.3% 28.6%
Ofthers 0.0% 0.0% 0.0% 0.0% 3.6%
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Data by Industry (continued)

2012 annual employee . . . . . Avg. 2011 annual
Industy turnover rate Avg. 20%tile  40%tile  50%tile  60%tile  80%file employee tumover ratel

Overall voluntary furnover

(N=40) 8.8% 4% 6.4% 8% 10% 12%
14.5%
Overall non—(;/\loigg;rory’rurnover 29% 0% 1% % 177 %7
Equipment &
machinery . .
“'%ﬁfgj“ghﬂg;‘ow 32%  0.5% 1% 2% 2% 5%
7.2%
High-potential non-voluntary
turnover (N=35) 0.8% 0% 0% 0% 0% 1%
Overall voluntary turnover 4 9
(N=38) 14.3% 5% 10% 12% 15% 18%
18.4%
overal ”°”'(VN‘1'§2§°” fumover ;o2 1% 2% 3% 5% 10%
Consumer
goods .y .
™Y s1% 3% 5% 5% % 10%
12.1%
g pOLE IE] ?32'3‘20)'“”‘0“ 18% 0% 0% 0.1% 1% 5%
Overall vczlﬁzzﬁr)y turnover 16.3% 7% 13% 15% T e
18.3%
overa ”°”‘(L‘i§2§0w*“'”°vef 54% 2% 3% 5% 5% %
Life sciences
“'gigf’n‘;*j‘g:'?m;g;““y 7% 2% 5% 5% 5% 10%
9.7%
ey (Neoy " 17% 0% 0% 0% 0% 3%
Overalva ey MV losm  25%  95%  10%  11.28%  15%
14.0%
Overall non—(;/\loigz;ory’rurnover 43% 0% 1% 1% o N
Automotive &
parts . .
igh sore "ELV:%'E;”OW 29% 0% 1% 18% 2% 5%
7.9%
High-potential non-voluntary
turnover (N=25) 0.4% 0% 0% 0% 0% 0.5%
Overall vczlﬁzt;;r)y furnover 14.2% 7% 10% 13% 15 i
14.7%
overal ”°”'(L‘1'§?§°W fumover  so% 1% 4% 5% 5% 8%
Information
fechnology . .
H'gruﬁ(ﬁveg:'c(’h":‘;'z;m” 66% 1% 3% 5% &% 10%
8.0%
High-potential non-voluntary 1 2% 0% 0% 0% o -

turnover (N=26)
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Data by Industry (continued)

2012 2012 2012 2012 2012
Data Data Data Data Data

Less than 5% 22.7% 25.6% 8.6% 16.7% 39.3%
40.0% 20.0% 22.0% 30.0% 34.0%

5%-10% (<=10%) 31.8% 33.3% 11.4% 36.7% 17.9%

10%-15%(<=15%) 18.2% 20.5% 31.4% 20.0% 17.9%
36.0% 40.0% 46.0% 38.0% 39.0%

15%-20%(<=20%) 9.1% 5.1% 20.0% 6.7% 7.1%

20%-25%(<=25%) 6.8% 2.6% 14.3% 3.3% 7.1%
14.0% 20.0% 20.0% 16.0% 17.0%

25%-30%(<=30%) 2.3% 5.1% 5.7% 10.0% 0.0%
30%-40%(<=40%) 2.3% 5.0% 5.1% 17.0% 5.7% 7.0% 0.0% 11.0% 3.6% 7.0%
40%-50%(<=50%) 0.0% 0.0% 0.0% 3.0% 0.0% 2.0% 0.0% 3.0% 3.6% 0.0%

more than 50% 4.5% 0.0% 2.9% 3.3% 0.0%
5.0% 0.0% 4.0% 3.0% 2.0%

No new hires 2.3% 2.6% 0.0% 3.3% 3.6%

Less than 5% 30.2% 40.0% 34.2% 31.0% 31.4% 28.0% 20.7% 43.0% 40.7% 29.0%

5%-10% (<=10%) 46.5% 38.0% 47 4% 40.0% 31.4% 48.0% 48.3% 27.0% 25.9% 46.0%

10%-15%(<=15%) 14.0% 10.5% 20.0% 20.7% 22.2%
17.0% 29.0% 15.0% 19.0% 12.0%
15%-20%(<=20%) 7.0% 5.3% 5.7% 6.9% 7.4%
20%-25%(<=25%) 0.0% 2.6% 8.6% 0.0% 3.7%
5.0% 0.0% 9.0% 8.0% 10.0%
25%-30%(<=30%) 2.3% 0.0% 2.9% 3.4% 0.0%
More than 30% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 3.0% 0.0% 2.0%
Less than 5% 79.1% 65.8% 71.4% 82.8% 81.5%
5%-10% (<=10%) 7.0% 23.7% 17.1% 6.9% 14.8%
10%-15% (<=15%) 9.3% 7.9% 8.6% 0.0% 3.7%
15%-20% (<=20%) 2.3% 0.0% 2.9% 0.0% 0.0%
20%-25% (<=25%) 2.3% 2.6% 0.0% 3.4% 0.0%
25%-30% (<=30%) 0.0% 0.0% 0.0% 3.4% 0.0%
More than 30% 0.0% 0.0% 0.0% 0.0% 0.0%
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Data by Industry (continued)

2012 2012 2012 2012 2012
Data Data [Ble]fe! Data Data

Less than 5% 27.0% 29.0% 11.4% 20.0% 25.0% 30.0% 10.7% 14.0% 10.0% 10.0%
5%-10%(<=10%) 37.8% 12.0% 17.1% 14.0% 9.4% 13.0% 21.4% 19.0% 20.0% 27.0%
10%-15(<=15%) 5.4% 8.6% 15.6% 4.0% 14.3% 5.0%
5.0% 17.0% 16.0% 12.0%
15% -20%(<=20%) 5.4% 2.9% 0.0% 10.7% 0.0%
20%-25%(<=25%) 2.7% 2.9% 3.1% 7.0% 0.0% 5.0%
12.0% 11.0% 11.0% 10.0%
25%-30%(<=30%) 2.7% 2.9% 3.1% 0.0% 5.0%
More than 30% 8.1% 10.0% 11.4% 6.0% 9.4% 13.0% 25.0% 22.0% 10.0% 5.0%
Noft sure 2.7% 14.3% 0.0% 10.7% 10.0%
L 33.0% 31.0% 33.0% 19.0% 37.0%
No statistics 8.1% 28.6% 34.4% 7.1% 35.0%
2012 2012 2012 2012 2012
Data Data Data Data Data
Less than 1 year 4.7% 5.3% 5.7% 3.4% 0.0%
1-2 years 32.6% 24.0% B.4% 31.0% 45.7% 35.0% 41.4% 38.0% 37.0% 37.0%
(<=2 yeors) . (e} B (<] 5. (e} . (e} . (<]
23 years 39.5% 18.4% 31.4% 37.9% 29.6%
(<=3 years)
Ew 57.0% 49.0% 46.0% 43.0% 41.0%
-4 years
(<=4 years) 4.7% 2.6% 11.4% 0.0% 11.1%
4-5 years
(<=5 years) 0.0% 0.0% 0.0% 0.0% 3.7%
Y — 0.0% 0.0% 0.0% 8.0% 2.0%
ore than
years 0.0% 0.0% 0.0% 0.0% 0.0%
Noft sure 18.6% 19.0% 5.3% 20.0% 5.7% 20.0% 17.2% 11.0% 18.5% 20.0%
2012 2012 2012 2012 2012
Data Data Data Data Data
Annually 6.8% 5.0% 7.7% 0.0% 8.6% 0.0% 3.3% 3.0% 7.1% 0.0%
Semi-annually 22.7% 5.0% 2.5% 14.0% 34.3% 17.0% 26.7% 19.0% 35.7% 5.0%
Depends 52.3% 67.0% 5.4% 54.0% 40.0% 57.0% 63.3% 54.0% 48.9% 56.0%
Quarterly 2.3% 2.0% 2.6% 9.0% 2.9% 7.0% 0.0% 11.0% 0.0% 7.0%
Every other year 0.0% 0.0% 0.0% 0.0% 0.0%
No talent review 15.9% 19.0% 12.8% 17.0% 14.4% 20.0% 6.7% 11.0% 14.3% 32.0%
Ofther frequency 0.0% 0.0% 0.0% 0.0% 0.0%
Others 0.0% 0.0% 0.0% 0.0% 0.0%
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