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PHAN 1

QUAN DIEM VA XU THE CHUNG



Tong quan ve khao sat

1. Muc tiéu khao sat
« X&c dinh dwoc quan niém vé Total Rewards (TR)
« Nghién ctu cac yéu td casasu tric cia TR va mdrc dd trién khai tai DN/TC
«  Xac dinh nhirng thach thic va loi ich khi trién khai TR
« Xac dinh dinh huwéng xay dwng giai phap cho DN/TC
2. SO lwong tham gia: 79 DN/TC
3. Dac diém doanh nghiép /td chirc
« Cac DN/TC tham gia khdo sat phan I&n 1a (Téng) Céng ty co trén 7 bd phan (30%) va Tap doan da nganh (28%).
« Cac DN/TC dang & giai doan tang truvdng (36%) va triedng thanh (38%).

Total Rewards Model

1. M@ hinh phan tich _

INFLUENCES
« Al & Tech

« Compliance

OPTIMAL ORGANIZATION
PERFORMANCE

Compensation Expanded Capabilities

Human Capital Value
Benefits

Well-Being

Sustainable Success

PEOPLE VALUE 000

PROPOSITION

ELEVATED WORKFORCE
EXPERIENCES

Committed Workforce

Careers

- Organizational Strategy
« Business Lifecycle

+ People Strategy

« Culture

» Leadership

Recognition
INTERNAL

INFLUENCES Inspired People

Rewarding Work




Két qua trien khai mé hinh TR (n=62)

« TR chwa ap dung cac phwong thirc ti wu chi phi déng thoi gia tang loi ich nhw Ché dd 1am viéc linh hoat, In-kinds, perks, ESOP

« M6t s6 doanh nghiép c6 ap dung cham sdc strc khde va tinh than, nhwng strc khée tdm than chwa dwoc dat thanh trong tam & sb
déng doanh nghiép.

Trang thai ciia DN/TC trong qua trinh ap dung TR Yéu to dworc DN/TC ap dung chinh thirc nhw mét
phan cua TR

Ap dung cac chinh sach

B ot e co'ban ve dai ngg (uong, Luong/Thuong I 55
hinh there dai thwong, hoa hdng...)
ngé 22% Phu Cép, trO’ Cép CcO bén (Céng dOén, _ 52
41% dién thoai, xang xe, thiét bi ca nhan...)
, B&o hiém strc khde cho nhan vién (murc PRE——
bang nghién Ap dung moét va hinh thirc cao hon so véi qui dinh...
cwu trién khai vai hinh thure .
chinh sach dai dai ngd phi tai Quyén dwoc tham gia dao tao & du lich I 3
ngd toan dién chinh mién phi hoac du lich kem thwc hién...
12% 25% Chaim soc stic khoe & tinh than (Well- ey
Yéu to dwoc dwa vao "Well-being" trong DN/TC being)
B&o hiém/cham séc stre khde cho thanh I 27
Chuwong trinh stec khde va thé duc I 39 vién gia dinh
Chinh séach can bang cong viéc va cudc R —— Ché do 1am viéc linh hoat c6 tinh dén I 26
sbng nguyén vong ca nhan
N ., . oL In-kinds (hoc phi, hdi phi, chi phi tham
Co hoi tham gia cac hoat dong xa hoi - INEG—_— 25 gia cac 5 che o ho nahd nghiép, v I 22
Chuong trinh hd tro tam |y I 12 Perks (quyén st dung cong cu dung cu
g Ty va phuong tian di chuyn, [am viee... M 15
Chuwa cé yéu to nado I 9 ESOP (hodc duoc chia l0inhuan/ ey . -
huwdng co tire, hoac s& hiru co phieu)

@

HR_RA




Céac yéu to anh hwéng hiéu qua TR (n=62)

Kha nang tai chinh cua doanh nghiép hién tai trong
viéc dap wrng cac yéu cau trien khai TR toan dién
Chwa dap ng

day du
12%

Hoan toan dap
wng duwoc
25%

bap wng dwoc
phan nao
63%

Trang thai cua DN/TC trong qua trinh ap dung TR

Ap dung cac chinh séach
co ban vé dai ngb

ba ap dung (lwong, thwéng, hoa
hau hét cac hdng...)
hinh thirc dai 229,
ngo
41%
Pang nghién Ap dung mot
clru trién khai vai hinh thirc
chinh sach dai dai ngd phi tai
ngo toan dién chinh
12% 25%

@

HR_A

Panh gia hé thong céng nghé va div lieu nhan sw
(HRIS) cua doanh nghiép hién tai dé hé troo TR

Chinh sach duoc
xay dwng va ap
dung hiéu qua
nhd khai thac div
liéu tbt
10%

Chwa té chirc
dwoc di¥ liéu
khoa hoc
14%

Chinh sach da
xay dwng dwa
trén di¥ liéu,
nhwng chwa co
hiéu qua cao

1%

Co dir liéu nhung

chwa biét cach
khai thac dé xay
dwng chinh sach
18%

D liéu t6 chirc
khoa hoc, khai
thac rat hiéu qua
dé xay dung
chinh sach

9%

Co6 dir liéu,

nhwng thiéu cong

cu va ky nang dé
khai thac hiéu

qua

38%



Chi s6 danh gia hiéu qua TR, tac déng cua TR té&i chién lwoc (n=62)

Chi s6 danh gia hiéu qua cia TR

Piém can cai thién trong chinh sach TR

Chi s6 hai long nhan vien - | 5
Ty 16 gitr chan nhan vien | 5
Ty 1& hoan thanh muc tiéu ca nhan |GG 24

Cham soc strc khoe & tinh than (well- D 2

being)

Ché dd lam viéc linh hoat c6 tinh dén I 25
nguyén vong ca nhan

Luong/Thuéng [ 2

ROI cla céc chwong trinh phic loi [N 8

Nhan dinh ve tac dong cua TR téi hiéu qua trien
khai chien lwoc gile va phat trien nhan lwc thuoc
nhém nang lwc co6t 16i tai DN/TC

Cé tac dong rat Tac dong rat

nho tbt, giup trién

9% khai hiéu qua
37%

Co tac dong

twong doi tot
54%

ESOP (hoac dwoc chia lgi nhuan/
g b tre. hose s& hiu od onidy) T 7
hwéng co tire, hoac s& hiru co phiéu)
Perks (quyén s dung cong cu dung cu I 6
va phwong tién di chuyén, lam viéc...
Quyén dwoc tham gia dao tao & du lich _ 14
mién phi hoac du lich kem thwc hién...
Bao hlém strc khoée cho nhan vién (mwc _ 13
va hinh thirc cao hon so vaoi qui dinh...
B&o hiém/cham séc strc khde cho thanh I
vién gia dinh
In-kinds (hoc phi, hdi phi, chi phi tham
D 13
gia cac to chirc xa hdi nghé nghiép, v.v.)

Phu cép, tro cap co ban (céng doan,
dién thoai. xang xe, thidt bi ca nhan ...) NN 8




Thach thire va loii ich cua TR (n=62)

Théch thire khi trién khai TR Lol ich khi trién khal TR

Thiéu nguodn lwc tai chinh/chi phi cao NG 33 Thu ht va git chan nhan tai
Hiéu qua kho do lvong I 1

59

Thiéu cac muc tiéu chién lwgc NNL [am. . NG 20 Gia tang sw gan két va hiéu suat lam

Viéc 44

Thiéu tinh tdng thé ctia hé thong chinh.. I 17

Kho khan trong viéc ca nhan hoa chinh.. I 15 Cai thién déng lwc lam viéc cho nhan
SWw

TN
—

Sw canh tranh (T d6i tha va, hoac thi.. HIEEEEGEG 15

Thiéu hé thong cong cu va hé thong. . I 11 39

Gia tang loi thé canh tranh

Thiéu c6ng cu hoach dinh doanh nghiép.. I 10

Thiéu sy dong long/hd tro ti 1anh dao I 9 Tao ra méi trwdng lam viéc tich cwe va

can bang 7

Thiéu sw nhéat quan cla cap trung voi.. I 7

Gi¢i han sv linh hoat (Kho khan trong.. Il 6 Cai thién hinh énp va thwong hiéu nha - 1
. ) tuyén dung
Thiéu théng tin va chién lwoc trién khai M 5
Thiéu nhan Iwc cé kién thire va ky nang.. Il 4 Tao co hoi phat trién/thang tién cho - 9
nhan sw

Chwa dam béo tinh cong bang va minh.. il 1



The Top 10 People Risks for HR and Risk Managers — disparity in
wages ranks number 3!

Risks ranked by RRS

Total

1 Increasing health and Increasing health and Increasing health and
benefit costs benefit costs benefil costs
. e . . Lack of cybersecurity
2 Labor shortages Labor shortages knowledge
Disparities in ' _ :
) ki
3 e T T S Disengaged workforce Tech skills shortages
Risk plllar 4 Tech skills sh Disparities in Disparities in
B Iy P executive/worker rewards executive/worker rewards . . .
‘ Technological change and disruption Risk Ratlng Score (RRS) IS a
. Talent, leadership and workforce practices 5 Changing legislation and Mental health Changing legislation and num.encf score that Caiptures
scrutiny deterioration scrutiny the I|ke||h00d Of the r|Sk
‘ Health, well-being and safety impacting the organization in
6 Unoor-r:p'e:lllrve-talen'. Tech skills shortages Pandemics the next one to two years and
. Govemance, compiiance and financial strategies severity of its impact on the
‘ Environment, sustainability and protection e Tt business if the risk were to
~Liv - . s - sh - .
7 Ineffective leadership strategies Labor shortages occur.
Mental health _ . o Uncompetitive talent
8 delenoration R M stralegies
9 Lack of cybersecurity Changing legislation and Suboptimal HR
knowledge scrutiny technology
10 Disengaged workforce Mishandling of data/IP Ineffective leadership

MMB People Risk 2024 6
Over the short term (1.2 years), what is the potenal impact of each of these risks on your organiza$on?
What is the kalihood of the risk occurning in your organization in the next 1.2 years?

& Mercer



GENERATION DISTRIBUTION BY CAREER LEVELS

B Baby Boomers HGenX MGenY1 Gen Y2

0.0% 1.5%

5.0% ~0.5%

Executive

Management

© 2024/ All rights reserved
talentnetin association with €8 Mercer

Vo

B GenZ

21.4%

Professional

Source: Vietnam TRS 2024

WORKFORCE STRUCTURE AND TENURE

Workforce structure Tenure & Promotion (year)
15.9
34.8%
133
10.5%
Baby Boomers 65.2% 8.0
0.2%
42
3.0 3.0 3.0 3.0 25
1T

Baby Boomers Gen X Gen Y1 Gen Y2 GenZ
* Baby Boomers (Before 1965) = Gen Y1(1981-1989)

= Gen X (1965 - 1980) «  Gen Y2 (1990 -1996)
«  GenZ (1997 — 2002)

B TENURE HPROMOTION (P50)

© 2024 All rights reserved

falentnetin association with ¢# Mercer Source: Vietnam TRS 2024

<R,



' WHEN GEN Z WILL DOMINATE OUR WORKFORCE

Post-2030
/[ 2025 l\ GenZ's
management
GenZ presence grows,
occupies dominating
28% the post-2035
workforce 2029-2030 \ : j
> | = Gen Z becomes |
A E : the largest E G 2040+ ™~
4 R workforce : Gen?Z
cohort v i reaches
’7 significant
= A1 executive
. rovles 4

2030

2029

2028

2027

2026

2025

48

28

BGenZ(%) MGenY (%) MGenX(%) HMOther

— Gen Z is expected to be the largest workforce cohort by 2030,

surpassing Gen Y

© 2024 All rights reserved
talentnetin association with €8 Mercer
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HIRING INTENTIONS FOR 2024 '
B Bose Salary 29 Allowances B variable Pay L Bl Benefits

Executive 74% % 13% 3% 9%

41.4%

Companies intend to
add staff next year

Companies forecast

no change in headcounts
Management Sales 3% 13% 1% 13%

Add staff <
| Management Non-Sales 2% 9% 1% 14%

Hiring

Intentions Professional Sales % 13% 18%
Professional Non-Sales 3% 7% 19%
Para-Professional White Collar 4% 8% 22%
Companies intend to Companies forecast
no decided

Para-Professional Blue Collar 66% 5% 1% 22%

reduce staff 7.3% 3 5.4%

© 2024/ All rights reserved © 2024| All rights reserved
talentnetin association with €8 Mercer /37;7 Source: VietnamTRS 2024 ta|entnetin association with ¢# Mercer m Source: Vietnam TRS 2024
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TU MO HINH TONG QUAT PEN MO HINH BIDV METLIFE



CHAM SOC NHAN VIEN TOAN DIEN
TAI
BIDV METLIFE
(Integrated Employee Care Framework)

Nhan vién hai long
v&i moi yéu to trong
trai nghiém cua nhan
vién sé hanh phuc
hon va cam thay
thanh cong hon,
dwoc danh gia cao
va co cam giac gan
bod, than thudc hon
v@i Cong ty.




People/
Con ngwoi




World - | Total Rewards Model

Total Rewards Association

« Economy
EXTERNAL « Society OPTIMAL ORGANIZATION
. PERFORMANCE
INELUENCES Labor Market
« Al & Tech

Compensation Expanded Capabilities

« Compliance

Human Capital Value

Benefits Sustainable Success
PEOPLE VALUE o0Qo Well-Being
PROPOSITION i
PO ELEVATED WORKFORCE
EXPERIENCES

« Organizational Strategy
« Business Lifecycle

« People Strategy

« Culture

« Leadership

Recognition

INTERNAL Committed Workforce

INFLUENCES Inspired People

Rewarding Work




: APPROACH FOR FORMING EMPLOYEE CARE ACTIVITIES/ : :
PHUONG PHAP TIEP CAN DE XAY DUNG CAC HOAT DONG CHAM SOC NHAN VIEN TOAN DIEN

Van hoa than
thién va ho tro’

Sv linh hoat/ Can bang
cong viéc- cudc séng

Phat trién chuyén nghiép/

Cong vice.€o Pao tao
muc dich T
Lwong/ Thu lao hwong trinh sirc khoe/

phuc loi

Cung cap dich vu cham sdc xuyén su6t trai nghiém cua nhan vién

Nang cao trai nghiém cla nhan vién dén viéc cham séc nhan vién bang
cach nudi duwdng moét moi tredng thuc day sw phat trién chuyén nghiép,
lam viéc c6 muc dich va van héa ho tro.

g O

Social and Flexibility/
k( Supportive Work-life

Culture Balance

Purposeful Professional Growth/
Work Training

2 A 4

Pay/Compensation

Wellness Programs/
(Foundational)

Benefits

Delivering Care
Across the
Employee Experience

Workers satisfied with every element of the employee
experience are happier and feel more successful,
appreciated and a greater sense of belonging

Nhan vién hai Iong v&i moi yéu to trong trai nghiém cta nhan
vién sé hanh phuc hon va cam thay thanh cong hon, dwoc danh
gia cao va cé cam giac gan b, than thudéc hon vé&i Cong ty.



. MetLife's 22nd Annual U.S. Employee
. MetLlfe Benefit Trends Study 2024

metlife.com

Maximizing
Employee Care:

Opportunities for Enhancing
Care Delivery Across the
Employee Experience




The MetLife Care Model

For employers that demonstrate employee care, increased holistic
health and improved talent outcomes are within reach

Employers want a Employees want a
successful workplace successful work-life

@ Higher loyalty Success in their work
@ More productive A sense of belonging
@ Increased engagement Feel valued/appreciated

@ Higher job satisfaction Happiness

&

Employees feel holistically healthier

Nhan vién hai long
vOi moi yéu to trong
trai nghiém cua nhan
vién sé hanh phuc

Employers demonstrate employee care s ;
hon va cam thay
thanh cong hon,

O dwoc danh gia cao

Pay/Compensation Purposeful Soclal and Flexibility/ Professional Wellness v ’ \ , > s <
(Foundational) Work Supportive Culture Work-Life Balance Growth/Tralning Programs/Benefits v va CO cam glaC gan
bo, than thudc hon

v@i Cong ty.



|

Tam quan trong
cua surc khoe toan
dién trong thoi ky
khéng 6n dinh

Giai doan hanh
phuc hién tai cua
nhan vién clng
nhuy muc dé hai
long va long trung
thanh thap cho
thdy nguoi s
dung lao dong
phai ap dung cac
phuwong phap maoi
dé toi wu hoa trai
nghiém cua nhan
vién

3

s

Cung céap dich vu
cham soc théng
qua trai nghiém
NV toan dién

Nguoi st dung lao
dong cé thé thé
hién sy quan tam
mot cach dich thuc
thong qua cac
hanh dong va sang
kien c& muc tiéu
phu hgp voi cac
yéu td lién quan
dén trdi nghiém
clia nhan vién




Tam quan trong cla strc khde
toan dién trong thoi ky khdng

6n dinh

The Importance
of Holistic
Well-Being

in a Turbulent Time

KEY TAKEAWAYS

The long-term trend toward
lower job satisfaction,
particularly among younger
workers, is a worrying sign for the
many employers still struggling
to fill open positions and for
employees looking to succeed in
roles they find fulfilling.

Employees’ holistic health

has fallen, largely due to
financial stresses and
declines in mental health,
another serious concerm given
the correlations to key talent
management outcomes.

After experiencing the
Great Resignation and the
Great Reshuffie, and then
the emergence of digital
nomads, quiet quitting and
“act your wage,” executives
should continue to expect
the unexpected and devise
new strategies to meet their
workforce goals.

Job satisfaction
is up slightly this
year, but is down
significantly
since 2016.




Top causes of poor mental

health among employees: TOP CHALLENGES FACED BY EMPLOYERS
of employees of Qll\p'O
of employees are concerned
about losing the value of their Financial concerns 45% 57?
savings due to inflation or e e e Retaining talent . 0
other market forces. outside work 36%
Economic
Balancing home r
md:co::m. 33% uncertainty 9 7%
Stress from the state
f the 32%
SR Attracting talent 56%
Employees’ overall -
well-being 53%

Employee stress 55%




Who is happy at work

BOOMERS

67%

MILLENNIALS

66%

GENERATION X

65%

GENZ

62%

2030

2029

2028

2027

2026

2025

HMGenZ(%) MEMGenY (%)

M Gen X(%) M Other

The MetLife Employee Care Model

For employers that demonstrate employee care, increased holistic
health and improved talent outcomes are within reach.

Employees want a
successful work-life

Employers want a
successful workplace

° Higher loyalty

° More productive

Success in their work .
A sense of belonging .

° Increased engagement Feel valued/appreciated .

;'—T

Employees feel holistically healthier

° Higher job satisfaction

Employers demonstrate employee care

Pay/Compensation Purposeful Social and Flexibility/ Professional Wellness
(Foundational) Work Supportive Work-Life Growth/ Programs/
Culture Balance Training Benefits




Dimensionalizing
Employee Care

KEY TAKEAWAYS

Employee care matters to both Organizations must address Demonstrating care and boosting
employers and workers. both extrinsic and intrinsic holistic health requires employers
needs in developing robust to model care across all aspects
employee care models. of the employee experience,
plus compensation.

Employee care
matters now
because it's
important to
both employers
and employees.




The larger the care

delivery gap, the greater

the risk that employees

will feel less cared for and,

therefore, less satisfied,

loyal and valued. Challenging moments with
high care delivery gaps:

The smaller the care delivery gap, the more
likely it is that employers are delivering care

effactively for that moment.
) Atwork:

High care gap 20% or higher Care delivery gap
Moderate care gap 8% = 19% Burnout 29%
Lack of iation
Low care gap Less than 8% or mo::'b: 25%
Missed promotion that
Care gaps are generally larger for most was expected/wanted 24%
high-incidence moments. But they are most —
momen assment
m::::yr :::: :::nor mo::’ o or bullying 23 %
and difficulties.
Heavy workload 20%
In workers’
personal lives:
Care delivery gap
Significant ned
Ongoing I
haekh concition 30%
Child struggling
at school 25%
Relationshi
d\dlongup 22%

ey 22%



Spotlight on
psychological
safety

A psychologically safe
environment can increase the
effectiveness of care strategies
by encouraging benefits usage.
Employees are more likely to
access the resources that are
available to them if they know it
is okay to ask for support when
they need it.

Our research confirms how important peychological
safety is to employees, but also that employers

have work to do in making all of their employess
feal safe in expressing their particular needs and
feal comfortable in being themsslves at work. Clear
policies and regular expressions of organizational
value can also provide stability for employeesina
time of societal uncertainty and tensions.

of employees expect
employers to provide
a psychologically safe
work environment

employees say it

is a "must have*

in employers’
demonstration of care

Employees on
psychological safety:

My concern with bringing
my whole self into the
workplace is this notion of
providing my employer with
more information on my
personal life that they

might take advantage.

WHEN EMPLOYEES FEEL PSYCHOLOGICALLY
SAFE ATWORK, THEY ARE:

likely to feel
3x ".ZKM'J h:dthy

likely to feel productive,
2.9x mandon:ogod

likely to
20X et

. likely to fesl
2.1x ::::dall;y!::dﬂty

1.9X  [moreiel totes

1 4 = more likely to be willing to share
. X personal datawith their employer for
a better benefits experience

THE MOST COMMON MOMENTS WHEN
EMPLOYEES FEEL EMPLOYERS DID A POOR
JOB DEMONSTRATING CARE AND PUT THEIR
PSYCHOLOGICAL SAFETY AT RISK:

Experienced burnout
L
i
for their work

LR
G




e

A
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Employees have different
expectations for care for
different experiences. For
some, employees consistently
expect higher levels of care and
support than their employers
currently demonstrate.

Many employers have invested in benefits, programs and
resources that help meet employee expectations for care at
key moments, including those that are easily recognizable
by employers, can be planned for and are generally
perceived as positive. Forinstance, career development
and organizational culture are the are the elements of

the employee experience where employees are most

likely to say that they feel cared for. Retirement plans also
demonstrate care for a recognizable experience.

Our research demonstrates how organizations that find
ways to support employees in less visible, unplanned and
difficult experiencas will be better positioned to support
the holistic well-being of their employees. For instancs,
unexpected financial stress and the onset of a mental
health condition are high-impact experiences where
employees need support on an ongoing or continuous
basis. In these situations, making appropriate bensfits
available can demonstrate care even when workers are not
inclined to discloss these experiences.

Employess have different expectations for care for different
experiences. For some, employess consistently expect
higher levels of care and support than their employers
cumrently demonstrate. Those experiences include
caregiving to adults (e.g., elderly relatives), bereavement
and mental health conditions, and often require ongoing
care and continuous support. Women and manual laborers
are particularly dissatisfied with employers’ responses to
care during such important experiences.

Life experiences in which
employees are shown
significantly less empathy

than they expect:
of employees

i 46%
Caregiving

el 43%
Legal trouble 40%
el 37%
- 35%
Ongoing medical

sl 34%




Cung cap dich vu chadm séc théng
qua trai nghiém nhan vién toan dién

® ® , = : Organizat.ions have.
Delivering Care L oo
| ' across the employee

Through an o —
Integrated Employee ——

Experience - -

A well-designed, inclusive and compelling work experience is how employers can most powerfully and
persuasively demonstrate employee care and, thus, boost holistic health for workers and enhance their talent
management outcomes. The most effective approaches will go beyond baseline compensation concerns
to address all five elements of the employee experience. And they will be guided and energized by strong
organizational commitments to diversity, equity and inclusion (DEI).

KEY TAKEAWAYS

By demonstrating care across DEI are essential to effective An uncertain macroeconomic
all five elements of the employee care strategies outlook may cause some
employee experience, plus and to catalyzing feelings of employers to cut back on
compensation, employers can care across the organization employee benefits, wellness
have the greatest impact on - indeed, care and DEI offerings and training programs,
satisfaction, loyalty, productivity, are synonymous. which is a potentially dangerous
and other people outcomes. move if the economic downturn
fails to loosen the labor market.




Conclusion

While overall employee talent outcomes
and satisfaction with benefits have
improved in the last year, employee
expectations for the employee experience
and benefits continue to rise. Specifically,
they are looking for more personalized
options, increased decision-making support,
and clearer communications regarding
benefits selection.

As the macroeconomic environment continues to evolve and shape
individual workplaces, employers can positively impact employee
well-being and keep up with employee expectations by
demonstrating care in key moments, particularly those with the
greatest impacts on the overall experience.

Though employers and employees see the value of care, there are
key moments within the employee journey at which employers are
not delivering in line with worker expectations. In assessing how

to bridge these gaps, employers will need to delineate strategies

for different events, moments and points in the overall employee
lifecycle — from those that occur regularly to more infrequent
occasions and covering both workplace experiences and those that
take place in employees’ personal lives. They must also plan to make
adjustments to other elements of the employee experience.

Employers should look to build on those moments where they are
having success today, even as they determine how to better serve
employees in moments and situations where their care delivery
falls short today. As our research shows, this is the way forward to
enhancing employee well-being and improving talent outcomes in
the years ahead.
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Employee Care and Experience

S
@? Pay/ Compensation
' Wellness Program/ Benefits:

*  Wellness workshop & health care talks
« Health clubs: Yoga, Zumba, Kick Boxing

LreTness Purposeful
pBe%eﬁt Work Purposeful Work: BML Townhall, Happy
Friday, HR talks with people managers.

MyVoice Purpose index: 82

EMPLOYEE CARE

Professional Growth:

Focus Skills, My Leaning, My Path. Professional Social and

AR . Growth Supportive culture
MyVoice

Social & Supportive Culture:
- CSR activities

Flexibility/ Work
Life Balance - Company fan page and Facebook

Flexibility/ Work life balance: Flexi working
hour, WFH, higher PTO



Wellness

Fithess

Wellbeing

. SPIRIT
i 1. Values alignment

SImpIIfy MIND 2. Purpose alignment
' 1. Career path & 3. Meaning alignment
BODY development
1. Stress management | 2. Performance
2. Healthy lifestyle management
3. Disease prevention . 3. Financial management
| . HEART
Differentiate | . 1. Psychological safety

3. Work-Family
i integration

i 2. Positive emotions

Sustainable
performance

CORPORATE INFRASTRUCTURE
1. Policies, practices, systems |
| 2. Leadership

. 3. Corporate Culture

ACTION PLANNING

KNOW

DO

BE

PHMYSICAL MENTAL EMOTIONAL ENVIRONMIENTAL SPIRITUAL OCCUPATIONAL

M6 hinh chia sé béi Dang Hoan

g Trung

Maturity level

Top 3
. —  Jobs to be done

Personal | Inter-Personal Organizational «— Scope of Impact

=== Scope of Action



Than thé

Simplify khoe manh

THE CHAT

tat

IEHGEVELE

Ca nhan

KNOW

METRMC AL AMENTAL TAMOTHOMNAL EAVIREOMAAE NMTAL WMIRITLAAL OC LA TMONAL

Hoat dong

,,,,,,,,,,,, e

...............................................

1. Chinh sach & hé thdong thuc:
5 hién

1. Hégiatri
2. Muc dich song

TAM TRi KHOE MANH ban than ; ho

1. Lo trinh phat trién 3. Van hoa Doanh nghicp
nghé nghiép '

Phai thurc hién

Mai quan hé To chirc

KE HOACH HANH PONG

DO B E e Hanh dong

M6 hinh chia sé b&i Bang Hoang Trung

bén virng M 46 trusbmg thanh




ACTION PLAN/ KE HOACH HANH DONG

Van hoa than

Sv linh hoat/ Can bang
vng viéc- cudc séng

hwong trinh sirc khoe/

Cong viéc co
muc dich

Lwong/ Thu |
phuc loi
Cung cap dich vu cham sdc xuyén sudt trai nghiém cua nhan vién

PHYSICAL MENTAL EMOTIONAL ENVIRONMENTAL SPIRITUAL OCCUPATIONAL



Fitness/Tné cnat Fitness - Q2 Fitness — Q 3 Fithess — Q 4

——————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————

BODY

Health Club:
- Yoga (Daily except Friday)
- Zumba (x3/week), Kick boxing (Twice/week), Meditation (1/month)

1. Stress management
2. Healthy lifestyle
3. Disease prevention

1. Quanly stress § ; ;

2. L8iséng lanh manh | ; S
3. Ngannglrabénhtat: -

Top 3

ol syl Sharing BMLNews (oot

_____________________________________________________________________________________________________________________________________________________________________________________________________

Disease prevention: Disease prevention: .
Doctor talk - July Dpctor talk — adhoc (if any- occurred
disease)

EMPLOYEE CARE

Advancing from

employee experience to
employee care by

Personal E._Scope of Impact
cultivating an ; 5 ; .
environment that drives
professional growth, ACTION PLAN NING

purposeful work, and a

supportive culture. KNOW DO BE = Scope of Action

PHYSICAL MENTAL EMOTIONAL ENVIRONMENTAL SPIRITUAL OCCUPATIONAL




Wellness/ranuikee man VWellNness — Q2 Wellness — Q3 Wellness — Q4

_____________________________________________

MIND

1. Career path & development

2. Performance management
3. Financial management

HEART

1. Psychological safety

2. Positive emotions

3. Work-Family integration

TAM TRi KHOE MANH
: 1. L& trinh phat trién nghé
| nghiép

2. Quan ly hiéu qua lam V|ec
P 3

Quan ly tai chinh

" TINH CAM

1. Tintwdng

2. Cam xuc tich cuc

. 3. Hop nhat cong viéc &

gia dinh

8 EMPLOYEE CARE

Advancing from employee
experience to employee
care by cultivating an
environment that drives
professional growth,
purposeful work, and a
supportive culture.

Create Development plan by Employee and Manager (every 6 months)

1
_____________________________________________________________________________________________________________________________________________________________________________________________________
____________________________________________________________________________________________________________________________________________________________________________________________________

____________________________________________________________________________________________________________
—————————————————————————————————————————————————————————————————————————————————————————

Career club: sharing on Job/career
(to get to know what is colleague Career club: Future People Leader
does)- Aug. - Oct

____________________________________________________________________________________________________________
—————————————————————————————————————————————————————————————————————————————————————————

Top 3
Jobs to be done

Be-well Week- (9-12 May) - Women day (20/10)
-Meditation; Morning coffee,

Litter pick up; Sleep well; Clean - Men Day (11/11)

& Clear 5 ’

;Zg;zsi?ogé?cc:;;ce:zjz;fzfee for Women Circle/Club: Women Circle/Club: Emotional Intelligent
i i  (Ist week of Decemb
e i af e (i Joime) i Nutritious product i (Ist week of December) oL
Inter-Personal — Scope of Impact
ACTION PLANNING
KNOW DO BE = Scope of Action

PHYSICAL MENTAL EMOTIONAL ENVIRONMENTAL SPIRITUAL OCCUPATIONAL



Wellbelng/ anyen  Wellbeing — Q2 Wellbeing: Q 3 Wellbeing: Q 4

~ TINH THAN
1.

2

EMPLOYEE CARE

Employee core value and Leaders core values: Monthly star- Success principles; Quarter star- Success

SPIRIT np!
1. Values alignment | Prmeiples (monthly), "

2. Purpose allgnment

___________________________________________________________________________________________________________________________________________________________________________________________________
1 T

Hé gia tri/ Tu’ém ----------------------------------------------------------------------------------------------------------------------------------------------------------------------------- I_
theo gia tri cOt 161 S cvner s s e e e e i
Muc dich T |

Top 3
Jobs to be done

'''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''''

Advancing from , | - P
employee experience to : ' | |

employee care by Organ izational == Scope of Impact
cultivating an _ : : '

environment that drives

professional growth, ACTION PLAN N I NG
purposeful work, and a :
supportive culture. KNOW DO BE === Scope of Action

PHYSICAL MENTAL EMOTIONAL ENVIRONMENTAL SPIRITUAL OCCUPATIONAL



'HOAT DONG BEN
VONG

.
2.

3.

CORPORATE
INFRASTRUCTURE
1. Policies, practlces
systems

2. Leadership |
3. Corporate Culture -

EMPLOYEE CARE

__________________________________________________________________________________
—————————————————————————————————————————————————————————————————————————————————————————————————————

| Mindfulness workshop via Team
bu11d1ng Sep

_________________________________________________________________________________________________________________________________

Chinh sach & hé | Top3

thong thyee hién | Wobstobe done
Lanh dao lam gwo’ng ' | '

va ung hd

Van hoa Doanh
nghiép

. Listeninig to all voices

Advancing from

employee experience to i
employee care by
cultivating an

Organizational «—Scope of Impact
environment that drives | : -

professional growth, ACTION PLAN NING

purposeful work, and a

supportive culture. KNOW DO BE == Scope of Action

AAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAA




DETAILS INFORMATION/photos
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BIDV-MetlLife

BIDV-MetlLife

BeWell Week

Join us in wellness activities
8 - 12 May, 2023
(Offline in Hanoi Office and online for others)

Tuan Lé Sic Khde

Hay tham gia cung chung toéi trong

cac hoat dong cham séc suic khoe

vao ngay 8-12/5, 2023

(Tham gia truc tiép tai Van phong Ha Noi
va online & cac tinh khac)

e Chuong trinh:

* Agenda:

-
Monday 1 Wednesday
Mental Health: Connect & Care: Nurture your
Meditation Office Breakfast & body: Chicken
15:30 - 17:30 AM Coffee Dance Exercise
8:30 - 9:30 15:00 - 15:15

Healthy Sleeping
Habit: Listen to a

Reminder

Fun activities:
Clean our

Working Area
16:00 - 17:00

Podcast about
good sleep on
BML Fun Together

Th hai Tha tu

Cham séc co thé:
Nhay Chicken
Dance:

Suc khoe tinh Két ndi va quan pHYsICAL [JMENTANN eEmMoTiONAL [JENVIRGNMENTAIN SPIRITUAL OCCUPATIONAL
than: Lép hoc vé tam: Ca phé sang

Thién tai van phoéng

15:30 - 17:30

8:30 - 9:30

15:00 - 15:15

Thi sau Luu y Mindfulness workshop ¢ Mindfulness tools or programs
) T % o - Stress management training e Financial well-being tools (to reduce

Théi quen ngu Cac hoat déng vui " Van phong Ha Noi sé . S )

lanh manh: Léng  nhén: Don dep o T "QB 7 Yoga class stress related to personal finances)

Gicngtingon 1600 17.00 | caniwsiorgdonass S = W Workshop on finding joy, positive e 1:1 mental health support like

e e viéc cda minh mindset, etc. counselling or coaching (e.g., EAP)

ogether ) e

THE cHAT [TINHTHANI cAM xUc MOI TRUONG TAM HON SU NGHIEP Gratitude a_ct|V|t|es -
Art or music-related activity
Financial wellness speaker
Volunteering activity e Local Inclusion networks and resources
Party or other social gathering e Caregiving resources including child
Lunch-and-Learn about healthy care and elder care support
relationships or family dynamics
Fitness class e Fitness apps or gym discounts
Group walk or run e Onsite fitness facilities or programs
Workshop on a health to e Health improvement programs
BeWell Week is also a good time to celebrate with onsite or virtual activities that BV EE B ECETGRE TN A CELOVAS T o Mindfulness apps or ongoing
are engaging for employees. habits mindfulness groups

Share items for sleep: eye masks, e Massage or spa discounts

soothing teas, ear plugs, etc. e Sleep programs or resources




Wellbeing

i, |

BILLIARD

Y 5
) Y, =

TABLE TENNIS SOCCER
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Wellbeing

.\-W/ e b Y . 0
Teambuilding

L 2
-
L

iy ,

Men’s Day Thanks Day Vietnamese Mental Health Day
Women'’s Day



Wellbeing

.\-W/ e b Y . 0
Teambuilding

L 2
-
L

iy ,

Men’s Day Thanks Day Vietnamese Mental Health Day
Women'’s Day
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XAY DUNG Y TUONG

TU MO HINH TONG QUAT - MO HINH BIDV METLIFE- MO HINH “DHT”



XAY DUNG KE HOACH HANH BDONG

Van hda than Sv linh hoat/ Can bang

thién va ho tro vng viéc- cudc song

Cong viéc cé
muc dich
Lwong/ Thu | hwong trinh strc khoe/
phuc loi

Cung cap dich vu cham sdc xuyén sudt trai nghiém cua nhan vién

PHYSICAL MENTAL EMOTIONAL ENVIRONMENTAL SPIRITUAL OCCUPATIONAL



TAKE AWAY

TOGETHER



EMPLOYEE mong muon gi tr EMPLOYER

HR IS ONE SO, DOES HR PAY

OF ASSET CORRELATES
MANAGERS WITH COMPANY’S
REVENUE?

HR Trién khai dwoc diéu gi ?



EMPLOYER mong mudn diéu EMPLOYEE mong mudn diéu
gl tv Employee gi tw Employer

HR TRIEN KHAI BPUO'C PIEU GI?



THANK YOU

Visit Our Social Media:
https://hravn.net/

FOR YOUR ATTENTION

https://www.facebook.com/hiephoinhansu.hra

https://www.linkedin.com/com

an

/hiep-hoi-nhan-su-hra/


https://hravn.net/
https://www.linkedin.com/company/hiep-hoi-nhan-su-hra/?fbclid=IwAR0Dq4kOSAysl7CCXpHUwwj4kCIdCexnFZirKDNXQIciMy7XK1iK6s7NvRs

