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Introduction

Methodology

2010 has been a very positive year from a recruitment perspective and a much different
landscape to 2009, The banking and financial services sector rebounded aggressively from
the woes of 2009, replacing the headcount that was lost and Investing in additional
headcownt in key aneas, The broader commercial sector quickly fallowed suit as they
positioned themselves to take advantage of a much improved market.

Probably the most significant outcome of this renewed recrultment activity s that we have
reverted to a candidate short market in record time. Demand for high caliber candidates
BCross most sectors continues, but the pools of talent remain limited.

2010 has been a year of recovery, rebuilding and laying solid foundations for future growth,
Therne is a strong feeling of optimism across most industries and for what 2017 will bring.

We recently carrled out a survey of our clients and look forward to sharing these findings in
this report.

I hope you find it useful and please do not hesitate to contact the Ambition team If we can
be of any further assistance.

Regards,

Paul Endacott
Managing Director, Singapore

During Movernber 2010, Ambition conducted a survey amongst our clients Focusing on recruitment and market trends.
450 Hong Kong and Singapore based executives were surveyed. This comprised an even spread of Finance, Sales &
Marketing and Human Resources professionals from over 300 companies across 12 Industry sectors.

Core Focus;

# Business Performance and Market Outlook

» Hiring Trends
» Compensation
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Key Findings

The survey produced some interesting findings. Firstly it confirmed what we already knew, i.e. 2010 was a year of
recovery in Asia, but secondly highlighted some important By-products to be aware of due to this growth

The fact that businesses werne growing and that confidence was returning (certainly in Asia), had a significant impact on
candidate confidence and this was probably the biggest step change to 2009, In 2000, candidates didnt want to move
as there was an overwhelming concern of being last in first out. However, as we've progressed through 2010, candidates’
confidence has steadily improved and this has meant that many were willing and able to make the move to other
companies, This led us to see not only new roles being recruited in the market as a result of growth, but also a significant
increase in the recruitment of existing roles due to the attrition that clients were experiencing, In what quickly became a
talent short market this was making recruitment increasingly difficult because, as indicated by over 30% of respondents,
the greatest challenge they faced when hiring was the lack of gualified candidates. It is likely that this trend will continue
&5 over /2% of respondents expect 2011 to be a better year than 2010 and will therefore need to expand most
functions,

The survey confirmed that even in the face of the economic challenges in the West, Asia remains in growth mode. What
this means for candidates is that career opportunities will continue to present themselves and for clients there is a very

real opportunity to drive revenue growth and market share in Asia. That is, as long a5 they can identify the right talent,
and if it"s not in Asia, our survey tells us that 52% will bring them from overseas.

The survey confirmed that even in the
face of the economic challenges in the
West, Asia remains in growth mode.

Highlights

» 93% of respondents saw their business perform as expected or better than expected in 2070
# 50% of respondents saw attrition increase in 2010

« Salary increments and bonuses are back on the corporate agenda

¢ 72.5% expect an even better performance in 2011

« Most functions are set to expand in 20711 led by sales and business development
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It is encouraging that the vast majority of
respondents are looking to award salary increments
and bonuses on the back of improved business
performance through 2010...
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Salaries & Bonuses

At the time of writing it Is encouraging to see that salary Increments and bonuses ook to be back on the corporate
agenda. In Singapore and Hong Kong, only 2.5% of respondents indicated that there would be no salary increment, whilst
a very positive 79% of respondents indicated that salary incrememnts would be between 2% and 6%. At the other end of
the spectrum, over 5% of respondents indicated that the salary increments they award will be 8% or above,

Expected Average Salary Increment for 2011

On the bonus front the optimism continues. as over B1% of respondents stated that the average emplovee can look
forward to a bonus of up to 20%, encouragingly higher than the market has seen for some time. At Director level the
good news continues with 31% of respondents indicating that bonuses would be up to 20%, 25% of respondents
indicating abowve 20% and 24% of respondents Indicating that bonus payouts could exceed 30%. Only an average of 7% of
respondents didn't expect Lo pay any bonus.

Expected Performance Bonus for 2010
by Percentage of Salary

g ik 1520 - M+
k- E watuthng Bon-Direstar el B ExsculivaDirsctor linsel

[t is encouraging that the vast majority of respondents are looking to award salary increments and bonuses on the back
of improved business performance through 2010, and this provides an optimistic backdrop as we enter 2017,
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Attrition & Retention

An increased attrition rate, coupled with the
difficulties of attracting high calibre candidates

in a talent short and hugely competitive market
like Asia is possibly the greatest threat to
business growth.

In a talent short market, attrition has become a major concern given the challenges to recruit additional, let alone
replacement positlons. In both Singapore and Hong Kong, almast 50% of respondents sald that they had sean their
attrition rate increase through the course of 2010, This in itself isn't surprising given the market in 2009, but what is
concerning is that 71% of respondents indicated that the main reason For this is due to employees being lured by better
remuneration packages by competitors and 41% indicated that there were a lack of career opportunities available,

Factors Influencing Attrition in 2010

Uraaisfachory  Poor manage=eni Mo smrecker  Lack of mseing and Lok of Career v oot of

BNy NOrETHST Wl DO T ] Lo g ] [ RE a AT, Tl
e oftered by oprtorabesy. [t o]
I LT ey

2010 has seen a considerable shift in candidates’ confidence in the market as the number of candidates willing to
consider opportunities outside of their current employment continues to increase. In addition, given that growth in 2017
i5 still on the agenda for most respondents this remains a very real threat moving forward, Through the course of 2010 in
Hong Kong and Singapore, we have seen an average salary increment of 10%-20% for candidates that switched
companies, [t would be unrealistic and indeed unsustainable for companies to offer their emplovees salary increments of
this size, so there needs to be a real focus on retaining people through training, development and career progression. An
increased attrition rate, coupled with the difficulties of attracting high calibre candidates in a talent short and hugely
competitive market like Asia is possibly the greatest threat to business growth,
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2010 has seen a considerable shift in candidates’
confidence in the market as the number of
candidates willing to consider opportunities outside
of their current employment continues to increase.
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Employment Trends

Accounting & Audit

In both Hong Kong and Singapore, demand for strong candidates with a background in financial reporting, management
reporting and product control has continued throughout the year, Certainly this has been driven by expansion in teams,
but also due to the attrition in these areas that many of our clients have experienced, The majority of the hires that have
been made in this space have been at the junior to middle management level, and recruitrment for roles at the most
senior levels have been more limited. Within the Tax and Audit area, candidate pools remain notoriously low and these
are areas where demand has been consistent throughout the vear, but given the limited supply of candidates, premiums
have certainly been offered for these skillsets, In addition there has been continuous demand for Change and Project
Managers from a Finance/Accounting background as organisations, large and small, drive their country and regional
transformation programmes,

...there has been continuous demand for Change and
Project Managers from a Finance/Accounting
background as organisations, large and small, drive

their country and regional transformation
programmes.

Operations & Middle Office

2010 has been an active year in the QOperations and Middle Office spaces driven by a combination of new projects.
expanding teams and replacermnent hires due to attrition. With the increase of activity in the front office at the beginning
of the year, there was a need to expand across the middle and back office to support the increased number of
tramsactions. During the first half of 2010 there was a reasonable pool of candidates to draw upon, due to the downsizing
that happened during 2009, but as we progressed through the second half of the year the pools diminished and high
calibre Operations candidates became harder to come by.

A number of banks have grown or established their Equities Operations, Fixed Income and Middle Office teams this year
which has resulted in a shortage of candidates at all levels and particularly within the Project Management and Change
space.

As we enter 2011 we expect this shortage to continue, particularly on the Equities side in Hong Kong, whilst in Singapore,
Fixed Income, Listed Derivatives and Clearing experience will be difficult to come by. As the off-shoring of processing
work continues, firms will look to hire more skilled, business focused individuals to strengthen the teams that remain.
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Employment Trends

Relationship Management

Relationship Management [RM), particularly in the area of Private Wealth Management, has been a hotspot this year as
consumer banks look to increase their Priority and Privilege Banking portfolio and private banks look to do similarly in the
High Net Worth arena. The growth in this market in Asia has been extensive and looks set to continue, even though
finding talent for offshore markets and particularly onshore roles remains very difficult, When it comes to onshore R
positions, clients are being more creative, by taking those who have strong people skills and who can be developed in this
area, However, for offshore positions, client portfolio remains key, and those with strong relationships in Taiwan, China,
Indonesia or the MRI market remain in hot demand. The same can be sald for private bankers, as those that have
LISET00M AUM and can move their clients with them in a short timeframe, will be able to get a role in virtually any
private bank in Asia,

There has also been a significant increase in the demand for Relationship Managers in corporate banks in Asia as they
look to expand their revenues and new corporate banking ventures ane established.

Opportunities for strong RM’s Is set to continue for the foreseeable future,

Risk & Compliance

As firms have continued to focus on strengthening Internal Controls, there has been consistent recruitment throughout
the year in Risk and Compliance teams, Many banks looked to recruit Credit Risk candidates at all levels and from the
retail and corporate side to investment banks, Operational Risk experience has also been sought after, although more
robes have been seen within business units, especially Operations, rather than in group level teams. This demand is driven
by the meed for the Risk Managers to have a greater understanding of the business flows and so be able to advise the
business rather than just report on incidents, In Hong Kong, the expansion of a few firms’ equities businesses did create
sorme movement in the Market Risk space but there was less activity here than in other areas.

2010 has been an extremely busy year for Compliance recruitment, driven both by expansion hires as companies look to
implernent stronger regulations in the region and staff turnover, Again this recruitment surge has been felt across all
levels and has had an effect on salaries with 20-30% increments becoming increasingly the norm rather than the
exception. Whilst Control Boom and Product Compliance have perhaps been the most active areas there has also been
significant demand for PWM Compliance Specialists, Surveillance and AML.

Marketing & Communications

2010 has seen a number of opportunities present themselves for Marketing and Communications professionals across
the financial services industries. The global financial crisis (GFC) saw a consolidation in some banks and financial
institutions, as many looked to bulld a stronger foothold In the Asian markets. This meant that there were requirements
for Sponsorship and Branding professionals as organisations looked to align themsebves competitively and appropriately
in the local markets. There has also been consistent demand for PR and Corporate Communications professionals as
there has been a need for some employers 1o communicate the changes they were going through effectively, but also an
oppartunity for others to volce to the external market the positive growth they have been axperiencing. Overall, there
has been a reasonable armount of activity within this market and this is set to continue in the traditional areas, but also in
technology and digital as emplovers ook to develop more appropriate channels to reach their audience, whether that be
soclal media or otherwise,
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Outlook 2011

Across all industries hiring has increased and it
seems this is set to continue across almost all

functions.

On the basis of the results of our survey, the outlook for 2011 seems to be confident, upbeat and optimistic, Across
Hong Kong and Singapore, 72.5% of respondents feel that their 2011 performance will be better than their 2010
performance. OF the remainder, 24.5% feel that their perfformance will be the same as 2010 and only 3% feel that they
will have a worse performance tham 2010,

Across all indwstries hiring has increased and it seems this is set to continue across almost all functions. It is unsurprising
that 69% of respondents expect to be expanding their Sales and Business Development functions in 2011 as companies
look to drive thelr revenue streams and capitalise on an improved economy, Growth is also expected in Marketing and
Communications, and with greater focus on Regulations, Accounting, Risk and Compliance professionals are also likely to
be in demand as we move through 2011, For those in Banking and Financial Services, 33% felt that the Operations
functions will likely expand.

It is encouraging to see that most companies are looking to grow and expand their functions to increase market share,
but the flip side is that candidates are already in short supply. The talent pools are and will remain limited, so at some
point employers will need to compromise to find the right talent as it is highly likely that demand will gutstrip the supply
of the ideal candidates as we progress through 2011,

About Ambition

Ambiticn |5 a leading global boutique recruitment business listed on the Australian Securities Exchange. With coverage
across Singapore, Hong Kong, Sydney, Melbourne, Brisbane and London, we specialise within the areas of banking &
financial services, finance & accounting and sales & marketing.

Far more information, please visit: www.ambition.com.sg
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Hong Kong & Singapore Salaries 2011

Marketing & Communications Professionals, Banking & Financial Services

Years of Experience  Anmual Salary Range (HKS]  Amnwsal Sslary Range (5G5)

Executive Directos, Marketing 21 1.5K4+ 300K+
Marketing Director 154 1M = 158 150K - 300K
VP®, Madketing 10+ T20K - SE0K 150K - 250K
Marketing Manager G+ 420K - 540K B0 - 130K
Managing Nrector, Comporate Communications [ Affalrs 20+ 1.8M+ 350K+
Director, Corporate Communications | Affalrs 15+ 1M - 1.8 175K - 275K
WP, Corporate Communications I Affalrs 10+ F20K - 1M 150K - 2008
AVP* Corporate Communication / Affalrs -8 AB0K - GO0K 100K - 150K
Internal Communécaticns Manager 6-8 A200 - FH0K 100K - 125K
Executive Directos, Events Albs 1.5Ms 200K - 3008
Dérector, Events 154 18 - 1,58 175K - 225K
Cornference I Event Manages 6-8 AF0K - 7308 B0 - 110K
Event Specialist 3-5 240K - 360K GOK - 80K
Media Relstions Manager 6-8 AZ0K - 540K TN - 100K
Head of Market Research [ Business Intelligence 15+ T8 - 1.2 175K - 200
Market Reseanch ! Business Intelllgence Manager &-10 Caa - P A0 100K - 150K

* Yice President
== Assistant Vice President

Motes to salary table:

1 Tithes and lewel vary from ceganisation bo organisation,

2 The salary ranges given are only approximate guides. For tadored salary advice, please contact us directly.

3 12 month base salaries ane assumed.

4 Al other benefits and bonuses sne in sddition to these figures,

5 Bonus ranges can vary significantly froem company to company and will be influenced by market conditions, business and indhidual
perfarmances. Bonus ranges are from 1 month &t the kow end 1o 100% a1 the upper and this 5 most Boehy when times are good,

6 Holiday entitlernents range fram 12-25+ days with senlor executives not usually receldng less than 18, Less than 15 15 very rare and 20

danys Is becoming the nomm

T Healthcare policies are standand.

8 Pension plans vary with some companies offering greater than the standard contribution. Top up schemes can Increase employer
contribution bevels as much as 1520 per cent of the base salary for senlor executives.

9 Share plans of any material valee tend to be reserved for senior management.
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Singapore Salaries 2011
Finance & Accounting Professionals, Banking & Financial Services

Audit ! Internal Control Years of Experience
Head of Audit § Imermal Control 15+
Semlor Viee Predident 15+
Vice Pregident 12-15
Agilstant Vice President 7-12
Anabyst / Assoclate 1-8
CFO

Regional Chief Financlal Officer 15+
Country Chief Financlal (fficer 12+
Compllance

Head of Compliance 15+
Senlor Vice President 15+
Vige President 12-13
Assistant Vice President T-12
Anabyst [ Associate 1-7
Management Reparting

Head of Departiment 15+
Senlor Vice President 15+
Vice President 12-15
Assistant Yice President 7-12
Analyst f Associate 1-8
Product Control

Hesd of Product Contied 15+
senlor Vice President 12+
Vice President 10-15
Assistant Yice President 6-12
Anatyst | Associale 1-7
Regulatory Reporting / Financial Accounting

Head of Department 154
Senlor Vice President 15+
Vice President 10-15
Assirant Vice President T=12
Analyst [ Associate 1-8
Tax

Head of Tax 15+
Senlor Vice President 15+
Vice President 12 - 15+
Assistant Yice President 7=12
Tax ACcountant 3.7

Hotes to salary table:

LA d Lk B =

Titles and beved vany from organtsation to cqganisation.

Annual Salary Range (SG$)
£ S+
180K - 250K
140K, - 200K
85K - 140K
45K - 0K

J00K - 500K
200K - 300K

240K +
180K - 220K+
130K - 180K
BOK - 130

A - 80K

250K +
200K - 250K
150K 2506
BOK - 1508
A0K - B5K

250K+
200K - 250K
145K - 200K
5K - 145K
S0K - 90K

£ »
180K - 220K+
150K - 180K
BOK - 150K
4K - B5K

230K+
180K - 220K+
140K - 180K
BOK - 7408
0K - 80K

The saary ranges ghen ane only approximate guides. Fos tallored salary adhvice, please contact us directly,

12 manth base salaries ade assurmed,
AN cther benefits and bonuses are In addition to these figures.

Borus ranges will typlcally vany from a 13th month (now largely eradicated a3 8 guarantesd component) with some senlor back office

expCutives reportedly eaming 100% bonuses.

Holiday entithements range from 1.2-25 plus days with senlor executhes not usually recelving less than 18, Less than 15 15 wery rare and

20 days is becoming the narmm.
Healthcare policies are standard.

Persion plans vary with some companies affering greater than the standard contribution, Top up schames can Incresse employer
contribution levels as much as 15-20 per cent of the base salary for sentor executives. Some banks are also providing pension top-ups

for non Permanent Reddents
Share plans of ary material value tend 1o be reserved for senior management.,
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Singapore Salaries 2011

Operations Professionals, Banking & Financial Services

Operations (Settlements / Corporate Actions) Years of Experlence Annual Salary Range [(SGS)
Senior Vice President 12+ 200K
Vice Pregident 12-15 1506 - 20K
Semlor AdLltant Vice Prigident 1M0-12 1206 - 150K
Agidstant Vice President F-10 J0K - 120K
Adsoclabe 3-7 506 - 0K
Anabyst 1-13 ELL
Middle Office [Trade Support)

Senlor Vice President 15+ 200K«
Vice President 12-15 1606 - 200K
Senior Assistant Vice President 1M0-17 1308 - 160K
Aggictant Vice President 7=10 BK - 130K
Associate 3-7 S5K - BOK
Anghyst 1-13 A0 - 55%
Project Management

Senlor Vice President 15+ 200+
Vice President 12-15 16508 - 2
Senlor Assistant Yice President 10-12 1308 - 160K
Assistant Vice President 7-10 80K - 130K
AssOCiane 3-7 S5k - B
Analyst 1-3 40K - 55K
Client Services

Senlor Vice President 124 200K+
Vice President 12-15 1506 - 0K
senlor Assistant Vice President 1mMm-12 12086 - 150K
Assistant Yice President F-10 JOK - 120K
AssoCiate 3-7 506 - 0K
Anatyst 1-3 35K - S0K

Hotes to salary table:

- LA B L B ==

B oy

Titles and bevel vary from organisation to crganisation,

The salany ranges given are only approximate guides. For tailored salary advice, please contact us directly,

12 maonth base salaries ane assumed,

Al athid beneits and bonutes are in addithon 1o thete I'Igum!.

Bonus ranges will typically vary from a 13th month (now largely eradicated as a guaranteed component) with some senlor back office
cxeoutives reportedly eaming 100% bonuses

Holiday entithements range from 12-25 plus deys with senior executives not usually recedving bess than 18, Less than 15 is very rare and
20 days is becoming the nom

Healthcare policies ane standard,

Persion plans vany with some companies offering greater than the standard contribution. Top up schemes can increase employer
contribution levels a3 much & 15-20 per cent of the base salary for senlor executives. Some banks are alio providing pension top-ups
for non Permanent Residents.

Share plans of ary matedal value tend Lo be rewsrved for enlon management.



2010 has been a year of recovery, rebuilding and
laying solid foundations for future growth. There is a
strong feeling of optimism across most industries
and for what 2011 will bring.
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Look out

for our next
Market Trends

& Salaries Report
in Summer 2011.

ambition

65 Chulia 5treet, #39-05/06 OCBC Centre, Singapore 049513
T: +65 6854 5600 F: +65 6854 5650

info@ambition.com.sg resume@ambition.com.sg
www.ambition.com.sg

SINGAPORE * HONG KONG - LONDOHN » 5YDNEY » MELBOURNE + BRISEANE
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