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Foreword

Since we published our first Employee Health Benefits Survey in March 2013, we have received good
feedback from HR professionals, insurance companies and healthcare vendors. This report is credited as
"leading thought leadership on China employee benefits"and "the best source to learn about prevalent
health benefits".

Encouraged by such compliments, we carried out a second China Employee Health Benefits Survey
Report with 291 participating companies from September 2014 to January 2015. The most intriguing
findings are from some notable changes between the two studies:

@ Compared to 2013, this year more companies believe that "oenefits are more important than

cash,"especially for management and senior management. We believe this accurately reflects the trend
where companies are paying more attention to benefits.

2012 2014 2014 2012 2014
Benefits are more important than cash 7.07% 9.52% 19.02% 29.41% 27.72% 47.06%
Cash and Benefits need equal attention 78.80% 63.1% 74.46% 54.12% 66.85% 37.65%
Cash is more important than benefits 14.13% 27.38% 6.52% 16.47% 5.43% 15.29%

@ Versus 2013, there are significantly more companies now considering flexible benefit programs.

Although 25% of companies currently have flexible benefit programs, close to 70% of companies are
considering implementing a program. This clearly shows that companies are looking at flexible benefits
as a cost effective way to improve the quality of their benefit programs.

@ Versus 2013, the number of companies who formally review annual insurance claims and health check

data has more than doubled. We hope that the 2013 survey highlighted this issue and moftivated people
to make better use of this valuable datal

Formally review annual insurance claims 41.32% 63.05%

Formally review health check 38.55% 78.52%

When we first started to plan this study, our goal was to provide information that HR professionals could
use in the development of their benefit strategy and programs. To that goal, we believe this year's study
has some valuable information and we hope you find the report useful.
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Part | | Executive Summary

This second China Employee Health Benefits
Survey Report has been conducted in
partnership with HREC and JLT Essential. The
purpose of the study is to better understand the
current state of employee benefits in China and
to provide insights info future developments.

Overall 291 companies parficipated in the
survey. Wholly Owned Foreign Entferprises made
up 54.30% of participants while Chinese Private
Enterprises accounted for 22.68% of parficipants.
The participant group is diverse and provides a
good look at both MNC and Domestic company
practices.

The following is a summary of the key lessons
from the study:

&  The large majority of companies target 50th
percentile for Total Compensation versus market.
For Management and Senior Management
positions partficipants report higher target pay
levels. The higher targefing at more senior levels
is clearly linked to the attraction and retention of
leadership talent.

6 Domestic companies' usage of Benefits is
more aggressive than their MNC peers, this is
especially frue at the Management and Senior
Management job levels.

& Participating companies are forecasting
a significant shift in the importance of Benefits
in the next 2 - 3 years. Such a shift would be a
dramatic development given the market has

not historically valued Benefits as a part of total
remuneration.

& Medical Check-up, Group Life Insurance
and Supplemental Medical Insurance remain
the most prevalent employee benefits.
Surprisingly, retirement security is still not seen as
an imporftant Benefit.

& 8557% companies offer some form of
Group Insurance benefits. The most prevalent
Group Insurance benefits remain Supplementary
Medical, Critical lliness, and AD&D.

6 69.64% companies reported that the

cost of Group Insurance is increasing. 62.29%
parficipants identified Supplemental Medical
Insurance as having the highest cost increases.

& Among the participant group, only
25.09% companies have a flexible benefit
program. However, 85.57% participants believe
that flexible benefit plans improve employee
attraction and retention.

& Only 14.09% participants have an Enterprise
Annuity plan. The lack of progress with Enterprise
Annuity is a good example of the hesitancy most
employers have about retirement programs in
China.

& The Annual Health Check remains the
primary health benefit offered in China. There is
currently a very low adoption rate of other more
innovative health benefits.



Part 2 | Participant Demographics

Overall 291 companies participated in the survey. Overall the participant group is robust and provides a good look
at both MNC and Domestic company practices.

Figure 1 Industry Representafion among Participating Companies N=291 Figure 2 Ownership Structure of Participating Companies N=291
Industry Respondents
Machinery Manufacturing 12.03% 35
Consumer Goods 11.68% 34
IT 9.97% 29 - 54.30%
Wholly foreign-owned
Automobiles and Auto Parts 9.62% 28 . L
16.15% Sino-foreign joint venture
Electrical and Electronic 6.87% 20 U State-owned enterprises
Retail and e-commerce 5.84% 17 B Chinese Private Enterprises
Professional Services 5.84% 17
Chemical and Pefrochemical 5.50% 16
Real Estate 5.15% 15 Figure 3 Employee Size of Participating Companies N=291
Financial Services 4.81% 14
dical Devi d other Lif Y
Medica evices and ofher Life 4.47% 13 19.24%
Sciences
<100
Logistics and Transport 3.78% 11 100-499
29.55%
Pharmaceutical 2.75% 8 500-999
Printing and Packaging 1.37% 4 W 1000-1999
B 2000-4999
Energy and Power 0.69% 2
>5000
Others 9.62% 28
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Part 3 | Managing Total Rewards

The Total Rewards landscape continues to evolve in China. There is still a strong cash orientation but there are signs
that Benefits are gaining in importance.

Figure 4.1 Total Compensation Target of Participating Companies N=291

Pay Target Manual Workforce General Staff Professional Staff Senior Management

25th Percentile 15.70% 12.41% 3.10% 2.75% 3.48%
50th Percentile 70.40% 73.79% 63.10% 61.17% 46.69%
75th Percentile 11.66% 10.00% 28.97% 31.62% 44.25%
Other Percentile 2.24% 3.79% 4.83% 4.47% 5.57%

) The large majority of companies target 50% percentile for Total Compensation versus market. For
Management and Senior Management positions participants report higher target pay levels. The higher targeting
at more senior levels is likely an attempt to attract and retain talented leaders.

Figure 4.2 Domestic Companies Total Compensation Target N=86

Pay Target Manual Workforce General Staff Professional Staff Senior Management

25th Percentile 23.53% 19.77% 4.71% 3.49% 4.65%
50th Percentile 54.41% 65.12% 44.71% 52.33% 37.21%
75th Percentile 20.59% 13.95% 44.71% 39.53% 51.16%
Other Percentile 1.47% 1.16% 5.88% 4.65% 6.98%

() Total Compensation targets at Domestic companies vary more than MNC companies, especially at the
Manual Workforce and General Staff levels. They also appear to be more aggressive than MNCs when setting
pay targets at the Management and Senior Management levels.

Figure 4.3 Mulfinational Companies Total Compensation Target N=205

Pay Target Manual Workforce General Staff Professional Staff Senior Management

25th Percentile 12.26% 9.31% 2.44% 2.44% 2.99%
50th Percentile 77 42% 77 .45% 70.73% 64.88% 50.75%
75th Percentile 7.74% 8.33% 22.44% 28.29% 41.29%
Other Percentile 2.58% 4.90% 4.39% 4.39% 4.98%
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Figure 5.1  Total Benefits Target of Participating Companies N=291

Benefits Target Manual Workforce General Staff Professional Staff Senior Management

Basic Mandatory Benefits 20.63% 13.79% 10.00% 8.59% 6.29%
Market Average 58.74% 65.52% 60.00% 57.73% 51.05%
Above Market Average 20.63% 20.69% 30.00% 33.68% 42.66%

) A large majority of companies target Benefits at or above Market Average. As with cash, there is more
aggressive targeting the higher job level.

Figure 5.2 Domestic Companies Total Benefits Target N=86

Benefits Target Manual Workforce General Staff Professional Staff Senior Management

Basic Mandatory Benefits 29.41% 24.42% 15.29% 12.79% 10.47%
Market Average 47.06% 53.49% 47.06% 44.19% 36.05%
Above Market Average 23.53% 22.09% 37.65% 43.02% 53.49%

() Domestic companies are more aggressive than MNCs, this is especially true at the more senior levels. An
explanation for some of this difference might be the use of Cash Allowances as a major benefit at Domestic
companies.

Figure 5.3  Multinational Companies Total Benefits Target N=205

Benefits Target Manual Workforce General Staff Professional Staff Senior Management

Basic Mandatory Benefits 16.77% 9.31% 7.80% 6.83% 4.50%
Market Average 63.87% 70.59% 65.37% 63.41% 57.50%
Above Market Average 19.35% 20.10% 26.83% 29.76% 38.00%

Figure 6.1  Current Philosophy about Total Remuneration N=291

Philosophy Manual Workforce/General Staff Professional Staff Senior Management

Cash is more important than
benefits 69.23% 27.34% 15.86% 12.59%
Cash and Benefits need
equal attention 27.60% 67.13% 61.03% 45.45%
Benefits are more important 317% 5.54% 23.10% 41.96%

than cash

€ Cash is currently the primary and preferred type of compensation at the Manual Workforce and General
Staff levels. Companies have a more balanced approach with Professional Staff and Management, however, for
Senior Management Benefits are an increasingly important part of total remuneration.
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Figure 6.2 Domestic Companies' Current Philosophy about Total Remuneration N=86

Philosophy Manual Workforce/General Staff | Professional Staff Senior Management

Cash is more important than benefits 65.67% 27.38% 16.47% 15.29%
Cash and Benefits need equal attention 31.34% 63.10% 54.12% 37.65%
Benefits are more important than cash 2.99% 9.52% 29.41% 47.06%

Figure 6.3  Multinational Companies' Current Philosophy about Total Remuneration N=205

Philosophy Manual Workforce/General Staff § Professional Staff Senior Management

Cash is more important than benefits 70.78% 27.32% 15.61% 11.44%
Cash and Benefits need equal attention 25.97% 68.78% 63.90% 48.76%
Benefits are more important than cash 3.25% 3.90% 20.49% 39.80%

Figure 7.1 Philosophy about Total Remuneration in the Next 2-3 Years N=291

Philosophy Manual Workforce/General Staff § Professional Staff Senior Management

Cash is more important than benefits 41.63% 14.53% 7.24% 6.29%
Cash and Benefits need equal attention 50.68% 65.40% 50.34% 36.71%
Benefits are more important than cash 7.69% 20.07% 42.41% 56.99%

¢ Participating companies are forecasting a significant shift in the importance of Benefits. Such a shift would be
a dramatic development given the market historically has not valued Benefits as a part of total remuneration.

Figure 7.2 Domestic Companies' Philosophy about Total Remuneration in the Next 2-3 Years N=86

Philosophy Manual Workforce/General Staff § Professional Staff Senior Management

Cash is more important than benefits 37.31% 7.14% 3.53% 4.71%
Cash and Benefits need equal attention 55.22% 69.05% 52.94% 30.59%
Benefits are more important than cash 7.46% 23.81% 43.53% 64.71%

Figure 7.3  Multinational Companies' Philosophy about Total Remuneration in the Next 2-3 Years N=205

Philosophy Manual Workforce/General Staff § Professional Staff Senior Management

Cash is more important than benefits 43.51% 17.56% 8.78% 6.97%
Cash and Benefits need equal attention 48.70% 63.90% 49.27% 39.30%
Benefits are more important than cash 7.79% 18.54% 41.95% 53.73%
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Part 4 | Employee Benefits Overview

Figure 8.1 Employee Benefits Prevalence among Participating Companies N=291

Manual Professional Senior

Mandatory Benefits 99.55% 99.66% 99.31% 99.66% 99.31%
Flexible Benefits 12.56% 11.68% 14.78% 18.56% 20.62%
Annual Medical Check-up 87.89% 90.03% 91.41% 92.10% 92.44%
Retfirement - Pension Insurance 21.97% 23.37% 24.74% 25.43% 27.84%
Retirement - Savings Plan 4.48% 3.44% 5.50% 6.53% 9.62%
Refireme”*grgggg”se Annuity 1121% 11.00% 12.03% 12.03% 13.40%
SpiEmEe] Vseleel 59.64% 65.64% 66.32% 67.35% 67.70%
High-end Medical Insurance 1.35% 2.41% 3.09% 5.50% 30.24%
Group Life Insurance 63.23% 63.57% 64.95% 65.98% 67.35%
Supplemental Housing Fund 12.11% 14.78% 17.18% 17.87% 19.93%
Housing Loan Program 2.69% 4.47% 6.87% 7.22% 6.87%
Stock Ownership Plan 3.59% 5.15% 14.09% 21.31% 36.43%
Retention Bonus 10.76% 8.25% 17.18% 20.62% 25.43%
Company Car / Car Allowance 8.07% 10.65% 17.53% 30.24% 63.57%
Rented Housing 10.31% 8.25% 12.03% 13.06% 28.87%
Company Dormitory 35.87% 22.68% 20.96% 16.84% 18.21%
Club Membership 9.42% 8.93% 9.62% 11.68% 16.15%
Education Assistance 717% 7.22% 9.28% 12.03% 14.43%
gﬁ;g :"fe‘”(’]?lﬂgeiéigng%ﬂe) 38.57% 49.48% 60.82% 68.04% 69.07%
Discounted Company Products 29.15% 29.55% 29.21% 29.90% 30.93%

() Medical Check-up, Group Life Insurance and Supplemental Medical Insurance remain the most prevalent
benefits. Flexible Benefit plans are still rare, with only 20.62% of companies providing flex to the Senior
Management positions. Cash Allowances are important the higher you move up in the organization. Retirement
security is still not seen as an important Benefit at any level.
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Figure 8.2 Employee Benefits Prevalence Comparison between MNCs and Domestic Companies (Management and Senior
Management) N=291
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MNCs and Domestic companies have slightly different approaches to the design and delivery of employee
benefits. Domestic companies use Cash Allowances as a primary benefit and they have a stronger focus on
Retirement security. MNCs make significantly more use of Group Life Insurance and Supplemental Medical Insurance.

Figure 8.3 Employee Benefits Prevalence Comparison between MNCs and Domestic Companies (General Staff and
Professional Staff) N=291
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Domestic companies use Cash Allowances as a primary benefit and they have a stronger focus on Retirement security.
MNCs make significantly more use of Group Life Insurance and Supplemental Medical Insurance.
Domestic companies more likely to provide housing at the General Staff and Professional job levels.
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Figure 8.4 Employee Benefits Prevalence Comparison between MNCs and Domestic Companies (Manual Workforce) N=291
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Figure 9 Does your company have a flexible benefits program N=291
Ownership Structure of Companies Percent%
Having a Flexible Benefits Program N=73 °
25.09% Wholly foreign-owned 42.47%
Sino-foreign joint venture 15.07%
State-owned enterprises 10.96%
Chinese Private Enterprises 31.51%
74.91%
Yes
No

The large majority of companies do not have a Flexible Benefit program.
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Figure 10 What types of benefits are offered in your flexible benefits program N=73

Health Check-up 76.71%

Cash Allowances (e.g. mobile phone, housing, etfc.) 69.86%
Company Car / Car Allowance 53.42%
Group Life Insurance 46.58%
Supplemental Medical Insurance 43.84%
Company Dormitory 38.36%
Rented Housing 36.99%

Stock Ownership Plan 26.03%
Spouse welfare 26.03%
Supplemental Housing Fund 20.55%
Discounted Company Products 20.55%
Retention Bonus 19.18%
Retirement - Supplemental Pension 17.81%
Children Education Welfare 17.81%
Housing Loan Program 12.33%

Club Membership 12.33%
Education Assistance 12.33%
Retirement -Savings Plan 6.85%

> Top 5 most prevalent elements of aflexible plan include Health Check-up, Cash Allowances, Car Allowance, Group Life
Insurance and Supplemental Medical Insurance.

Figure 11 If you do not have a flexible plan, are you considering one N=218

4.13%
|

) There appears to be a major
shift on the issue of flexible
benefits, with 67.89% companies
eitherimplementing or looking to
one year implement a plan.

Yes, we will have a Flex plan within

63.76% Yes, but we are still discussing and
do not have a plan schedule yet

M No
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Figure 12 Do you believe a flexible plan is working (e.g. helping you attract and retain key talent, etc.) N=291

1.37%
13.06%

The participant group has very
positive perceptions around the
value aflexible plan has on the key
issues of employee attraction and

Vos retention.

No

85.57%

Don't know

Figure 13 Does your company have an enterprise annuity plan N=291

Ownership Structure of Companies

Having an Enterprise Annuity Plan N=41 Percent7
14.09% <
Wholly foreign-owned 24.39%
Sino-foreign joint venture 17.07%
State-owned enterprises 31.71%
Chinese Private Enterprises 26.83%
85.91% Yes

No

Retirement is not yet a critical issue for most employers. The lack of progress with Enterprise Annuity is a good example of
the hesitancy most employers have about retirement programs in China.

Figure 14 If you do not have an enterprise annuity plan, given the recent change in national fax law, are you considering launching a
plan for your employee N=250

2.00%

40.40%

57.60%
Yes, we will launch the plan within one year

Yes, but we are still discussing and do not have a plan schedule yet

No

Even with the new tax law, 57.60% still have no interest in developing and Enterprise Annuity plan.
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' Group Insurance & Health Benefits

Figure 15 Does your company provide any group insurance N=291

Does your current insurance premium need

14.43%

85.57%
i Yes

No

to be taxed for individual income N=249 Percent’%
Yes 34.14%
No 65.86%

Some form of group insurance prevalent across Domestic and
MNC companies.

Figure 16 Who pays for the tax of insurance premium N=85

7.06%

30.59%

62.35%

Company

Employee

Company and Employee

Figure 17 Does your company use an insurance broker N=249

What best represents your company

49.00% 51.00%

Yes
No

Insurance brokers help companies improve
benefits and save money. As the companies
look to control insurance costs, the prevalence of
brokerage usage will only increase.

32

chooses a broker N=127 Percent’%
Company chooses broker locally 48.82%
Company chooses broker locally from a
! ! 25.98%
list of preferred global suppliers
Company must use globally mandated 25.20%

broker

Significant decision authority on vendor selection resides with
local leadership.
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Figure 18  Group Insurance Offered to Employee N=249

Group Insurance Manual General | Professional Management Senior
P Workforce Staff Staff 9 Management
76.71%

Employee Supplementary Medical Insurance 69.63%
-Outpatient (OP) & Inpatient (IP) °

77.51% 78.71% 79.12%

Employee Supplementary Medical Insurance -Maternity 42.41% 50.60% 52.61% 52.61% 52.21%
Critical lliness 68.06% 72.29% 73.49% 74.30% 74.30%

High-end Medical Insurance 1.57% 2.81% 3.61% 6.43% 35.34%
Hospitalization Insurance/Allowance 51.83% 57.83% 58.63% 59.84% 61.04%
Dependent Spouse Supplementary Medical Insurance 17.80% 18.88% 19.28% 21.29% 24.90%
Dependent Kid Supplementary Medical Insurance 44.50% 51.81% 53.82% 55.42% 57.03%
Dependent Spouse Medical Insurance-High End 0.52% 1.61% 1.61% 2.01% 12.85%
Dependent Kid Medical Insurance-High End 1.05% 2.01% 2.41% 2.41% 16.06%
Group Term Life Insurance 29.84% 33.73% 34.54% 34.14% 35.74%

Group AD&D Insurance 70.16% 70.68% 72.29% 72.69% 73.90%

Employer Liability Insurance 43.98% 37.75% 37.35% 38.55% 38.96%

Dependent Spouse Life/AD&D Insurance Benefit 5.24% 6.02% 6.43% 7.23% 9.24%
Long-term Disability 3.14% 3.61% 4.02% 4.02% 6.02%

Traffic Accident Insurance 32.46% 38.15% 42.97% 42.17% 43.37%

Business Travel Insurance 34.55% 37.75% 41.77% 43.37% 46.18%

> Most prevalent Group Insurance benefits remain Supplementary Medical, Critical lliness, and AD&D. Most prevalence
levels look very similar to 2013 indicating that not much has changed in the past year.

Figure 19 Do you provide voluntary plan options when offering Figure 20 Is your company concerned about the current cost of
group insurance N=249 group insurance for each individual N=249
16.47%
22.49%
83.53% 77.51%
Yes Yes
No No

¢ Companies have not infroduced choice to the

selection of Group Insurance. Over time this should evolve ) Inthe 2013 study, only 50% of participants expressed
to a point where employees have the ability to pick and concern about the cost of health related benefits.
choose their coverage.
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Figure 21 Does your group insurance cost increasing N=247 Figure 22  How has your group insurance cost increased over
the past 3 policy years

Change =
year year ago

30.36%
Increase Above 50% 6.78% 2.86% 2.00%
Increase 40-50%(<=50%)  3.39% 0.00% 1.00%
Increase 30-40%(<=40%) 6.78% 4.76% 2.00%
69.64%
Yes Increase 20-30%(<=30%)  10.17% 6.67% 7.00%
No Increase 10-20%(<=20%)  19.49%  17.14% 22.00%

Increase 5-10%(<=10%) 2797%  27.62% 28.00%

Increase 0-5%(<=5%) 25.42%  40.95% 38.00%

Figure 23 What elements of group insurance are increasing faster N=172

Supplemental Medical Insurance

62.79%
Critical lliness Insurance 29.07%
High End Medical Insurance 18.02%
Employer Liability Insurance 17.44%
Group AD&D Insurance 16.28% ) Supplemental Medical insurance

is the area where most of the cost
increases. These increases should drive
the development of preventative health
benefits which traditionally lower
utilization of health insurance benefits.

Hospitalization Insurance/Allowance
Business Travel Insurance

Group Term Life Insurance

Figure 24 What are the reasons that cause your company's cost increasing on medical insurance N=170
Medical inflation 45.88%

Employee are getting more familiar with the plan 38.24%

Staff aging

Abuse or overuse 28.82%

Lack of systematic policy management 13.53%
Requiring foo many ex-gratia claim 11.76%

Critical lliness

) The aging of the workforce will drive increases in cost. This will likely become a more significant issue over
the next 5 - 10 years.
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Figure 25 Employee Health Benefits N=291

Health Benefits Manual General [ Professional Management Senior
Workforce Staff Staff 9 Management

Annual Medical Check-up
Annual Tooth Cleaning
Fitness Benefits

Health Management Programs- smoking cessation,
weight reduction, etc.

Employee Assistance Program (EAP)
Health Assistance Program (HAP)
Health Risk Assessment (HRA)
Health Intervention Programs - Onsite Clinics
Health Intervention Programs - Health Related Lectures

Health Intervention Programs - Vaccinations

() The Annual Health Check remains the primary health benefit offered in China

87.89% 90.03% 91.41% 92.10%
4.04% 5.50% 5.50% 6.53%
14.35% 15.81% 16.15% 16.15%
4.93% 5.50% 5.84% 6.19%
15.70% 13.75% 14.43% 14.78%
6.73% 6.53% 6.87% 6.87%
6.28% 6.19% 6.87% 6.87%
9.87% 9.28% 9.62% 9.62%
35.43% 34.71% 35.74% 36.08%
11.21% 11.68% 12.03% 12.03%

adoption rate of other more innovative health benefits.

92.44%
10.65%

17.53%

6.87%

15.12%
8.59%
8.25%
9.97%
36.77%

12.37%

. There is currently a very low

Figure 26 Do you plan to increase the type and number of health benefits N=289

What health benefits will be increased N=89 Percent%
Annual Medical Check-up 15.73%
30.80%
Annual Tooth Cleaning 11.24%
Fitness Benefits 22.47%
Health Intervention Programs (e.g. smoking cessation,

A0 weight reduction, etc.) 39.33%

Yes
N Employee Assistance Program (EAP) 31.46%

o
Health Assistance Program (HAP) 37.08%
Health Risk Assessment (HRA) 16.85%

&) Some companies will be looking to make

. . . Health Intervention Programs - On-site Clinics 17.98%
improvements in health benefit offerings, 9 7
however the large majority of companies have Health Intervention Programs - Health Related Lectures 39.33%
no plans to make improvements. Health Intervention Programs - Vaccinations 10.11%

(> Likely improvements will include preventative measures
in the form of EAP, HAP, HRA and Health Lectures. Focus on

support and education has resulted in lower health care

costs in other parts of the world.
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Part 6 | Managing Employee Health Benefits

Figure 27 How does your company defermine employee health benefits Figure 28 Does your company formally review annual Insurance
and group insurance coverage levels and design features N=291 claims data outlining current health issues of your employee N=249

Developed in China by

local team 36.95%

29557 Developed in China by

local team with input from

64.60% global/regional resources 63.05%
[l Global/regional strategy

and programs that is rolled ves

out in China No
) In nearly 95% of participating companies,
decisions around health benefits are made locally.

Figure 29 Actions to Take in Response to Annual Insurance Claims Data N=249
Check abuse 63.05%

No action at all (not abnormail) 38.96%

Consider together with health check report and other healthcare report 32.93%
Adjust insurance plan 30.12%
Educate employee against medical overuse

Make proper financial budget to match the risk cost

> Only 32.93% participating companies look at other data sources (e.g. health check data, absenteeism data,
etc.) in combination with claims data. More effective insurance programs and health prevention programs can

be developed when all available data is used in the design process.
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Figure 30.1 Do your company's cost of annual medical check- Figure 30.2 How many percenfage about annual medical
up rising N=270 check-up rising N=89

23.60%
32.96%
. 0-10%(<=10%)
10-20%(<=20%)
67.04% 0 20-30%(<=30%)
Yes 47.19% B Above 30%
No B N/A
Figure 31 Does your company formally review annual health check Figure 32.1 Does your company take targeted actionsin
data outlining the current health issues of your employee N=270 response to the annual health check data N=270
21.48%
42.96%
57.04%
78.52%
& Yes Yes
No No

() Reviewing and acting on the data is a very good
way to control cost and improve the quality of the
health check benefit.

Figure 32.2 Actions to Take in Response to Annual Health Check Data N=116

Provide more annual medical check-up items, or change the existing check-up packages 55.17%

Increase healthcare program 53.45%

Make corresponding adjustment when medical insurance renewal

Increase budget
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Figure 33 Does your company formally review sick leave
absence data N=290

Figure 34 Does your company take targeted actions in response
fo the sick leave absence data N=289

23.88%
34.14%
65.86% 76.12%
Yes Yes
No No
Figure 35.1 Do you survey your employee regarding their Figure 35.2 Current Level of Employee Satisfaction with Current

satisfaction with current company sponsored health benefits N=290

40.34%

59.66%

Yes
No
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2.56%
|
13.68%
Very Satisfied
83.76% Satisfied
Noft satisfied



Total remuneration is at the core of the employment relationship
and a key lever in attracting, managing and retaining people.
From this study it is clear that there will be a greater focus on using
benefits as a key part of total remuneration. Moving forward, it

will be interesting to see how quickly employers act and how they
will enhance their benefits offerings.

Part 7 | Moving Forward

The approach to total remuneration continues
fo evolve in China. The market has moved from
a basic cash and allowance approach to a
more diversified usage of cash, allowances and
benefits. This study has identified some interesting
new trends, notably an important shift in thinking
about the relative importance of benefits in total
remuneration.

As the market continues to evolve, there will be
some inferesting things to look for:

& The increasing importance of benefits in
the total rewards equation. The data indicates
that benefits will become more important at all
job levels. The impact of these potential changes
will affect nearly all companies as they seek to
at least be market competitive.

& A more aggressive adoption of Flexible
Benefits. A large number of companies reported
a desire to develop some sort of flexible option in
their benefit programs. Flexible Benefits is a great
way to improve an employee benefit offering.

& A more aggressive adoption of higher
quality benefits for senior local employees.
Whether it be high-end medical insurance and/
or an improved pension plan, companies will
explore improving benefits for this important
demographic.

& The increased usage of brokers and
consultants in the market. With only around 50%
of companies using brokers today, this number
will likely increase given the market need to
control cost and improve program quality.

& The adoption of more preventative health
benefits. With the increasing concern around
cost and an aging workforce, investing in
preventative health benefits could be a win/win
for the company and employee.

& A more coordinated approach to designing
and developing benefit programs. Companies
have a wealth of data (health check, insurance,
attendance, etc.) that can be used to design
the right benefits for their unique workforce.
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