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A G E N D A  

ÅGLOBAL / REGIONAL ECONOMIC OVERVIEW 

ÅFOCUS ON THE HR ENVIRONMENT 

ÅCOMPENSATION AND BENEFITS TRENDS 

ÅLOOKING AHEAD 
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CONTEXT  

GLOBAL/REGIONAL VIEW 
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E C O N O M I C  I N D I C A T O R S ,  2 0 1 5   

G L O B A L / R E G I O N A L  P E R S P E C T I V E  
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A S I A  A S  A N  E C O N O M Y  H A S  T R E M E N D O U S  

POTENTIAL BECAUSE é 

ASIA 

By 2050, Asia will account for 45% of 

the world population  

From 2000 ς 2010, incomes rose on average by 96% 
and are forecast to rise 45% further by 2016.  

The region has been resilient through the global 
financial crisis and has experienced consistent average 

annual GDP growth rates between 5% to 8% 

This will add 1 billion new 
consumers and a total purchasing 

power in excess of $10 trillion  

Asia will house one of the youngest and 

largest workforces, numbering around 3 
billion and representing 52% of the global 

workforce 

9 of the 10 fastest growing mega-
cities in the world are in Asia 

The ASEAN Economic Community (AEC) 

is poised to launch in 2015 

Source: Forbes 2014 

http://www.google.com/url?sa=i&rct=j&q=&esrc=s&frm=1&source=images&cd=&cad=rja&uact=8&ved=0CAcQjRw&url=http://claycrucible.com/2014/03/&ei=FVX8VIOiDaTMmAXkgoLQCw&bvm=bv.87611401,d.dGY&psig=AFQjCNGKE7umXLvMfbjbBkOFlcNMXhfvwg&ust=1425909341390729
http://www.google.com/url?sa=i&rct=j&q=&esrc=s&frm=1&source=images&cd=&cad=rja&uact=8&ved=0CAcQjRw&url=http://chasinjesus.blogspot.com/2013/05/the-alienable-self.html&ei=NFT8VN-NHeSrmAXFhIGQAw&bvm=bv.87611401,d.dGY&psig=AFQjCNFnxhqXi6QPpL6j68FpZ3_ec8Hs3A&ust=1425909162761814
http://www.google.com/url?sa=i&rct=j&q=&esrc=s&frm=1&source=images&cd=&cad=rja&uact=8&ved=0CAcQjRw&url=http://www.jobsgopublic.com/smartsearch/pages/show/what-is-executive-recruitment&ei=t1f8VNbqMobemAWKsYLwDg&bvm=bv.87611401,d.dGY&psig=AFQjCNHhTr0W8CDFaOu4DigxQa5rYrvR3A&ust=1425910030028075
https://www.google.com/url?sa=i&rct=j&q=&esrc=s&frm=1&source=images&cd=&cad=rja&uact=8&ved=0CAcQjRw&url=https://dokity.com/city-clipart.html/simple-city-clipart-on-apartment-with-city-clip-art-clipart-panda-free-clipart-images&ei=Elb8VJwCpb-bBczSgIAH&bvm=bv.87611401,d.dGY&psig=AFQjCNFJl-Ld0czgqc5b4chAkEHuVovtEg&ust=1425909631299706
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B U T  T H E R E  I S  T U R M O I L  I N  C U R R E N C I E S  

E X C H A N G E  R A T E  V A R I A T I O N  

S E P T E M B E R  2 0 1 4  ïS E P T E M B E R  2 0 1 5   

1 USD = 

Country Currency September 2014 September 2015 % of change 

Russia RUB 36.94 65.86 78% 

Singapore SGD 1.25 1.41 13% 

Malaysia MYR 3.16 4.18 32% 

China CNY 6.16 6.37 3% 

Indonesia IDR 11695.90 13869.60 19% 
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M A N A G I N G  C U R R E N C Y  F L U C T U A T I O N S  

I M P A C T  O N  C O M P E N S A T I O N  M A N A G E M E N T  

CONTEXT 

ÅDepreciation (devaluation)  

ï Makes exports cheaper; exporting firms 

benefit. 

ï Usually causes inflation, which limits 

employeesô purchasing power 

ï Impacts 

- Employee needs and morale 

- Attraction, retention, attrition of talent 

ÅAppreciation  

ï Makes exports more expensive and 

reduces the competitiveness of exporting 

firms (cost pressure).  

ï Impacts 

- Hiring 

- Cost management 

IMPACT 

ÅBase salary level  

ÅSalary increase budgets 

ÅShort-term incentive targets and 

payouts 

ÅLong-term incentive measures and 

values 

ÅBenefits  

ÅCost of Living/Goods and Services 

ÅChange of payment approach, e.g. in 

home / host  currency or split 
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D I S P A R A T E  G R O W T H  A N D  R E A L  W A G E S  A R E  

I N C R E A S I N G  I N  T H E  R E G I O N  

  

GDP Inflation 

Salary 
Increase 

(2015 
Forecast) 

AU 2.3 1.1 3.5  

CN 6.7 0.9 7.9 

HK 2.6 3.3 4.6 

IN 6.3 5 10.8 

ID 5.2 5.7 9.4 

JP 0.7 1.1 2.2 

MY 4.6 3.7 5.7 

PH 6.8 2.5 6.5 

SG 2.6 0.5 4.1 

KR 3.2 0.8 4.9 

TW 3.6 0.2 3.9 

TH 3.2 0.7 5.9 

VN 6.5 2.4 10.3 

CN HK IN ID JP MY PH SG KR TW TH VN

GDP Inflation Salary Increase (2015 Forecast)

Source: Mercer Market Pulse Survey  H2 2014, IMA Asia February 2015,  

Note: Salary increase > Inflation is an indication that real wage is increasing 



© MERCER 2015 8 

© MERCER 2015 8 

CONTEXT  

CURRENT HR ENVIRONMENT 
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C U R R E N T  H R  E N V I R O N M E N T  

G L O B A L  C U L T U R A L  D I F F E R E N C E S  

Americas 

Europe Asia 

Focus on 

performance 
Focus on position Focus on person 
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C U R R E N T  H R  E N V I R O N M E N T  

R E W A R D  P H I L O S O P H Y  &  S A L A R Y  S T R U C T U R E  

Anglo 

Saxon  

Å Transparent 

Å Steep salary curve 

Å Target minded 

Germanic 

Å Structured 

Å Flat curve 

Å Equalizing 

Latin 

Å Not transparent 

Å Very steep curve 

Å Hierarchical 

South East 

Asia 

Å Semi transparent 

Å From flat to steep   

   curve 

Å Unequal (pay for person) 

Å Team performance 

oriented 

 

 

Chinese 

Å Anglo Saxon influenced 

Å Very steep curve 

Å Very broad bands and     

   people focused 

Å Extremely regional 

Å Expat Influenced at     

  higher levels 



© MERCER 2015 11 

C U R R E N T  H R  E N V I R O N M E N T  

I M P A C T  O F  R E W A R D  P H I L O S O P H Y  O N  S A L A R Y  
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W O R K F O R C E  M E T R I C S  I N  A S I A  

8 5 %  O F  O R G A N I Z A T I O N S  T R A C K ,  O R  P L A N  T O  

T R A C K  W O R K F O R C E  M E T R I C S   

 

51% 49% 

Do you find there is a need / are planning to 
start tracking metrics in the future? 

Yes

No

Number of 

Organisations = 

368 

HR Metrics Currently tracking Would like to start tracking  

Recruitment  11% 9% 

Development 9% 10% 

HR Expenses 9% 7% 

Total 29% 27% 

Workforce Metrics Currently tracking Would like to start tracking  

Turnover 13% 9% 

Demographics 10% 2% 

Attraction/ Retention 8% 0% 

Absenteeism 6% 5% 

Succession Planning 8% 11% 

Manager Efficiency 4% 12% 

Mobility 5% 7% 

Total 52% 47% 

Prevalence >10% 

70% 

30% 

Is your organization tracking workforce 
related data in a consistent way? 

Yes

NoNumber of 

Organisations  

= 1202 

Organizational Efficiency 

Metrics 
Currently tracking Would like to start tracking  

Financial Impact 9% 9% 

Cost Efficiency 7% 11% 

Outsourced Function 2% 6% 

Total 18% 26% 

Which metrics are tracked and with what prevalence? 



© MERCER 2015 13 

A T T R I T I O N  R A T E S  

T H E  H I G H  R A T E S  A R E  H E R E  T O  S T A Y  
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Voluntary attrition percentage (Average) 

2012 (Full Year) 2013 ( Full Year) 2014 (Full Year)

Source: Mercer Asia Pacific Monitor Bulletin 2015 Q1 
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T U R N O V E R  T R E N D S  ( A V E R A G E )  

V O L U N T A R Y  T U R N O V E R  B Y  P E R F O R M A N C E  
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T U R N O V E R  T R E N D S  ( A V E R A G E )  

V O L U N T A R Y  T U R N O V E R  B Y  G E N E R A T I O N  
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C U R R E N T  H R  E N V I R O N M E N T  

O V E R V I E W  F O R  A S I A  

ÅTalent acquisition and retention 

 

ÅThe changing workplace / Gen Y ï Z - é 

 

ÅPay consistency / Segmentation 

 

ÅPrinciples that will drive equitable pay 

 

ÅGovernance: what does a good reward 

function look like? 

 

ÅCommunication of reward programmes 

 

ÅESS Tools 

  

ÅAging workforce 


