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Confidentiality Declaration

All information contained in this report are confidential. The copyright in this report belongs to 
Towers Watson Delaware Inc. Taiwan Branch (“Towers Watson”). Nothing in this report shall be 
copied or duplicated either manually or electronically without the prior written consent of Towers 
Watson Taiwan.

Towers Watson’s clients or prospective clients shall not disclosed any or all of the information 
contained in this report to any third parties by any means whatsoever. Without Towers Watson’s 
prior written consent, Towers Watson’s clients or prospective clients are not permitted to use any 
skills, know-how, concepts, tools, methodologies and all other intellectual property rights belongs 
to Towers Watson for any commercial purposes.

This document is only provided for use by Towers Watson’s clients, prospective clients and any 
persons who are associated with this project. It shall not be used or distributed outside the scope 
provided herein.

If you have any questions regarding this proposal, please contact:
May Wei may.wei@towerswatson.com
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Agenda 

l Trend of Global Talent 

l Key Drivers of Talent  Attraction, Retention and Engagement

l Strategic-aligned Human Capital Mechanism 
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Top Challenges 2015
(n=943)

2014
(n=1,020)

2013
(n=729)

2012
(n=776)

Human Capital 1 1 1 2

Innovation 2 3 3 1

Customer Relations 3 2 4 -

Operational Excellence 4 3 2 -

Global 
political/economic risk - - - 3

Government Regulation - - - 4

Source: Conference Board CEO Challenge Reports 2014 and 2015
N sizes represent surveyed  CEO numbers

Global CEO challenges center around “Human Capital”
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預測全球各國2021人口供需吻合程度一覽表

1. The table ranks countries according to how their talent gaps are expected to evolve over the next decade.
2. Talent deficits are shown as red (negative numbers), talent surpluses as green (positive numbers), and broad balance as yellow.
3. Numbers report the average annual % change of the deficit/surplus.

Source: Global Talent 2021 Study conducted by Towers Watson and Oxford Economics, 2012

Looking into 2021, Towers Watson research indicates the greatest 
challenges in talent deficit in Taiwan
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Source：Global Talent 2021 Study conducted by Towers Watson and Oxford Economics, 2012

We see the emergence of four critical competencies for global talent 
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Oral and written communication

Co-creativity and brainstorming

Collaboration

Teaming (including virtual teaming)

Relationship building (with customers,
partners, government, etc.)

0 10 20 30 40 50 60 70

% of respondents

Relationship building 

0 10 20 30 40 50 60

Ability to see the “big picture”

Managing paradoxes,
balancing opposing views

Innovation

Ability to consider and 
prepare for multiple scenarios

Dealing with complexity
and ambiguity

% of respondents

Agile thinking 

Ability to use social media 
and “Web 2.0” 

Digital design skills

Understanding of corporate 
IT software and systems

Ability to work virtually

Digital business skills

0 10 20 30 40 50 60
% of respondents

Digital business skills

Global skills

Foreign language skills
Ability to manage

diverse employees

Ability to work in multiple 
overseas locations

Cultural sensitivity

Understanding 
international markets

0 10 20 30 40 50 60
% of respondents
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“Vaulting” and “Perfect Enough” are new attributes of future leaders 
after 2008 financial crisis

Perfect Enough 是… 

l 具備洞察每件工作最適資

源投入與時間長短的能

力，並能在負面效益產生

當下勇於終止過度追求完

美

8

Vaulting 是… 

在新的全球化競爭環境下具備

策略定位的能力

可以快速採取大膽創新的方式

解決複雜議題並立刻形成新策

略

可以透過全球網絡，掌握複雜

趨勢並快速採取行動回應
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Stretch (跳躍性成長的能力) is critical criteria for future leader

1 to 5 % high 
potentials

10% “talents”

75 % solid 
performers

10% “low 
performer”

Workforce Segmentation
Behavior

Attributes

Track record

跳躍性成長的能力

“Stretch”
跳躍性成長的能力

“Stretch”

+

+

+

Potential

=
能夠快速成長，以擔任上兩層
主管職務或進入高階主管團隊
的豐沛潛力

以職能行為明確定義與衡量

過去績效展現及經歷

是否能於一定期間內，擔任上
兩層職務的能力

個人成就動機（企圖心）、
人格特質、與公司核心價值
觀吻合度、年齡等

The illustration below highlights the proportion of the workforce 
that are typically considered to be “talents” and / or “high 
potentials”

ILLUSTRATIVE
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Apply the same
rigor, effort and
sophistication to
human capital
planning as to

business planning

Think more broadly
– and creatively –

about where
talent is sourced

Embrace the virtual
workplace and
support a wide

range of different
work scenarios

Invest more heavily
in retraining and

reskilling

Rethink and
restructure how

certain work
is accomplished

Business 
rigor

Talent 
sourcing

Virtual 
workplace Re-skilling Rethinking

work

Savvy employers will need to think very differently about their 
practices in the future 
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Working population in Taiwan is going down significantly since 2015

11

(2015.1.21) 
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Compared with AP, the pay of executive level in Taiwan was 
significantly lower than other markets, which impact our talent 
attraction and retention

中國

1,000

3

日本

890

4

澳洲

1,130

1

新加坡

1,040

2 5

香港

870

10

台灣

520

11

菲律賓

440

(單位：新台幣萬元)

6

南韓

580

8

馬來西亞

550

12

越南

400

13

印度

370

9

泰國

530

7

印尼

550

資料來源：美商韜睿惠悅亞太地區2013/2014年一般產業整體獎酬市場調查，GG15-18 P50 (EX Band) 平均值
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In general, a trend towards a “back-to-the-basic” mindsets among 
the workforce

Taiwan 2014

Job Security 

Base Pay

Career 
Advancement

Taiwan 2014

Career 
Advancement

Base Pay

Supervisor 
relationship
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• Sustainable Engagement is:

The intensity of employees’ connection to their organisation, marked by committed 
effort to achieve goals (being engaged) in environments that support productivity 
(being enabled) and maintain personal well-being (feeling energised)

In a world where people are dispersed, sometimes isolated, 
working longer hours with fewer resources, engagement will not 
hold up over time without enablement and energy
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21%

23%

24%

26%

32%

35%

40%

46%

51%

58%

66%

40%

11%

14%

15%

13%

24%

13%

17%

15%

8%

19%

12%

19%

23%

23%

16%

19%

16%

19%

16%

23%

24%

10%

12%

17%

45%

39%

45%

42%

28%

33%

26%

16%

17%

14%

10%

24%

Japan
Korea

Taiwan
Hong Kong

Australia
Singapore

Malaysia
Indonesia

China
Philippines

India
Global

Highly Engaged: Those who score high on all three aspects of sustainable engagement

Unsupported: Those who are traditionally engaged, but lack enablement and/or energy

Detached: Those who feel enabled and/or energized, but lack a sense of traditional engagement

Disengaged: Those who score low on all three aspects of sustainable engagement

Source: Towers Watson 2014 Global Workforce Study — Global & APAC

Taiwan employees are more critical than many in the region
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Top Drivers of Sustainable 
Engagement Global China Taiwan

Leadership 1

Goals & Objectives 2 2

Workload & Work-Life 3 4 2

Image 4 1 3

Empowerment 5 3 1

Supervision 5

Communication 4

Performance Review 5

Pay - - -

Benefits - - -

Top Drivers of Sustainable Engagement Taiwan, a unique picture

Source: Towers Watson 2014 Global Workforce Study — Global & APAC
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Building strategic-aligned human capital mechanism is the key for 
business sustainability   

17
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