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“In 2022, due to the Great Reshuffle, the urgent demand for talents will enter a stage of
steady progress in 2023. Human resources and allocation will be reviewed so that
companies can be ready to face the next wave of market changes,” said Cindy Chen,

General Manager of Adecco Group Taiwan and South Korea.

In 2022, with investments in Taiwan's 5G, semiconductor and offshore wind power
industries, companies have expanded their presence to the central and southern
regions of Taiwan, driving the demand for local software and hardware engineers and
wind power maintenance engineers, which will continue until 2023. The service industry,
the catering and hospitality industry and the retail industry, which were heavily impacted
by the pandemic, are on their way to recovery after controls implemented to curb the
pandemic were gradually lifted. Thus, the demand for talents has increased from Q3
2022 onward, and is expected to continue through 2023, driven by the holiday peak

season.

In 2023, key technical or professional talents will still be the target of recruitment, but
overall recruitment will return to a stable level, and there will less likely be a significant
shortage of talent that comes as a result of expansion. The main reason is that starting
from Q2 2022, companies have been reorganizing and taking stock of the human
resources they actively recruited before, carrying out organizational restructuring,
manpower replacement, function upgrading, improving corporate culture, and
implementing ESG. In addition to digitally empowering existing employees, new digital
talents have also started to bring their strengths into play, so that the digital transforma-
tion of enterprises can actually be put into practice, especially in the process of digital

transformation.

With the hybrid work model becoming the trend, the degree of digitization of a
company will determine the effectiveness of its implementation of a flexible work
environment. At the same time, although the hybrid work model is welcomed by young
talents, evaluating the impact of this model on performance, maintaining employee
engagement with the company and continuing their integration into the corporate

culture will be new issues that companies have to face in 2023.

“I believe that any generational clash or environmental impact will lead to more balance.
Developing new management mindsets because of them will help management talents

make breakthroughs and grow,” Cindy shared.

In order to retain talent effectively, talent assessment and talent pool building are key to
ensure that there are successors for management positions at every level so as to
reduce the talent gap caused by generational change. At the same time, through
communication and training, potential successors should be made to feel that the
company attaches importance to talent career planning and reduce the risk of talent

shortage.

“Leadership is the key to both recruiting and retaining talent.” Cindy Chen pointed out
that the transfer of successful leadership and management models in corporate

management is the only way to meet the challenges of the future.

In the face of drastic changes in the labor market and uncertainties in the world in
general, companies are encouraged to take advantage of the flexibility of dispatch work
agencies and outsourcing in order to quickly respond to fluctuations in market demand

and have the corresponding manpower.

For job seekers, 2023 is also a critical year for growth amidst stability. Although there
are many job opportunities to choose from, it is more important to think about
cultivating their professional experience and ability in the long term, contributing to
their current jobs, integrating into the corporate culture, and showing their value as

well as growing together with their companies.

* The information provided in this guide represents averages salaries derived from positions that the
Adecco Group Taiwan recruited from 2021-2022. The salaries exclude overtime payment, commissions,
allowances, and bonuses. Salaries are based on the salaries of local citizens in Taiwan.

* The salary guide is representative of data that the Adecco Group Taiwan has collected and complied from
clients and candidates in Taiwan.

* The information should only be used as a guideline and should not be reproduced without the written
prior permission of the Adecco Group Taiwan.

e The materials and information provided by the Adecco Group Taiwan on this guide are for reference only.
The Adecco Group Taiwan shall not be liable for any losses, damage, costs or expenses howsoever
caused, arising directly or indirectly from the use of or inability to use this guide or use of or reliance upon
any information or material provided on this guide or otherwise in connection with any representation,

statement or information on or contained on this guide.
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In July 2022, the Adecco Group Taiwan conducted the Talent Shortage & 2023
Salary Guide Survey on 328 human resource executives and managers from
foreign, listed and medium and large-sized companies in the manufacturing,
information technology, finance and biotechnology industries in Taiwan to help
companies keep track of market trends. The results of the survey will help
companies understand what strategies companies in various industries have
adopted in response to the talent shortage problem, as well as changes in
corporate salary levels and recruitment plans. In addition, this report also
collected the opinions of professional consultants from Adecco Group Taiwan
to understand industry dynamics and human resource market layout in 2023 in
order to help companies grasp market trends and their human resource

strategies evolve further.
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By how much did you raise the salary for full-time employees in 2022?

51.82%
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SBFTIREE Salary Adjustment
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By how much did you raise the salary for part-time employees in 2022?

40.45%
25%
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\
‘ * 1.82%
FEN/A 1-2% 2-5% 5-10% 210% KEMARERGHAS

Unappointed dispatch or contract personnel

SBHFTIREE Salary Adjustment
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Looking back at overall industry salary levels in
2022, 85% of the companies surveyed
indicated that they have made salary
adjustments, with about half of them (51.82%)
offering salary adjustments of 2-5% for their
full-time employees, and another 30% offering
salary adjustments of more than 5%. This
indicates that under widespread talent
shortage, enterprises are more willing to be
flexible and adjust their salary levels to attract
and retain talents.
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In contrast, the salary levels of dispatched
workers and contract employees remained
mostly unchanged (40.45%), while less than
one-fifth (17.27%) of companies had a 2-5%
salary adjustment. The survey also found that a
quarter of the companies did not hire dispatch
workers or contract employees, indicating that
there is still room for flexibility in some
companies’ recruitment strategies.
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By how much did you raise the salary for full-time employees in 2022? (Multiple choices are allowed)

28.18%

BRI

Employee performance

HEEMEEY

Consumer price index

N
Recruiting in a highly
competitive environment

B R

Growth in profits

BN A TR

Fairness of pay among employees

Company restructuring

5, 8%
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How would you adjust the salary to retain employees? (Multiple choices are allowed)

10.45%

SR IN:ARIRE

Increase the percentage of pay rises

58.64%

RIEAMB TR

Provide other employee benefits

40%

SERRAEEME RN - RRAREE
Offer short or long-term incentive pay,
such as stocks or bonus

38.64%

RECIRA  JEER AR

Provide performance-based/ ()
non-regular bonus 37.27%
BB ERE o,

Offer retention bonuses 29-09 Yo

o, ' 3.18%
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The top three reasons for salary adjustments are
“performance” (67.73%), “consumer price index”
(49.55%), and “competition for talent” (41.82%),
indicating that economic factors such as interest rate
hikes and inflation have increased business operation
and production costs, but companies are willing to
adjust salary levels to reflect the current economic
situation in order to retain talent and remain competi-

tive in the labor market.

Q4
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If we analyze the methods used by companies to
retain talents through salary adjustment, nearly 60%
(58.64%) of companies adopted “increasing the rate of
salary adjustment”, followed by “providing other
employee benefits”, “short-term or long-term
incentive pay”, and “providing special/non-periodic
salary adjustment based on performance”, each
accounting for nearly 40%. “Providing other employee
benefits”, which came in second place, shows that
besides retaining talents with salary, companies are
also willing to provide more comprehensive employee
benefits to enhance talents’ satisfaction with the
companies they work for.
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Will you raise the salary in 2023? Bi6mk(59.09%) M ERTEE2023F B
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Nearly 60 percent (59.09%) of companies say they
3 6 3 6% will increase salaries in 2023. However, with a
: conservative economic outlook, 36.36% of companies
have yet to confirm whether they will increase

salaries.

59.09%
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How will you adjust the salary in 2023? (Multiple choices are allowed) ERBAEFMNAR > BBiB6(6318%) I
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As for the method of salary adjustment, more than
60% (63.18%) of companies said they would use
20.91% 20.91% the same methods as they did in 2022, followed by
“increasing the rate of salary adjustment” and
“providing special/non-periodic salary adjustment

based on performance”, accounting for about

20% each.
Fl2022F 75 SE N IREE AR A TR B R RO RR
Same as 2022 Increase the percentage of pay rises Provide performance-based /non-regular bonus
14.09% 15.91% 13.18% 5.91%
A RABEME AN > MREHREE RFEEMBTER BREBEREE Hpth
Offer short or long-term incentive pay, Provide other employee benefits Offer retention bonuses Others

such as stocks or bonus
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How many new employees do you plan to hire in 2023?

SRIGRS ST
No plan to hire new
employees

1O TFHA

10 or less

20 EFTA

n-12

15.45%
EBET 5.45
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21-30fI# A

21-30

S EFA
19.09% More than 31

R EE
No plan to hire new
employees yet

12.73%

mIgEtE
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new employees

1A THA

10 or less

20.91%

n-20f L EFA
- 7.73%
" TRERAKHET

part-time employees

-30fiET A
2.27% ‘

S ERTA
More than 31

5.91%

iR E
No plan to hire new
employees yet

16.82%
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In terms of the scale of increased hiring in 2023,
the average number of new employees to be
hired is 3.26 for full-time staff and 2.51 for
dispatch workers and contract employees.
Increases in hiring for full-time employees are
polarized among enterprises, with more than
one-third (36.36%) of companies planning to hire
less than 10 new employees, while nearly 20%
(19.09%) of companies are planning to hire more
than 31 employees. However, companies that
have not yet made plans to increase hiring
(12.73%) and companies with no plans to increase
hiring (10%) accounted for over one-fifth. When it
comes to plans to increase hiring for dispatched
workers and contract employees, nearly 20%
(20.91%) of companies will hire less than 10 new
employees, but more than 60% of companies
have not yet made plans to increase hiring
(16.82%) or have no plans to increase hiring
(46.36%).

SISATYNY S
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What kind of job vacancies will be available? (Multiple choices are allowed)
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In terms of job vacancies, driven by fab
expansions in the semiconductor industry
and the continued demand for digital
transformation, “production manufacturing”
and “IT, software and hardware engineering”
are the top two categories for increased
hiring. About 20% (20.91%) of the companies
will hire more than 10 manufacturing
personnel, and 16.82% of the companies will
hire more than 10 IT, software and hardware
engineering personnel, which shows that the
demand for manufacturing and IT engineer-
ing-related talents continues to increase.
With the lifting of the pandemic restrictions,
the catering, hospitality and retail industries
are recovering, and the integration of offline
and online consumer behavior has become
the new norm. More than 50% of companies
confirmed that they would hire less than 10
“sales” personnel, and more than one-third of
companies will hire less than 10 “marketing”
personnel. On the other hand, in the
categories of “human resources”, “procure-
ment and logistics” and “administration”, as
many as 70% of companies have not yet made
plans to hire additional staff.

SISATYNY S
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Percentage of enterprises that were unable to find suitable talents for more than three months.
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If we look at the proportion of job vacancies and
the recruitment time, 30% of the companies said
that they were unable to find suitable talents for
more than 20% of the job vacancies even after
recruiting for more than three months, which is a
reflection of the fact that companies are facing
the long-term dilemma of widespread talent
shortage.

SISATYNY 5
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What are the main reasons why your company cannot find suitable talents? (Multiple choices are allowed)

_ 64.020/0

BREHNHE « GHBREEREERE
Candidates’ salary and benefit expectations are
higher than the company’s standards

AT EREA S ERREAPIEE -
IR A A

Talents tend to enter popular industries such as the
semiconductorindustry, crowding out other industries

[FRIZERISRA - HEN
Fierce competition among companies in the same
industry for talents

FEBENN TIFRERETENEHEA
Candidates have a heightened awareness of
work-life balance

ERYBFHERZEMALES

Education system in general does not cultivate the
required talents

ERERZ BRI

Candidates lack the relevant soft skills

ERERZAAMER

Candidates lack the relevant experience

EEERZFRTREREE

Candidates lack the relevant hard skills
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Policies are not conducive to hiring talents
from overseas
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Candidates are unwilling to relocate
for a job opportunity
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According to the respondents’ observation,
the top three reasons why companies
cannot find talents are “candidates’ salary
and benefit expectations are higher than
the company’s standards” (64.02%), “talents
tend to enter popular industries such as the
semiconductor industry, crowding out other
industries” (56.71%), and “fierce competition
among companies in the same industry for
talents” (41.16%), which far exceeds the
factors such as “insufficient functions and
experience of applicants”. It is clear that in
order for companies to attract outstanding
talent, they must not only meet the basic
expectations of job seekers in terms of
and benefits, but
comprehensive education and training as

flexible

salary also  have

well as talent development

strategies.
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R PESHAAAENRE A What are the main reasons that prompt your employees to resign? (Multiple choices are allowed)
SEHAAIINRNER > FRERHE
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FEITIEE) (77.73%) > EARAIF6

RE% TFHE®RMI (59.55%) > TR
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BBIRSAL TEEFHN IR

g1 > AhbERS ERAIRHHEEH 77.73%

E#(83.33%) » BiflEH%#(82.61%) ©

BB MRBHERAIRT - BT

AR THERM > ESRERH

T REH6479%) °

At the same time, in order to solve the
talent shortage, companies must first

face the main reasons for their talents 59.55%
leaving before they can have a
5 corresponding retention strategy. More
s than three-quarters of the companies
1% said that the main reasons for employees
')3 leaving is “better job opportunities”
é (77.73%), followed by “compensation”
(4 (59.55%) and “lack of opportunities for
career development”, which took up as
much as thirty percent.
Among them, more than 85% of
companies in the medical and health
industry said the main reason for their
employees leaving is “better job opportu- 30%
nities”, which has the highest percentage.
It is followed by the finance industry
(83.33%) and the information technology
industry (82.61%). More than 80% of
service industry companies said the main
reason for employees leaving was 1818%
“compensation,” much higher than those 14.55%
in industry/manufacturing  (64.79%),
which took up second place. 9.09%
8.64%
6.36%
EEFNTERE faetl] BROBARE ¥ BRZAEEE TiEihES Hith BIEARR
Better job opportunities Compensation  Lack of opportunities ~ company culture  Lack of management Job Location Other reasons Inadequate

for career development and leadership employee benefits
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ZEZEBBEBER The main reasons that prompt your employees to resign by industry.

O sEFNIHEEE O FEEH O Ik O R¥EX(E O BOEAHEE O BzEEEE ® ETHEHTR © Hith
Better job opportunities  Compensation  Job Location ~ Company culture  Lack of opportunities for career develop Lack of and leadership  Inadequate employee benefits  Other reasons
82.61% 83.33%

78.87%

TH BUEX HAEHR MEER
Industry/Manufacturing Information Technology Finance

82.35%

76.47%

50% 50%

23.53% 23.53%

0% 0% 0% 0%
BE/EHE BSHEER AR %
Construction/Real Estate Medicine and Healthcare Service
82.35%

75% 75%

17.65% 17.65% 17.65% 17.65%

0% 0% O% 0% 0% 0%

BB BT AR 1RES TEX Hith

Education/Government Agency Public Relations/Media Retailing Other reasons
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What are the strategies adopted by your company to deal with the long-term talent shortage? (Multiple choices are allowed)

BESNPAT EIANERABRSHAL

Provide training to those without relevant experienceand expertise so they can perform their duties

TR A E2R

Provide incentives for talent referrals/headhunt talents from the same industry

STETRABRAMER  EERMMAA RN > LURR R TIRESFIS

Find talents through external talent pools or human resource providers

JIES=ESIZE S

Strengthen the company's image

ERREAT

Find talents through external talent pools or human resource providers

BRIEEEAHMANRHHREED

Strengthen the company’s public relations or hold recruiting events

HARERRAH PR EE

Engage in academic-corporation collaborations with universities, colleges, or vocational schools

HERTEEGFRIMEER  RISHINEIER

Work with freelancers or outsource jobs, obtain external resources

Adjust requirements in education or experience

EEEEE - BUHLLURFAIRE ASIREE

Implement automation and digital transformation to elevate the skills of current employees

Hith

Other reasons
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R EEERE A AT
SERTE AT SRS o

THENRREED AR - EFIR
RN ERA N BERABAE » HIMEEEE
73~ BHRAR ~ BUUMAES » BARRN
AFBilEtE o ) BERNERSEERERA
#ZIBCindy Chensfilil ©

The Adecco Group Taiwan

In terms of long-term recruitment strategies,
more than 50% of companies choose to “find
talents through external talent pools or human
resource providers” (52.03%) to solve the
issue of talent shortage. Close to 50% of
companies “provide incentives for talent
referrals” (46.96%) to have current employees
help to find talents, or “provide training to
those without relevant experience and
expertise so they can perform their duties”
(42.91%). Nearly 90% of companies are

willing to invest in technical and functional
training for new talents to perform their
duties.

“Education and training are the key to
retaining talents. It is important for companies
to know which employees need to have their
skills upgraded, such as management skills,
technology knowledge digital empowerment,
for future talent training programs,”

said Cindy Chen.



Q13 BERITFREFBLIZIMERS - FRASQARNEETEN « TFEE - AT ERLENERPRAE ? (BiEH)

In response to new norms in the post-pandemic era, what kind of adjustments will you make to employee benefits, way of work, and hiring in the long term?
(Multiple choices are allowed)

Sfii\i'zrkinghours _ 39.09%
e o vt _ 19.55%

B (N REGTIEMBIEE ARESEE. .. %) 16.36 %
Subsidies (for electricity bills from remote working/office furniture, transportation...etc.) 3 °

Hire more people with interdisciplinary skills

B TIEEBURINE

Outsource part of the operation - n -36 %
HEINKEANFER

Increase demand for dispatched workers - 9.09 %

BEIE T AR B (L ' 8.64%

Change the direction of operation/form new operation departments

RS REEME A Y5
Be:ore flexible when hiring foreigners - 6.82%
EREBAN . = G

Cut down full-time workforce
3.64%

Hith

Other reasons

Q13

BT EHERE AT REEEHEEAMEN RS FTERE In addition to salary adjustment, companies are also focusing on attracting and
o R PEMEFERTERIE « 57 FFIBE| BB EAL o HiE—3 retaining talents in terms of working environment and benefits in response to people’s
r _ pursuit of work-life balance in the post-pandemic new normal. Nearly half (49.55%) of
1% (49.55%)ZHERT > NEHTIE/EMETIE HHARTHER the respondents said that “allow remote work/hybrid work” will be a long-term work
E BRI » HWAIS BT - A5 4(39.09%)BI R 24 environment strategy for their companies, followed by “flexible working hours”, which
- . . e about 40% (39.09%) of the companies have incorporated into their system, making it
A IEMARE B TEFRTIFNGIE - RREHEs NEmRAgss . o P . i
) more accommodating of employees’ life and work. “replace business travel with video
EAHZE] ~ IR NESATISMER) MBS higFEEER conferences” and accelerated “facilitation of digital transformation” brought about by
T EIBIS R AR S BB o the pandemic will also continue to make the overall work environment more flexible.

| paEsERExgs | 16
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Conclusion

202 F 2HERRE « &%  SERFRIETE > TH LEEIHERSREBEENRR  BEHELEE
20235 o BEMEASERIR 0 TABEH - TREHE SERNHEER SRRV FEZEN
AN SR RKESE R -

TERT REEFFRIERS LRMRSHEKEN » BTRT « B2 > EAEEHERBRHEST
85 RN ARNXL « RERIFHN TEREETE - 5818 TRMII AR RRIERRRS -
RABTHTIEREENSHE » BRALREK

BARBREEZR  CENBUFE  HBETANESES  ERKESHRBY > BTENSNEE
FEFEN > BAILTREEZE - BEE 2023 FEANERLE > BUIMEE « BENEE  BIETIE
AEN ~ BIFRERRE M AT F A BRIRISR IR M - RS EERSUKGGEERR > ESG KB - ER -~ AN¥E
ETIZENEARRBMRTRM Y G &R -

In 2022, the world faced severe environmental, economic and energy challenges, and it is widely believed that the
downturn will continue into 2023. However, even in a recession, the effects of the Great Resignation and “quiet
quitting” have continued to impact a labor market long affected by the aging population, bringing challenges to

companies’ sustainable operations.

In addition to raising salary levels in response to rising prices brought about by inflation, companies need to
provide employees with support during this turbulent period in order to seek and retain talent. At the same time,
they need to strengthen company culture, provide a good work-life balance, assist employees with developing
successful interpersonal relationships and career development planning, and enhance employee job satisfaction

and loyalty to avoid the loss of talents.

As we enter the post-pandemic “new normal”, international trends such as the digital transformation of enterpris-
es, the integration of the real and the virtual in consumer behavior, and energy sustainability will continue to
transform the operation of existing industries and create new opportunities for emerging industries. In 2023,
digital empowerment, interdisciplinary expertise, the ability to work flexibly and overseas experience will

continue to be key, highly sought-after qualities in the talent market.

| paEsEaEzss | 18
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202 FRITERAARBEHE > SFERRRERTNRELE - EREQEEE > THE
SREENORREE > HEMNRBRIEE - BB LEF ARGE > 2RKRTER
BIZL > EEFREBARRRAIMEE - BEESRAFART  REXRRAUESH
B IRITRGE - BRANTHERR > RE202:F EFFEFRBNBERR > HQ2
BIEAR > —EECEREYE > HTQA EERHRER  ERIARFLCELE
TERSHBER > BORSHERENTE  REASBE > A=HB[AT -

OECD 2023 FERIER « SERBHTE > SAKERBEARE  EMEERR
ERABTE - EXHRTRARNEZRET > AIELEAES2023F Q2 - EHMHEEE
BREESHT » \etfTo3FF P EXGARPEANER > ANTREEERY -
5N - EEFEERAARONPET > BRERCEA R > UERTIBERNER

BEARRtEAEERUBEMBMREE - BEGRAREDTHE - EXEBRUL H
BNRREARMUE > HAUTEEA - HWESTEFREHFHEME - BA G L
RAUMTAGRENFEHOAT » LR EHACEES -

In 2022, there were major mergers in the banking industry, and the overall performance of
foreign companies was not as good as the previous years. However, Taiwanese companies had
a stable performance in the consumer finance sector, and outperformed foreign companies in
terms of profit. However, in the wake of war and interest rate hikes, the global stock market has
been bumpy and the performance of the securities investment sector was worse than those of
the previous two years. As people become more conservative in their investing, the securities
investment trust sector outperformed securities and banks. For the labor market, the
recruitment demand that would have originally started in the first half of 2022 slowed due to
the rise of the pandemic in Q2, which once caused companies to pause recruitment. Only until
Q3 did job vacancies gradually become available; however, due to the overall economy, the
recruitment time of enterprises has become longer, and some securities firms have frozen

personnel recruitment or streamlined personnel due to poor profitability.

The OECD expects that major economies will fall into recession in 2023 due to the impact of
inflation and the energy crisis, and the global economic growth rate will be significantly revised
downward. The industry’s wait-and-see attitude toward the market outlook is likely to continue
into Q2 2023. Driven by the continuous demand for digital transformation, the industry is
expected to recover more significantly in mid-2023, and talent demand will increase gradually.
In addition, companies will continue to strengthen their talent retention strategies to respond

to the recovery of the market as they face the challenge of talent shortage.

Job vacancies have also changed due to the digital transformation of the industry. As tradition-
al systems are moved to the cloud and systems that are common among industry chains
become digitized, the demand for the application of digital tools and data analysis will continue
to grow, and talents will be expected to have the ability to use or the experience of using digital

tools, so companies can keep up with the digitalization trend.
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Position

't Accounting

gEHiEE

Accounting Manager

wREH

Senior Accountant

MAEs

Cost Accountant

BEHAR

Accountant

EEtBhIE

Assistant Accountant

HERIRHE

Senior Account Clerk

1R¥S S / 1R EHIE

Account Clerk / Assistant
%%‘l’ Audit
Hitk

Head of Audit

AR RS

Internal Audit Manager

EBTEIZEM

Internal Auditor

HotElE

Assistant Audit Manager

wEtEE

Audit Supervisor

BRB TN

Senior Auditor

AREE
Audit Junior

EIRE
Audit Clerk

AR

Qualification

MR R

Degree in Finance and Accounting

watm
Degree in Accounting

BB
Degree in Accounting

R
Degree in Accounting

BB
Degree in Accounting

BB
Degree in Accounting

BB
Degree in Accounting

CIAZEHR ~ BRI

CIA license, major in Accounting and Finance

CIAGER « IEE AR

CIA license, major in Accounting and Finance

CIAZEER « EIEG M

CIA license, major in Accounting and Finance

CIAZEER  EIEGFHEMT

CIA license, major in Accounting and Finance

CIAZEER « EEG M

CIA license, major in Accounting and Finance

CIAGEMR « IEE5HEARF

CIA license, major in Accounting and Finance

FIEG SRS

Major in Accounting and Finance

FIEG RS

Major in Accounting and Finance

10-15+

5+

35

&5

1-2

<1

10+

8+

1-2

<1

Taiwan (B ¥ / #T & 1)
Monthly Salary in NT$

80,000 220,000
50,000 90,000
55,000 90,000
45,000 65,000
40,000 50,000
35,000 48,000
28,000 40,000
130,000 220,000
100,000 150,000
70,000 100,000
70,000 100,000
55,000 90,000
50,000 80,000
42,000 55,000
40,000 45,000

| gEseREzRs | 20



BifiL B FEES Taiwan (B3 #ff / 1 £ )

Position Qualification Experience ety LS
(In Years) BEFEMn. | BEFEMx.
B4 Finance
MHE MR e EEEEELT
CFO MBA Degree in Finance and Accounting 10-20 200,000 400,000
B BITERUEIE ARG S
Finance & Admin Manager Degree in Finance and Accounting e 80,000 250,000
& @@=t
PSR MBRAHEREERE 10+ 80,000 200,000
inance Manager MBA Degree in Finance and Accounting
rE M IED TS B R ST
o X Ealr=11 .
8 E-I- Financial Analyst Degree in Finance and Accounting 36 60,000 130,000
> N
= 1 g
0% /E\ BAFRENIE updt=pg-—tin}
= }Q Finance Assistant Degree in Finance and Accounting 2-3 35,000 50,000
1%
S
17N mmEsEmES PATSEE
ONS 17 = HETUL
o EE Finance & Admin Clerk Degree in Finance and Accounting 5 32,000 60,000
2 @
g
3 S EER R RS S
; Financial Management Trainee Degree in Finance and Accounting <1 50,000 50,000
o]
ﬁﬁ Tax
nEE PRS0
Head of Tax Degree in Finance and Accounting 10+ 16,0600 180,000
MR M EE TR
Tax Manager Degree in Finance and Accounting 5t 80,000 Feeee
BERMBE st WS ERE MU
Senior Tax Accountant Degree in Finance and Accounting 35 45,000 75,000
misEs BEER RSt
Tax Accountant Degree in Finance and Accounting 24 35,000 50,000
IasEe BiFER RS
Tax Assistant Degree in Finance and Accounting -2 N/A N/A

| The Adecco Group Taiwan
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Position Qualification Experience ikt el i NI
(In Years) BEFEMn | BEHEMex

B EE Treasury

B EEMHER AES L E S
Head of Treasury Degree in Finance and Accounting 15+ 130,000 250,000
BEEEETE TS B E ST
Treasury Manager Degree in Finance and Accounting e eyeree 150,000
BERMBER AFS L E S

(]j> ‘%’ Senior Treasury Degree in Finance and Accounting 35 60,000 90,000

g 5

c =]

= M Est AT B ST B

=3 = Eal=11

Q% IE\ Treasury Accountant Degree in Finance and Accounting 2 eyeree 60,000

ki

3 B

3 W PSSR E B

(2} R = s REETF11L

® é Treasury Officer Degree in Finance and Accounting 2-4 35000 50,000

2o f

o

s

z: MBMES Eup it Fig= i)

O;C,l Treasury Clerk Degree in Finance and Accounting <7 28,000 Z20C0

DITERZESE Data Analytics & Pricing
BRED ME st EE ERL
Data Analyst Degree in Finance or Quantitative Finance/Statistics/Commerce St 70,000 80,000
EEDHED M st 5tE wmRL
Pricing Analyst Degree in Finance or Quantitative Finance/Statistics/ Commerce 5+ 60,000 70,000
YA DEE Ma st 5tEEmRL
Data Analytics Manager Degree in Finance or Quantitative Finance/Statistics/ Commerce 8-10+ 100,000 150,000
EBED AR ME et FE S EEL
Pricing Manager Degree in Finance or Quantitative Finance/Statistics/ Commerce 8+ 80,000 100,000

| gEEsEREERs | 22



i1 BHER FEES Taiwan (B / FiE )

Qualification Experience Monthly Salary in NT$

(In Years) BEHFEMin.

Position

SHEERE Consumer/Retail Banking

D e e toyee s 10+ 90000 150000
= . e 6 gepey | LeEe
e Spersions s v e a 50000 80,000
SRkl Ee & Cagse | keEE

. ;ﬁ:}iiﬁ:ésupemw fﬁ%ﬁgme 2 50,000 80,000

% = =

:sf‘ 17 [ henes 5 30000 | 60,000

% % E:E?;ﬁi Eﬁ%igreein Business 6+ 30,000 50,000

S5 ® _

Q = n

5. gg&i%ervice Representative E&ﬁ%gﬁgree 2 SRS 55,000
Ejfgi%nt E&‘iﬁggme 12 27,000 40,000
iﬁ?ﬁgi%% Eﬁ%ggme o 30,000 40,000
EBRE Corporate Banking
%%ﬂ?&%%i‘%kﬁ zi%ﬁgree 24 60,000 150,000
Mﬁﬁi{i&[‘ﬁgﬁ fﬁ%ggme 5+ 80,000 160,000
SRIFZEHTITIR e 5+ 80,000 150,000
FI Sales Bachelor degree : :
gz;igﬁ/ﬁgj‘e]%:pport Assistant fﬁ%&grea 2 S 50,000
Eﬁfﬂﬁ%ﬁger fﬁﬁ%ggme 3+ 50,000 80,000
fﬁﬁiﬁ?ﬁfﬁ% iiﬁggme 7+ 90,000 200,000

O M EEERHAER 2021508 E2022467 BHRENS BRI 2 95 EME » HBRTE - A% - SIRRAIRS - 9F5IAHE -

23 &2 & H &£ @

The Adecco Group Taiwan



B i (&SR Taiwan (B % / #i &)
Experience Monthly Salary in NT$

(inVears) | mfgwmrn | BEMRMw: |

Position Qualification

BER & EAD Compliance & Credit Analysis

N BREEZHERENEA BRI IMND
BhEE ERGE EREBE AR ES R EERER
Compliance Manager Degree in Finance or Law; experience in internal audit St 90,000 280,000
or compliance /law
oy e e BREER SRR A IR R IMR
7 P 5t | ERRER AR 0 RS R RERRER ;
Compliance /AML Officer Degree in Finance or Law; experience in internal audit 24 45,000 80’000
or compliance /law
vy) RIERE M5/ Est8t
% ?E Credit Manager Bachelor degree in Finance /Accounting o+ 60,000 120,000
=17
L emmn e Bi%s EtEt o 00000 | 200000
[ % Credit Approval Manager Bachelor degree in Finance /Accounting ’ ’
m =
5 iR E S Grsygm
=k EREEEA Fi% B SL A 8+ 80,000 140,000
% HE Credit Approval Officer Bachelor degree in Finance /Accounting
(9]
o EEDIRE B8 s EstRt
wn 5% Credit Analyst/Officer Bachelor degree in Finance /Accounting or 65,000 80,000
[0]
3
<. BREE ERNES M5/ Est8t
8 Senior Credit/Loans Clerk Bachelor degree in Finance /Accounting 4+ 45,000 60,000
B Securities
MEE AR S48
Settlement Manager Bachelor degree 8+ 80,000 200,000
HEHEBES S8
Settlement Officer Bachelor degree 6+ 65,000 FoHorRo
BHEBMER B8y
Settlement Clerk Bachelor degree 1-2 45,000 65,000
MR B8
Research / Equity Analyst Bachelor degree 3+ 50,000 2000
EEARENE B8y
71
Research Assistant Bachelor degree 1-2 40,000 60,000

© There are mean salaries derived from poistions recruited by Adecco from September 2021 to July 2022.They exclude overtime payment, commissions, allowances and bonues.
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2020 FRBRAANERATBERED) - TEFRERERATEE  A\ABESE - SEBENETS
BR > SRICEEBRSTRBNAS  BRERS LAREEESS » TERRATEHNATER
EE o PREANBTIER SERWEUBIEPPIAZIAL Bt - B ANEREPIRS - SEithias
» REMBMEEDS -4 LREZRARMENDAL -

g

bl
a

REFEIME - REAMRAEET MR B HEAEEREES) « BENTHHEET » BN
TEEIFEECAVERRE LR o R » ANEIRAZT EREERINAGENEEEEEES - MIEEH A
& ©

FIMEEER - NERT IHBEEERRSA TR RS - BREIREEEEERERE - SHEH
B THERA T TR RREEREPX S ERIAES - MRS THR TIFREETENE

TahTE2003%F » ANERBEFHEEEARIRISAS - ATHAUCEIOAT » URBEABBEITIEN
HWAZ - ATHELREEERSE LEER - BERIRA - TERRSABTEMRITNAGLRE
FRRE > ANBHEABREEBHMAR » WRUBURET R - NERRBEE  BAEREINE
EHRETF > EREEHANERATNERRES - AEEEEANTRORE LHRBHEEINHNE
Ko M ERESIINE AT RIRBBIERS

LS - TEEHEERAA HERPET - BT IRMHEBERFTEKE - RYE BT P EEHFORRCEND
IR » FItE NS EBAERBIERITRARBENMRBE S THRRER - IR ABPaIRRIE « BIER
BERREILAEES) - HEERA o B > AERBHMEEHINETRERNE - IR3IAZMA °

ERABTEEEMNTERD - FHFEHM -« BESE  FE— « MEARMHAERIGEEANE
REIRAR] > 203 FEEBNERE - RMABAREEEETALEE « BiROH - BHEIR
ETERR > RFESRINIANERARDBAENE  SHENAT > A=RBEEMAENAL

In 2022, the overall demand for talents in human resources is booming, with the main demand coming from talent
transformation and talent recruitment. In terms of the overall employment market, it was found that companies are
facing a lot of employee departures, but they are not having an easy time recruiting talent, mainly because
companies now have higher demands of talent and the job vacancies waiting to be filled require the kind of talent
that companies need during their transformation. Therefore, for HR departments, they are facing a relatively
bigger challenge, and they need to help companies retain talents and find different kinds of potential talents in the
recruitment process.

In recent years, corporate organizations have specially emphasized the need to build “agile” teams in the hope of
being able to respond faster to changes in the rapidly changing and complex market. At this time, HR professionals
need to better master the ability to assist in corporate transformation in order to promote the reformation of the
organization.

Furthermore, after the pandemic, human resource professionals will not only assist companies in implementing the
new norm that is hybrid work, but also aid the management in assessing the efficiency of the new work model and
the ability to lead a team that is working remotely, as well as fulfilling the employees’ hope of a work-life balance.

It is estimated that, in 2023, job vacancies in human resources will continue to require talents with recruitment
ability, experience in talent transformation, and data analysis skills. In terms of traits, talents need to be active
self-learners and willing to improve. The main reason is that the role of human resources in the organization is
different from the past. The inventory of human resources is no longer only done through the payroll system, but
also from the perspective of establishing an employer brand, HR system automation, and functional data analysis.
This has increased the demand for HR talents, and has led to the demand for data-based analysis in the planning
of human resource needs, as well as to the future career planning of talents.

Also, while companies face the challenge of leaving talents, job seekers are more interested in a company’s
identification with sustainable management than providing basic salary levels. Therefore, HR needs to help
companies cultivate soft power and inspire employees’ sense of identity, such as designing internal training
courses and organizing team-building activities to retain talents for the company. At the same time, HR needs to
help companies establish an employer brand outside the company to attract talents to join.

As for work related to human resource administration, such as payroll and recruitment, large companies tend to
outsource it to professional HR management companies in these two years, and the trend is expected to continue
in 2023. In-house HR will focus on talent transformation, data analysis, and education and training while working
with external HR companies to find potential talent or talents with specific functions.



B A3

Position

IRFER

Qualification

Experience ( In Years)

—M& General
ANER/NERIE 13IE AEFREIA L
HR Head/CHO/HR Director/VP Degree and above 15-20+ 140,000 300,000
B AERLE 3R RERREU L
Regional HR Manager /Director Degree and above 815 [2e0C8 2oo0C8
ANERREERERBHTE KRERREU L
Lead of HR Business Partner Degree and above 5-8+ 80,000 150,000
ANERREBERERBHES REFREIA L
HR Business Partner Degree and above 5-8 55,000 80,000
ANERE REBRRIUE
HR Assistant Manager /Supervisor Degree and above 2-4 40,000 70,000
AEES REBRIU L
T A HR Officer/Specialist/Executive Degree and above L2 35,000 45,000
c
3 ANEEE /BhiE AERRRHA L .
% é HR Administrator Degree and above 1 25,000 40,000
O < = 5 = \
T AL AE RS KRR b o 40,000 50,000
o HR Trainee Degree and above
c
§ ﬁmﬂ%ﬂ Compensation & Benefits
(7]
FrfER ISR AEREA L 8-10+ 80,000 130,000
C&B Manager Degree and above
FENEFES AERREU L
C&B Specialist Degree and above 35+ 35,000 EReEY
BEER Recruiting
BERE REBRRIUE i
Talent Acquisition Manager Degree and above 5-8+ 80,000 130,000
e T REBRIE e 40,000 60,000
Recruiter Degree and above ! !
FlFEE Training & Development
AR R TR ARERREU L
Organization & Development Manager Degree and above 8+ 65,000 120,000
i EES RERREU L
Training & Talent Development Specialist Degree and above S* 65,000 2200
%ﬁgfﬁ AHERALLE 8+ 65,000 120,000
Trainer Degree and above
ANEBRFTE RERRFU L
HRIS Manager Degree and above 815+ 80,000 2200
STRBREE AEFRHA £
Employee Relationship Manager Degree and above 8+ 65,000 120,000

O UEHRZARBEFE N 2021508 F2022F7 A HIRIN S IBREAZ F15 @ There are mean salaries derived from poistions recruited by Adecco from September 2021 to
RS > HBRTHE « (A% - RIEZHES » YRGIASE o July 2022.They exclude overtime payment, commissions, allowances and bonues.
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5 > ER SR TFENERL - ETAN—BE—ZIMXAILUEREETE > [
Bifl 0 EEARESTEFNITHIRE > T4 LEEFNEI M - FIEHa
FRIFEER EhWAENRE « UENTRR - BEBIRIEELE - hEAME -
THEEASERB LU ABRERBRRBIE  MEFREEAE 85 YU
RO EESE W TIERIRIE SRR B SR o

ERMTREBNIE > RO EERERIEMEARMER > EILAR A
THEEATURZEEAREDN ~ 3  RBIMWEE - THEKEL - XS
AERSHEMERNATRARES -

2023 FRE - BEERBRE > BN TR EIgI > 5EXEEN% « FERERS
IRTIEEROREE - AHERE LhAREKE -

In addition, due to the emergence of the hybrid work model, employees can choose to work
remotely for one or two days a week. At the same time, in order to provide a better working
environment for employees and to have a better employer brand to facilitate the recruitment
of talents, there is also a need to re-plan and reform the office environment in terms of
hardware, so that the overall environment is more economical and more people-oriented.
Administrative professionals are no longer only responsible for general affairs or procurement,
but also need to communicate and cooperate with HR, general affairs, and external vendors to

plan and adjust the working environment appropriately.

As for general administrative work, some companies tend to outsource it to agencies, so in-house
administrative professionals need to have data analysis, negotiation and planning functions. In
terms of salary level, talents with experience in business transformation projects have a better

advantage.

In 2023, with the lifting of the pandemic restrictions, overseas job opportunities will increase, and
job seekers with strong language skills and willingness to accept expatriate job opportunities

will have good salaries.



H{i R ER FRREE

Position Qualification Experience ( In Years ) Monthly Salar
TSR EIRERAEIE
IWAKIZR B EIREIE RER 810 65,000 150,000
General Affair Manager / Degree
Office Manager/Facility Manager
FEBhBUTENIE TE AERER
Executive Assistant/Secretary Degree 58 50,000 100,000
=
)
3
= THEE THENE KR
'_(0',' % Administrative Officer /Assistant Degree 36 30,000 50,000
s %
=3
[e]
o]
LEES NS KRERR R
Receptionist Degree/Diploma 2 25,000 35,000
XHEEANE WEEE - .
Documentation controller / gc?;ffm&/f{fx 5-7 60,000 120,000
Interpreter egree/Diploma
HEREEED REBGR &R 5-8 60,000 80,000
Project Coordinator Degree /Diploma
O U EBIBRAEF N 202808 E202257 A BN S BRI Z F19 ' There are mean salaries derived from poistions recruited by Adecco from September 2021 to July 2022.
FEFTE 0 HBRIE « A « SIERMNRS > FRFIAGHE - They exclude overtime payment, commissions, allowances and bonues.
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RS  RBAT TR > ARENEERE - BARER - EXRIRKBNEE - BRUE
B MERIEHRMIEHE  FMCC (REHER) EX - EREEE  BRE > BEFE
BAANTR o

REREEFRSEHE « HE - HIHEY - MENEE EBATBEROEENE - flils
REHL > BEASMUKERKEE  EREAL - AREIRIEERNER  REAL o

[EI6S > EFPERAGRNE - MRRBEHEE > M EESRECERT02FEREALRAE
OMBEREEAER  FERRBMBEEERNE o SHEHESFIEE R - S
SRR EEBABNRA £ BETREDEROAL -

5o BEEMEATBMNEREE - BRFFRINFEER - O ERHEERIIN
EEAR - CHAESKFNEXNERE BEFREE > RTERBKEEA LEERN
ESG AA BRI » AfA ESG HBRMERIET « ZEAA MBS AN TISHEE - £ £SG 18
FAABRBHRIGRIRT T - EEFREEA BN EMERESE - HBBAAL > LEEHRE
TERA BT

FAATES » KEBDEEAA EPEESRE  TBEERRESAMEENEETREER
BHRZREANWEZEENEAEAR > BRRENRAAVANEES © L5 - A=RAFLR
BOFRHA > HRBKIREAAT RN R EHRES - N A EREREEE R
P BAEEEL - AR RESEMBOLE - BROATAEHERRESE » RAXTEE
TR EREA N -

The demand for legal affairs and legal compliance talents has always been stable and was less
affected by inflation and fluctuations in the industry. Various sectors from the financial industry to
the technology manufacturing industry, the FMCG (Fast-Moving Consumer Goods) industry, the
biotechnology and medical industry, and the construction industry all have a great deal of demand
for such talents.

In fact, due to corporate transformation, policies and market trends, new types of legal compliance
and legal affairs talents are also in demand. For example, the financial industry needs legal affairs and
legal compliance talents with a background in financial technology or blockchain.

At the same time, information security is fast becoming an area of great importance to companies
place due to the changing relationship between the U.S. and China, frequent cyber-attacks, and the
law requiring companies to have a chief of information security and at least two information security
specialists by the end of 2022. As a result, companies in the semiconductor, energy, and finance
industries are looking for legal professionals who understand information security regulations.

In addition, as the international market requires companies to disclose their commitment to net-zero
carbon emissions, new business models and corporate layouts will be driven. In particular, in
industries high in carbon emissions such as construction and electronics manufacturing, there is a
demand for ESG talent in environmental sustainability; however, hiring legal affairs and legal
compliance talents with ESG-related licenses has also become a new trend in the labor market. As
ESG talents are scarce, companies need to be more flexible and identify potential talent from other
related fields and providing timely professional training.

In terms of talent, most legal compliance talents are concentrated in the finance industry, but as the
demand for legal compliance in other industries such as technology grows, there is a desire to recruit
legal compliance talents who are familiar with the industry to assist with such tasks as competition
law compliance. In addition, a younger generation of talents with three to five years of experience
are increasingly receptive to jobs that are outside the scope of traditional legal affairs and legal
compliance. For example, candidates are willing to transfer to the information security department
to work in personal information law, information privacy and protection, and other related legal
affairs. Some talents will target emerging industries and have more flexibility in choosing job
opportunities than in the past.



B A

Position

RAFER

Qualification

FRREE

Experience (In Years)

Taiwan (B

a%)

Monthly Salary in NT$

EHE /B
RS KR - AR
Leegr:rlgire:tl:)r:se Degree and above; with license preferred 1015+ 150,000 500,000
BREBKIR A RERRFU L » BBRBER a8
Senior /Legal Manager Degree and above; with license preferred H/5% 150,000 300,000
BREEER RERRIUL > BBRER
Senior /Legal Counsel Degree and above; with license preferred 57+ 100,000 200,000
o smea AR E
(0] ’ = PRiREiL 35+ 60,000 80,000
[©N a”% Legal Officer Degree and above
Q0
o
3 JEFSENIE RERREU L » BEREE 35,000 50,000
-% Paralegal Degree and above; with license preferred 1-3+
5
[e]
0]
BHEE RERREU L » BEEBREE 2-5+ 40,000 80,000
Intellectual Property Degree and above; with license preferred
B e KEBRHAL > FIBEEE . 80,000 | 350,000
Governmental & Regulatory Affairs Degree and above; with license preferred ! '
HER B AERRFU L » AFRER 10-15+ 150,000 500,000
Compliance Head /VP Degree and above; with license preferred
PR RERRIUL > BBRER
Compliance Manager Degree and above; with license preferred 5 80,000 150,000
HE RHEES RERRFA L - AFREE
3+ 50,000 70,000
Compliance /AML Officer Degree and above; with license preferred

O LSRR BBIU 2001508 F202057 B BRI S BT 2 715
FEFTE  HBRIE « A « SIERMNES > HFRFIAGH ©

@ There are mean salaries derived from poistions recruited by Adecco from September 2021 to July 2022.

They exclude overtime payment, commissions, allowances and bonues.
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iRis - AR R

Procurement, Supply Chain and Customer Service

20228 E ¥ FARIER SERHERESEN IS RBE - EHREERETEI
DEHEL > BRI THESIERNTE > 2IREEERERZIES HIBER
TE > HRAABERE - ATHBRBEENIRR > BHEBLHERHED
2023F Qu °

WBER EIRE  2022F T BZRENEZYMRAS  RBRVEEAS > BHOHW
AT ZBREEENR  RBERS - ERERATBEIEERLE > FERRT
HOREEE o

20235 » WiEH - TEETHMBET - HEENYIRE T RRNES
MEEREENTIERTR » HIIEMRBETHEIARZ TR o S5MER
REFRERFZHHFNERT - hEHHERREXRE > TYRLENFEE
AR ERRERIER o

BENRREMEENEE - ETERTETRRNERERNRBAE - ZRHERE
SEAERAT - TEEESEIFER - ZREHE CAR ST - IBIIREHRF -

In the first half of 2022, the supply chain disruptions caused by the pandemic lessened and
some job openings became available in the supply chain sector. However, in the second half of
the year, the global supply chain underwent drastic changes and there was a market downturn
due to the impact of inflation, resulting in a freeze in recruitment and low mobility in the talent

market, which is expected to continue until Q1 2023.

When looking at the job vacancies available, most of them are for entry-level logistics and
procurement planning personnel, who are mostly of a younger generation and have a high
turnover rate. As for the more veteran talents, they are relatively conservative when it comes

to changing jobs.

Looking ahead to 2023, the integration of supply chain logistics and IT technology will remain a
major demand for the manufacturing and retail industries due to digital transformation, such as
achieving zero contact in the logistics process. In addition, as the technology industry moves
toward its goal of achieving net zero emissions, it will also drive the traditional manufacturing

industry to think about how to apply technology in logistics to achieve the same goal.

In light of the current job vacancies in the supply chain, the job content of such vacancies is not
limited to how the roles are traditionally defined. It is suggested that supply chain talents can
prove that they have multiple functions by obtaining international licenses to increase their

competitiveness while job hunting.
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B A3

Position

EIEREEE

Regional Procurement Manager / Director

RABACIE EORERRE

Procurement Manager /Sr. Buyer

REIE REIE

Procurement Supervisor

REEE

Buyer /Sourcer /Commodity buyer

IREEBNIE

Procurement Assistant

AL

Position

Merchandising Manager

RABEIE

Assistant Merchandising Manager

Sr. Merchandiser /Sr.Sourcer

REBAR

Jr. Merchandiser /Procurement Officer

L

Position

Logistics Manager / Project Account manager

LY/l

Assistant Logistics Manager

YInEs

Logistics Specialist

R ERE

Shipping Supervisor
EAE
Shipping Specialist

IREEER

Qualification

AEREREU £

Degree and above

RERREU L

Degree and above

A& SR

Degree /Diploma

RERR, SR

Degree /Diploma

REGRR &

Degree /Diploma

RAFZER

Qualification

A& SR

Degree /Diploma

REBGR &R

Degree /Diploma

REGR &

Degree /Diploma

REGER &

Degree /Diploma

RAFER

Qualification

REGR &R

Degree /Diploma

REGR &R

Degree /Diploma

REGER &

Degree /Diploma

REGER &

Degree /Diploma

RERR SR

Degree /Diploma

PRBEE

Experience (In Years)

12+

8-12

Fise

Experience (In Years)

8-10+

8-10+

5-8

FRBEE

Experience (In Years)

8-12

5-8

2023

Taiwan (B / ¥ &
Monthly Salary in NT$

150,000 300,000
100,000 150,000
80,000 120,000
50,000 75,000
30,000 40,000
Taiwan (B 7 / Fi &)

Monthly Salary in NT$

70,000 150,000
60,000 80,000
45,000 60,000
30,000 45,000

Taiwan (B ¥ / #T& 1)
Monthly Salary in NT$

BEFHEMin,

80,000 150,000
60,000 100,000
30,000 60,000
45,000 60,000
30,000 45,000
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AL

Position

BRI

Quality Control Manager

mERE

Assistant QC Manager

mEEE

Quality Control Specialist

i)

Position

E®REBREE

After Sales Manager /Customer
Service Manager /Call Centre Manager

ERRY RREE

CS Assistant Manager

EREME MR

Supervisor /Team Leader

HERERAR

Senior CS Representative

EREES
Helpdesk /Hotline Officer

RAFZER

Qualification

REBR &R

Degree /Diploma

REGER &

Degree /Diploma

REGER &

Degree /Diploma

RAFER

Qualification

REGR &

Degree /Diploma

RERR, R

Degree /Diploma

KRB XR

Degree /Diploma

RERR, SR

Degree /Diploma

REBR &

Degree /Diploma

Fs

Experience (In Years)

8-10

5-8

2-3

80,000 120,000

50,000 80,000

Taiwan (B %7 / #T & 1)
Monthly Salary in NT$

B{EHEMin.

70,000 180,000
55,000 70,000
45,000 65,000
35,000 45,000
25,000 35,000

T | The Adecco Group Taiwan
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Position

ARSI

Supply Chain Manager

HAESREIE

Supply Chain Assistant Manager

HEETRRE, BRFAAE

Supply Chain Planner /Demand Planner

HERES

Supply Chain Executive

AL

Position

AT

Warehouse Manager

AERIE

Warehouse Assistant Manager

BHEEE

Warehouse Supervisor

Af#EE

Warehouse Officer

EMFEER

Qualification

REGRHU E

Degree and above

ARERBR SR

Degree /Diploma

RE SR

Degree /Diploma

RERGR SR

Degree /Diploma

IRHER

Qualification

RERR, SR

Degree /Diploma

REGR SR

Degree /Diploma

X&

Diploma

X

Diploma

FRBEE

Experience (In Years)

10-15+

5-10+

PR

Experience (In Years)

120,000

100,000

60,000

40,000

200,000

120,000

100,000

75,000

Taiwan (B ¥ / T & 1)

Monthly Salary in NT$

BAEFHE Min.

80,000

70,000

45,000

30,000

150,000

100,000

70,000

45,000

© WU EHRERETW 200508 F20224F7 B HIRIN S BT F15
HEME > HBRTHE - A « SIE2IMNES - HRFIAGHE o

They exclude overtime payment, commissions, allowances and bonues.

@ There are mean salaries derived from poistions recruited by Adecco from September 2021 to July 2022.
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2022F RRFBKEHZE > ARERSBEATENRE > BHIBRER -
EEATHER TENEETEINMRT > REBD AT EEEHIIRHRESE -

BRXET2022F QA B BEERNEEZE > RTIAGEHGENE
&> REEZED2023FQ ~ Q2 - HESENAERINGRSR - BXEEHEU
HEST  ALERIBRANZE > TANTRL  IBEBESAREEZRA
NEREBENRE > RHAE2023FBHNBHRAR - REZQENERDE > 7T
BREMFETE » ANBERARKROEE -

ERGEEDN MESF) MWRSIBINATEER - BAEBNRE S BERE
EFMRIMBEAL - T > EHAERERTREEN G » NHRBERBERESH TE
BRECERNE - FR > BN QEERTHERR  JUBIMEREEERE LER
ERBERINFS - EENEERRETEREEARREY - RATBERRA
FHBFES -

HINERR - BRT BBIINEHIKE A RERERANS - BRERRIIER
HENERER > DRARNFNERANERNEE - BEEEFURERE -

In 2022, due to the impact of the global economy, most companies entered a reorganization
phase, releasing only a limited number of job openings, which in turn led to a conservative
attitude in talents towards changing jobs or some talents choosing to switch to the technology

industry.

The economic impact brought about by interest rate hikes and inflation in the U.S. from Q2 2022
onwards is, by conservative estimates, expected to continue until Q1 and Q2 2023. For foreign
biotech companies in Taiwan, their main business is sales, so the impact on them will be
greater. When it comes to talent demand, foreign companies are expected to have limited job
opportunities in 2023 because they follow their parent company’s global talent allocation plan.
On the contrary, Taiwanese biotech companies will continue to invest in R&D, and there are

opportunities for growth in their demand for talent.

Taiwan's “Gold Card Visa” policy to attract overseas talents will help to meet the demand for R&D
talents by Taiwan’s biotech industry. However, it remains to be seen whether the policy will
bring concrete benefits to the industry. At the same time, for Taiwan biotech companies, this is
an opportunity to examine whether they can make good use of the benefits of the policy in
recruitment, and whether their management team and mindset of the company need to be in
line with the international community to enhance their competitiveness in recruiting

international talents.

For foreign companies, besides relying on outsourcing or dispatched workers to solve the issue of
limited manpower, they can also focus on their long-term goal of growth and ask their parent
company for increase their roster of full-time employees so that overall business development

can be more stable.
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AL

Position

1T IR

Marketing Director

TSR

Marketing Manager

AR

Product Manager

ERELEE

Product Registration Specialist

HEREMER

Senior Product Specialist

ERES

Product Specialist

BRI FREEE

Regional Sales Manager /BD Manager

e IR

Area Sales Manager

BB ETIE
OTC /Drugstore Sales Manager /
KA Manager

BEiEEs

Medical Sales Executive

REER

Qualification

KRER > BEREE TR EaRSEAEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

ARERR > BREFRDBTEREGRSEIEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

AERR > EEFRDBTEREGNSERNEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

AERR > BEFRDBTEREGNSEHEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

REBGR > SRl B2 ETEE

Degree, preferable from a Life Science field

REBGR > LRl B2 ETEE

Degree, preferable from a Life Science field

REBGR > SR B2ETEE

Degree, preferable from a Life Science field

RERGR > St B2ETEE

Degree, preferable from a Life Science field

AEGR > EEERAIEE

B.S degree, familiar with OTC /Drugstore channels

REGR > B2 EnilB2EHEE

Degree, preferable from a Life Science field

FBEFE
Experience

(In Years)

12+

3+

8-10

5-8

5-8

2-4

Taiwan (B #7 / #T & 1)
Monthly Salary in NT$

RAEFHEMin. R EMax.

180,000 280,000
150,000 240,000
80,000 125,000
50,000 75,000
65,000 90,000
50,000 70,000
80,000 135,000
65,000 120,000
80,000 120,000
45,000 65,000
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(i (LTSS FrEEL Taiwan (B %7 / ¥R #)
- Liie 59 Ex-gﬁerience Monthly Salary in NT$

Position Qualification
(In Years) BEFHEMin.

@ RERR - BENBEBT 2 S SR 2ENEER
%ﬁ%ﬁﬁ%ﬁ/ﬁﬁi Degree, preferabl;?f_rom D}::maceutical, Medical Engineering, 10+ 150,000 280,000

Medical Affairs M Di
edical Affairs Manager /Director or Life Science field

T KB R TS R
Degree, preferable from Pharmaceutical, Medical Engineering, 5+ 100,000 150,000

Medical Sci Liai
edical Science Liaison or Life Science field

BRLuEARY AERR » BEFBBTRREGRBEAEE
. . Degree, preferable from Pharmaceutical, Medical Engineering, 10+ 250,000 350,000

Medical Advisor

or Life Science field

7o RERR - BERNER T2 ERaR2EAEE
ERFRBAUAEIE Degree, preferable from Pharmaceutical, Medical Engineering, 8+ 140,000 235,000

linical R h M
Clinical Research Manager or Life Science field

i e s e o e s et 2 40000 50,000
fﬁzrﬁ;d N E%gg;zﬁfiﬁm%hlﬁe related o HOYIIRIS LR
ﬁyiimc;an Eiﬁiﬁm%pfmacy 5+ 300,000 500,000
HIERES BRGNS REENSE 3+ 60,000 100,000

Clinical Application Specialist Degree from a Science field, preferably Pharmacy

ER mEEHER B2 ARl BEEREE

Regulatory Affairs /QA /QC Director Degree from a Science field, preferably Pharmacy 10+ 150,000 280,000
ER mEEHKE B2 Rl BEERIEE

Regulatory Affairs/QA /QC Manager Degree from a Science field, preferably Pharmacy 8 125,000 220008
S o = KERGHR » BERBRETRsE R SEHEE

,ﬁﬁ/uuﬁ$?§§ﬁ Degree, preferable from Pharmaceutical, Medical Engineering, 35 50,000 80,000

Regulatory Affairs /QA/QC Executive or Life Science field

| The Adecco Group Taiwan
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AL

Position

1T IR

Marketing Director

ITimnEIE

Marketing Manager

EmAEE

Product Manager

EmREiLEs

Product Registration Specialist

HERERER

Senior Product Specialist

EmES

Product Specialist

BRI FREEE

Regional Sales Manager /BD Manager

e IR

Area Sales Manager

Pl E S HS

Channels Sales Manager /KA Manager

HEES

Sales Executive

IRMFER

Qualification

KRERR > ERRBRTENEGRSEAEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

AERR > BEFRDBTREREGNSEIEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

AERR > EEFRDBTRERERNSEREE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

AERR > BEFRDTREREMNSEAEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

2 EaRR > ESEREE

Degree from a Science field, preferably Pharmacy

HIEERIEE

Degree from Nurse ralated

BEEmMEE

Degree from Pharmacy

B2 £ EOHEMEE

Degree from a Science field, preferably Pharmacy

B2 £ail8 > REEMEE

Degree from a Science field, preferably Pharmacy

B2 Saf2 . REERER

Degree from a Science field, preferably Pharmacy

FRREE

Experience
(In Years)

12+

8+

35

3+

8-10

5-8

2-4

Taiwan (B #f / # & #)
Monthly Salary in NT$
RIEFHEMin.

180,000 280,000
150,000 240,000
80,000 125,000
50,000 75,000
65,000 90,000
50,000 70,000
80,000 135,000
65,000 120,000
80,000 120,000
45,000 65,000
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AL

Position

BREHGE R

Medical Affairs Manager /Director

BREMES

Medical Science Liaison

FRPREAZEARIE

Clinical Research Manager

ERPREAZEBNIE

Clinical Research Assistant

SEIBET

Registered Nurse

BRINEREE

Clinical Application Specialist

ATARTS TAZEM

Field Service Engineer

EFER

Qualification

RERR > BRRB2TRENEGRSEAEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

REGR > EEHBB TN ERHSANER

Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

RERR > BERB2TENEGRSEAEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

RERR > BERBRET RN EaRSEAEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

BB Sahls  RREREE

Degree from a Science field, preferably Pharmacy

HIPMERRE(E

Degree from Nurse ralated

BEERER

Degree from Pharmacy

PRBEE
Experience
(In Years)

10+

5+

10+

8+

Taiwan (B #7 / #T & ¥)
Monthly Salary in NT$

RIEFTEMin.

150,000

100,000

120,000

50,000

35,000

40,000

70,000

250,000

150,000

180,000

80,000

65,000

80,000

120,000

ER RERBER

Regulatory Affairs/QA /QC Director

ER mEEHEE
Regulatory Affairs /QA/QC Manager

AR mERBEE

Regulatory Affairs/QA/QC Executive

BE . Satls  BREREE

Degree from a Science field, preferably Pharmacy

BE - £aiR ESEREE

Degree from a Science field, preferably Pharmacy

KRERR > ERRERTENEGRSEAEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

10+

8+

150,000

120,000

45,000

250,000

150,000

75,000

| The Adecco Group Taiwan



mﬁz ﬂ%ﬁ:g* Fﬁ.%ﬂ;ﬁ Taiwan (ﬁ %ﬁ / #ﬁé‘ﬁg)

Experience Monthly Salary in NT$

Position Qualification
(In Years) BEFEMn. | BETEMax

At K > WENE S TR B
Degree, preferable from Pharmaceutical, 12+ 180,000 250,000

Marketing Direct
arketing Lirector Medical Engineering, or Life Science field

FrLesEd ARERR > BEFRBTIRFEGRBEREE
Marke’ting Manager Degree, preferable from Pharmaceutical, 8+ 120,000 200,000

Medical Engineering, or Life Science field

s AERR > BEFREBTRFEGRBELEE
AR Degree, preferable from Pharmaceutical, 3-5 65,000 120,000

Product Manager Medical Engineering, or Life Science field

w 4 [ KB  BERBE TN AN SREE

(e} "T’@ Prod . N L Degree, preferable from Pharmaceutical, 3-5 45,000 60,000

-+ roduct Registration Specialist . N N . N N

0] Medical Engineering, or Life Science field

S £

>

parts
ity

BEREREES KRERR > LRI 2ENEE
Senior Product Specialist Degree, preferable from a Life Science field 3+ 60,000 80,000
EmER KRERHR > L opfl2EsEE
Product Specialist Degree, preferable from a Life Science field 23 50,000 70,000
B FREKE KREBHR > LR S2EEE
Regional Sales Manager /BD Manager Degree, preferable from a Life Science field 810 80,000 120,000
& HE IR KREBHR > LRl S2ENE R
Area Sales Manager Degree, preferable from a Life Science field 5-8 60,000 120,000
BRI REBR > REERATEE
Channels Sales Manager/KA Manager B.S degree, familiar with OTC /Drugstore channels 5-8 80,000 100,000
HEHS KRERHR > B2~ £l 2EHEE
Sales Executive Degree, preferable from a Life Science field 2-4 40,000 60,000

| gEseREzRs 1 40
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Position

BRERSE 5

Medical Affairs Manager /Director

BREMES

Medical Science Liaison

Yyos3019
}ESHY

BRPREASEARIE

Clinical Research Manager
z
|

ERPREAZEENIE

Clinical Research Assistant

BRERESR

Clinical Application Specialist

FAMTARES TAZEM

Field Service Engineer

RIFER

Qualification

KRERR » ERNBBTIZo 4 Rl 2EHEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

ARERR > BEFRBTRFEGRBELEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

KERGHR > BENBRBTREHRSEAEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

KERGHR > BERB2 TR EHRSEAEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

KRERR - BHPRRBRT 2o E R 2EAEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

RERR » BHRRNBRT 2o AR 2EAEE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

FRRFEE
Experience
(In Years)

10+

5+

10+

2-4

8+

5+

Taiwan (B / FA )
Monthly Salary in NT$

RIEFTEMin.

150,000

100,000

120,000

50,000

65,000

65,000

Bl B Max.

250,000

150,000

150,000

70,000

100,000

100,000

| The Adecco Group Taiwan
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Position

g ER MEERER

— q:% Regulatory Affairs/QA /QC Director
8

>

AR BRI

Regulatory Affairs /QA /QC Manager

AR MERBES

Regulatory Affairs/QA /QC Executive

RAFER

Qualification

B2 £ EOHEMEE

Degree from a Science field, preferably Pharmacy

BB Sahls  BREREE

Degree from a Science field, preferably Pharmacy

AERR > EEFRDTEREGRNSEREE
Degree, preferable from Pharmaceutical, Medical Engineering,
or Life Science field

FRREE
Experience

(In Years)

10+

8+

35

Taiwan (B#i / #1&
Monthly Salary in NT$

RIEFHEMin.

150,000 250,000
120,000 150,000
45,000 75,000

O WU EHIRERET N 200808 202257 A BN S B Z F15
FEFS > HBRTE - g - SIERUNES > TIIAGE -

@ There are mean salaries derived from poistions recruited by Adecco from September 2021 to July 2022.
They exclude overtime payment, commissions, allowances and bonues.
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1T EH B R {ir FE A

EEEHMHRBED  REAREICHEETADN - RBEINNTRIEN - FE
BAETREEN N BUTAERSRNATRA » LERRAEFHUTHEMCHR
BIAA - GBI RIERBEEMEN T TRAMAISO » BIRITHERRE -

FRAZRIERE - EISSEOFHMITH AN ERRATHATNELREN » EFEAT
RESISTH TAR N ITERIZHARKNITHARS R > AINITHEBREAXANE
B MERABOITHRES -

MEXRE  BEBREREXREABNBMUEAALER  BEE—  WE > BE
BRE > BRENERGREEREND > @ ETHEXEA IR > MGEERBGAL
BR - FEERBHUSM - REHER (FMCC) SEMERBEHUMUMBAAT > 54
{EREBMUITIHAES ©

Tafh2023 FHSEIRIE - HITERIBRNZE  QREXNEENSRES  BaESR
RE SRHEERERENTR  RECENHERE  tESEEEANBE LT
BERR R IBER T ©

HRRBERR > AIUBEBMSRAFEENHTHBRE S - REERENEE
RENERERNEWE  FETREAKHENES > SINERYERRTRBITHE
BHAL > IUSEEEMMHEMER « BRARSES  ERARBHANFRMY
R 2t - HAEREREBREERITHERESD -

As the demand for consumer behavior analysis and big data analysis increases In the process
of a company's digital transformation, companies need to invest in talents with knowledge of
data analysis and experience in using digital tools, especially those with five years of
experience in digital marketing, to help companies use these data analysis tools to do market

analysis, which help to make marketing decisions.

For talent requirements, knowledge of digital marketing analytics such as SEO is considered a
basic competency for marketing professionals, and the ability to propose specific marketing
solutions based on the results of the tools, such as the linkage between marketing activities and

sales improvement, and how to improve the effectiveness of digital marketing, is required.

In the past, there was no significant demand for digital application talents in the medical and
biotechnology industry. However, companies began to have demand for such talents in the
past one or two years since opportunities for face-to-face business negotiations have
decreased significantly due to the impact of the pandemic, and online marketing has become
mainstream. Many biotech companies are recruiting digital application talents from the beauty

and FMCG industries to strengthen their digital marketing capabilities.

The economy in 2023 is expected to continue to be affected by inflation, with higher
production costs and higher commodity prices across industries, resulting in lower consumer
purchasing power. This will affect the sales performance of companies, and may cause

companies to not fill job vacancies if employees leave.

For job seekers, they can actively seek out digital marketing opportunities in different
industries and apply the professional experience or functions they've accumulated in their
original industry to industries that require the same functions. For example, those who have
accumulated marketing experience in the beauty industry can look at other industries such as
consumer products and healthcare to better utilize their marketing skills for the younger

generation, women, or those with healthcare needs.



i BEER FIREH
Position Qualification Experience
CURCES) BEFHEML. | BHFAMox

BRACIE (e 1888 CRM Bl BRE) | BEEblE - AEFEERET2UEE
Senior Manager (Brand /Trade /CRM /Social & Digital /EC) Bachelor or above; prefer MBA 10+ 120,000 250,000
IR (e 88 CRM, (i EiE) B b BEESEETRUER
Manager (Brand /Trade /CRM/Social & Digital /EC) Bachelor or above; prefer MBA 8+ 851000 120,000

<K
HREIE (RheBHCRM/ B BH) | sy -, s g

8 E Senior Associate Manager (Brand /Trade /CRM/ :;El?rzclj(aive« %E%B% EEi%ﬁL%E 6-8 70,000 100,000

’I\% Social & Digital /EC) P
=]
SN BUIE (@keiEEECRM,HfiL BE) PARLE > AWEERALSOEE | 65,000 80,000
Associate Manager (Brand / Trade /CRM /Social & Digital /EC) Bachelor or above; prefer MBA
BRI (Rhg @2 Crv Bfi BR) | PEWMNUE AREEERTISUEE 50,000 75,000
4-6

Senior Supervisor (Brand / Trade /CRM /Social & Digital /EC) Bachelor or above; prefer MBA
AE (Rhe/185, CRM, Wit B) Bral L AEEBERLIPUEE
Supervisor (Brand / Trade /CRM/Social & Digital /EC) (il toy o elomveg e A 33 45,000 ZS.CCl
58 (Rh /8%, CRM,/ H{L EiF) 215 b EEESEET2UEE
Specialist (Brand / Trade /CRM /Social & Digital /EC) Bachelor or above; prefer MBA <2 35,000 65,000
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HEHL_L ﬂ%ﬁ_gjz Fﬁ%ﬁ%fﬁzﬁ Taiwan (ﬁ #ﬁ / %ﬁé}m)

Experience Monthly Salary in NT$

S

Position Qualification

HE%/EE‘J/E@ Apparel /Luxury /Sport

RRRBAEIE

Brand Manager

o 15 MK
(:,;— = Marketing Manager
3 HA
5> B
A V4 —
SR EIN ASIE (R B8 CRM B ETE)
() Manager (Brand /Trade /CRM /Social & Digital /EC)
<
~<
o %HQ Cosmetics
—
C
g
3 SRARASIE

Brand Manager

(FE =S5

Marketing Manager

IR (B Yl AR B CRM,BRE)
Manager (Product/Digital /PR /Trade /CRM/EC)

B3R (B& WAL AR 18K CRM EF)
Associate Manager (Product /Digital /PR /Trade /CRM/EC)

FE (ES #{L AR iB8,CRM,BHE)
Supervisor (Product/Digital /PR /Trade /CRM/EC)

HE (ER/ ML/ AR/ ERCRM/EE)
Specialist (Product /Digital /PR / Trade /CRM/EC)

SH4HUL - ABEEERLTRUERE

Bachelor or above; prefer MBA

Sl b AEEERRTRUEE

Bachelor or above; prefer MBA

Srabl o AEEERRTRUEE

Bachelor or above; prefer MBA

SN L - AREEERTRUER

Bachelor or above; prefer MBA

Sl - AEEERRT2UEE

Bachelor or above; prefer MBA

Sall o AEEERRT2UEE

Bachelor or above; prefer MBA

S E - ABEEEETRUER

Bachelor or above; prefer MBA

Srall o AEEERRTRUEE

Bachelor or above; prefer MBA

Sl o AEEERRTRUEE

Bachelor or above; prefer MBA

10+

12+

o+

7+

57

<2

80,000

80,000

80,000

100,000

100,000

90,000

70,000

55,000

40,000

105,000

125,000

105,000

150,000

150,000

120,000

85,000

80,000

55,000
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B FEER FIRER | Tawen (B
Experience Monthly Salary
(In Years)

Position Qualification

EERS BB EE Consultancy /Education

oy ichissd 24t
Marketing Manager Bachelor or above 8+ 80,000 120,000
T *EE st £, \
o 18 1TEHEIE S4a b
U:;— I:Il:lél Assistance Marketing Manager Bachelor or above o+ 65,000 80,000
=
> B
P jm W Bafi b
8 Marketing Specialist Bachelor or above -2 40,000 45,000
f_:'_
~
Qo %?ﬁﬁ (B P58, ERBE &HRER) E-business (EC/Gaming/SaaS /Blockchain)
£
g
=S 2B ITB 4T o 2 )\ o B \
< BEIRCIE (Rbe 8 4B AR ER) B b
Senior Manager (Brand / Digital / Community /PR / Product) Bachelor or above 8+ 100,000 150,000
IR (Rhe 8L B AR ER) St
Manager (Brand/Digital/Community /PR /Product) Bachelor or above 56+ 85,000 fZCE0C
BIIZ (b Wi B AW ER) Sl b
Associate Manager (Brand / Digital / Community /PR /Product) Bachelor or above 3+ 70,000 85,000
FE (b B B AR ER) S E
Supervisor (Brand /Digital /Community /PR /Product) Bachelor or above 2 55,000 7R
BE (@b B 38 AR ER) B b
Specialist (Brand / Digital /Community /PR /Product) Bachelor or above T+ 35,000 50,000
O U EHIRZARBET 2001508 F202257 A HARINS BRI Z F15 @ There are mean salaries derived from poistions recruited by Adecco from September 2021 to July 2022.
FEFTS  HBRIE « A - SRS > 19RGIAHE © They exclude overtime payment, commissions, allowances and bonues.
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RHZEVE BOBREXZEEREENFERHENREAERD - BIRARUIL
TAM APP BRAEBABRBFES o KiBronFMERIEEE » DERR > ERBHES
HEEENYUEAET  MEREXEEBAN > RS EIENE - MAEERNR - 2022
FEEBHENANTR LABHBIE -

Foh o MREXRHEREE  BREEENERMBRSE > hAEEXRRNNE
2 ERAA BRNEEME o

EREHBRER TEE  B0E > FHNEBHEASNERBET > EE8S
EEHRAAERIOWR - TRRFRMAERTEREETE  ERBHERLUERE
ERENTE > MARERRESHIE - PR ARER - MERA A BRI EEEGIR
WEHHE - FBESNPANEREEARASIFRIHAZIEE > BRI MIE > MRS
FERBEMA o

FEEE AR « EHIRM  IREEREEHER » ANTREBMTR - BIEHRRE
BWANBHER - Fif - BRLORRERBENOUEAS TR EHECHIRME - 25
BEERIREEERNEE TER - RIF TR 2023 FAILFHRERENED o

As a result of the pandemic, some healthcare companies have seen a significant reduction in
sales opportunities through physical channels, so they switched to digital tools such as apps to
replace in-person visits from salespeople. After the implementation of such measures in 2022,
companies have found that the digital transformation of their sales channels has not only not
affected business performance, but also improved operational efficiency. Overall, the demand

for sales personnel in 2022 is relatively low.

In addition, interdisciplinary alliances and collaborations between the technology industry, the
consumer goods industry and the pharmaceutical industry has created a new trend in industry

development, thus demand for relevant talent also grew.

In the consumer goods industry, the retail industry and the catering industry, front-line sales
staff are still being recruited, and some companies are even experiencing a shortage of talent.

The main reason for this is that the younger generations value work-life balance and tend to

VLIVA AdVIVS ANV SANFJL NOILVLINIWOIS Fi & I 2 38 &% M wt

choose jobs that can allow them to maintain their quality of life rather than jobs that require
shift work or overtime. Companies facing a talent shortage are taking the initiative by
partnering with external human resource providers to organize recruitment events and build

employer brands to attract young job seekers.

With the pandemic slowing down and the controls relaxing, the hospitality industry is gradually
rebounding and its demand for talent is gradually emerging. However, many people that
worked in the hospitality industry have already changed careers during the pandemic, and
whether they will return due to the recovery in the hospitality industry is something that can

continue to be observed in 2023.
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Position

BRCIE (TEER /B EHE)
Senior Manager (Key Account/Regional/Distributor)

IR (TERR &)
Manager (Key Account/Regional /Distributor)

B3R (xEFR B EHE)
Assistant / Associate Manager
(Key Account /Regional / Distributor)

BREE ETERR /B L)
Senior Supervisor (Key Account /Regional /Distributor)

FE EFEER B EHE)
Supervisor (Key Account /Regional /Distributor)

HE FEZR GBEEHE)
Specialist (Key Account /Regional / Distributor)

EFER

Qualification

SHEHMU L

Bachelor or college above

SHHEFMUE

Bachelor or college above

SHERMU L

Bachelor or college above

SraERL b

Bachelor or college above

BraERL b

Bachelor or college above

SHEMU L

Bachelor or college above

FRREE
Experience
(In Years)

10+

2-5

<2

Taiwan (B ¥t
Monthly Salary in NT$

R{EFHREMin. RS H AMax.
100,000 150,000
80,000 120,000
60,000 100,000
55,000 80,000
45,000 60,000
35,000 50,000
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B (i (REEER FRrEEEE Taiwan (B #7 / # & )

Experience Monthly Salary in NT$

Position Qualification

AREE¥E &R IEE Apparel /Luxury /Sport

TEEELHE Bt
Retail Operations Manager Bachelor or above 10+ 100,000 150,000
s SN
HERIE FERlgU E
Assistant Operations Manager College or above 6-8+ 80,000 120,000
T SN
EETE FERlgU b
Operations Supervisor College or above 4-6+ 60,000 100,000
FEEEES FRIZL E
TEEESHE
Retail operations /After Sales/CRM College or above 1-5+ 55,000 80,000
[EEARE FEREU E
;I,-I ﬂ{% Shop/Store Manager College or above 8+ 45,000 60,000
[ |
2 = \
2. oo [ Sl )
g E% Shop /Store Supervisor High school or above P 35,000 50,000
W = _._
o IR EBEe =R E
g Sales Representative /Client Advisor High school or above 1-2 30,000 40,000
<
Q0 S Cosmetics
—
S
c E oS S4m
‘<-‘i Sales Manager Bachelor or above 10+ 80,000 150,000
EF5EIE B b
Assistance Sales Manager Bachelor or above 5-8+ 70,000 100,000
EATE Brol -
Area Manager Bachelor or above 7+ 85,000 120,000
EBEE B b
Sales Supervisor Bachelor or above 57 65,000 80,000
R/ TER ERFU E
Counter Manager /Store Manager College or above 5-7 65,000 100,000
BasleRasiE Bt b
Education Manager Bachelor or above 8+ 75,000 100,000
ESa FRlEU b
Beauty Trainer College or above 3-5+ 50,000 85,000
EARAR BRI L
Beauty Advisor High school or above 1-2 28,000 40,000
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(Uteysxoo|g / Sees / Sulwes) / H3) ssauisng-3

L

(hEE \BE\ 2\ 38 SN

AL

Position

e

Account Director

B4BEE
Assistance Account Director

BERERZE

Senior Account Manager

FREE

Account Mananger

S

Supervisor

(&R ERHT

(Senior) Account Executive

B {ir

Position

RARGASIE

Sales Manager

8

Consultant

AL

Position

BIRAIE (BoB- ¥l U\EGE TEERR)
Senior Manager (B2B-Enterprise /SME /Key Account)

IR (BoB-oEl HUNEIGE FTEER)
Manager (B2B-Enterprise /SME /Key Account)

IR (BoB-to¥iy uNEIE TEZR)
Associate Manager (B2B-Enterprise /SME /Key Account)

E1E (BB-o¥h B TERR)
Supervisor (B2B-Enterprise /SME /Key Account)

FE (poB-io¥ UNEGE TEZR)
Specialist (B2B-Enterprise /SME /Key Account)

BHEER FAEEE Taiwan (B %7 / #T & H&)

Experience Monthly Salary in NT$

(InVears) ™ gremvn | &

Qualification

fﬁ%ﬁﬁﬁiﬁbm 8+ 85,000 125,000
fi%?ﬁﬁiibove 7 70,000 100,000
f&:&?ﬁ?ﬁ*ﬁ;ﬁbove 3:5¢8 48,000 70,000

1REFER FRBEFE Taiwan (B %t 4 A
Experience Monthly Salary in NT$

Qualification
(In Years) SEFEMin.

Stapy b

Bachelor or above

S+ E

Bachelor or above

Qualification Experience Monthly Salary in NT$

70,000

50,000

(In Years ) BEFEMin.
Eﬁ:‘cﬁﬁfﬁm 8+ 80,000 150,000
ihijf%ﬁﬁove 5+ 70,000 120,000
ii?&%ﬁwe 3+ 60,000 80,000
fihijf%iove 2+ 40,000 60,000
fﬁ%’%ﬁiove T+ 30,000 40,000

@ There are mean salaries derived from poistions recruited by Adecco from September 2021 to July 2022.They exclude overtime payment, commissions, allowances and bonues.

| gEseEREzRs | O



E
ES
i
e
o}
#r
=
2
=

VLIVA AdVIVS ANV SANIJL NOILVINIWD3IS

[ElE82022%F > EHFEEAISN > REEEE  EXASEBY > SHANBE > £EF
WA WHERFRE - TERAEEHREEES - FEME  REBWREE . 1C
RAEBERESHEIRESHIRER » SN EBRMHRFBABRR T SEEE
FRATIZERR ~ RICBAFRC

BRI > HSHFERERYIEMER LR - EREMAEN o LsEiE « RIELRIEE -
EBRERREFFRIR - ISR HAENEENE - EERMERA - 2R THE  BEA
%~ BRESRHEA B E > TISHE TR - CEMEERECHR « EFEHETF
BB > tESHEANBENNE o 20228 AL » ANTHIB EHRENERE > &
EMEERLREERS > REERUAFILES -

ZEFARMEERNSERAZE » REENIIING - #2023 FEGEHNANMRAE
HRT > BEAEHBEEME - ENEH > HeonE FHERMI  ERENEBEANREL
W8 > AREERBRBSILIET2023FMQ - BIEEHRSFIREGERBEREM » K
HEEHGEIERRE - NRBHRT - HEBEAABE - BEAIMNBRA SN > BAke
PEBRIRAA ©

FAfh2o23F L FMEFERIBFNTE - BRDHSRTSEELE 025 THERR
SRS REEAIREEE - AEAABE L > FISEERENE - ERSHIERNEY
TR  EMARENARRAIZEREFRER - Bt THFREDERRAIUER

BERRLEARTEE > ERBERER > 2023FRETRAATBNATR > B8
IC RETIRES « RAAEREE © RYDEIRE © SIRERIHE o EICRIE AR - TITIFRIRE
B2020F RIGR » FJREMRRMNE > IERE2-25M8H © JEABBMATMET « ERE
B Bifiiseik  WERESEREIRTIF > AIRER 20235 = - DA EBIKE -

L5 > FEERERL - ©EBRERGRUFEZERRIEE T » BatfEoxFiEiNg
BREARRI AT BORESRMBEZ 120 ©

HREERR - EH2023FIMEIIRRNAEE L BE > RERT ZEEHMAE « BEHA
71> BREZBNMRCEXRGTHRE LR - FERS » TAREHIIGEAT -



Looking back at 2022, the market was hot in the first half of the year. Business
operations and industry prospects looked positive, driving talent recruitment
and fierce competition between companies for talent. With the start of
TSMC's fab expansion plan, semiconductor material and equipment suppliers
as well as IC design houses have announced the expansion of their investments
in southern Taiwan, which has led to large semiconductor material providers
from overseas like Merck and Entegris to hire additional employees for their

engineering teams and establish R&D centers in Taiwan.

But at the same time, the war between Russia and Ukraine has caused the price
of raw materials to rise, which has increased costs for enterprises. The
lockdown in Shanghai and the occasional closure and congestion of ports since
the early days of the pandemic have caused a break in the supply chain and, in
turn, higher prices. In the second half of June, impacted by inflation and the
continuous interest rate hikes of the Federal Reserve, market sales were not as
good as expected and companies are under pressure to de-stock finished
goods or electronic parts, which in turn affects the pace of talent recruitment.
Since July 2022, there has been be a clear turning point in the labor market,
with companies holding off on recruitment or even stopping recruitment

instantly.

Due to the economic downturn in their parent company’s home countries,
foreign companies from Europe have been relatively conservative in their
talent layout in Taiwan for 2023, and the number of job openings has shrunk. As
for U.S. companies, they slowed down recruitment in Taiwan starting from the
second half of 2022, or even delayed their recruitment until Q1 2023.
Taiwanese companies, on the other hand, mostly extended their recruitment
period, made flexible adjustments according to market changes, or did not fill
any vacancies. For top-level talent, companies have switched from recruiting

external talents to promoting talents from within the companies.

It is estimated that the first half of 2023 will continue to be affected by
inflation, and the overall market will be a continuation of the more
conservative second half of 2022, or perhaps even worse. Therefore, the
recruitment of talents may be slowed down. If the rising raw material costs
and manufacturing costs brought about by the war between Russia and
Ukraine ease in the middle of next year, it is expected that the overall

market will pick up in the second half of the year.

Despite the negative outlook for the economy in general, there is still
demand for R&D engineering talent in 2023, including those for IC design,
systems and devices, and raw materials and firmware development. For
job seekers, the average job-hunting time will be longer than in 2022,
possibly extending to 2-2.5 months from the original 6 weeks. Job seekers
in non-R&D categories such as sales, project management, and manufac-
turing quality control will need to be prepared if they plan on changing
jobs since it is expected that people may not feel a growth in job

opportunities until March or April 2023.

In addition, as countries do away with pandemic controls and companies
expand their international operations to reduce operational risks, the
demand for talents in the area of overseas plant construction is expected

to increase in 2023.

For companies, in the face of increasing uncertainty in the external
environment in 2023, they need to consider not only reducing costs and
streamlining manpower, but also how they can strengthen the recruitment
power of their brand and continue to recruit in order to have a chance of
finding the right talent.
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Bt B ER FimER| Tawen (A% /W)

Monthly Salary in NT$

Position Qualification Experience
(InVears) | BE#HEMn. | BEFHEMax.
ICEHXMEEAN HREE BFIR EEEELT
Business Unit Head / Taiwan General Manager EE, MBA 18+ 250,000 600,000
ICEIEMEE IR BT IR EEERT
IC/Components Operation VP or Director EE, MBA 15+ 250,000 450,000
ICHEFFEIR R/ 8% BFIRE - TRERRA
IC/Components Sales Manager / Director /VP EE or engineering related 8+ 120,000 400,000
IC (BF) ReHSE (HELL 8L BEA5) BF BHITE HIRIE -BEL - AE
g’ E'ﬁ IC (Sr.) Manager (Analog/Digital /Mixed Signal IC) EE, ME, Computer Science, Optoelectronics 10+ 150,000 500,000
S
0
o Du . -
SN C R eHTIE Gl BRSNS | BT WATR WMTR AT KR 60000 | 150,000
c }E IC (Sr.) Designer (Analog/Digital /Mixed Signal IC) EE, ME, Computer Science, Optoelectronics ! ’
(o]
8L
G = ee i s -
ICAESUETE (FLL 8L SRAST) BFEHTE  WIRTE - ¥R
Head of IC Manufacturing Process 162~ MRIRIEE - TETIZ S HE 15+ 200,000 400,000
(Analog/Digital/Mixed Signal IC) EE, ME, Physics, Chemical, Material Science, IE, Optoelectronics
ICHEERE(ER) I (At B RERER) BF BT WIRTE - Y8
IC Manufacturing Process (Sr.) Engineer (Analog/ 1622 ~ #ARIRIE « TEETIZ NE 8+ 150,000 200,000
Digital /Mixed Signal IC) EE, ME, Physics, Chemical, Material Science, IE, Optoelectronics
ICHEESUE () TA26M (HELL, 8L SR &SR BT BT WIRTE . Y38
IC Manufacturing Process (Sr.) Engineer (Analog/ 162~ MARIRIE - TETIZ S HE 1+ 50,000 150,000
Digital /Mixed Signal IC) EE, ME, Physics, Chemical, Material Science, IE, Optoelectronics
ICB2 REXE (fEtt B SRS BT EHTRE  WIRTE - ¥R
Head of IC Foundry Process /Quality (Analog/ 162~ #MRIRIE - TETIZ S HE 15+ 200,000 300,000
Digital /Mixed Signal IC) EE, ME, Physics, Chemical, Material Science, IE, Optoelectronics
ICRAR /RE (B K2 (8L B R ER) BT BT WIRTE . Y8
IC Foundry Process/Quality (Sr.) Manager 162~ #MRIRIE « TETIZ S HE 10+ 120,000 200,000
(Analog/Digital /Mixed Signal IC) EE, ME, Physics, Chemical, Material Science, IE, Optoelectronics
ICBUAR /SR () TAZHT (SBLL, BN SREMSR)  BF BRI Wi ¥
IC Foundry Process /Quality (Sr.) Engineer (Analog/ fw=- *j’ﬂﬂ%ﬂ_ STETRRE NS 1+ 50,000 100,000
Digital /Mixed Signal IC) EE, ME, Physics, Chemical, Material Science, IE, Optoelectronics
e BT BT - WIRTE 1
IC (&%) FERIzAm Ao o
IC/Components Application (Sr.) Engineer 1622 ~ MRIRIE « TETHE KB 1+ 50,000 250,000
EEIME PhysceiChemicallMeterallSaencel O tosleetronics
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Position

ICEZKIR

IC Program/Project Manager

(FEREX) KRBT

Equipment Engineer

(FBEEXE) FRLE

Project Manager

(FEEEEX) REXE

Head of Procurement

(FEREX) B &P K2

(Sr.) Procurement Manager

(FEREE) B (&5 Iia

(Sr.) Sourcing Engineer

(FEREX) HRIE

Head of Quality

(FEREX) mfr (R K2

(Sr.) Quality Manager

(FEREY) @R &R Iia

(Sr.) Quality Engineer

(FEREE) XBRHETE

Semiconductor Equipment Sales Head

(FEREX) £5 &P K2

(Sr.) Semiconductor Equipment Sales Manager

(FEREX) £% &% I

(Sr.) Semiconductor Equipment Sales Engineer

RIFER

Qualification

BF BRI HWIE BT A8

EE, ME, Computer Science, Optoelectronics

B EBHIRE - #RIRE

EE,ME

BF BHTE MR YR ES
MRS TETE hEEEELT

EE, ME, Physics, Chemical, Material Science, IE, MBA

BT BHEITRE MR Y2 28
RIS TR T2 - (b EIRR L

EE, ME, Physics, Chemical, Material Science, IE, MBA

BF BHIRE IR 12 8.
RIS TR T2 bHEREL

EE, ME, Physics, Chemical, Material Science, IE, MBA

B BHIRE MR Y2 2.
PRI TR T 12 (b3 EIRE L

EE, ME, Physics, Chemical, Material Science, IE, MBA

BF BHTE MR PR E2
MRS TETRhEEEELT

EE, ME, Physics, Chemical, Material Science, IE, MBA

B BHIRE MR E 2
PRI TR T2 (b3 EIRE L

EE, ME, Physics, Chemical, Material Science, IE, MBA

BF BHTE MR YR E2
RIS TR T2 hHEWEL

EE, ME, Physics, Chemical, Material Science, IE, MBA

B BHIRE MR R 2
MRS TETE X EEET

EE, ME, Physics, Chemical, Material Science, IE, MBA

BF BHTE MR PR ES
RIS TR T2 bHEREL

EE, ME, Physics, Chemical, Material Science, IE, MBA

BT EHIRE TR 432 B2
MRIRIEA TR TR X EEELT
EE, ME, Physics, Chemical, Material Science, IE, MBA

Fﬁ_%ﬂzﬁ Taiwan (ﬁ %ﬁ / %ﬁfi?’r*%)

Monthly Salary in NT$

Experience

(InYears) | SEAHM. | BEHEMax

5+

8+

12+

7+

15+

1+

12+

8+

120,000 250,000
50,000 80,000

120,000 250,000
200,000 350,000
120,000 250,000
70,000 200,000
200,000 400,000
120,000 250,000
60,000 150,000

180,000 500,000
120,000 300,000
80,000 150,000
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Position

FEMEBA KR

Business Unit Head / Taiwan General Manager

R EIEREE IR

Plant Manager /Operation VP or Director

ES TS Vo V-

Sales Manager /Director /VP

£ (BR) T1260

(Sr.) Sales Engineer

(&) REESIE (e 1288 8068 HAS)

(Sr) R&D Manager (Mechanical /Hardware /Firmware /Software)

(EZ) FHEETIREm (8 TERE 288 &)
(Sr.) R&D Engineer (Mechanical /Hardware / Firmware /Software)

HEgE

Program /Project Manager

LTENETE

Head of Production /Manufacturing

FERE (BF) KE

Production /Manufacturing (Sr.) Manager

EERE (BR) TiEm

Production /Manufacturing (Sr.) Engineer

(BER) RERE
(Sr.) Equipment Manager
R ETAZE
Equipment Engineer

xR EMEE

Head of Sourcing /Procurement /SCM

(ER) R B

(Sr.) Sourcing /Procurement /SCM Manager

(&%F) i/ EMIZMm

(Sr.) Sourcing /Procurement /SCM Engineer

miREE

Head of Quality

@R (EF) K&
(Sr.) Quality Manager

mfR (ER) Ti2hm

(Sr.) Quality Engineer

(BF) ReEgE
(Sr.) EHS Manager

IRZHITIZED

EHS Engineer

RAFER
Qualification

TiZtEmR R CEEEEL

Engineering related /MBA

TEMERR R EEEEELT

Engineering related /MBA

Ti2AERR & EEERELT

Engineering related /MBA

TiZtEmR R EEEEEL

Engineering related /MBA

Ti2AERR &

Engineering related

TiZAERARI R

Engineering related

Tr2ERR &

Engineering related

TiZAERARI R

Engineering related

Ti2AERIR &

Engineering related

TiZAERARI R

Engineering related

Tr2AERIR &

Engineering related

Ti2AERIR &

Engineering related

TiZtEmR R CEEEEL

Engineering related /MBA

TrEAERR & EEERELT

Engineering related /MBA

TiZAEmR R EEEEEL

Engineering related /MBA

Tr2tERR &

Engineering related

TiZAERARI R

Engineering related

Tr2AERIR &

Engineering related

RIGTHE « MEZEEHE

Environmental Engineering , Occupational Safety and Health

IRIGTHE - MELEEHE

Environmental Engineering , Occupational Safety and Health

FFEES Taiwan (B ¥ / Fi&#)

Monthly Salary in NT$

Experience

(Inears) | GEHFEMin.

15+ 200,000 300,000
15+ 200,000 250,000
10+ 120,000 250,000
8+ 120,000 200,000
12+ 180,000 250,000
10+ 140,000 200,000
8+ 120,000 200,000
15+ 250,000 400,000
10+ 107,000 200,000
5+ 75,000 150,000
10+ 107,000 200,000
5+ 85,000 150,000
15+ 200,000 400,000
10+ 150,000 300,000
5+ 75,000 150,000
8+ 200,000 300,000
8+ 120,000 180,000
3+ 50,000 120,000
10+ 107,000 200,000
5+ 75,000 150,000

2 5 & | The Adecco Group Taiwan



A 1SHEESR Frmgy | Taiwan (B / #EHE)
Position Qualification e — Monthly Salary in NT$

(In Years) REFHEMin.

it e el Mg B 15+ 300000 | 500,000
Efé :f-‘f/‘giia/h we gfjgﬁifjigﬁ%ﬁﬁﬁi 15+ 250,000 | 400,000

@ — o o & N

S & _ “

3 113, o

iy N = 30m T =] 3
e L g 5+ GaEee | E0ReD
TR EPER ety s L 10+ 120000 | 300000
E‘:ﬁ%ﬁality gﬁfﬁzgiggfim 15+ 150,000 250,000
B L 5+ il s
D TR B o Soeynd bty | 107 107,000 | 200,000
Cry iy S et | B 75000 | 150000

| maEsERExgs | 56



FrEEs Taiwan (B %7 / F1E 1)

Monthly Salary in NT$

RIEFEMin.

L IR EER

Qualification Experience

(In Years)

Position

BRRS \HEMEE R \ o m

juswdinb3 ‘00| B Aisulyoe| ‘UoiRWOINY

EEREBAN MREE

Business Unit Head/Taiwan General Manager

BRREEREE HIE

Plant Manager/Operation VP or Director

ERIE IR MRS

Sales Manager/Director/VP

%% (BR) Tigam

(Sr.) Sales Engineer

(B%R) HHEQIE (Kis teie  #188 #E8)

(Sr.) R&D Manager (Mechanical/Hardware/Firmware/Software)

(&) HRETIZEn (Hi8 BERE #IREHhEE)

(Sr.) R&D Engineer (Mechanical/HardwarecFirmware/Software)

eSSt

Program/Project Manager

EERETE

Head of Production/Manufacturing

FERE (BF) &3

Production/Manufacturing (Sr.) Manager

SENE (BF) TR0

Production/Manufacturing (Sr.) Engineer

(BR) RFEKE

(Sr.) Equipment Manager

(&%) BT

(Sr.) Equipment Engineer

R BMEE

Head of Sourcing/Procurement/SCM

(BER) R AMEE

(Sr.) Sourcing/Procurement/SCM Manager

(&%) £RE8EMITiZM

(Sr.) Sourcing/Procurement/SCM Engineer

mfREE

Head of Quality

miR (BER) K12

(Sr.) Quality Manager

miR (EZ) Ti26m

(Sr.) Quality Engineer
(&%) ReHEE
(Sr.) EHS Manager
IRLBTIZED

EHS Engineer

Ti2MEmRR R EERL

Engineering related/MBA

Ti2tERARl & X EEET

Engineering related/MBA

Tr2tERIR & X EERT

Engineering related/MBA

TH2tERARI R X EEET

Engineering related/MBA

Tr2AERAR &

Engineering related

T2AERRI R

Engineering related

Tr2rERIR &

Engineering related

T2AERARI R

Engineering related

Tr2AERIR &

Engineering related

T2AERAR R

Engineering related

Tr2AERIR &

Engineering related

T2AERAR R

Engineering related

TrEtERARI R EEERT

Engineering related/MBA

Tr2tERR & X EERLT

Engineering related/MBA

Ti2AERRI R R EERL

Engineering related/MBA

Tr2AERARI R st

Engineering related/Statistics

Ti2AERAR & Mt

Engineering related/Statistics

Ti2tERAR & st

Engineering related/Statistics

RIRTAE « 2%  (E2IRE

Environmental Engineering, Occupational Safety and Health, Chemical Engineering

RIRTHZ « 224  (E2TE

Environmental Engineering, Occupational Safety and Health, Chemical Engineering

15+

15+

8+

3+

10+

10+

10+

8+

10+

8+

5+

15+

10+

300,000

285,000

120,000

60,000

80,000

75,000

80,000

150,000

150,000

150,000

150,000

100,000

150,000

150,000

80,000

200,000

107,000

75,000

107,000

75,000

250,000

150,000

200,000

100,000

150,000

300,000

250,000

250,000

250,000

200,000

300,000

300,000

200,000

300,000

200,000

150,000

200,000

150,000

2 5 & | The Adecco Group Taiwan



B i1 TR 5= Taiwan (B %7 / FTE 1)

" oL . . Monthly Salary in NT$
Position Qualification Experience i y

(In Years) REFHEMin.

B Ut s T Gorere Mg s 20 | 300000 | 600,000
e e dMowisscons | 15| 250,000 | 500,000
ol i dMawiasconcs | 5* 150000 | 400,000
o G T i i Mteilsconcs | 5| 80000 | 120000
Kot ol e Vg scres: | 8100000 | 150,000

. A e Maiwascmest | 5 60000 | 75,000

3 _ 2

92;’0 if ? FE%?EEH/Manufacturing gfl?iiﬁ!;gngineering 15+ lietegeieis) 200,000

< e (e g

=, .

= gi%%o%ii%&?turing Engineer {CEiingngineering St 65,000 RECS
((S%ﬁz:hagﬁf/ﬁgz%réﬁ*fsﬁJ%eﬁLanager Eﬁic{ﬁig\in‘e%jz]a:nz%%echanical Engineering 10+ 85,000 176,000
B = 0+ 150000 300,000
i oMo e O Eriraing 8 150000 | 300000
R () T e 5+ 80000 | 200,000
(&%) BaHcE BT - 22#%4% - E82IE 10+ 100,000 200,000
(Sr.) EHS Manager Environmental Engineering, Occupational Safety and Health, Chemical Engineering
e T e s |5 65000 | 150000

| paEsEREzgs | 58



FreE Taiwan (A #7 / #TEHE)
Monthly Salary in NT$

RIEFHTEMin.

AL PEEER

Position Qualification Experience

(In Years)

IR IR THZEE - £ATIE - BIRTIE - HWTIE
ga\les I"’Iana er/Director/VP Construction Management, Civil Engineering, 10+ 120,000 250,000
g Electrical Engineering, Mechanical Engineering

POREM

\
/

a2 T2EE « AT « BHTE « HRTRE
5 (R T2 Construction Management, Civil Engineering, 8+ 100,000 200,000

) Sales Engi
(€ Selos Erghner Electrical Engineering, Mechanical Engineering

RIS

EEY TEEE - £ATHE - BHTE  HNIRE
o Construction Management, Civil Engineering, 5+ 80,000 150,000

Project M
roject Manager Electrical Engineering, Mechanical Engineering

UoI3oNI3SUO ) /uoijeiodsuel |

210 T2EE - AT « BHTE - HRTRE
gxl*igm Construction Management, Civil Engineering, 3-6+ 70,000 100,000

Project Engi
(el S Electrical Engineering, Mechanical Engineering

Taiwan (B ¥7 / FiE 1)

AL PEEER FRe%

Monthly Salary in NT$

Position Qualification Experience
(nYears) | @gsrgmin | BEHEMox
Q ‘
8 TR TREEE s TATE ST HTRE
(0] Const:'uction Manager Construction Management, Civil Engineering, 10+ 150,000 250,000
S s Electrical Engineering, Mechanical Engineering
m
2
= O s o =1
09 ITATEEE TiEEE - AT
< Civil Supervisor Construction Management, Civil Engineering 10+ 120,000 250,000
T ATHEER TEEE - £ATHE
Civil Engineer Construction Management, Civil Engineering 8+ 70,000 150,000
WiRTREEE T2
Mechanical Supervisor Mechanical Engineering 8+ 90,000 120,000

B9 s emem

The Adecco Group Taiwan



B AL

Position

M TA2Em

Mechanical Engineer

BFBHRIRETE

Electrical Supervisor

BEFEHIIZEM

Electrical Engineer

@ BERWETE

8 HSE Supervisor

o]

g

o IRIRZ2HETIZE

Q HSE Engineer
AHIREEE

Quality Assurance Supervisor

A TA26m

Quality Assurance Engineer

HREIRE

Project Controller

HZIRBIED

Project Planner

& ER

Qualification

M2

Mechanical Engineering

B TIE  MmTE

Electrical Engineering, Mechanical Engineering

BHIRE IR

Electrical Engineering, Mechanical Engineering

IRIGTIE - MER2EGE

Environmental Engineering, Occupational Health and Safety

RIGTIE - MELREFE

Environmental Engineering, Occupational Health and Safety

A BRTE -~ IR

Civil Engineering, Electrical Engineering, Mechanical Engineering

TR BRIRE - HRIE

Civil Engineering, Electrical Engineering, Mechanical Engineering

T2EE - £ATIE - ERTRE « TR
Construction Management, Civil Engineering, Electrical Engineering,

Mechanical Engineering

Ti2EE ~ £TATIE - BHTIE - HMTE
Construction Management, Civil Engineering, Electrical Engineering,

Mechanical Engineering

Monthly Salary in NT$

Experience

(In Years)
5+ 70,000 100,000
8+ 100,000 250,000
5+ 80,000 100,000
8+ 100,000 150,000
5+ 75,000 120,000
8+ 70,000 110,000

5+ 70,000 110,000

8+ 80,000 120,000
5+ 75,000 100,000

© YU LEHRERETFM 200508 F20224F7 B HIRIN S BIEAZ F15
HERE > HBRTHE - A  SIERIMES - HRFIAGHE o

@ There are mean salaries derived from poistions recruited by Adecco from September 2021 to July 2022.

They exclude overtime payment, commissions, allowances and bonues.
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oo BRREMRKREEMS » AIYRIEHREXEERXHUUEE - FHREBZEHL
B ~ BRES - LURMERA S - BIEHERE TIZMNER - BEER TIENEBE » €
HFTRREHRBRESHORRIGN - MEAERERATIZENRS o

i > 1F 2022F QEARBEZE Luna ~ USTIRIINEHZE > ERIBEASBSBAR
T ATHEREEEN TR SNEEEART © LIMEQsME - AHIIEREAT
BRE  EREERETE > SSESW - RTE T  BEFKR - 2HFREEH TR
% BRES OIS EERER - ERATRE

FANTIZEERR > ABOUREBARMNFEABRIEFMETIZEN > ASERBRR iRl
BFXM  BR -~ Bif - PHETEESE > HMIIAIERTEN  App * SRE ~ QA ~ MLISAZ TR
RINFERR - EREIRBEERIAABITR > QAT

itE5h > B - REFEEMZEATHHR > BIEEESTREEEIABREREAL - 5
BUISHETEEEN P REBFNEEREBAT o

B0 FHEXERER - RN EMIUEEEE - 10T« BRIEXFEEIHABRTE
B | o (REMUMHATERNEFEER « R DRIRSRAENRE - B REM%RE
REHNER o It - REFBHTEXRRYIEEER - DU TREHAH BN
B > BT AT © INEYR SR BRI ©

FINEEERHERINER > SERUCEREE NFT ERERNER  bERUER
ROFBR » 56 HEMENERS » TERATHHFERNERA -

FAMETE 2023 FERIANTIEF > Rro2FEERINEHE « RIVABGER - RITHEAERM
FAREE S THEME » MESEANTEEAINAAME - BREF > HighhARRM
SATEBRBTAIXNEHERE > MIFEATEERRNTE - RIAMES ©» CERER
BRATRES - UERRFROAA TR

RANFERAMS > BREAATNBEREANR » BEAVBILEBEESHBEE
(ML) MBRBSEE (NLP) AERIEEIAL -

HRERBHREERR > 2023 FREFEREHETHEN - BHEENTFRIT > 1R
BRI S HRBEMRBERN TIERY o IR 25T BMNEEESHAERIN - B
RISECRIE TR « BERETFREBERIEEE - K5I RBE - 2B BRI

HRATEERES > BRECENERY > ALEXTRER  AERARERE A
Bt EE - REMETZMAERETENERT - B0 - BEBERE  BREFAST
WEMBF RO GIRG|E > ERSBRERPREIAS o

TERAMTBARE FA TR ARV E AR S - MEBAA BEBHRISSBNA - BRHISE
BH98E7 - B EEASRN TS SRS « BHEE - BEREEBNTETS
SEEFRAM



For the overall IT industry in 2022, the pandemic has led to a digital transforma-
tion of corporate business models and the need to develop more automated
products and services to reduce traditional manpower, thereby driving the
demand for development engineers. At the same time, remote work has
increased the demand for collaboration tools and cloud software, which has led

to additional engineers being hired by companies in that sector.

However, in Q2 2022, due to the impact of the Luna and UST becoming
unpegged, companies in the cryptocurrency sector tend to be conservative in
recruiting and the attitude of talents towards job opportunities in the
blockchain industry has become conservative as well. In addition, since Q3,
some foreign companies were affected by the pandemic and the global
economy, including factors such as capital retrenchment, stock market decline,
inflation and the decline in worldwide consumption, which led to the

downsizing of their R&D team in Taiwan and a flow of talent .

An observation of the labor market revealed that most software companies still
need a large number of software development engineers, including for live
streaming, travel, e-payment, information security, cloud, data platform, etc.
The demand for talents in other areas, such as website front and back-end,
apps, SRE, QA and ML, continues to grow. As for blockchain enterprises, the

demand for talents is obviously decreasing.

In addition, software talents are scarce in Japan, Thailand and Singapore, so
companies are actively recruiting software talents from overseas. They are

especially targeting qualified software talents in Taiwan.

Looking ahead to 2023, the focus of industry development is expected to
revert to trends that have gradually matured and stabilized, such as green
energy, loT, and the electric vehicles industry. The digital transformation of
enterprises brought about reforms to help companies go paperless, such as
electronic signatures and online accounting, which will lead to demand for the
development of related software. Also, the pandemic has driven the retail
industry to expand its digital operation model, which will certainly require
software development teams to implement electronic payment and accelerate

the digitization of the management of logistics and the supply chain.

In addition, as the issue of information security becomes highlighted, the
demand for information security talents will also increase, including those that
deal with digital financial assets like NFTs; the information security of virtual
currencies, 5G and car network; the need for enterprises to have a chief of

information security has also added to the demand.

It is estimated that in 2023, the labor market in Taiwan will be infused with
a new supply of talents due to changes in 2022, such as the withdrawal of
foreign investment, downsizing of foreign companies, closure of
blockchain companies, and staff redundancy. At the same time, more and
more talents in the market are turning to self-employment or freelancing
instead of working in corporate organizations. In the long run, companies
need to have talent development programs to meet future talent needs.

In terms of demand for talent, the demand for software and information
talents is still growing, and website and app development engineers are
still in high demand, and many overseas companies are actively recruiting

talents in machine learning (ML) and natural language processing (NLP).

For IT companies, more emphasis should be placed on providing a flexible
and self-determined working environment for employees in 2023, which is
also a working condition that most job seekers increasingly value.
Therefore, in addition to remote or hybrid work, companies need to have
flexible policies such as providing flexible working hours and allowing

self-determined work practices to attract job seekers and retain talent.

As talents have a lot of choices, they value a company’s potential for
development more, so companies should invest more in employer
branding and company mission promotion when recruiting. Companies
should also consider how to optimize and simplify the recruitment process
while keeping the requirements unchanged so as to avoid losing talent in

the recruitment process.

In the field of IT, where technology and applications are constantly
evolving, software professionals need to be able to learn new things and
stay up to date, observe market trends, and be open and flexible to job
opportunities brought about by emerging applications to help them stay
ahead of the changing market.

| pEsEaErss | 62



(i (EtEER PR Taiwan (B % / #1& 1)

Monthly Salary in NT$

Position Qualification Experience
(InYears) [ g
_cﬁ;i%:flﬁormation Officer (CIO) ﬁ%ﬁi{/ﬁfg*ﬁBﬁbﬁi/ﬁﬁﬁiiﬁ:t/fﬁi%{ﬁ 20+ 200,000 500,000
%ﬁgﬂ?ﬁfi E/ﬁs//p ﬁ%ﬂ*ﬁﬁﬁ%t/ L B2 15¢ IO ES
%iﬂgﬂﬁ:ﬁi/ iR iii;j&gib/m Batifx 1o 80,000 150,000
"'Q o EBIE IR AR 10+ 100,000 200,000
3 fg Sales Manager/Director Degree/Diploma
o 251
= ﬁfﬁ/ﬁﬁ} sanager gﬁiﬁﬁffj £ 5+ 80,000 150,000
Eﬁf%fier Head ﬁiﬁﬁffjﬁ 8+ 100,000 250,000
F«Eéﬁ%nager Zﬁiﬁ’fﬁ?ﬁ £ 3+ 60,000 120,000
ﬁ'ﬁ%ﬁiﬁ% Manager éiﬁﬁfﬁ( £ 6+ 80,000 150,000
?ﬁw iﬁiuuw Manager g(;ﬁ;ﬁ?u + 10+ 80,000 160,000
gflif fjﬁﬁsﬂi éiﬁﬁg £ 8+ 80,000 160,000
S DL 57 55000 120000
ﬁiﬁgihnoby Officer iii%ﬁt( £ 8+ 100,000 200,000
fff?iéfiégfg g Zﬁﬁﬁ* £ 8+ 90,000 130,000
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A

Position

MR EIRERARIE

Architect/Infrastructure Manager

HAAE TAZEM

Network Engineer

R TAZEM

System Engineer

B RREEAR

Network/System Administrator

EBHETIZE

Operations Engineer
EULRTSEE TAZED SRE
Site Reliability Engineer

ZIRTIZEM

Helpdesk Support Engineer

BilisaA SRR

Technical Consultant

BiliEAR

Technical Support Engineer

AR E R

Database Administrator

MILEES

Web Master

B A

Position

= UL/ UX Bt EE
8_ UI/UX Lead

O

2 NI

£ B AR
o) Web Designer

UL/ UX &t
UI/UX Designer

RAFER

Qualification

REBGRUE

Degree above

AERERUE

Degree above

REGRUE

Degree above

REGRU E

Degree above

KERRUE

Degree above

RERRUE

Degree above

RERR SR

Degree/Diploma

REGRUE

Degree above

REGR SR

Degree/Diploma

REBR SOk

Degree/Diploma

KERR SR

Degree/Diploma

RAFER

Qualification

RERRZUE

Degree above

REGR SR

Degree/Diploma

REBRUE

Degree above

Fﬁ%ﬂiﬁ Taiwan (ﬁ%ﬁ/%ﬁéﬁg)

Monthly Salary in NT$

Experience
(In Years)

3+ 45,000 130,000
3t 45,000 120,000
2+ 42,000 70,000
1-3 50,000 90,000
3+ 60,000 150,000
2+ 40,000 70,000
2+ 50,000 100,000
3t 45,000 90,000
4+ 60,000 150,000
2+ 40,000 65,000

Fﬁ'%ﬂzﬁ Taiwan (ﬁ%ﬁ/%ﬁlﬁﬁg)

Monthly Salary in NT$

Experience
(In Years)

2+ 40,000 80,000

3t 50,000 100,000

| pasEREzgs | 64



B A

Position

BIFAZEZEE

Back-End Team Leader

TR SE RN

BRR IR TIZ6M

Senior Back-End Developer

swdojeArsq pu3-yoeg

B im TIZE
Back-End Developer

B AL

Position

AR BN EE

Front-End Team Leader

KR S 2K

BRI TIZ6m

Senior Front-End Developer

uswdojeas( puz-juo.

Al 3% TAZEM

Front-End Developer

B

Position

THREEREE

Mobile Team Leader

TR

ios TENI TA2ET

Mobile Developer (ios)

juswdojeAa( 3|Iqojn|

Android 1TEh 26
Mobile Developer (Android)

REFER
Qualification

RERRU L

Degree above

ARERRZLE

Degree above

RERRU L

Degree above

REEER
Qualification

RERGRU L

Degree above

RERERE

Degree above

RERRU L

Degree above

BEFER
Qualification

AERR E

Degree above

RERRL

Degree above

RERZUE

Degree above

FrEEEE Taiwan (B ¥ / FTE )

Monthly Salary in NT:
Experience onthly Salary in NT$

(InYears) | g {ECrMin,

4-8 70,000 220,000

1-3 48,000 80,000

FrEaEs Taiwan (Bt / #iE 1)

Monthly Salary in NT$

Experience
(In Years) =

-3
5+ 100,000 250,000
4-8 70,000 200,000
1-3 45,000 90,000

Fﬁ'%ﬁﬁﬂi:ﬁ Taiwan (ﬁ %ﬁ / ¥ﬁ‘ﬁ?’¥)

. Monthly Salary in NT$
Experience

(InYears) | g e Min,

5+ 100,000 200,000
3+ 70,000 180,000
3+ 65,000 160,000

© MU EEHERBHER 20015 A Fo020F7 A PN S ERIAZ FHIFHEMS - HBRTE A - SIRRAMESD - HRFIAGE o
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AL

Position

BERBBR

Data Scientist

B TA26

Data Engineer

BRI HED

Data Analyst

B fir

Position

Eif TIZEM

Cloud Engineer

EUHIRIEED
Cloud Architect

B TiRRE

Security Manager

BRI

Security Engineer

B A1

Position

BERASARIE

QA Manager

e REERETIZEm

SQA Engineer (Automation)

BEEFHCAS T2

QA Engineer (Manual)

REFEER
Qualification

RERBR,X&

Degree / Diploma

RERRX&

Degree / Diploma

REBR, &

Degree / Diploma

REER
Qualification

RERR &

Degree/Diploma

RERRSO&

Degree/Diploma

RERX&

Degree/Diploma

REBR &

Degree/Diploma

REFEER
Qualification

AERRI L

Degree above

REBRUE

Degree above

AERR E

Degree above

FreEES Taiwan (B %7 / A1)

Experience

Monthly Salary in NT$

(InYears) | g fegrsinin,

3+

3+

70,000 120,000

55,000 100,000

FRESE Taiwan (B 7 / FiEHE)

Experience

Monthly Salary in NT$

(In Years)

5+

8+

65,000 100,000
80,000 120,000
90,000 150,000
70,000 100,000

FREEl Taiwan (B %7 / #T B 1)

Experience

Monthly Salary in NT$

(In Years)

65,000 140,000

50,000 120,000

@ There are mean salaries derived from poistions recruited by Adecco from September 2021 to July 2022.They exclude overtime payment, commissions, allowances and bonues.
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You Website
www.adecco.com.tw
ube www.springprofessional.com.tw

Taipei B IG4AAE] Spring Professional | LHH EBRlIS3AT] Tainan FARHEEER
NoAItHIEERBERES5EK685F101EBE noa It HEEE B EREERosT23tEB 7B E BT EER ZEeitrooE
Tel : 02-5552-6168 Tel : 02-7737-5118 Tel : 06-510-6999

Hsinchu I 2 A F] Taichung B3 AE] Kaohsiung BtESAE]

300 R BN IRER — Fi2805R1418 20 408 BB TEE A —E5i5fi01%B-2 800ES MR HIE A IE = M58t 2
Tel : 03-620-1558 Tel : 04-2301-0781 Tel : 07-973-0960



