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Thank you

We would like to express our gratitude to all those organisations who 
participated in the collection of data for this year’s survey. Your 
contribution has ensured that we can produce an informative document 
to help support your business decisions.

Disclaimer

The Hays Salary Survey is representative of a value added service to our 
clients and candidates. Whilst every care is taken in the collection and 
compilation of data, the survey is interpretive and indicative, not 
conclusive. Therefore information should be used as a guideline only and 
should not be reproduced in total or by section without written 
permission from Hays.

15,000+
PEOPLE PLACED IN PERMANENT JOBS EACH YEAR

10,000+
TEMPORARY AND CONTRACT STAFF ENGAGED EACH WEEK

950+ 
CONSULTANTS IN ASIA PACIFIC

45 
LOCATIONS ACROSS THE REGION

34+
YEARS OF EXPERIENCE
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DRIVING 
ORGANISATIONAL 
PERFORMANCE 
THROUGH PEOPLE

“�The�mobility�of�people�across�the�region�for�the�
right�career�is�definitely�on�the�increase.�A�critical�
success�factor�for�any�organisation�in�the�coming�
year�will�be�how�effective�they�are�at�driving�
organisational�performance�through�people�and�
that�success�factor�is�the�same�for�all�of�our�clients�
across�the�Asia�Pacific�region.”

Nigel�Heap,�Managing�Director�of�Hays�Asia�Pacific
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SECTION ONE
MARKET OVERVIEW
& TRENDS

79 per cent of employers across Asia would 
consider employing or sponsoring a qualified 
overseas/expatriate candidate in skill short areas
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“Skill shortages, salary pressure, overseas recruitment and social media are 
amongst the top issues that will dominate the employment market in 2011.”

TOP ISSUES FOR 2011
MARKET OVERVIEW & TRENDS

Asia’s jobs market is now very active with healthy levels of movement. However a shallow pool of talent in many specialist areas is the 
biggest threat to growth, which is why the ability to overcome skills shortages will become the defining characteristic of the employment 
market in 2011. 

It is also the catalyst for many of the other issues we expect to dominate in 2011, like salary pressure, the growth of counter offers and 
recruiting from overseas.

Skill shortages
We saw the first signs of skill shortages in 2010, particularly in the financial services, IT and finance technology areas. There is also a 
shortage of bilingual candidates with higher level English skills in both China and Japan. 

Various strategies to help overcome the skills shortage will be explored in 2011; and every success will tighten the candidate market further, 
which will have consequences for all employers looking to recruit.

Salary pressure
There is no doubt that professionals with skills in demand will expect a healthy salary increase in 2011. Employers will need to reconsider 
salaries in order to attract and retain the best candidates. 

Return of the counter offer
Companies are expected to dig deep to retain their top talent in the face of a tightening candidate market. A successful counter offer 
involves more than just money – employers need to make sure they address the underlying issue of why their employee decided to look for 
a new job in the first place.

Recruiting from overseas
Despite widespread agreement that employers will need to recruit migrants to meet the growing list of skills in demand, there remains a lot 
of reluctance about this particular strategy for helping to overcome skills shortages. 

Recruiting from overseas can be an uncomplicated process, and it is one that, properly done, yields good results.

Attraction and retention
In order to attract and retain talent, more employers are using bonus schemes, health and life insurance, gym memberships, stock options or 
education benefits. However it is time to get more innovative and consider the implementation of solid career development plans as well.

Social media’s influence grows
We expect the use of social media checks to become more mainstream in 2011. No longer will it be just the savvy employers that use social media 
to cross-reference a candidates’ employment history or evaluate potential employees. The lines between social and business sites have blurred and 
social media profiles will be viewed just as often as an employer searches a candidate’s name via Google.

But more than this, we also expect this publicly-available information to be used not just when recruiting, but when employers consider 
promotions and succession planning. So in 2011 it will be not just job seekers that need to ensure their online profile remains professional, 
but all employees.
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SALARIES
MARKET OVERVIEW & TRENDS

The highest increases are expected 
in China next year with 51% intending 
to increase salaries between 6-10% 
and 33% by more than 10%.

China recorded the highest increases 
with 68% of employers raising 
salaries between 3-10%, and 22%  
by more than 10%.

When you next review, by what percentage do you  
intend to increase salaries?

By country:

Nil to 3%

3% to 6%

6% to 10%
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51%
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59%
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33%
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31%

4% 5%

On average, by what percentage did you increase  
salaries in your last review?

 
By country:
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MARKET OVERVIEW & TRENDS

Almost half the respondents from 
Hong Kong intend to pay more than 
15% of the salary as a bonus.

All respondents reported an 
intention to pay bonuses to more 
than half of their employees.

BONUSES

Are bonuses related to:

None

Up to 10%

10% to 20%

20% to 50%

Greater than 50%

7%
8%

10%

11%64%

Up to 5%

5% to 10%

10% to 15%

Greater than 15%22%

8%

25%

45%

0

20

40

60

80

100

5%

Hours billed Firm
performance

Guaranteed Other

89% 10% 27%

What percentage of staff do you intend to award a bonus to this year?

On average, what percentage of staff salary  
do you intend to award as a bonus?
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MARKET OVERVIEW & TRENDS

78% of all respondents give their 
employees benefits in addition to 
salaries and bonuses.

Health is the number one  
benefit, provided by 65% of 
employers surveyed.

BENEFITS

If yes, which of the following do you provide?

Hong Kong

Singapore
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Health Car Life
assurance

Housing
allowance

52% 47% 29%

Do you give any benefits in addition to salary/bonus?

Top benefits by country: 
China

Japan
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MARKET OVERVIEW & TRENDS

52% of staff are not paid for these 
additional hours.

More than one third of respondents 
reported an increase in overtime.

Increased

Decreased

Remained the same
37%

7%

56%

OVERTIME

Are employees paid for these additional hours?

< 5 hours

5 - 10 hours

> 10 hours32%

49%

19%

Paid

Unpaid

Other30%

52%

18%

Over the last 12 months has overtime/extra hours in your organisation:

If increased, by how much per week?
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MARKET OVERVIEW & TRENDS

Permanent staff levels have 
increased for 51% of respondents 
and 55% expect levels to increase 
again in the next 12 months.

Two thirds of those employers  
that utilised a flexible staffing 
approach hired temporary staff 
through an agency. 

STAFFING

In the next 12 months, do you expect permanent staff levels to:

If yes, please specify:

Increased

Decreased

Remained the same

51%

10%

39%

50% 50%

Yes No

Increase

Decrease

Remain the same

55%

5%

40%
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20

30

40
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70

80

35%

Part-time
sta

Casual
sta

Temporary /
Contractor

Other

25% 66%

Job
Sharing

13% 7%

Over the last 12 months, have permanent staff levels in your department:

In the last 12 months, have you utilised a flexible staffing approach?
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MARKET OVERVIEW & TRENDS

STAFFING
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In the next 12 months, do you expect your use of  
temporary/contract staff to:

Regular, ongoing basis

Special projects

Exceptional 
circumstances / never
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Entry to middle management Senior management
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11%63%

How often do you employ temporary/contract staff?

For which areas have you recently found it difficult to recruit?

Is it your policy to counter-offer staff when they resign?

79% 21%

Yes No

Yes

Sometimes

No

7%

64%

29%

In skill-short areas, would you consider employing or sponsoring a 
qualified overseas/expatriate candidate?



SECTION TWO
SALARY INFORMATION

In general, salaries increased an average of  
3 to 6 per cent in the last review. The outlook  
is positive for candidates with further increases 
earmarked for 2011.
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“Candidates with direct sales experience and a proven track record in 
generating revenue will be highly sought after in 2011.” 

CHINA
China’s sales and marketing industry started 2010 slowly after many 
businesses had cut their advertising budgets. In response to the 
apparent instability of positions within agencies, candidates 
preferred client-side roles. But by the end of 2010, the market started 
to pick up. Most agencies now have aggressive expansion plans in place 
for 2011 after streamlining their operations during the recession.  

Luxury brands have continued unabated with their expansion plans, 
primarily in second and third tier cities. This is expected to continue 
at the same frenetic pace. 

Salary increases in the advertising industry typically averaged 
between 25 and 40 per cent. Moving forward we expect there to be 
fierce competition for candidates that were retained during the 
recession and who have seen their value rise. As such, the industry 
will continue to experience high staff turnover.

Positions with luxury brands are highly coveted by candidates and as a 
result these roles often have rather static salary offerings. The hotel 
industry has a similar inelasticity with regard to salaries since candidate 
supply exceeds demand. This is expected to continue in 2011.

In advertising, a wide range of skills are in demand. Those with 
digital expertise are in the highest demand. This is followed by 
candidates with healthcare advertising expertise given the boom in 
pharmaceuticals. We also expect a skills shortage of Regional 
Account Directors to emerge in 2011. 

In luxury brands and consumer goods, the demand continues for 
Boutique Managers and Merchandising Managers. The hotel industry 
is seeking Sales Directors, Directors of Food and Beverage, Front 
Office Managers and GMs for new hotels. 

If you receive an offer from a competitor, especially in the 
advertising field, you need to be aware that your new scope of 
responsibilities will probably be more extensive than it was two 
years ago. Companies have discarded their pre-recession 
complacency and are now focusing heavily on productivity. 

We advise candidates to have solid, verifiable references that can be 
checked by potential employers. The job-hopping that was virtually 
ignored by employers prior to the recession is now questioned far 
more thoroughly. 

HONG KONG
The market slowly recovered throughout 2010 and the signs are 
relatively encouraging for 2011. The financial services sector was the 
first to recover and momentum in this sector is now strong, with a 
focus on CRM and online marketing. Within insurance, those 
candidates with experience in rebranding, investor relations and IPO 
projects have been in particular demand. 

We expect steady growth in 2011, with sourcing, digital marketing 
and consumer analytics the key areas to watch.

Steady salary growth is expected in 2011 as the market rebounds 
and becomes candidate short. In our post-global financial crisis 
market, candidates are not as willing to change employers; they 
want to repay the loyalty shown to them by their employers. This is 
a direct contract to past trends, where candidates would not have 
hesitated to move for a 10 to 15 per cent salary increase. Today 
however candidates are more likely to base their decision on the 
company, financial security and long-term opportunities.

Demand will rise for online technical candidates, including data 
specialists, graphic designers, CRM specialists and online marketing 
experts. Consumer analytics is also expected to experience growing 
demand as companies focus on researching consumers before major 
campaigns and take action to review the result afterwards. 

If you are looking for a new role, we advise you to research 
opportunities carefully and ensure that your resume clearly defines 
all your relevant and significant achievements.

JAPAN
The economy is slowly improving so businesses want to fully benefit 
from any increase in spending. Therefore sales and marketing hiring 
continues to gradually increase, although the process is slower than 
before the global financial crisis. Employers are now putting extra 
resources into finding and hiring candidates and this trend will 
continue throughout 2011. 

There has been little movement in salaries, with some increasing by 5 
to 10 per cent, and others dropping by 5 to 10 per cent. It will be a 
similar situation in 2011 as costs continue to be very carefully managed.  

Having said this, the best candidates are starting to receive multiple 
offers, and consequently employers will need to become more 
competitive if they are to secure the top talent. 

Candidates with direct sales experience and a proven track record in 
generating revenue will be highly sought after in 2011. A limited 
number of marketing roles are also starting to become available 
after two years, but the requirements are very high, with a strong 
preference on bilingual communication skills. 

There is also more demand for senior Japanese salespeople  
who have 15 to 20 plus years of experience. The preference here is 
for professionals with limited job changes and bilingual 
communication skills. 

Improve your English skills wherever possible. Be patient and 
flexible throughout the process and give as much availability as 
possible for interviewing and meeting your recruiter. Also, make sure 
to be very well prepared – study the company and job specifications 
as much as possible. 

SINGAPORE
The idea of designed in the West and built in the East is being 
challenged as the self-sufficient Asian markets parade strong 
domestic demand, intellectual knowledge and human capital wealth. 
The ‘smart global executive’ has recognised that while every global 
market stopped simultaneously in 2008, the same cannot be said 
for the recovery. South East Asia and the greater APAC region have 
responded strongly with corporations placing significant importance 
on securing the right talent for their executive ranks. 

With a pool of executives wishing to reposition themselves internally 
or with a new employer, the corporations hold the balance of power. 
As a result salaries have remained fairly static with only slight 
increases on occasion. This conservative environment is expected to 
continue throughout 2011.

The demand for specific talent will continue across all vertical 
markets. In 2010 demand was highest for junior sales and marketing 
executives, with front line sales executives gaining the most 
attention as corporations sought to reclaim market share. 

In 2011 we expect the next wave of investment to focus on the 
$200,000 to $400,000 salary bracket, as much needed people 
management professionals are reinstated. Towards the end of 2011 
we expect to see demand rise in the Regional and General 
Management market of $400,000 plus. 

We advise candidates to be patient. Firms are highly specific in their 
requirements and committed to ensuring the success of their new hires. 

SALES & MARKETING
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Notes
• Typical salary range in ‘000 (excluding Japan which is stated in millions) • Salaries are represented in local currencies * With bonus

Sales & Marketing
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China

Hong Kong

Japan

Singapore

China

Hong Kong

Japan

Singapore

China

Hong Kong

Japan

China

Hong Kong

Japan

Singapore

China

Hong Kong

Japan

Singapore

China

Hong Kong

Japan

Singapore

Japan

Singapore

500 - 700 N/A 120 - 200 1,000 - 1,300

800 - 1,200 N/A 280 - 500 1,000 - 1,400

10 - 15 N/A N/A 15 - 40

180 - 300 100 - 200 45 - 80 300 - 450

220 - 300 200 - 330 N/A 200 - 270

400 - 600 480 - 650 N/A 300 - 550

6 - 9 N/A N/A 6 - 8

75 - 140 80 - 140 150 - 200 90 - 180

500 - 650 300 - 450 200 - 250 250 - 350

520 - 800 380 - 600 260 - 400 300 - 500

N/A 10 - 15 6 - 9 5 - 14

1,200 - 2,000 350 - 450 100 - 200 240 - 480

1,000 - 1,800 500 - 700 450 - 700 450 - 700

14 - 20 6 - 9 8 - 9 6 - 14

200 - 350 N/A 90 - 180 75 - 180

220 - 320 240 - 440 N/A N/A

480 - 800 400 - 700 N/A N/A

7 - 10 7 - 10 N/A N/A

90 - 180 80 - 150 90 - 160 80 - 160

330 - 450 250 - 400 220 - 350 N/A 150 - 220

450 - 700 350 - 450 350 - 500 N/A 360 - 480

5 - 7 5 - 8 6 - 9 N/A N/A

90 - 120 90 - 120 N/A 125 - 220 80 - 150

N/A N/A N/A N/A 4 - 8

200 - 500* 130 - 280* 100 - 250* 200 - 380* 90 - 140*
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Marketing Manager

Channel Manager

Account Director

Sales Operations 
Manager

Public Relations/ 
Communications 
Manager
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OUR INTERNATIONAL REACH:

30
COUNTRIES

25
SPECIALIST BUSINESS UNITS

270+ 
OFFICES

6900+ 
EMPLOYEES
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China
Beijing
Unit 02, 7/F, Tower 1
China Central Plaza, No. 81 Jianguo Road
Chaoyang District, Beijing 100025
T: +86 10 6598 9122
E: beijing@hays.cn

Shanghai
Unit 3001, Wheelock Square
No.1717 West Nan Jing Road
Shanghai, China 200040
T: +86 21 2322 9600
E: shanghai@hays.cn

Suzhou
Unit 1506, 24th Building, Times Square
Hua Chi Street, Suzhou Industrial Park
Suzhou, China
T: +86 512 6289 0288
E: suzhou@hays.cn

Hong Kong
5805-07, 58th Floor, The Center
99 Queen’s Road
Central, Hong Kong
T: +852 2521 8884
E: hongkong@hays.com.hk

Japan
Osaka
5F Azuchi-machi building
3-4-10 Azuchi machi, Chuo-Ku
Osaka 541-0052, Japan
T: +81 6 4705 5545
E: osaka@hays.co.jp

Tokyo
Akasaka Twin Tower Main Tower 7F
2-17-22 Akasaka
Minato-ku
Tokyo 107-0052
T: +81 3 3560 1188
E: japan@hays.co.jp

Singapore
Level 27, UOB Plaza 2
80 Raffles Place
Singapore, 048624
T: +65 6223 4535
E: singapore@hays.com.sg
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