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Were tight labour markets just a mid-life crisis?
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* Across the major economies, companies have
consistently complained about it being more difficult
to hire workers since the pandemic. Job vacancy
rates soared in some areas, and remain quite high.

e The conundrum is that real wages have remained
weak and, until the recent normalisation of
inflation, were actually falling. Labour markets
cannot be considered tight if workers are lack the
power to maintain their living standards.

* One reason is that during the pandemic, workers
had the leisure to reconsider their life choices.
This encouraged workers to change employers -
especially where contact with existing employers
was weak. Because job vacancies only measure
externally advertised job vacancies, such churn
pushes up the number.

* Individual sectors of the economy may still
experience labour tightness as patterns of demand
for and supply of labour adjusted after the
pandemic. But that pattern only encouraged job
hopping, and this distorts vacancy data.

* We expect vacancy rates to continue to fall - if you
were going to have a mid-life crisis you should
have had it already. As people stay in place, such
vacancies as they do occur should be filled internally
rather than being advertised externally. Lower churn
may also boost the productivity of workers.

Something strange has happened in the labour markets of
advanced economies. Since the pandemic there have been
cries of anguish from the business community about the
tightness of labour markets and the difficulties of hiring
workers. Those complaining of tight labour markets point
to a significant increase in job vacancies. This suggests that
labour markets are “tight” and workers should have the
upper hand in pay bargaining.

And yet hiring rates are above pre-pandemic trend. Firms
clearly can hire workers, however loud the cries of anguish.
Real wage growth over the past three years has been
catastrophically bad. At a minimum workers want a stable
standard of living, so the failure to achieve that argues
against the idea of strong bargaining power.

This report has been prepared by UBS AG London Branch. Please see important disclaimers and disclosures at the
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US job openings soared post pandemic, but have

recently fallen fast

US job opening levels, all sectors
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Real wage growth has been unusually negative
Negative real wage growth has only begun to revert to normal positive
levels, as inflation has moderated
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Source: Haver, UBS. US real wage growth is the Atlanta wage tracker less
consumer price inflation. UK real wage growth is median PAYE wages
less consumer price inflation. German real wage growth is the Federal
Statistical Office quarterly series. The German and UK real wage trough
and spike in 2020-21 reflects the different pandemic policies to those of
the US.

There are several possible causes of this apparent
discrepancy, but a plausible explanation is the unusual shock
of the pandemic. Self-reflection while spending time at
home caused people to have a version of a mid-life crisis
and decide to change their jobs. The savings households
accumulated during the pandemic also allowed workers the
time to search for alternative employment. That distorted
the job vacancy data. As this distortion is now fading from
jobs markets, it is important that investors understand what
is happening.

Data quality

One of the problems with analysing the labour market is
that the quality of data (in some countries), has weakened
significantly. In the US the reported vacancy number is 22%
above the 2019 average. However, that number is based
on the responses of only one-third of companies that are

asked participate in the survey that records job vacancies.
The other two-thirds do not bother to reply. In 2019 over
half of companies asked gave details of job vacancies.
With so low a response rate today there is a real risk of
distorted data. Normal businesses tend not give details of
their vacancies, suggesting that the data is now a survey
of outliers. Given that complaining is a strong incentive for
filling in a survey, there may be a bias in favour of negative
responses (meaning, complaints about difficulties in hiring).

Survey response rates
Proportion of those questioned answering surveys on job vacancies
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The response rate of other countries, though lower post-
pandemic, has not plunged in the way that it has done in
the US. The UK's data on job vacancies is based off a survey
with a 70% response rate, which is respectable enough. The
number of UK vacancies is 19% above the 2019 average.
So while some of the rise in vacancies might be poor quality
data, the UK example would argue that there is still an
increase in reported vacancies beyond data quality problems
that still needs to be explained.

The jobs market and mid-life crises

So why did vacancy figures increase? Job vacancy figures
across the developed world do not report total job vacancies
—only those job vacancies that are externally advertised. This
is an important distinction, as before the pandemic around
half of job vacancies were filled internally. Those internally
filled vacancies would not be published in the reported
vacancies data.

This means that there are two possible reasons for a
country’s reported job vacancy rate to increase.

1. Employers have an overall staff shortage, and there are
more unfilled jobs.
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2. More people are changing their employers (known as
“job hopping”), and vacancies which were previously
filled internally must now be filled externally.

In the first case there would be a labour shortage and
strong pay bargaining power. In the second case there is
no overall labour market shortage — just labour market
“churn.” In both cases, companies are likely to complain
that it is harder to find workers. Filling a job internally is
easier to do than going through the process of advertising
for external candidates, and then interviewing them. Survey-
based evidence will be full of complaints about the difficulty
of finding workers, because in both cases the employer has
to put in some effort in order to hire an outsider.

Ordinarily, replacement hiring takes less effort than new
hiring, as the replacement can come from inside the
organisation. Increased churn means human resource
departments start having to do some work when
undertaking replacement hiring, and they are unlikely to be
happy about that. Unofficial data, for example online job
advertisements, will also increase in both circumstances.

Both scenarios are likely to give the general population an
impression of a labour shortages. Job vacancy adverts in the
windows of shops and restaurants become more visible in
both scenarios — but a labour shortage only actually exists in
the first scenario. Increased visibility of vacancies can change
perceptions by the general population — one consequence of
which may be to encourage profit-led inflation. A narrative
of “we don’t want to raise prices, but it is hard to find
labour” is more easily sold when every store is visibly trying
to hire people.

Looking across developed economies, there was a
significant jump in externally advertised job vacancies in the
United States. The UK had an increase, but not as dramatic.
In Germany and Japan there is no meaningful increase in
vacancy rates compared to pre-pandemic times.

Some countries are more vacant
Post-pandemic high, and latest externally advertised job vacancies
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During the pandemic, US workers were made “temporarily
unemployed,” and received benefits paid by their state
governments. That meant the enforced period of inactivity
severed ties with the company - and although in theory
they would be “recalled” to their old jobs, evidence from
California suggests that fewer than half the temporarily
unemployed went back to their former employers. That
suggests an increase in the number of people job-hopping
which would add to the reported job vacancy rate.

The UK pandemic experience was different. People were
paid a proportion of their wage or salary by their employer,
not by the government. The government paid the employer.
Ties to the company were not severed, and people were not
classified as being unemployed. Some people undoubtedly
did rethink their life choices while sitting at home, and that
led to some churn in the labour market - but on a smaller
scale that in the US. The reported vacancy rate rose, but not
as much as the US. This is interesting because the UK almost
certainly had a higher proportion of migrant workers who
quit their jobs and returned home during the pandemic than
was the case in the US — and that is a process that will raise
reported vacancy numbers.

Meanwhile, in Germany and Japan, companies paid
furlough payments to workers, and a tradition of additional
benefits and social norms kept prevented workers from job
hopping in the way that their Anglo-Saxon counterparts had
done. As a result, the reported job vacancy rate did not rise
to the same degree.

This pattern also helps to explain why externally advertised
job vacancy rates were more likely to increase for lower
skilled work. Lower-skilled employees, especially those in the
service sector, were more likely to sever their ties to their
employers. Higher-skilled employees were more likely to be
able to work from home, implying no severing of ties and
also less time in which to indulge in a mid-life crisis and
decide to change careers. Higher-skilled employees are also
likely to have other ties reducing the desire to hop jobs
— what economists would call the sunk capital of having
established a professional network, and things like pension
and healthcare benefits.
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Sectors vulnerable to job hopping have higher

vacancy rates

US job vacancy rates were higher in sectors that have more low-skilled
workers
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Why do we care?

The more that the increase in vacancies is due to labour
market churn, the less troubling it is for financial markets.
Vacancy rates that represent churn are less of a threat to
profit margins, and generally should be less inflationary (as
they are unlikely to produce a wage price spiral). While
some policy makers, including US Federal Reserve Chair
Powell, have referenced vacancy rates in support of tighter
monetary policy, the case is not proven. Overdependence on
vacancy rates, without accounting for the structural breaks
of declining data quality and an increase in job hopping,
increases the risk of central bank policy error.

Labour market churn is not expected to last indefinitely. The
collective mid-life crisis induced by pandemic lockdowns is
not likely to turn most people into serial job hoppers; if you
wanted to change job you should have done it already. As
fewer job hoppers distort the numbers, vacancy rates are
already coming down. Just as it was important to recognise
that the rise in vacancies is not a proportionate tightening of
the labour market, the reduction in labour churn does not
mean that labour markets are easing.

Generally speaking, if there is more churn in a labour market
productivity is likely to be negatively affected. The time
spent learning new technology systems and building new
personal networks is something that is likely to subtract
from an individual employee’s efficiency. If employees get
over their mid-life crises and stay in place for longer, their
productivity is likely to improve. (After thirty years at UBS, |
should acknowledge that | may have a personal incentive to
stress this point.) This means that as labour churn starts to
slow, labour cost growth is also likely to slow — and indeed
to slow more aggressively.

Was it all a mid-life crisis?

Clearly, the pandemic shook up labour markets in multiple
ways. Demand patterns have shifted, probably permanently.
Online shopping means consumers demand delivery drivers
to deliver their purchases, and are no longer content to
collect their shopping themselves. These structural changes
lead to a lasting shift in labour demand. Flexible working has
meant that geographic patterns of spending have changed,
so that workers may be in the wrong place for the jobs
that are available. In some countries (e.g. the US) female
participation in the workforce fell as childcare demands rose.

While there have been more “frictions” in the workforce, as
labour markets struggle to adjust to the abrupt changes of
the wider economy, we need to be cautious about assuming
labour markets are universally tight, even as businesses
complain. The pandemic pushed people to reconsider their
life choices and challenge the status quo. In some cases that
meant changing jobs. As job hopping declines and people
stay in place, talk of labour tightness should decline (and
worker productivity increase). Job vacancy numbers do not
tell the story the headline numbers suggest.
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Appendix

UBS Chief Investment Office's ("CIO") investment views are prepared and published by the Global Wealth Management business of UBS Switzerland
AG (regulated by FINMA in Switzerland) or its affiliates ("UBS"), part of UBS Group AG ("UBS Group"). UBS Group includes Credit Suisse AG, its
subsidiaries, branches and affiliates. Additional disclaimer relevant to Credit Suisse Wealth Management follows at the end of this section.

The investment views have been prepared in accordance with legal requirements designed to promote the independence of investment research.
Generic investment research - Risk information:

This publication is for your information only and is not intended as an offer, or a solicitation of an offer, to buy or sell any investment or other
specific product. The analysis contained herein does not constitute a personal recommendation or take into account the particular investment
objectives, investment strategies, financial situation and needs of any specific recipient. It is based on numerous assumptions. Different assumptions
could result in materially different results. Certain services and products are subject to legal restrictions and cannot be offered worldwide on an
unrestricted basis and/or may not be eligible for sale to all investors. All information and opinions expressed in this document were obtained from
sources believed to be reliable and in good faith, but no representation or warranty, express or implied, is made as to its accuracy or completeness
(other than disclosures relating to UBS). All information and opinions as well as any forecasts, estimates and market prices indicated are current
as of the date of this report, and are subject to change without notice. Opinions expressed herein may differ or be contrary to those expressed by
other business areas or divisions of UBS as a result of using different assumptions and/or criteria.

In no circumstances may this document or any of the information (including any forecast, value, index or other calculated amount ("Values")) be
used for any of the following purposes (i) valuation or accounting purposes; (i) to determine the amounts due or payable, the price or the value of
any financial instrument or financial contract; or (iii) to measure the performance of any financial instrument including, without limitation, for the
purpose of tracking the return or performance of any Value or of defining the asset allocation of portfolio or of computing performance fees. By
receiving this document and the information you will be deemed to represent and warrant to UBS that you will not use this document or otherwise
rely on any of the information for any of the above purposes. UBS and any of its directors or employees may be entitled at any time to hold long
or short positions in investment instruments referred to herein, carry out transactions involving relevant investment instruments in the capacity of
principal or agent, or provide any other services or have officers, who serve as directors, either to/for the issuer, the investment instrument itself or
to/for any company commercially or financially affiliated to such issuers. At any time, investment decisions (including whether to buy, sell or hold
securities) made by UBS and its employees may differ from or be contrary to the opinions expressed in UBS research publications. Some investments
may not be readily realizable since the market in the securities is illiquid and therefore valuing the investment and identifying the risk to which
you are exposed may be difficult to quantify. UBS relies on information barriers to control the flow of information contained in one or more areas
within UBS, into other areas, units, divisions or affiliates of UBS. Futures and options trading is not suitable for every investor as there is a substantial
risk of loss, and losses in excess of an initial investment may occur. Past performance of an investment is no guarantee for its future performance.
Additional information will be made available upon request. Some investments may be subject to sudden and large falls in value and on realization
you may receive back less than you invested or may be required to pay more. Changes in foreign exchange rates may have an adverse effect on
the price, value or income of an investment. The analyst(s) responsible for the preparation of this report may interact with trading desk personnel,
sales personnel and other constituencies for the purpose of gathering, synthesizing and interpreting market information.

Different areas, groups, and personnel within UBS Group may produce and distribute separate research products independently of each other. For
example, research publications from CIO are produced by UBS Global Wealth Management. UBS Global Research is produced by UBS Investment
Bank. Research methodologies and rating systems of each separate research organization may differ, for example, in terms of investment
recommendations, investment horizon, model assumptions, and valuation methods. As a consequence, except for certain economic forecasts (for
which UBS CIO and UBS Global Research may collaborate), investment recommendations, ratings, price targets, and valuations provided by each
of the separate research organizations may be different, or inconsistent. You should refer to each relevant research product for the details as to
their methodologies and rating system. Not all clients may have access to all products from every organization. Each research product is subject
to the policies and procedures of the organization that produces it.

The compensation of the analyst(s) who prepared this report is determined exclusively by research management and senior management (not
including investment banking). Analyst compensation is not based on investment banking, sales and trading or principal trading revenues, however,
compensation may relate to the revenues of UBS Group as a whole, of which investment banking, sales and trading and principal trading are a part.
Tax treatment depends on the individual circumstances and may be subject to change in the future. UBS does not provide legal or tax advice and
makes no representations as to the tax treatment of assets or the investment returns thereon both in general or with reference to specific client's
circumstances and needs. We are of necessity unable to take into account the particular investment objectives, financial situation and needs of
our individual clients and we would recommend that you take financial and/or tax advice as to the implications (including tax) of investing in any
of the products mentioned herein.

This material may not be reproduced or copies circulated without prior authority of UBS. Unless otherwise agreed in writing UBS expressly prohibits
the distribution and transfer of this material to third parties for any reason. UBS accepts no liability whatsoever for any claims or lawsuits from any
third parties arising from the use or distribution of this material. This report is for distribution only under such circumstances as may be permitted by
applicable law. For information on the ways in which CIO manages conflicts and maintains independence of its investment views and publication
offering, and research and rating methodologies, please visit www.ubs.com/research-methodology. Additional information on the relevant authors
of this publication and other CIO publication(s) referenced in this report; and copies of any past reports on this topic; are available upon request
from your client advisor.

Important Information About Sustainable Investing Strategies: Sustainable investing strategies aim to consider and incorporate
environmental, social and governance (ESG) factors into investment process and portfolio construction. Strategies across geographies approach
ESG analysis and incorporate the findings in a variety of ways. Incorporating ESG factors or Sustainable Investing considerations may inhibit UBS's
ability to participate in or to advise on certain investment opportunities that otherwise would be consistent with the Client’s investment objectives.
The returns on a portfolio incorporating ESG factors or Sustainable Investing considerations may be lower or higher than portfolios where ESG
factors, exclusions, or other sustainability issues are not considered by UBS, and the investment opportunities available to such portfolios may differ.
External Asset Managers / External Financial Consultants: In case this research or publication is provided to an External Asset Manager or
an External Financial Consultant, UBS expressly prohibits that it is redistributed by the External Asset Manager or the External Financial Consultant
and is made available to their clients and/or third parties.

05


http://www.ubs.com/research-methodology

Chief economist's comment

USA: Distributed to US persons only by UBS Financial Services Inc. or UBS Securities LLC, subsidiaries of UBS AG. UBS Switzerland AG, UBS
Europe SE, UBS Bank, S.A., UBS Brasil Administradora de Valores Mobiliarios Ltda, UBS Asesores Mexico, S.A. de C.V., UBS SuMi TRUST Wealth
Management Co., Ltd., UBS Wealth Management Israel Ltd and UBS Menkul Degerler AS are affiliates of UBS AG. UBS Financial Services
Inc. accepts responsibility for the content of a report prepared by a non-US affiliate when it distributes reports to US persons. All
transactions by a US person in the securities mentioned in this report should be effected through a US-registered broker dealer
affiliated with UBS, and not through a non-US affiliate. The contents of this report have not been and will not be approved by any
securities or investment authority in the United States or elsewhere. UBS Financial Services Inc. is not acting as a municipal advisor to
any municipal entity or obligated person within the meaning of Section 15B of the Securities Exchange Act (the "Municipal Advisor
Rule") and the opinions or views contained herein are not intended to be, and do not constitute, advice within the meaning of the
Municipal Advisor Rule

For country information, please visit ubs.com/cio-country-disclaimer-gr or ask your client advisor for the full disclaimer.

Additional Disclaimer relevant to Credit Suisse Wealth Management

You receive this document in your capacity as a client of Credit Suisse Wealth Management. Your personal data will be processed in accordance
with the Credit Suisse privacy statement accessible at your domicile through the official Credit Suisse website https:/www.credit-suisse.com. In
order to provide you with marketing materials concerning our products and services, UBS Group AG and its subsidiaries may process your basic
personal data (i.e. contact details such as name, e-mail address) until you notify us that you no longer wish to receive them. You can optout from
receiving these materials at any time by informing your Relationship Manager.

Except as otherwise specified herein and/or depending on the local Credit Suisse entity from which you are receiving this report, this report is
distributed by Credit Suisse AG, authorised and regulated by the Swiss Financial Market Supervisory Authority (FINMA). Credit Suisse AG is a UBS
Group company.

Version D/2023. Cl082652744

© UBS 2023.The key symbol and UBS are among the registered and unregistered trademarks of UBS. All rights reserved.

06


https://www.ubs.com/global/en/wealth-management/chief-investment-office/country-disclaimer-gr.html
https://www.credit-suisse.com/

