Our Offices

Shanghai Lifg

15th Floor, The Crest Building, No.500 West Yan'an Road,
Changning District, Shanghai. China 200050
EEMKTXERFER 500 SETERAE 15 #

EBIE TEL: +86 21 2225 4600

Suzhou 74

801, Zhongyin Huilong Building, No. 8 Suzhou Avenue
West, Suzhou, China 215000

AN LRI XFR N KIER 8 SHIRELAE 801 =

Hefei &HE

15A22, Building E, Blue Business Port, Shushan District,
Hefei

SETE X ERSES E EE 156A22

Dalian K%

2901, ST2, Building 5 Yujing, Dalian Center, No.280
Changjiang Road, Zhongshan District, Dalian
REDPUXEITE 280 SKERLOER 5 S ST2 X
E 2901 2

Beijing b=

608, Fan Li Plaza, No. 22 Chaoyang District Street, Bei-
jing, China 100020

JERMEABAXEAFRI ISR 22 SIZFIKE 608 =

Shenzhen &3
1105, Building B, Shangmeilin Excellence City II, Futian Dis-
trict, Shenzhen

wRYIITtE X SRR ERER 126 S S8 — 8 B 4% 1105 =

Qingdao 55

1711, Building B, Heda Center, No179 Tailiu Road, North
District, Qingdao, China 266199

SEMHIEX A 179 SFhXDO B E 1711 2

Changzhou &M

22nd Floor, Building 5, Changfa Plaza, No.101-1 Taihu East
Road, Xinbei District, Changzhou

EMMFAEXAHARE 101-1 S8A 5 5# 22 B

Guangzhou JM

3208, Tianhe City, 208 Tianhe Road, Tianhe District, Guang-
zhou, China 510620

IMNHRIT XK 208 55K 3208 =

Chengdu B#D

2110, No.18 Dongyu Street, Jinjiang District, Chengdu, China
610016

REBTSE L X R4 18 SEHAE 2110 =

Wuxi Fo5
2813, YunFu Building, No. 288 Zhongshan Road, Liangxi
District, Wuxi

FTHHREX PR 288 STIEAE 2813 =

Singapore

8 Marina Blvd Level 11, Marina Bay
Financial Centre Tower 1 Singapore 018981
Tel : +00 65 6727 6122
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About CONNECTUS

CONNECTUS R—HREMRMEANRREEEGAE, 2013 Faiz, BRIETAK 13 MEmiAEEE 200 SRR,
BNRHAZTINE, BERRENG, RIEAFL, HiBWsS, ARSATRRE, BO5SHHEL, RAANNERNEEZWRS,
HATFENEFRABABEHRAT BN, EESEETETURSHUME, CONNECTUS SRSEWEE T KESIENKAEXR,
PMERIRR, BT, BRIIREHASEAZ MR,

CONNECTUS is an international human resource management consulting company founded in 2013. Currently, it has more
than 200 professional consultants in 13 Asian cities.

We provide executive search, recruitment process outsourcing, flexible staffing, internationalization, organization and talent
development, consulting and market intelligence, expert network and other professional services. Dedicated to helping
clients improve organizational effectiveness and inspire talent potential, CONNECTUS is able to establish long-term business

partnerships with many enterprises. Driven by our mission, we believe that by developing and empowering talents, we can
create an extraordinary world.

Core Values

&1E One Team 3% Persistence Conquers All

fR#% Go Beyond Limits 8% Move out of Comfort Zone

8% Run a Different Race {5 Integrity is Doing the Right Thing

Py e e
7
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= iniE LIRSS
Executive Search

CONNECTUS §IBIIEskiRSS, BRI
BIRERNM., HIRFHA., NBERMUUAREWEEARA
7, BlleeiRMtRE R EMABIEMRRS R, &
AHET | ik, REEAT,

CONNECTUS Executive Search has the expertise in
placing senior management positions, niche posi-
tions, confidential positions and professional tech-
nical personnel. We can provide efficient and tar-
geted recruitment solutions, helping companies
search, screen and match talent.

RiFA LIRS

Flexible Staffing

CONNECTUS MRERTIRS, SEMMEVNERTRS, SMRERTAR, THEN
bERBE—NEARR, NAGLRESSENABIERER,

CONNECTUS STAFFING aims to help customers optimize their mode of employment.

Breaking away from the current relatively single employment mode, we can solve the com-

plex employment challenges faced by enterprises.

VAT RE

Talent Development
BNETFEDOWER SBORASE, MNERARORASHIEF, IFEEBOEER
g, BRSRNEVEERSHERAD, LUEREEEWISRHLNBASE,
B, AZFEBRE. T, T%5. BRSSG. —XN—8E6S55R, R
AOWEBARKASA.

We specialize in helping companies develop exceptional leaders, from leadership

enhancement for technical professionals, to management skills training for newly pro-
moted managers and complex executive leadership development programs. We sys-
tematically enhance the leadership of business managers by helping companies design
customized solutions, through training courses, talent development programs, work-

shops, action learning, 1-on-1 and team coaching etc.

s \ N

TRMIRS

Expert Network

£ INITIAL, BNS5EFEF, RAIAKESE, sIRTLWER. U “BF5
TULERTER NRSES, EEUSENGTIVERRABINORANE
FPRUSESERNERBRER, HHEFERENEAMBEERE
MEEHRERIIEEREK,

At INITIAL, we are the first to see the future. “Zero distance between cus-
tomers and industry experts” is our service concept. We help customers
make faster and better investment and business decisions by providing

them with valuable market insights.

g 55

Internationalization

GATEWAY SEARCH E#EHEMIH LRMFNAL, BHFSIR—RELUA
ZHEREF I E G X EEREEKE, RIMNELRERZFIFTER ,
ABARERMMXONMER, BMBEENRE, RIIZRAZNIIF, B
Dbk "B BRI,

GATEWAY SEARCH is about identifying the best talent in the market. A
preferred strategic regional search partner for many glocal clients look-
ing at first-rate qualified professionals. We understand customer needs,
are familiar with the cultural characteristics of different countries and
possess strong market insights. We are the gateway to talent, helping

customers "go global" with ease.
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FAIRREE
WHY CONNECTUS
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@10

RENE (PETAKANRREHAT)
Award Winning Company (Top 10 HR Con-
sulting Firm in China)

2 13

ITZBINELRE (5HE 3 PEREN 12 D
HEL)

Extensive Office Network (13 Offices in 3
Countries)

575

EHMUANERBRTTRAT (5 NHBWED)

Total HR Solutions Company (5 Business
Units)

£ 500+

BANEFEM (500 SREEQTMWME
B9 AT )

Strong Clientele Base (500+ MNC & Lead-
ing Local Companies)

~ 12

12 FRERK, ARRBBRETES

12 years of Steady Growth and Well Posi-
tioned for Future High Growth

& 1,000,000

BAREEIRE
1 Million Candidate Database

+ Rk sl

10 Major Practices

g 1=

Automotive

d’ HEm, SESEER
4 Consumer, Retail & Luxury

@ REESEWARS
Corporate & Professional Services

ﬁ EFERSESRE
Healthcare & Life Science

Tk
Industrial

RITESERIRS
Banking & Finance Services

BRERSEER
Hi-tech & Semi-Conductor

M ST
Cultural & Tourism

BB 5k
Internet & Gaming

FEithF=

Real Estate

KINM5RE

Awards & Honours

2024 FE EigM AN ERRSARE [ LEHEFE]

Shanghai Human Resources Services “Bo Le” Award in 2024 [ Shanghai Government]

2024 FEERI+HIEN Hunter [$5EE]

Top 10 Extraordinary Hunter in 2024 [Liepin]

LismRADERRSM [LEARR]

Shanghai High Quality HR Service Institution [ Shanghai HR and Social Security Bureau] Ten year Craftsmanship Recruitment Service Agency in 2023 [RECC]

2024 HRO HEATHS - 9ME / &R TOP 10 [ E—&iF]
HRO Top 10 in 2024 - Foreign/joint venture enterprises [ Top HR]

2024 ANERRSNAAERE [E—FIF]

HR Service Agency Top 100 in 2024 [Top HR]

2024 FEEANFRIRS A 100 32 [Hroot]
HR Service Agency Top 100 in 2024 [Hroot]

2023 £FixE 12 [smart HR]
Best Potential Award in 2023 [smart HR]

2023 FE Ligm AN ERRSARE [ LEHEA]

Shanghai Human Resources Services “Bo Le” Award in 2023

2023 FHEERARE [AE]
Top Shocking Placement in 2023 [Gllue]

2023 PEX+FECBRIERSHA [1BISEE]

2023 FEFI+IEN Hunter [3EEE]
Top 10 Extraordinary Hunter in 2023 [Liepin]

2023 EIEFE X [smart HR]
Best Potential Award in 2023 [smart HR]

2023 ANEIRARSSHLAE 100 32 [HE—KIR]
Top 100 Human Resources Service Organization in 2023 [TopHR]

2022 FEREFEEDR [BE]
Best Comprehensive Hunting Enterprise in 2022 [Gllue]
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§2025 RMMEANTREMAFRE) UEWAAN™ESE, RAHTHAADRRHTHHNSEREKES, AREETFIN
RITUTFRUEBARRBEANZIEF, BIEI. EMNEEST, SEHENTISTUEATER. ERRERREKLRE
FENXREER,

KRIREAMRBETLIVK, ERIRIEMDT, BINAREAZTSTHD GEST. RIOVP/AIMREENEHRKRMHE NI,
HERRANDRRERORFKS @,

This report provides a professional perspective to analyze the current dynamics and future trends of the human resources
market. This report is based on extensive research of over a thousand managers and candidates across eight industries.
Through real and objective data analysis, it comprehensively presents key insights into talent recruitment, management
strategies, and future development in each industry. This report not only focuses on the current situation and future trends

of the industry, but also helps organizations gain an advantage in the war for talent.

#£7RE Sample Size: 1182

AR LLETE): 2025 F3 B 01 H-2025F 48 30 H
Survey Duration: March 01, 2025 - April 30, 2025

BT TWHEY, SRIXS¥ESE, RESSEHYE, ETRRITL, RITRESHMRSTL, EHEMRTY, BERMTY, B
=Tk,

Industries: Industrial, Hi-tech & Semi-Conductor, Automotive, Healthcare, Banking & Financial Services, Consumer, Inter-
net & ICT and Real Estate.

|ﬁ$ﬁﬁ

SAMPLE ANALYSIS

FinE MR L5

Generation

£ Male
45.29%

% Female
54.71%

HEERELH

Proportion of each age group
705 N
o O o
80 /5 °
Post-80s 28.8% w w w
92 )= e o o o o
(=} o,
oY - RITLE
(]
00 /5 >
e (D ]

Tk AtEL

industrial distribution

EtF=4TIl Real Estate
5.2%

SRS ¥ B4R Hi-tech & Semi-Conductor
10.5%

{RITRERUARSS I Banking Financial services

18.3%

EfF RS 4£HRIF Healthcare & Life Science
9.3%

EExM 1T Internet & ICT

12.0%

HEmiTI (B8, WE, &Em) Consumer (retail, FMCG, luxury)
11.4%

~z

EEREEMETI Automotive
11.1%

Tk#3E Industrial

13.0%

E 4TI Other industries
91%
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REPORT SUMMARY

EIVE(GR “Bsk” AF

Enterprises are more inclined towards "combat ready" talents

EEFIBEMENER T, BIRIIERER, EMRET Ot (95RES, MAORBLE,
B EETEEAT .

RRORAER “ARBIRE”: EVABRSEKNEEFAA, MEFRBEEATE
RIEXER,

- BB REMRASEER: RUYSBEIERANERBE. ERHAPHIRE I
BHE%” REEBARK,

Against the backdrop of slowing economic growth, companies have tightened their
recruitment budgets and are more inclined towards a strategy of “fewer but more
refined” , reducing the proportion of campus recruitment and increasing the
number of highly matched talents in experienced recruitment.The core job require-
ment is ‘ contribute upon entry ’ : companies are no longer willing to spend long
hours cultivating new employees. Companies will reduce employment risks by con-
ducting more in-depth background checks, extending probationary periods, or
implementing "project-based assessments".

SE5BAAEE, B—HAEEEEIGEA
Comprehensive talents are in high demand, while single skilled
individuals face elimination

TASOFER (MNIEETR +Al, JHEE + EIERE), EWESK ‘SEF, HERMVS
HIEREIRIEA

CTEAZ” ZER: BEFEETENRE, XEERWEEN.

- HRIREE RE LA @D, NUEEEN. REFIRRAFEXE, LERE
T TH, EUVEESRTH WEEFED .

Industry boundaries are blurred (such as new energy+Al, consumption+live stream-
ing e-commerce), and companies prefer candidates who are versatile and able to
adapt to rapid business adjustmentsT-shaped talents are highly sought after: they
need to have both vertical depth and cross disciplinary abilities. Communication
skills, stress resistance, and rapid learning ability have become key screening
factors, especially during economic downturns, when companies place more
emphasis on employees' "ability to survive in adversity".

REPORT SUMMARY

REMM AR

Stability becomes a hidden criteria

EEFFREEMANFKET, BWEEBLRTEABRGERNKRAREK, BENES
ERIEABIRIE R HERKERE,

- BB TEIER: BMEMENREATRERNFE, THEERNAERE,
ElRiF ‘5 FLAERTIWER" BIKIRE,

- REPEE R EINERIRES: S RWMERE, RO=REE, MEEEEXE,

In an environment of increasing economic uncertainty, companies are more con-
cerned about the intangible losses caused by short-term employee turnover, and
place greater emphasis on candidates ‘ career continuity and long-term commit-
ment during recruitment. Candidates who frequently switch jobs may be directly
screened out, especially for SOE and large private enterprises, which prefer job
seekers with “more than 5 years of experience in the same industry” .Many compa-
nies prioritize internal recruitment and reduce the risk of parachuting executives.

Al IEFERZIEE B A A ZEFERI R SN

Al is profoundly reshaping the rules of employment and work-

place competition

TR A2 EIR R THEIGERETE |, ANMMERFIRE.

- BREKAUAER: EMHUELE. WELER. EEEXHKNT WEEHEK) BE
B 40%+, BEAWEREA Al TEEA,

BRI Al ZEEIRSE: LLa S EREER Al BEIERF SRS

Employees are facing employment structural changes, and human-machine collab-
oration is becoming the norm. The recruitment volume for basic data processing,
customer service, and repetitive administrative positions (such as contract review)
has decreased by over 40%, and companies are more inclined to replace them with
Al tools.Traditional jobs are incorporating Al skills, for example, finance positions
require the ability to automatically generate tax reports using Al.
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2024 FE B MLV ENEITHIREE

In 2024, the revenue of half of the companies increased

2024 FEFREABRE AR
Revenue growth of your company in 2024

W EIE Double digit growth
MIEIEE Single digit growth
B 5 Flat
B MIFTRE Single digit decline
B SZE TR Double digit decline

20245, EWVEERRENSHELSERBRIEE . HFHEWINE
WEHEK (§1152.7%) , HPRUESMIEUIEKEWE 526.1%H
26.6%, RERHEAEIWIETRIANELIENE T, TESTUIRS
MEIHFEREBEMY KEX., EFERNE, 259%09EWEWEHFTE,
RX—S O FIBHARE TSR, TR RZMAEDFSREHLIREE
SRR o

In 2024, the operating conditions of enterprises show a trend of
differentiation while maintaining stability. About half of the compa-
nies achieved revenue growth (totaling 52.7%), with double-digit and
single digit growth companies accounting for 26.1% and 26.6%
respectively, reflecting that some companies seized market opportu-
nities to achieve strong recovery, which may be related to intensified
industry competition or demand saturation. It is worth noting that a
high proportion of enterprises (25.9%) have a flat turnover, that is
either in a period of business transformation or has not been able to
break through the current situation due to cost pressures and other
factors.

I2024%"%5&5‘1&%&1%&5‘]%51’:%5350zE'E: HEXM{TE, SREESETEMEERTI

The top three industries with double-digit growth in revenue are Internet & ICT, Hi-tech & Semi-conductor and Consumer

HIRITHHAFIEROARIENE: REBREWSE P TFHRFMEERRINTI

The data reflects the unevenness of economic recovery: rapidly growing enterprises are mostly concentrated in successful digital transformation or

emerging industries.

B EEK

Double digit growth

I Real Estate

ET RS54 mRF Healthcare

fR1T R EBUARSS W Banking and financial services
BEXMTT Internet & ICT

THERRITI (&, 1R, EBR) Consumer(retail, FMCG, luxury)
BRHZ 538K Hi-tech &Semi-Conductor

T AP HENY Manufacturing

BAEREEMETIL Automotive

8.70%

B DMIEEK

Single digit growth

26.09%

28.71%

30.16%

30.57%

27.78%

VAYA

2024 FETIHAIEWERK
Revenue growth of industry in 2024

42.42%

B MU
Single digit decline

B RAECTRE
Double digit decline

26.09%

27.27%

30.43%

8.70% 8.70%

5.94% 8.91%

9.09%1.52%

14.29%

7.14% 7.14%

11.11% 8.33%

12%
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2025 FFFIFFRILLHIRIEELR, XF43.7%

Close to half (43.7%) did not have any merit increment in 2025

2025 FEMFELL ?
What is your merit increment in 2025

110 20% LAk
Increase by 20% above e

10 10-20% Decrease

Increase by 10-20%

31.70% 43.66% -

No change
A0 1-10% g

Increase by 1-10%

14

2025 F FHrE IR RS NN HIZEMMED L., EEREFIBRMNEETR
T, RVBAN=EERESHEHEWMERS. EF8GHEHREER, 7B
IV EERERTOIADRARRE, KEETRERTTUIEIKHRAN, tarse
REREIESREFENNEEEN . PRKEXE (1-10%) SRR
=pz—, EOERARUNFHARRFHEESE,

The salary data for 2025 reflects the structural differentiation of the
labor market. Against the backdrop of global economic slowdown, the
narrowing profit margins of enterprises have led to a tightening of
salary budgets. Nearly half of the workers' salaries have stagnated,
indicating that companies are generally adopting conservative labor
cost strategies. This may be due to industry growth bottlenecks or
reflect the company's response to business pressure by freezing sala-
ries. The proportion of the medium to low growth range (1-10%) is
less than one-third, which highlights the cautious attitude of employ-
ers towards salary adjustments.

BEXMTTIL A >10%09 G thik24.2%, @EHAMMTI, RIBAIFIGRHATHR, EISHFICAUREBIRBEE.

AN AFHIBKSESHE,

The Internet industry leads the market with 24.2% giving >10% merit increments, indicating that talent in Al and other fron-

tier fields is scarce, and new growth areas such as cross-border e-commerce and Al applications have pushed up salaries.

2025 FETWHFHFERW
Salary changes across industries in 2025

H> Decrease M 3FF No change M 111 1-10% Increase by 1-10%

o % 15.2%
10.0% 8.3% 71% 15:9% 6.8%
REREZEMF T TobsiEdr BRI S SK JHERRITIL BEM T RITRERRS BT T
Automotive Manufacturing Hi-tech & (BE, 18, &Em) Internet & ICT Banking and Healthcare
Semi-Conductor Consumer financial services

(retail, FMCG, luxury)

B 10 10-20% Increase by 10-20% B 10 20% AL Increase by 20% above

30.4%

i

Real Estate

15
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ZFEMD, HERERE, MARERRE, REREZLTRRRMAL

In the midst of economic fluctuations, sales ensure survival while R&D seek development, both are essential positions

HENERET SHRE+SHER NNSEEHDE, MARRERE/ANEEEEREAZRZAEZEZEHNRAFE, RELRRBRTEVESETE" (HE) M98
B (R) ZEEREDE,

The shortage of sales positions stems from the dynamic balance problem of "high turnover+high demand", while the shortage of R&D positions is the result of
explosive technological growth and slow talent accumulation. Both reflect the dual challenges faced by enterprises in balancing "survival" (sales) and "living well"
(research and development).

TRFRTERY AL 2025 FHE ML RMARIZER ?
Which positions are understaffed in your company?

41.94%
37.10%
26.34%
24.73%
16.67%
12.40%
8.06% 8.93%
4.30% 5.38%
™5 HE MERIRE %£r/izE/ EERAR/ REEN- A%/ EHERU  SRHERT EEEA  #HEESYR
Marketing Sales R&Dand AR HE ZE EMANER/  Medical Finance IT Supply Chain and
Engineering Produc- [T/Security W55 Related Related Logistics
tion/Opera- Leqgal/Compli-
tion/Supply ance/HR/Ac-
counting

“THMREERE” 5FEMT@mHIEMNIL, eI EHIET“INEIER”

“Reducing operating costs ” and “ developing new products ” are the “2-wheel drive ” for enterprises to respond to crises

AR ERALN, EREREMN,; Mrm/WSRIBIKSIE, ERFEERA, BRFEEESIRA, ELFAARRKRENT, KEBUEEDIFITANE, melam=E
REMTEROIRAERE, ISTERE, HredEH,

Cost control is the foundation of survival, but it is necessary to avoid short sightedness; New products/businesses are growth engines, but require precise investment.

We need to carefully control costs in the short term, but we must reserve the spark for the future. In the long run, it is necessary to expand market share through inno-
vation and the success rate of innovation depends on efficient cost management.

B SFER KRR
Your company strategy for 2025

60% 48% 27%

FARIZE WA FE#m /WS FRAAISEHHAE LS
Reduce operating cost Expand new businesses Utilize Al to support existing businesses

17



Part Two

EE{RE B D th

HR ANALYSIS

1£20245F, BUARIBENIRER, B73%HZHERBRIE

In 2024, the pursuit of workplace stability became apparent as 73% of respondents did not change jobs

2024FBRIARIBDEOE, 73%RIBERNREBRIE, RIREEFAHEETORTIME, —75E, TR FEE ERER) MERYER, RIEEENE

RAFREME; B—HH, FZBRKRESNSRALT, EEHHMERRIEX,

In 2024, stability in the workplace is paramount with 73% of respondents choosing not to change jobs, reflecting a conservative stance due to economic uncertainty.

On the one hand, industry fluctuations (such as real estate downturn) aggravate occupational anxiety, and employees are more likely to seek job stability; On the

other hand, the slowdown in salary growth and the increase in opportunity costs have increased the risk of job hopping.

EEEN 2024 F, BREBHRITIE?
Did you change jobs in 20247 B ERTE 2024 T TERILLAHI
Job change by age group in 2024

87.5%
74.8%
68.9%
31.1%
25.2%
12.5% .
70F 80/ 905
Post-70s post-80s post-90s
m ZVYES B % NO B = YES B & NO

80.5%

19.5%

00/
post-00s
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|2024ﬂi, BT RRNTI S RAEERITE, KRETUNSRHEESEHT REENEREEKRIBRRBERELRREIR"

In 2024, the industries with the highest job changes are Consumer, Automotive and Hi-tech & Semi-conductor

BARER (WAL #iEER) MEAZ RS, LBEVSHFEZEAZOAT; B, ERRUEBMCHRER, EENVEEHER, HERTIWRRETEDE, KETIVE

MEXRAIE BRI, L SN E R IR $E B R4 B ARED. TROBREHERTARREAFR, FRAGETTE MAFE

Technological iteration (such as Al and new energy) accelerates talent competition, with top companies offering high salaries to poach core talents; At the same time, the
reduction of traditional positions due to automation upgrades has forced employees to actively transform. The consumer goods industry is impacted by channel changes,

the automotive industry is facing tariffs and weak consumption, and the semiconductor industry is experiencing job fluctuations due to global industrial chain restructur-

ing.
13.5%
SERBIE 2024 ER TN s
The proportion of job changes by industry in 2024 bl
Do not identify
1= L HAST with the
=50 B g company's
< strategy
g =
FEHIT Real Estate 26.09% 73.91% -
EFRRSEDGRF Healthcare 28.26% VAWZYA g ﬂ’?ﬁ
o ® o
RIT R ERUARSS W Banking and financial services 26.73% 73.27% ;_—; § EI% Z\gggz;m/o&
e s R ssEs
BEXMTTIV Internet & ICT 27.27% 72.73% 34 Organization-
5 ;:3-* = al/business
THZERITI (T&, Y, #$R) Consumer(retail, FMCG, luxury) 36.51% 63.49% %5 ! restructuring
2
o

SRHE 5 *E4K Hi-tech &Semi-Conductor 3571% 64.29%

T AV #&EN Manufacturing 22.22% 77.78%

EEREEM T Automotive

20

The main reason for leaving is still "lack of career development prospects"

LREA,

49.86%
RERV A RII=
Lack of career
development oppor-
tunities

45.18%
HREANRHR
Dissatisfied with

compensation
and benefits

The main reasons for resignation include insufficient personal development space, unreasonable salary and benefits, and company restructuring.

11.02%
REFINS
Lack of training
opportunities

23.14%
ENNEEEIAG]
#9246 Do
not identify with

the company
culture

21
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HtRAFXHHEFRRLIXILL

Comparison of reasons for job hopping across generations

RERWE RS

Lack of career development opportunities

80ERFIAERERNEN"B BRI A AR A

Post-80s value career development as their top priority.

FERMNAHR

Dissatisfied with compensation and benefits

90/5FI00/E ¥ R B HE R R ERRNII&S.
Post-90s and 00 place salary package as their main reason
for changing jobs.

REHERZRE RIS
Organizational/business restructuring

TUEH, HERRBTHHISEEN, 70EUKRSEER
ZBEEMNER,
Post-70s and 80s are the most vulnerable when companies

restructure.

IS ABENEERE

Reasons affecting job hopping across generations

38.99%
35.58% 36.59%

29.56%

26.839

25%
0.13%  20.75%

17.50%
15% 15% I I

70 |5 Post-70s

9.55%
15.06%

80 [ Post-80s 90 /& Post-90s 00 f5 Post-00s

= RBRWARERISR Lack of career development opportunities
B HEBARHE  Dissatisfied with compensation and benefits
NEERLEMRZIVSEIEE  Organizational/business restructuring

m SHEAS57REIARR Lack of recoginition

|2025ﬂ5, EFNENSHHIRSH=MILSFREM™, HERTIERKMN

In 2025, the top 3 industries with the most job seekers are Real Estate, Consumer and Internet & ICT

29.35% A B BFIARZEE Currently not considering

B BRIEESKIFYLE Currently searching for new opportunities

AEMEFIS, BIBEIEENHEEERE, Not actively looking for new opportunities, but will consider suitable ones.

5
ET RS EmRF Healthcare 39.13% 32.61% 28.26% g _-é?
RITRERLARSS W Banking and financial services 26.73% % %’
o o
HBEmTI (BE, i, EER) Consumer(retail, FMCG, luxury) 28.57% g ;,7"
BRHZ 53 84K Hi-tech &Semi-Conductor 28.57% % %
o0
TAVHIENY Manufacturing 37.50% 29.17% 23339 g g.
o
AEREEMEITIV Automotive 20% 40% 40% "

FEIHSMR o o S-SR
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o/ EF fFBIR R BRI A REEVIIREENIEER BERGSERFAREZRNSNEZXREEBEE
Salary/benefits are the most important factor for professionals when choosing a company Management style of the Line Manager is the second major consideration when choosing employers
il / RN TFENFERRNIRGAKNR, HEREEREVHSEEENEETE,

"GSEEAN USET RPHEMBRFHRE, ALEXEHMIRIZAES, INEE S MR E R RIVREZERERR ZIAK, "W " WEIALMEMEIFEES 1,
This survey result confirms that compensation package is a fundamental element when making a career choice, especially in the context of 7 AR AIRE ML E LR E B AR R 3E R

IR T BRIMEMBHMET R, MRRERLZRIERNEREN, LTHESFAHEHERNNAERT.

increasing economic uncertainty. . . . - . . " . " s
Compensation/benefits are the most important criteria for professionals of all ages when choosing a company. The “leadership management style" ranks second, indicat-

ing that when basic needs are met, employees pay more attention to the micro workplace ecology and the difference between authoritative and autonomy management.
‘Corporate culture' reflects the spiritual attraction of organizational values, with Generation Z and knowledge-based employees particularly valuing the sense of belong-

RV EE SIS ? ing brought by cultural identity.

What will you look for when deciding whether to join a new company?
BERRAGEEZELVHEESE?
What do candidates of all ages place greater emphasis on when choosing a company?

ARXRSTESE Good work environment _ 36.91%

BIERSHRFE  Meaningful company mission - 6.61%

AFEREEFHE  Fair promotion policy _ 30.30%

REFNRIMEBIZIIRRIAZR  Good training system _ 17.36%

52.8% 539%
46.3%

39.0%
m Bl 48FFHE Good compensation and benefits

32.5% 32.5% 33.3% 26.8%
AR SR  Company brand _ 11.85% 27.5% . o
ki1 pany 25.0% 23.9% 253% 9449 > B ARSI Corporate culture which | identify with
BHRUSEEHIL Management style of line manager _ 51.79% 17.1%
HRXMSEESRX  Management style of line manager
INE 9V Z4E  Corporate culture which | identify with _ 40.77%
B AMREXRSTIHESRE  Good work environment
%8 / BAJ58 Good compensation and benefits |, 2
70 i3 80 /3 90 i 00 i&
Post-70s post-80s post-90s post-00s
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Part THREE
ALREITHIZE

Al INNOVATIONS

00/ 3T AIBT U REBI AR EERILL B )946.3%, ITETF80/54928.9%F190/56930.5%,
The proportion of Post-00s who feel uncertain about the Al era is 46.3%, much higher than the 28.9% of Post-80s and 30.5% of Post-90s.

HRETEES:

1. RAVATRERMANE: 00/F IEEIRAIRI RN HIAREIZUPE, FARERWIEE (JN3TER,

ERDTRRVIAR, ENENER,

BiiRiE. RHE) TRMRAIBNR, MITIUEIMNEARRER, BEEZT, 80/F. 90/&F

2. FEREHSIANAE: 0ERKTERBIFIA, MARNAMBERERARSE, BREAKEERSKIEMIE WARRKAK") . ZHFEFESIME T AMNER, m8eo

B, QOEXMEFARZEIANERTIENZN,

The reasons may include:1. Ambiguity of career prospects: Post-00s are facing a severe impact of Al on the job market, and traditional career paths (such as clerical, basic

programming, design, etc.) may be replaced by Al, while the rules of emerging fields are not yet mature. In contrast, those born in the 1980s and 1990s have partially com-

pleted their professional accumulation and have stronger adaptability.2. Information overload and cognitive burden: Post-00s grew up in the era of information explosion,

and their understanding of Al comes from both technological propaganda and exaggerated threat theories on social media (such as "Al destroys humanity"). This contradic-

tory information exacerbates their confusion, and the understanding of technological change by the Post-80s and Post-90s generations is more based on gradual experi-

ence.

T Al N EEA RGBT, fREVRESZ
Your biggest feeling about the rapid development of Al
R3¢ Excited

ZBERR  Interesting 42.03%

[z

BEIAREM  Uncertain 32.07%
RREEER Anxious

BT Fearful

ENE =k R

The feelings of different generations

45.3% o 46.3%
42.5% 43.9%
899 0.5% 31.7%
25.0%25.0%
19.59 19.6
14.69
7.50% 6.29% 6.09% . 7.32%
70 )7 80 /& 90 = 00 /&
Post-70s post-80s post-90s post-00s

m HENE Excited » RBIEEE Interesting » BEIRFEM Uncertain 8 BEIEE Anxious

27




I AIBTCEIZIR, RERIAAFET 2 TIERN HtAFAIEENE SR TERIELH

The arrival of the Al era has opened up a new working mode for professionals in the workplace Comparison of measures taken by enterprises in various industries to cope with the Al era.
= 0-20% 21%-40% W 41%-60% W 61%-80% = 81%-100%
MNERITUEE “FRAEETER A X—i#%, 0
ABEIEE S Z ST ? RI5AANARER AR MBI B SRS TR, EhiRasman e R A\SETEE A NTLERS: -
. . . ) o = N = N o, s “« = » & :
How much of your work do you think Al will assist you with? T21-40% THE BN B E LIRS, XF49%., CBAERME: 90/00 BE “BEEAR, MIRANEIHATE, -
AER—TEEARIRAR S, EERAMMESTEL, BIBNLH - HEEE: EESRIPEESHMA A TR (I Python, ¥IBHH), i 70/80 ET4E post-00s 5
DRSS, MREARRATAREN, SENES, RAMTE = maElL [ 20%
THIERRES, FIAETRESIFFARRL ROTENE, SR Gartner Filll: ) 2026 4, Bipeh Al TREMNERRSET 80%, AIREETLL,
MARBRT ESTRILHIFLL it JTEFOEM Al B, TioEE, BEEHYS A TEREARSN,
Workplace professionals believe that Al can help them improve work :SQEOS 46.2%
- . . From the chart, it can be seen that there is a trend of 'young people are better at utilizing P e
efficiency to varying degrees. The proportion of respondents who o tor the ad ) I o m
Al'Possi t t i :
can assist in completing 21-40% of the workload is the highest, ossiblé feasons for the advantage of young peopie Include
. . . -Technological adaptability: Post-90s/00s are "digital natives" with a shorter learning 0
accounting for 49%.Al, as a powerful technological assistance, has
. . . . . curve for new technologies. 1.26%
profoundly influenced various industries. Through automation and
. . . . " -Educational background: In recent years, college courses have increasingly integrated Al 80 /5
49% intelligence, it has solved a large number of tedious and repetitive ) ) ) post-80s 55.4%
° ) . ) tools (such as Python and data analysis), while those born in the 1970s and 1980s may o
tasks for professionals, greatly saving time and energy. At the same
) ) ) lack systematic training.
time, Al can also promote innovation and expand career develop-
. - . ) . Gartner predicts that by 2026, the usage rate of Al tools in the workplace will exceed 80%, 0
ment possibilities, bringing many substantial benefits to profession- 1%
als and the intergenerational gap may narrow. h"
' Therefore, in order to better adapt to the Al era, regardless of age, it is necessary to 705 5
m 0-20% 21%-40% W 41%-60% W 61%-80% H 81%-100% Post-70s 55.0%
actively learn Al tools to enhance competitiveness. m
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IAIHT.H'E, EENEIVIRREILENEEE

In the Al era, relevant skills are more important than experience

EVEESRIEARSREMERAETHFE, MK LRE, TUWREERREESN, LEEEARIEAIRIORE (10 IT. AT EEE) , FHEETEARLREN.
HR, 2RINEREL. BXEREREXNTIER/RNERMNARRIDMVEEN, EERERIEFRKA,
RE, FHITENEL. BERSERMRWIEIZTN, ZHEHKN “BHFERE MERORSEI,

Enterprises place greater emphasis on whether candidates can quickly perform specific tasks, rather than just talking on paper. Professional skills
directly determine productivity, especially in fields with rapid technological iteration such as IT and artificial intelligence, where education cannot fully
represent actual abilities. Secondly, the value of experience is strengthened. Relevant experience means an understanding of industry pain points and
the ability to solve problems, which can reduce the cost of enterprise training. Finally, the weakening of the educational threshold. With the popular-
ization of education and diversification of vocational training, education has gradually become a "basic screening condition" rather than a core com-
petitiveness.

WERe AR (DBER]. MBS NFIERARZEREE)  Soft skills 43.30%
2n (MBS S) Education background 10.33%

HXER (FAETIEE RIS Relevant experience _ 54.53%
B (SHMFTIENE) Relevantskils [N 69.38%
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I AR, EATEEEARGEMIBIBAERAA

In the Al era, enterprises are adjusting organizational structure and recruiting Al-related talent

SIS Al B
How companies respond to the Al era

30.1%

29.4% 41.9% 31.0%

$R4EEHMER Al 3]l AR
Provide external Al BN Al RE T Al S1EKEE
training Adjust organizational Find Al partners
structure

BB Al fHXAZ

FE Al &%

Recruit Al-related talent Develop Al systems

XRBREARAY W EREN ., WESRBMAZERIREZN, BURREIBIITRERIROZT ERRAEN, KOS TARFEENMAZTNERN,

This reflects the profound impact of Al technology on enterprise management models, business processes, and talent structures. Enterprises realize that
they must break through traditional architectures to unleash the potential of Al, highlighting the importance of organizational agility and hiring the right
talent.
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F1TA A N XS AIBT X PR ERBY A B 51

Comparison of measures taken by enterprises in various industries to cope with the Al era

FHESIHISHIVERIEREDR

u iBEE AIFBX A Recruit Al -related talent

42.0%

22.0%

37.5%

30.0% 30.6%

=

dAIOWOINY FETITF L B 2

27.8%

Bunnyoeinue <t H

TREA

42.9%

21.4%

1010Npuo)

4WSS R Yo81-IH Frm e dmis 2 ant

35.7%

MEMIERAIRE  Adjust organizational structure

52.4%

27.0%

(Aanxn| ‘D)4 ‘|1e38d) JSWNSU0)
(BORDY .FSE -IROH) FSONBOME

2%

56.1%

I49

1019 1w O E S0

50.0%

41.6%41.6%

33.7%

S9JIAJSS |eloueuly
pue Bupjueg YRR R

B FFE AIRSE Develop Al systems

28.3%

90UIS 9417 B

9.1e0Y1(eoH {24 ShHF TR T b

45.7%

41.3

52.2%

21.7% 21.7%

91e1s] 29y HET

PART FOUR

AT BRR

TALENT DEVELOPMENT



BEVHTFAAZIRRNEZEM

What is the main objective of talent learning & development for enterprises

FIRER—TMENR, TURMASRTARKEER, IEFAMKKTE, NERAMIRIVSHE, Bt “RIFEWVERETNAZT KR, BAZ
FIRREWSHBETRNTT HAESHEVNFATEILKRIOEEZRN,

Learning and development is a driving force that can help companies support organizational strategic goals, accelerate team growth, and cope with
increasingly severe business challenges. Therefore, "customizing talent development plans based on enterprise development and aligning talent learn-

ing and development with business strategic goals" has become the main goal of most enterprises.

eV FAFEIRENEEBN?
What is the main purpose of your company

for talent learning and development?

69.35%

RIBE R BB
EFIAZ &R,
BAZZIRES IS HEE BRI,

o Customize talent development
51 008 /O plans based on company's

25 2 TIEA S EE. development strategy, aligning L 29 570/
o N . . . . o
RENNABHECELR. &D with business strategic goals
Assist employees in improving BERRIME, RERTEE
their professional skills, soft Evoke employee
skills, or promoting mental strengths and promoting
development employee retention
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BIBARBERZBSERI IMME. BiE ERSEMS ., ABRAZMADEWIANR TR ERFA N =IIRETEE
Team effectiveness and cross departmental collaboration, project management and problem analysis, and
communication influence are considered the three soft skills that need to be improved

RERHEWFEE RV SHFEPHPRIMERSHITHINZTER, BB
MERVRIR DT BEIR T IMZEE 2 BIRA—E, HBIELHENH
SHEBFRNFRMA; MEEESREOFEANABNIRRFR
WITECIENIARFTRRRE

Reflecting the high demand for collaborative efficiency and exe-
cution in complex business environments by enterprises. The
shortcomings of cross departmental collaboration may stem from
process barriers or inconsistent goals, and need to be optimized
through structured collaboration mechanisms aligned with
common goals. The lack of project management and problem
analysis skills suggests the need to strengthen methodological

training to improve decision-making quality.

g AT HRFBEIEFIRBHITRIHIREE ?
What skills need to be improved through learning and development?

40.32% 57.53% 38.71%
IRE BB 5Ems BB R RE R ES BRI I E HBFRIXFIA
Project management & Team effectiveness & Cross ~ Communication influence
problem analysis departmental collaboration
31.72% 34.95% 26.34%
GSNLERRE ik B 1Bl FE S i BERAR (AV/EFIEEER)
Leadership mindset Strategy formulation & Frontier technologies
undertaking (Al/digital transformation)
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EAEIEINFRE, 155 RERRIFIHMUHEEWMEERITI I 50%ZihEFERIERMEE “ SN HXAEIREE

Enterprises increase training budget post-COVID particularly in Manufacturing and Consumer Industries 50% of the respondents‘ companies have provided training courses related to “Lead Results ”

RPESTRUNIRAANZOENDBRON=ZE: SRS, BRIE; FARE,

B <3000355/ A M 3000-500055/ A B 5000-100005%/ A M >10000 5%/ A DPUBE “HE+AE+BA WESRAS, BEUIMERORERRABRENE, RIBANKEERE “EEIF- 580 - HHK WHFaEN,
2025 46.2% 32.3% 5.4% The current expectations of companies for core competencies in the workplace can be divided into three levels: Result oriented; Self driven; Team

influence. Enterprises need comprehensive talents who can achieve success, withstand pressure, and form teams. Digital collaboration and psycholog-

2024 46.1% 29.4% 7.3% . . . . o . . . .
ical strength have become implicit necessities. Workplace professionals should prioritize mastering the closed-loop ability of "setting goals, managing

2023 52.6% 28.7% 5.2% oneself, and leading a team".

2022 52.2% 30.8% 5.6% . .
IEPrE VAR AT L S E R 2

2021 28.5% 43.4% 3.64 What aspects of training did your company provide?

BABENTIEME (W5 / HE / HHES)

247 AT AR E LR Professional competencies and others (Finance / Sales / Supply Chain, etc.) 29.0%

Comparison of budgets across industries BRI (QAFEBHE / DUAMEH BV EE / SIS
Lead Uncertainty (Innovation & Change Management / Corporate _ 14.5%
BREREFEMHTIL Automotive B TAVHEN Manufacturing B SR 5¥EK Hi-tech & Semi-Conductor Value & Culture / Business Model Reinvention / Strategic Direction Planning, etc.)
B EERTL (BE, BE, &%/M) Consumer (retail, FMCG, luxury) B EEXMFT Internet & ICT B RITRERARS I Banking and financial services WEHREE (LERLY / BLEE/ 2RIRE / SUEHNERS)
Lead Business (Business Planning / Business Acumen / 24.2%

EffBESE£ SR Healthcare & Life Science B [Eihi= Real Estate 30.0% Comprehensive Decision / Agile Build, etc.)
BRRARZE (HB\NE / PREE / A EE / BXHERS)

Lead Organization (Team Collaboration / Conflicts Management / _ 29.6%

21.7% Talent Development / Cross-cultural Management, etc.)

16.3%

20.0%
17.4% o o
16.7% 16.7% BEALE CREHI / HMEREE / RERS / AIFEE)
11.69 12.8% 13.3% 13.3% Lead People (Influence & Communication / Empowerment & Motivation /
: 939 10.09 0.09 0.0% 0.0% 10.0% 0.0% Coaching / Intergenerational Management, etc.)
7.0%) ' o % % %

5.8% 5.0% 5.0% & A 6'7/ SERANE (SHEREE/ DS RR / REEE/ 5|SHA / GRENS)
12% . . . . 3.3% . . 0.0% 0.0% Lead Results (Performance & Objective Management / Problem Solving /

—

19, 0
- 0.07 0.0% 0.0% Project Management / Facilitation / Experience Extraction, etc.)

<3000 75/ A 3000-5000 7¢ / A 5000-10000 7T / A >10000 75 / A SRESH (RNE/ BRI BELS  DREES)

Lead Self (Self-awareness / Mindset /
Leadership-awareness / Self-management, etc.)

32.8%

50.0%

35.5%
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