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welcome to the hudson hong kong salary & employment insights for 2013. 

this year we canvassed 707 employers and employees in hong kong1 about  
one of the most pressing issues in this talent-short market — the tendency of 
candidates to withdraw from the recruitment process, even after they have  
signed a contract. 

hudson believes there is much employers can do during the hiring process to 
address this issue and secure the best talent for their organisation.

hong kong’s economy showed modest growth of around 1.5% overall for 2012.2 that figure is expected  
to increase to 2.4% for 2013.3 unemployment continues on a downward trend: seasonally adjusted figures 
were 5.3% in 2009, 4.3% in 2010, 3.4% in 2011 and 3.2% in 20124. the nation’s employers are largely 
optimistic — more than a third (37.0%) of organisations expect to increase permanent staff numbers in  
Q1 2013.5 

the cost of living is famously high in hong kong6 so money will always be a critical factor in deciding whether 
or not to accept a new role. while employees are still motivated by salary, clients tell us that hiring costs are 
under scrutiny, and big salary increases or sign-on bonuses are not on the cards right now. so how can they 
attract and retain high-calibre people who may be cautious about switching jobs? the answer is that when 
companies are offering broadly similar remuneration packages, candidates look at other factors that add 
value to an offer. 

it may be easier to entice people with big salaries, but do dollars buy commitment or loyalty? today, 
employers need to work harder to generate interest in the role and company, rather than rely on salary alone. 
their recruitment processes must evolve to take account of this new environment.

introduction

1 figures quoted are sourced from the following professions: accounting & finance; advertising & communications; automotive; banking & financial services;  
 chemical & energy; healthcare & life sciences; human resources; it&t; legal; manufacturing & industrial; property & construction; sales & marketing; and  
 supply chain & procurement.
2 Economic Outlook 2013: Steady but Slow Recovery 2012, hang seng bank limited, <https://www.hangseng.com/cms/tpr/eng/analyses/pdf/hkem_e.pdf>.
3 The World in Figures: Hong Kong 2012, the economist, <http://www.economist.com/news/21566455-hong-kong?zid=306&ah=1b164dbd43b0cb27ba0d4 
 c3b12a5e227>.
4 Economic and Trade Information on Hong Kong 2012, hktdc, <http://www.hktdc.com/info/mi/etihk/en/>.
5 The Hudson Report: Employment Trends, Q1 2013, hudson, <http://hudson.hk/hudson-report/2013-Q1/hongkong>.
6 Worldwide Cost of Living Survey 2012 — city ranking 2012, mercer, <http://www.mercer.com/press-releases/cost-of-living-rankings>.

https://www.hangseng.com/cms/tpr/eng/analyses/PDF/hkem_e.pdf
http://www.economist.com/news/21566455-hong-kong?zid=306&ah=1b164dbd43b0cb27ba0d4c3b12a5e227
http://www.economist.com/news/21566455-hong-kong?zid=306&ah=1b164dbd43b0cb27ba0d4c3b12a5e227
http://www.hktdc.com/info/mi/etihk/en/
http://hudson.hk/hudson-report/2013-Q1/HongKong
http://www.mercer.com/press-releases/cost-of-living-rankings
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it’s also vital employers ensure their approach is timely, engaging and demonstrates to candidates that their 
offer merits acceptance and commitment. 

with this in mind, our salary guide includes key points to take into account when formulating salary 
packages. it also includes hudson’s recommendations on how to maximise the efficiency of the recruitment 
process, improve candidate engagement and help ensure a higher number of preferred candidates are hired.

we would like to thank everyone who took part in this year’s research. we value your time and contribution. 

whether you participated or not, we hope you will find our salary & employment insights useful when 
formulating remuneration packages for 2013.

Tony Pownall 
general manager, hong kong
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working with many top global 
companies on a regional basis, and  
with deep local market expertise, we 
operate across many industries and 
sectors including accounting & finance, 
advertising & communications, banking 
& financial services, human resources, 
it&t, manufacturing & industrial and 
sales & marketing.

more information is available at  
hudson.hk

a pool of top talent. all our consultants 
have industry relevant qualifications  
and experience, bringing a closer 
understanding of the qualities needed  
to succeed. in addition, our range of 
proprietary tools, specialist talent 
management and recruitment expertise 
enables us to match professionals with 
the right role based upon experience, 
abilities and cultural fit, to ensure you are 
always building a team geared toward 
high performance.

as an award-winning talent solutions 
company, hudson consistently delivers 
the highest levels of customer 
satisfaction and is accredited with the 
iso 9001:2008 certification. we pride 
ourselves on connecting clients with 
seasoned professionals in a diverse 
range of industries.

hudson (nasdaQ: hson) is a leading 
global provider of highly specialised 
professional recruitment, recruitment 
process outsourcing (rpo) and talent 
management solutions, employing more 
than 2,000 staff around the world, with  
78 offices in more than 20 countries.  
our offices operate throughout asia 
pacific, north america and europe. in 
asia pacific, we have offices in hong 
kong, china, singapore, australia and  
new Zealand.

hudson’s team of dedicated specialist 
consultants are trained to accurately 
assess your organisation's needs and 
help you discover exactly what you 
require for current and future growth. 
drawing on personal and online networks, 
our consultants actively engage with  

about hudson

http://hudson.hk
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people work hard here: the average hong 
kong employee works 2,287 hours each 
year (compared with the british average 
of 1,625 hours11). most professionals 
enjoy a relatively high degree of job 
security compared to other developed 
markets. although the cost of living is 
high (a new flat in hong kong generally 
costs 12 times as much as the median 
salary of a typical buyer12), low 
unemployment and a shallow local talent 
pool mean skilled professionals have 
plenty of opportunities for advancement. 

nevertheless, the days of big salary 
increases are behind us for now. most 
hong kong employers expect to award pay 
increases in the region of 3–7% for 2013. 

despite the expectation of restraint in 
compensation increases, companies are 
looking for new skills when hiring. nearly 
two-thirds (63.2%) of hong kong 
businesses say the tough economic 
environment has had an impact on the 
skills considered to make high 
performers.13 flexibility in embracing 

after months of uncertainty, particularly 
in the euro zone and u.s., the global 
economy is still looking fragile. the euro 
zone remains in crisis and gdp growth 
has slowed in major economies including 
those of Japan and india.7 

although hong kong’s economy has 
been affected by global uncertainty, its 
prospects are a little brighter. supported 
partly by high consumer demand from the 
growing chinese middle class, growth is 
expected to pick up pace in 20138, 
although slowing mainland demand and 
weak markets in the west mean it will fall 
far short of recent highs.9

research from the hong kong trade 
development council shows the region  
is seen as the leading cbd in asia and  
is the ‘gateway to the asian market.’10 
companies keen to develop business 
channels into asia continue to establish 
operations in hong kong — and are 
looking for local talent to help them 
maximise opportunities.

in search of opportunity:  
employers and employees are  
looking for greater value

7 India and Japan — New Global GDP Drag 2012, 24/7 wall st., <http://247wallst.com/2012/11/12/india-and-japan-new-global-gdp-drag/>.
8, 9 Asia's great moderation 2012, the economist, <http://www.economist.com/news/finance-and-economics/21565978-some-worlds-stablest-economies-are-asian-time-worry-asias-great>.
10 Hong Kong as Asia’s Central Business District (Executive Summary) 2012, hktdc, <http://economists-pick-research.hktdc.com/business-news/article/research-articles/hong-kong-as-asia-s-  
 central-business-district-executive-summary/rp/en/1/1X000000/1X09Qif3.htm>.
11 India 'will become world's biggest economy in less than 40 years' 2012, the telegraph, <http://www.telegraph.co.uk/finance/economics/9540444/india-will-become-worlds-biggest-economy-in- 
 less-than-40-years.html>.
12 Mid-levels they ain’t 2012, the economist, <http://www.economist.com/node/21553462>.
13 The Hudson Report: Employment Trends, Q3 2012, hudson, <http://hudson.hk/knowledgecentre/thehudsonreport/introduction.aspx?report=2012-Q3>.

Note: Figures do not add up to 100% as respondents could select all that apply.

AT WHAT POINT IN THE RECRUITMENT PROCESS ARE CANDIDATES
WITHDRAWING THEIR APPLICATION?

% of respondents

0 60503020 4010

First/second interview

After contract is signed

Shortly after the
candidate commences work

with your organisation

After an offer is made

Between application
and first interview

Final interview

fig 1

http://247wallst.com/2012/11/12/india-and-japan-new-global-gdp-drag/
http://www.economist.com/news/finance-and-economics/21565978-some-worlds-stablest-economies-are-asian-time-worry-asias-great
http://economists-pick-research.hktdc.com/business-news/article/Research-Articles/Hong-Kong-as-Asia-s-Central-Business-District-Executive-Summary/rp/en/1/1X000000/1X09QIF3.htm
http://economists-pick-research.hktdc.com/business-news/article/Research-Articles/Hong-Kong-as-Asia-s-Central-Business-District-Executive-Summary/rp/en/1/1X000000/1X09QIF3.htm
http://www.telegraph.co.uk/finance/economics/9540444/India-will-become-worlds-biggest-economy-in-
less-than-40-years.html
http://www.telegraph.co.uk/finance/economics/9540444/India-will-become-worlds-biggest-economy-in-
less-than-40-years.html
http://www.economist.com/node/21553462
http://hudson.hk/KnowledgeCentre/TheHudsonReport/Introduction.aspx?report=2012-Q3


hong kong | salary & employment insights 2013    5 

reducing the risk of  
candidate withdrawal
talent shortages in hong kong put 
employers at greater risk of candidate 
withdrawal during the recruitment 
process. some candidates renege even 
after having completed the entire 
recruitment process: more than two in 
five (44.2%) employees believe that 
withdrawing after signing a contract  
is acceptable if a better salary or 
opportunity is offered elsewhere.

Hudson’s research shows: 
 | more than half (53.9%) of hong 

kong’s employers have experienced  
a candidate withdrawing after an offer 
has been made (Fig 1). 

 | over two-thirds (67.9%) of employers 
say they now expect candidates to  
pull out at some stage during the 
recruitment process (Fig 2). nearly 
16% say that the incidence of 
withdrawal is increasing.

 | close to a third (30.6%) reported that 
these withdrawals took place between 
application and first interview. this 
may be expected as many candidates 
are considering multiple opportunities 
at this stage.

losing a good candidate during  
the recruitment process is costly.  
the opportunity cost during the time  
the position is open, a loss of 
productivity, and even frustration, can 
negatively impact business results  
and team morale. 

additional job responsibilities (74.0%); 
openness to change (66.0%); and 
resilience to stress/not being deterred 
by setbacks (48.7%) are now the three 
most important attributes companies are 
seeking. the challenge, particularly 
when companies need and expect more 
from their people but budgets are tight, 
is to find, engage and recruit people with 
those qualities. 

compounding this challenge is the fact 
that the most sought-after candidates 
have many opportunities to choose  
from. in addition to the continuing 
expectations for salary increases, 
candidates place even more weight than 
before on career development, training 
and secondment opportunities, health 
benefits and bonuses.

local market intelligence tells us that 
today’s jobseekers are looking for a more 
holistic approach to remuneration. they 
want a role that combines the means to 
pay the mortgage with the opportunity  
to work for an employer who is prepared 
to invest time and effort in that employee, 
who will share the business vision and 
goals and who will offer professional and 
personal development opportunities. the 
exchange between employer and 
employee is becoming less transactional 
and has more of a focus on earned loyalty 
and mutual respect.

more than two in five (44.2%) employees believe that 
withdrawing after signing a contract is acceptable if  
a better salary or opportunity is offered elsewhere.

DO YOU EXPECT THAT
CANDIDATES WILL WITHDRAW
THEIR APPLICATION DURING

THE RECRUITMENT PROCESS?

Yes

No

67.9%

32.1%

fig 2
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 | this figure has a direct correlation with 
the proportion withdrawing their job 
application: the majority of professionals 
(73.7%) who did not feel the process 
was informative withdrew their 
application from the recruitment process.

 | of candidates who pulled out before 
an offer had been made, 40.8% said 
the company culture was not a good 
fit. of those that withdrew after offer, 
29.9% said the company culture was 
not a good fit. 

these findings demonstrate the 
importance of employers asking the right 

questions at interview. they should also 
invite the candidate to meet their 
potential teammates and get a feel for 
the work environment. this will help them 
visualise what it would be like working in 
the role and help build a psychological 
‘contract’ with them.

why are candidates 
withdrawing? 
the shortage of skilled professionals in 
hong kong has swung the balance of 
power in candidates’ favour. the most 
talented people are consistently in 
demand and generally have multiple 
opportunities with different employers 
open to them. 

when candidates are so highly sought 
after, companies need to do more to 
attract and engage them. to try and 
understand why so many organisations 
did not succeed in recruiting their 
preferred candidate, we asked people 
who had pulled out of hiring processes 
what had influenced their decision.

some companies even feel obliged to 
interview extra candidates in order  
to mitigate these risks.

candidates rarely know enough about the 
culture at their potential new workplace. 
Our research highlights the disconnect 
between employers and employees: 

 | more than two-thirds of professionals 
(69.5%) said the recruitment process 
was ‘average’ in terms of helping 
them learn about their potential new 
employer. less than a quarter of 
people believed the process to be 
highly informative.

over two-thirds (67.9%) of employers say they now  
eXpect candidates to pull out at some stage during the 
recruitment process.

Note: Figures do not add up to 100% as respondents could select three options.

WHAT REASONS WOULD INFLUENCE YOU TO PULL OUT OF THE
HIRING PROCESS BEFORE AN OFFER IS MADE?

% of respondents

0 50453530 40252010 155

Company culture is
not a right fit for me

Offered a better opportunity
at another company

Salary expectations
are not met

Lack of career
development opportunities
Potential employer unable
to articulate their business
model and plan effectively

Length of the hiring process

Offered a bigger salary at
another company

First interview with
employer didn't go well

Benefits provided are
not adequate

They did not take the
time to get to know me

Only using the process to gain
an increase in salary at current

company or see what I am worth

fig 3
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need to have a clear understanding  
of how the role would benefit them 
including remuneration, longer-term 
career development opportunities and 
a positive company culture. 

3. Being open and honest about salary 
and other benefits. 

1. streamlining the  
recruitment process
protracted hiring processes do not serve 
organisations or job seekers. the longer 
the recruitment process, the more likely 
good candidates are to think the 
employer organisation is not committed to 
them, become disengaged and explore 
other opportunities. this is a particular 

What can We learn from this?
closer analysis of these answers 
suggests employers could do more to 
reduce the risk of candidate withdrawals. 
employers should focus on:

1. streamlining and shortening the  
hiring process. 

2. improving communication with 
candidates to motivate and engage 
them at an early stage: companies 
need to start building a relationship 
with candidates early on in the 
recruitment process. this means 
giving sufficient detail about a role  
for candidates to be able to picture 
themselves doing the job. they also 

The top three reasons for pulling out 
before an offer was made:

 | 46.7% said their salary expectations 
were not met

 | 41.1% said they had been offered a 
better opportunity at another company

 | 40.8% said the company culture was 
not a good fit (Fig 3) 

The top three reasons for pulling out 
after an offer was made: 

 | 62.3% said their salary expectations 
were not met

 | 52.0% said they had been offered a 
better opportunity at another company

 | 31.5% said they had been offered a 
bigger salary at another company (Fig 4) 

fig 4

The top five factors employers believe 
to be the cause of candidates 
withdrawing applications:

1. offer of a better opportunity at 
another company (61.4%)

2. offer of a bigger salary at another 
company (49.2%)

3. salary expectations not met (40.4%)

4. overly-long hiring process (19.4%)

5. poor cultural fit (12.7%)
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reducing the length of time it takes to 
find the right professional for a role may 
sound challenging, but better planning 
can usually help expedite the process.

Recommendations
 | Produce an accurate and up-to-date 

description of the role at the outset 

it is crucial to provide a detailed job 
description covering the role, professional 
requirements (technical skills, expertise 
and so on), responsibilities, key challenges, 
reporting channels and location. providing 
your recruitment consultant with a proper 
brief on the role means they will be better 
able to produce a shortlist of suitable 
people and there will be less time invested 
in unsuitable candidates.

 | Commit to timelines

Defining the start and finish dates for 
filling a role can make the whole process 
more efficient. the schedule should 
include time allocated to considering 
shortlists, interviews and deciding 
whether or not to move ahead with a 
particular candidate.

Factors such as senior executives’ travel 
schedules should be taken into account 
during the planning process. once dates 
have been scheduled for interviewing, the 
potential interviewers should consider 
them a priority. 

Where possible, book interviews two 
weeks ahead based on your sourcing 
process. you should work closely with 
your recruiter to anticipate when you will 
receive the shortlist of candidates to  
be interviewed. 

after interviews have been confirmed it is 
poor practice to postpone or cancel them, 
particularly at short notice. this 
inconveniences the candidate, creates  
a negative impression and reduces an 
organisation’s opportunity to fill a role 
within the desired time frame.

such a schedule helps manage candidate 
expectations and ensures they too have 
clarity around and confidence in the 
recruitment process.

problem for multinational companies, 
where extended or multiple layers  
of recruitment process and sign-off are 
frequently the norm. 

a majority of employer survey 
respondents (69.4%) said the average 
length of their recruitment process — 
from briefing a recruiter about a role to a 
candidate signing a contract — was six 
weeks or more (Fig 5). given that most 
professionals must provide their current 
employer with four weeks’ notice, this 
means that most organisations wait at 
least 10 weeks before a candidate starts 
in their new role. 

Fig 5

almost a quarter (24.0%) oF proFessionals attenDeD Four or 
more intervieWs For the last role they Were oFFereD.
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 | Consider getting sign-off on salary 
before the offer stage

particularly strong candidates may be 
tempted by other opportunities if they are 
left waiting while their potential new 
employer signs off the hiring budget. 
reduce the risk of this happening by 
getting sign-off on salary early in the 
recruitment process. 

2. improving communication 
with candidates
hudson’s research shows most employers 
could do a better job of communicating 
with prospective employees: more than 
two-thirds of professionals (69.5%) said 
the recruitment process was ‘average’ in 
helping them learn about their potential 
new employer (Fig 6). less than a quarter 
of people believed the process to be highly 
informative. the majority of professionals 
(73.7%) who did not feel the process was 
informative withdrew their application from 
the recruitment process (Fig 7).

 | Review shortlists promptly

progressing to the next stage should be  
a priority once a shortlist has been 
developed. too often hiring managers 
delay making decisions about whether  
or not to interview shortlisted candidates. 

this can be a result of working with 
several recruiters but it also happens 
because making a decision simply seems 
not to be the biggest priority that day. 
investing the time in reviewing shortlists 
promptly is essential if delays to the entire 
process are to be avoided. 

 | Agree who will meet the candidates 
and in which order 

ask these questions upfront and work it 
into the process. does your boss have to 
meet the candidates? who else needs  
to meet them? and at what stage of the 
interview process?

24.6%

69.5%

5.9%

HOW INFORMATIVE WAS
THE RECRUITMENT PROCESS IN

HELPING YOU LEARN ABOUT
YOUR POTENTIAL NEW EMPLOYER?

Not informative

Average

Highly informative

fig 6

IF NOT INFORMATIVE, DID
THE LACK OF KNOWLEDGE OF YOUR
POTENTIAL NEW EMPLOYER IMPACT
YOUR DECISION TO CONTINUE WITH

THE RECRUITMENT PROCESS?

Yes, it impacted my decision and I did not
continue with the recruitment process

No, it did not impact my decision to
continue with the recruitment process

73.7%

26.3%

fig 7

58.9% of candidates eXperienced eXtended periods where 
they did not hear from their potential employer.
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developing the psychological contract or 
loyalty that will help prevent the candidate 
from withdrawing later in the process. 

for example, companies should make 
sure that when candidates are invited  
for interview, they know what to expect 
during the meeting, who will be 
representing the organisation and what,  
if anything, the candidate should bring. 

at interviews, company representatives 
should be able to describe the role in 
detail, highlighting the upsides of the job 
as well as specific challenges. the aim 
here is to give candidates sufficient 
information to enable them to picture 
themselves in the role — without this 
emotional buy-in there is less likely to be 
any real commitment to the role. it’s also 
important to offer candidates the 
opportunity to speak to peer employees 
at an appropriate time in the process. 

it’s vital to prompt for concerns and ask 
questions at every stage. Quality of 
questioning is key to securing the best 
candidates. your ability to draw out 
concerns that may not be obvious helps 
strengthen that connection or 
psychological contract. for example, 
what’s your biggest fear? what hasn’t 
been answered? could you see yourself 
working here? did you get enough of an 
idea of the business and the team you 
would be working with?

recruitment consultants should be able 
to talk knowledgeably about their client’s 
workplace culture and plans for growth.  
it is the recruiter’s role to keep close to 
the candidate throughout the process 
and help keep them motivated about their 
potential new role and the development 
and career opportunities it could bring. 
however, even the most skilled recruiters 
can only support and reinforce key 
messages from an organisation. it really  
is a courting process and the hiring 
manager needs to build his or her own 
relationship with the candidate. 

candidates won’t feel as inclined to 
negotiate hard at the offer stage if they 
buy into the environment and engage with 
the hiring manager. it becomes less of a 
dollar and cents transaction and more  
of an emotional decision.

given the high numbers of people who 
withdraw from a role after signing a 
contract, it’s vital to keep in touch with 
the candidate right up until they start their 
new job. checking in to see how the 
candidate feels about their new role after 
a week or two is a good idea too.

Recommendations
 | Communicate with candidates 

throughout the recruitment process 

communicating effectively with 
candidates reduces the number of 
withdrawals and can also add 
considerable value throughout the hiring 
process by engaging candidates with 
the opportunity being offered. 

in hong kong’s tight talent market, 
employers should remember that they,  
as much as candidates, need to sell 
themselves. this means taking every 
opportunity to actively promote the 
benefits of working for a particular 
company, demonstrating the quality  
and integrity of the employer brand, 
promoting an organisation’s employee 
value proposition and encouraging 
potential employees to engage with the 
company from the earliest stages in the 
relationship. this is an essential part of 
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 | Develop a compelling web presence

most candidates will look online to find 
out more about any organisation they are 
thinking of joining. a persuasive corporate 
website is a must for organisations 
wanting to attract the best talent in the 
market. it should include a strong careers 
section with engaging video content that 
creates a ‘window’ on the company and 
encourages job seekers to find out more. 
this could include clips of the ceo and 
divisional managers in action, and provide 
cultural insights from employees 
speaking openly. 

wherever possible, interested 
professionals should be encouraged  
to interact with the company and given 
the opportunity to contact current 
employees who can answer questions  
in person or online.15 

Candidate respondents' top 
three criteria when looking for  
a new role:

1. better career opportunities 
(22.1%)

2. a role i am more interested in 
(20.6%)

3. more pay (16.8%)

3. being open and honest about 
salary and other benefits
unmet salary expectations are the major 
cause of candidates pulling out of the 
hiring process: 46.7% of those who 
withdrew before and 62.3% of those who 
withdrew after an offer had been made 
cited this as the reason for their decision.

Recommendations 
 | Manage expectations

understanding potential employees’ 
expectations about remuneration is 
essential. greater clarity around salaries 
for roles and the scope (or lack of it) for 
negotiation can reduce the amount of 
time invested by both parties where a 
positive outcome is unlikely. if candidates 
are aware of the salary range for the role 
throughout the process they are less 
likely to be disappointed at a later stage. 

be wary of interviewing candidates 
whose remuneration expectations greatly 
exceed the employer’s budget.

 | Talk about salary expectations 
promptly

discussions about salary are often left 
too late. companies need to be clear 
about candidate expectations early in 
the process. this way they can evaluate 
their return on investment in a particular 
individual. if a particular candidate has 
expectations that greatly exceed the 
budget, it’s better to know sooner rather 
than later and avoid wasting time on 
both sides.

 | Emphasise company culture

promoting company culture is important. 
candidates are withdrawing from the 
process because they have not connected 
with the culture, rather than agreeing with 
it. some 40.8% of professionals in hong 
kong cited poor cultural fit as one of the 
top three reasons for pulling out of a role 
before an offer was made; 29.9% gave 
the same reason for pulling out after an 
offer had been made.

achieving a good cultural fit is clearly 
important to candidates — and is vital for 
companies too: hudson research shows 
91% of hires are rated as ‘excellent’ or 
‘good’ when formal procedures are used 
to measure motivation and cultural fit.14 

14, 15 Next Generation Recruitment: Battle Strategies for the Talent War, hudson 20:20 series, august 2011.
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 | Offer a competitive salary package

companies should be sure that the salary 
they are offering is competitive — and 
reflects the value of that role to their 
organisation. it is often worth investing  
a little more to attract and retain superior 
talent — particularly in skills-short areas 
like it. expert recruitment firms can 
recommend competitive market salaries. 

hudson recommends that when making 
an offer to a candidate it should be as 
attractive as possible and promote other 
benefits that are part of the package. 
these might include job rotation or 
secondments, overseas assignments or 
healthcare benefits.

making a low offer is counter-productive; 
it is unlikely to secure the services of the 
desired professional, is very likely to 
reduce their interest in the role and may 
lead them to doubt the commitment of 
their potential employer. 

don’t assume you can talk a candidate 
into accepting a lower salary. be upfront if 
there is a gap in their salary expectations 
and the salary on offer. there’s no need to 
be specific at this stage but it’s wise to 
acknowledge the discrepancy.

if a candidate applies for a job with a 
salary below their expectations, be sure 
to scrutinise their motivation for doing so.

 | Get budget sign-off in good time

a strong candidate is unlikely to wait 
around for long while a company signs off 
the hiring budget. so this should already 
be in place by the time the company and 
candidate have established they are 
interested in each other and are starting 
to discuss salary. hudson recommends 
securing the proposed salary plus a 5% 
margin to allow for negotiation. 

it is a far smarter strategy to make an 
offer that matches or is very close to 
candidate expectations. this makes  
it more likely you will secure your first 
choice of person for the role. they  
will also feel more motivated and 
committed, and therefore be less  
likely to continue to explore other 
opportunities with competitors.
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companies wanting to secure the best 
people for their business should:

 | implement a streamlined  
recruitment process

 | commit to regular two-way 
communication with candidates

 | be honest and open with potential 
employees about salary, benefits  
and other advantages of choosing 
this employer.

hudson can help source, manage and 
retain the best talent for your business.  
if you’d like to know more, please contact 
us to arrange a confidential discussion 
with one of our specialist consultants.

we look forward to working with you.

hong kong has a sophisticated and 
stable economy and enjoys a unique 
position as the business hub of asia. 
growing demand for goods and services 
combined with a consistently low 
unemployment rate mean the supply of 
professional talent needed by local 
employers rarely meets demand. 

when talent pools are limited and there 
is increasing pressure on wage costs, 
employers are more likely to experience 
candidates withdrawing from the 
recruitment process. employers in  
hong kong need to review their hiring 
practices in order to minimise the risk  
of this happening.

conclusions



market trends & 
salary tables
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accounting & finance
 | internal audit, fraud investigation  

and compliance expertise is in short 
supply: more stringent regulations  
in europe and the u.s. are creating 
demand for these skills. strong hiring 
appetite and a limited supply of 
candidates is creating upward 
pressure on salaries for these roles. 
this trend is forecast to continue for 
the foreseeable future.

 | new roles are emerging: contracts  
and credit director roles are becoming 
more widespread as firms recruit to 
meet changing industry requirements 
and challenges.

 | candidates are cautious: many 
professionals prefer not to risk changing 
jobs in the current economic climate. 

 | commercial opportunities are 
appealing: there is an increasing trend 
for finance professionals to consider 
opportunities within commercial 
sectors, which many consider to offer 
greater job security than roles within 
financial firms.

 | candidates are looking for more than 
money: increments of around 15% 
are typical but job seekers are 
increasingly looking for other benefits 
such as a positive company culture, 
personal recognition and career 
development opportunities.

 | salaries are keeping pace with the 
cost of living: most employees will 
receive pay increases on a par with the 
rate of inflation. employers recognise 
they need to pay competitive wages  
to retain talent.

 | bonuses are down: an increasing 
number of multinational companies 
have significantly cut or cancelled 
discretionary bonuses because of poor 
business performance. this is less true 
of companies with a strong presence in 
china, many of whom have been able 
to award consistently high bonuses.
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yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

CfO

medium/large firm 15+ 1,600–3,000

small firm 15+ 1,200–1,500

RegiOnal finanCe diReCTOR

medium/large firm 13+ 1,200–1,800

small firm 12+ 1,000–1,200

RegiOnal finanCial COnTROlleR

medium/large firm 13+ 900–1,000

small firm 12+ 800–900

COunTRy finanCial COnTROlleR

medium/large firm 10+ 700–900

small firm 10+ 600–800

finanCe/aCCOunTing manageR

medium/large firm 8+ 500–600

small firm 8+ 400–500

Planning & analysis manageR

medium/large firm 8+ 600–900

small firm 8+ 480–600

finanCial analysT

senior financial analyst 7+ 500+

senior financial analyst 6 450+

financial analyst 5 400–450

financial analyst 3–4 250–300



hong kong | salary & employment insights 2013    17 accounting & finance

yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

finanCial aCCOunTanT

senior financial accountant 6 400–450

financial accountant (Qualified) 5 300–380

financial accountant (non-qualified) 3–4 250–300

managemenT aCCOunTanT

senior management accountant 6 400–450

management accountant (Qualified) 5 300–400

management accountant (non-qualified) 3–4 270–320

COsT aCCOunTanT

costing controller 12+ 550–700

senior costing analyst 7–11 360–450

cost accountant/analyst 3–6 230–400

TReasuRy

director 12+ 1,000–2,000

manager 7–11 480–850

analyst 3–6 300–450

CRediT

credit controller 12+ 600–800

credit manager 6+ 360–600

credit analyst 3–5 250–350

Tax

director 12+ 1,400–2,000

manager 9+ 800–1,400

advisor/accountant 5–8 550–800
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yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

inTeRnal audiT

director 12+ 1,000–2,000

manager 7–11 500–800

auditor 3–6 260–450

Tax & audiT PROfessiOnal fROm PuBliC aCCOunTing fiRm

tax director 12+ 1,200–2,000

senior tax manager 9–10 1,000–1,200

tax manager 6–8 800–1,200

senior audit manager 10+ 1,000+

audit manager 6–10 700–950

assistant audit manager 4–5 600–700

senior auditor 3–4 500–600

auditor 2–3 360–420

CORPORaTe finanCe

director 10+ 1,000–1,500

manager 7–10 540–900

senior analyst 5–7 360–480

analyst 3–4 250–450

COmPany seCReTaRy

company general secretary 5–7 480–840

company secretary officer 3–4 300–420
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advertising & communications
 | bilingual candidates are prized: 

candidates with chinese market 
experience and who are fluent in 
chinese and english are valued.

 | business development skills are 
always in demand: a track record in 
pitching for and winning new business 
is important to agencies. 

 | in-house roles demand sophisticated 
skills: strategic communications and 
stakeholder management expertise  
is usually well paid. internal 
communications roles are critical at  
a time when large multinationals and 
local companies are going through 
restructuring programmes. 

 | corporate social responsibility roles 
are increasing: large companies are 
particularly likely to seek these 
candidates at senior levels. 

 | candidates are looking for personal 
growth opportunities: finding a role 
where they can learn and broaden 
their capabilities is important for many 
people. candidates are also looking 
for job stability and are cautious if they 
believe a potential employer firm will 
be restructured. 

 | salaries are fairly flat: most 
employers expect to award increases 
of 5% or less.

 | remuneration is linked to company 
performance: when companies are 
doing well they offer generous 
packages to attract talent. 

 | bonuses are not guaranteed: bonuses 
are usually discretionary and based on 
individual and company performance.

 | digital and social media skills are hot 
property: ecommunications is a major 
growth area and professionals with 
expertise in this medium are usually 
well rewarded.
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adveRTising agenCy
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

managemenT

ceo/regional director 16+ 2,500+

managing director 15+ 2,500+

general manager/director of client services 12+ 1,000–1,500

aCCOunT managemenT

regional business director 12+ 800–1,200

regional account director 10+ 800–1,100

business director 10+ 700–1,000

group account director 9+ 650–1,000

senior account director 8+ 500–850

account director 7+ 450–750

associate account director 6+ 420+

account manager 5+ 260+

account executive 1+ 120+

Planning

regional/country head planning director 15+ 1,500+

senior planner 5+ 520+

CReaTive

regional executive creative director 15+ 1,200–1,800

executive creative director 12+ 850–1,300

creative director 9+ 650–1,000

associate creative director/ 
creative group head 7+ 500+
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adveRTising agenCy
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

CReaTive (cont.)

art director 5+ 350+

head of copywriting 7+ 550–700

english copywriter 4+ 350+

local language copywriter 4+ 200–400

media
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

executive media director 12+ 1,200–1,500

regional media director 10+ 1,200+

media director 10+ 950+

associate media director 8+ 750+

media manager/group head 5+ 600+

media planner/buyer 2+ 140+

advertising & communications
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PuBliC RelaTiOns
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

PuBliC RelaTiOns agenCy

managing director/general manager 20+ 1,600+

practice head 15+ 850–1,600

account director 10+ 650–1,200

account manager 5+ 360–650

in-HOuse

regional director, corporate communications 15+ 1,200–1,800

director, corporate communications 12+ 850–1,200

public relations manager 7+ 550–800

marketing communications director 10+ 750–1,200

marketing communications manager 7+ 550–800

events manager 5+ 350–550
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banking & financial services
 | risk professionals are well rewarded: 

candidates with expertise in liquidity 
risk and operational risk are in great 
demand to meet key basel 3 
milestones in coming years.

 | compliance is critical: changes in  
the regulatory environment mean 
qualified legal and compliance 
professionals will be needed for both 
regulatory and financial services 
firms. demand for these people will 
remain strong in 2013.

 | agriculture is a growth area: some 
firms are seeking to capitalise on 
increasing food consumption as a 
result of population growth. 

 | commodities traders have plenty of 
opportunities: traders are ramping up 
operations in china, the world's largest 
buyer of commodities. transactions in 
this critical market now playing an 
increasing role in pricing resources.

 | easing demand for investment 
professionals: there are fewer roles in 
investment banking, equity and fixed 
income trading. fewer support staff 
are needed in these fields too. 

 | salaries are steady: base salaries are 
likely to remain stable but bonuses will 
be low or non-existent for those in the 
least profitable areas of business. 
nevertheless, true high performers  
will always be rewarded.

 | revenues are down at international 
firms: the uncertain global economy, 
lower trading volumes, new regulations 
and higher capital requirements have 
cut into returns on fixed income and 
equity trading. banks and financial 
services firms are looking to cut jobs 
and wages bills as a result. 

 | asian banks are thriving: commercial 
banking in asia is growing fast and 
offering a good return on equity as the 
new regional banks gobble up local 
rivals and acquire business from 
retreating european banks. 
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COnsumeR Banking
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

PeRsOnal Banking/RelaTiOnsHiP managemenT

vice president 11+ 720+

assistant vice president 6–10 480–660

associate 3–5 240–420

PROduCT managemenT/maRkeTing

vice president 11+ 600–1,200

assistant vice president 6–10 350–600

associate 3–5 240–350

CRediT Risk — seCuRed/unseCuRed

vice president 11+ 700–1,100

assistant vice president 6–10 500–700

associate 3–5 250–500

CORPORaTe Banking
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

RelaTiOnsHiP managemenT

senior vice president (or above) 11+ 840–1,500+

vice president 6–10 480–840

assistant vice president 3–5 360–540

CasH and TRade — PROduCT managemenT/maRkeTing

vice president/director 11+ 700–1,500

assistant vice president 6–10 400–720

associate 3–5 240–360
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CORPORaTe Banking
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

CasH and TRade — sales

vice president/director 11+ 840–1,500+

assistant vice president 6–10 540–840

associate 3–5 340–540

CORPORaTe — CRediT Risk

vice president/director 11+ 600–1,500+

assistant vice president 6–10 300–600

associate 3–5 200–360

invesTmenT Banking and CaPiTal maRkeTs
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

fROnT OffiCe — invesTmenT Banking

managing director 12+ 2,500+

director 10+ 1,800–2,200+

vice president 7–10 1,200–1,800

associate 4–6 800–1,200

analyst 1–3 500–800

fROnT OffiCe — CaPiTal maRkeTs

managing director 12+ 2,500+

director 10+ 1,800–2,200+

vice president 7–10 1,200–1,800

associate 4–8 800–1,200

analyst 1–3 500–800

banking & financial services
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middle OffiCe, BaCk OffiCe and finanCe/aCCOunTing
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

middle/BaCk OffiCe — PROduCT COnTROl

vice president/executive director/director 11+ 1,100–1,600+

assistant vice president 6–10 600–1,100

associate 3–5 360–600

middle/BaCk OffiCe — maRkeT Risk

vice president/executive director/director 11+ 1,000–1,800+

assistant vice president 6–10 550–1,200

associate 3–5 500–650

middle/BaCk OffiCe — COunTeRPaRTy/CRediT Risk

vice president/executive director/director 11+ 1,000–1,800+

assistant vice president 6–10 550–1,200

associate 3–5 450–600

OPeRaTiOnal Risk

vice president/executive director/director 11+ 900–1,800+

assistant vice president 6–10 500–900

associate 3–5 360–500

middle/BaCk OffiCe — COmPlianCe

vice president/executive director/director 11+ 1,000–1,800+

assistant vice president 6–10 600–1,000

associate 3–5 300–600
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middle OffiCe, BaCk OffiCe and finanCe/aCCOunTing
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

BaCk OffiCe — OPeRaTiOns

vice president/executive director/director 11+ 840–1,400+

assistant vice president 6–10 500–840

associate 3–5 360–500

inTeRnal audiT

vice president/executive director/director 11+ 900–1,600+

assistant vice president 6–10 500–900

associate 3–5 360–600

finanCial COnTROl/finanCial RePORTing

vice president/executive director/director 11+ 900–1,600+

assistant vice president 6–10 540–840

associate 3–5 360–540

managemenT RePORTing

vice president/executive director/director 11+ 900–1,600+

assistant vice president 6–10 600–900

associate 3–5 360–600

banking & financial services
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finanCial seRviCes iT
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

managemenT

cio 15+ 3,000–4,000

regional functional head 10+ 1,500–2,500

program manager 8+ 1,000–2,000

development manager 8+ 1,000–1,500

program management office (pmo) manager 10+ 1,200–2,000

infrastructure project manager 8+ 750–1,500

technical services manager 6+ 600–1,000

aRCHiTeCT

technical/applications architect 8+ 850–1,200

Business analysT

front office 8+ 850–1,500

back office 6+ 600–1,200

develOPmenT (wiTH finanCial PROduCT knOwledge)

c++ (microsoft/unix) 6+ 850–1,200

Java (core Java, J2ee) 6+ 750–1,200

.net/c# 6+ 650–1,000

excel/access vba 6+ 500–1,000
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finanCial seRviCes iT
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

suPPORT

applications support manager 8+ 850–1,400

trade floor support 6+ 650–800

desktop/market data support 6+ 650–800

front office applications support 6+ 650–1,000

back office applications support 6+ 600–700

PROjeCT managemenT

project manager (front office) 8+ 750–2,200

project manager (back office) 6+ 600–1,500
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human resources
 | leadership development is an 

important emerging skill set: 
organisations are hiring professionals 
with this knowledge to help them 
make the most of their existing people. 
professionals with these skills 
command higher salaries than their 
peers in other hr disciplines.

 | compensation and benefits expertise 
is valued: organisations need 
proficiency in this area to keep up with 
the rapidly evolving market. the ability 
to construct packages based on 
specific kpis that can help the 
organisation attract talent is 
particularly prized.

 | hr generalists are still in demand: 
there is strong hiring appetite for skilled 
and experienced hr generalists. 

 | protracted hiring procedures are 
counter-productive: more than 
two-thirds (69.4%) of organisations 
say their average recruitment process 
takes six weeks or more. this means  
it takes most employers between two 
and four months to find a candidate 
and start them in the role. 

 | salaries are fairly subdued: most 
employers will award pay increases of 
around 5%. bonuses will be paid on a 
discretionary basis or linked to overall 
company performance.

 | organisational development 
professionals are in demand: as 
companies move to achieve greater 
efficiency and leaner business 
structures, there is strong demand  
for this competency, which is usually 
well rewarded.

 | retrenchment is driving caution:  
as retrenchment becomes more 
widespread, particularly among 
multinationals in banking and finance, 
candidates are keen to find 
opportunities offering job security 
and long-term career development. 
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yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

HR geneRalisT

regional director 15+ 1,200–2,500+

director 15+ 800–1,800+

regional manager 6–12 600–1,200

manager 6–12 420–900

regional officer 2–5 280–400

officer 2–5 250–360

ReCRuiTmenT

regional director 15+ 1,200–2,000+

director 15+ 1,000–1,600+

regional manager 6–12 700–1,000

manager 6–12 540–900

regional officer 2–5 350–450

officer 2–5 280–360

COmPensaTiOn & BenefiTs

regional director 15+ 1,200–1,800

director 15+ 1,000–1,400

regional manager 6–12 700–1,000

manager 6–12 560–900

regional officer 2–5 350–450

officer 2–5 300–360

human resources
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yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

TRaining & develOPmenT

regional director 15+ 950–1,600

director 15+ 1,000–1,300

regional manager 6–12 700–960

manager 6–12 560–850

regional officer 2–5 320–480

officer 2–5 280–420

ORganisaTiOnal develOPmenT/TalenT managemenT

regional organisational development/ 
talent management director 15+ 1,200–2,000+

organisational development/ 
talent management director 12+ 900–1,500+

regional organisational development/ 
talent management manager 6–12 700–1,300

organisational development/ 
talent management manager 6–12 560–800

regional organisational development/ 
talent management consultant 6–12 600–900

organisational development/ 
talent management consultant 4–10 400–900
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it&t
 | sector and product-specific 

knowledge is valued: companies prefer 
candidates who are knowledgeable 
about and have experience of their 
products and applications.

 | skilled it vendors are in short supply: 
increasing sales is a commercial 
priority for most companies, so 
opportunities are plentiful for those 
with experience in direct, channel and 
solutions sales roles. 

 | byod is a growing trend: more than  
a third (39%) of organisations say they 
have introduced a flexible device 
usage policy.16 

 | money is motivating: candidates are 
reluctant to move for increments of 
less than 10%; an increase of 
10–20% is more likely. employers 
typically take into account experience 
on previous projects and sales 
performance when determining salary. 

 | candidates are choosy: most people 
are motivated by the prospect of 
working on cutting-edge technology 
and for a world-class brand. 

 | salaries are steady: pay is typically 
expected to increase by 10% or less 
in 2013.

 | cloud computing skills create 
opportunities: professionals with 
commercial, market-specific 
knowledge are particularly prized. 

 | solutions architects are highly paid: 
this competency is in demand for most 
industries so there are plenty of roles 
for professionals with these skills.

 | digital skills are driving demand: there 
is an increase in strategic, creative and 
technical roles in this category.

16 Cloud, BYOD & Teleworking: Mastering the skills mix for today's IT function, hudson ict industry leaders series 2012/13, october 2012.
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yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

managemenT

ceo 20+ 3,000–6,000

country manager 15+ 2,000–5,000

managing director 15+ 2,000–5,000

vice president of sales 15+ 2,000–3,500

general manager 15+ 1,800–2,500

sales/maRkeTing

sales director 12+ 1,500–2,500 (otes)

solution sales manager 7+ 900–1,400 (otes)

software sales manager 7+ 900–1,400 (otes)

hardware sales manager 7+ 600–1,000 (otes)

professional services director 10+ 1,500–2,200

pre-sales director 8+ 1,500–2,200

project director 8+ 1,000–1,800

marketing and product management 8+ 700–1,500

channel director 15+ 900–1,200

channel manager 10+ 600–900

channel marketing director 15+ 800–900

channel marketing manager 10+ 500–800

inside sales director 12+ 900–1,500

inside sales manager 8+ 600–900
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yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

TeCHniCal/deliveRy

principal consultant 12+ 900–1,500

senior consultant 8–12 700–900

consultant 5–8 500–700

solution architect 7+ 600–1,300

business analyst 7+ 550–800

infrastructure manager 10+ 480–680

operation manager 10+ 480–680

service delivery manager/director 8+ 750–1,600

project manager 8+ 500–800

technical account manager 8+ 480–680
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manufacturing & industrial
 | flexibility about relocating is important: 

companies are looking for factory 
managers and heads of production 
who are happy to live in china and 
south east asian countries. excellent 
language and communication skills  
are mandatory for such roles.

 | technical qualifications are valuable: 
candidates qualified in black belt, six 
sigma and lean processing are 
recognised and well rewarded. 

 | consumer and retail companies are 
seeking specific skills: expertise in 
quality and project management is 
highly valued. logistics and inventory 
planning skills are also in demand.

 | linguistic ability is a must: strong 
language skills in english and 
mandarin plus experience in china  
is necessary for most roles.

 | candidates are keen: most people are 
looking for career progression and job 
security. they also want larger salaries 
and the opportunity to earn higher 
bonuses. candidates still expect 
increases of 10% and more per annum, 
but given current market sentiment, 
companies are more cautious.

 | salaries are relatively steady: 
employers are offering pay increases 
of up to 10%. company performance 
and candidate qualifications are key 
criteria when determining salaries. 

 | specialist competencies are highly 
paid: professionals with supply chain 
and procurement skills plus asia-
pacific exposure still command 
excellent salaries. candidates with 
process re-engineering skills are also 
sought after. 



hong kong | salary & employment insights 2013    37 

yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

indusTRial

general manager — asia 15+ 1,800+

general manager — country 15+ 1,100+

operations director 12+ 900–1,100

marketing director 10–15 720–1,100

marketing manager/senior marketing manager 8–10 420–720

regional sales director 10–15 1,000–1,400

regional sales manager 8–10 600–840

sales manager 5–10 420–600

technical sales manager 5+ 480–720

suPPly CHain and PROCuRemenT

head of supply chain/procurement 15+ 1,400–1,800

supply chain/procurement director 12+ 1,000–1,300

supply chain/procurement manager 8+ 600–800

logistics director 12+ 900–1,300

logistics manager 8+ 500–720

planning manager 8+ 600–800

distribution/warehouse manager 8+ 450–650

manufacturing & industrial
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yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

manufaCTuRing

general manager 15+ 1,000+

regional Quality director 10–15+ 900–1,400+

Quality director/senior Quality manager 10+ 720–900

Quality manager 5–10 420–720

manufacturing director 10–15 720–1,300

manufacturing manager 5–10 480–720

plant manager 10–15 600–840

engineering director 10+ 840–1,300

engineering manager 3–4+ 500–840

product development manager 8+ 480–660

project manager 5+ 430–720

senior project engineer 5+ 340–430

project engineer 2–4 280–340
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sales & marketing
 | fmcg professionals are sensitive to 

culture: candidates tend to form strong 
impressions of the dominant brands in 
the market — and whether or not the 
company culture associated with those 
brands will suit them. companies 
whose culture is perceived to be  
the most desirable have a distinct 
advantage in attracting committed 
candidates who are less likely to 
withdraw from the recruitment process.

 | senior managers are less in demand: 
changes in company strategy including 
restructuring and global m&a deals 
means there are fewer openings for 
senior people in this profession.

 | retail bonuses are linked to 
commercial performance: some 
businesses are rewarding employees 
with bonuses equivalent to three to 
four months’ pay when sales targets 
are achieved or exceeded.

 | salary increases are modest: most 
employers expect to offer increases  
of 5% or less.

 | digital skills are in demand: growth  
in digital marketing channels is 
creating marked hiring appetite for 
professionals with these skills. 
typical roles include digital marketing 
manager, interactive marketing 
manager and ecommerce manager. 

 | retail candidates are becoming  
more cautious: the retail slowdown 
has had a knock-on effect in hiring. 
Job seekers are taking this into 
account and, where significant pay 
increments are not an option, are 
choosing roles that offer better 
prospects for career development.
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PuBliC RelaTiOns
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

in-HOuse

regional director, corporate communications 15+ 1,000–1,800

director, corporate communications 12 850–1,500

marketing communications director 10+ 750–1,200

marketing communications manager 7+ 500–800

public relations manager 7+ 550–800

events manager 5+ 300–550

fmCg
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

managing director 20+ 1,800+

general manager 15+ 1,200+

sales & marketing director 10+ 1,000+

sales & marketing manager 8+ 700–1,000

sales director 10+ 800+

sales manager 7+ 600–1,000

marketing director/brand director 10+ 1,000+

marketing manager 8+ 700–1,000

brand manager 7+ 500–700

trade marketing manager 7+ 500–700

channel manager 7+ 600–800

national key account director 10+ 800–1,000

key account manager 5+ 500–700
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ReTail
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

managing director 20+ 1,800+

general manager 10+ 1,300+

marketing director 10+ 1,000+

marketing manager 7–10 600–900

retail operations director 10+ 800–1,200

retail operations manager/area manager 5–8 700–1,000

merchandising director 12+ 1,000+

merchandising manager 8+ 600–900

HOsPiTaliTy
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

general manager 12+ 1,200–1,800

director of sales & marketing 10+ 720–1,200

director of sales 8+ 700–1,000

director of food & beverage 8+ 700–1,000

senior sales manager 5+ 480–800

front office manager 5+ 450–650

marketing manager 3–5 420–650

executive chef 8+ 420–800

sales & marketing
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HealTHCaRe & life sCienCes
yeaRs Of exPeRienCe annual Base salaRy 2013 Hk$ ‘000

general manager 20+ 1,200–1,800

medical director 15+ 1,200–1,800

regulatory director 15+ 900–1,200

regulatory manager 8+ 600–1,000

regulatory specialist 4–5 500+

Quality assurance director 10+ 850–1,000

Quality assurance manager 8–10 500–800

marketing director 10+ 900–1,200

marketing manager 12+ 650–900

national sales director 10+ 1,000+

national sales manager 10+ 850–1,000

regional sales manager 7–10 580–850

business development manager 8–10 700–1,000

district sales manager 4–6 500–700

group product manager 10+ 800–1,000

senior product manager 7+ 650–800

product manager 5+ 500–700

clinical affairs manager 6+ 500–750
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 | it&t

 | manufacturing & industrial

 | sales & marketing

a total of 386 employers and 321 
employees in hong kong were  
sourced from the hudson database. 
they were interviewed online about  
their experiences and views on salary, 
employment expectations and other  
key issues. employers and employees 
received discrete survey questions.

the questionnaire responses were 
collected in november 2012.

hudson conducted quantitative research 
into salary and employment insights of 
employers and employees across hong 
kong. in addition to the responses 
collected and analysed, we also drew on 
placement data across 2012. Qualitative 
information was gathered by our specialist 
recruitment consultants through 
conversations with their clients, and by 
drawing on their extensive knowledge of 
placements made across the following 
hudson specialist practice groups: 

 | accounting & finance 

 | advertising & communications

 | banking & financial services

 | human resources

TOTals

all employers 386

all employees 321

research methodology

Please note: salary ranges are based on information provided by hudson clients, candidates and other sources and as a result are approximate guides only. they relate to base salaries only and 
exclude superannuation/bonus/incentive schemes/stock options. these are indicative of market ranges and are dependent on variable factors, including but not limited to experience level, market 
conditions, company size, industry sector and job scope.

all urls referenced in footnotes were viewed on 21 december 2012.

disclaimer: hudson accepts no responsibility for any action taken or not taken in reliance on the information provided. no warranties, expressed or implied, statutory or otherwise are given to the extent 
permissible under the relevant legislation. the contents are protected by copyright.
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asia-pacific salary & 
employment insights

as a thought leader in the recruitment 
industry, hudson also releases detailed 
salary & employment insights across 
other countries in the asia-pacific region. 
through our market expertise and public 
surveys, we are able to compile and share 
industry specific remuneration trends, 
hiring factors, and salary packages for 
both employers and employees. our 
salary guides are also available for:

 | china and singapore 
hudson.cn/salary-guide 
hudson.sg/salary-guide

 | australia and new Zealand 
au.hudson.com/salary-guide 
nz.hudson.com/salary-guide

the hudson report:  
employment trends

the hudson report is based on in-depth 
and nationwide research. released every 
quarter, it highlights and analyses hiring 
expectations of employers in the 
asia-pacific region. supporting our 
robust findings we provide insights and 
commentary. this key socio-economic 
indicator has new online features such 
as an apac view of hiring expectations 
and a new view of professions as well  
as industries. for details, please visit:

 | hong kong 
hudson.hk/hudson-report

 | china and singapore 
hudson.cn/hudson-report 
hudson.sg/hudson-report

 | australia and new Zealand 
au.hudson.com/hudson-report 
nz.hudson.com/hudson-report

hudson ict industry  
leaders series

each year hudson brings together industry 
experts across the ict sector to gain 
further insight into which factors are 
influencing operations and to forecast what 
opportunities and challenges lie ahead. 

the hudson ict industry leaders series 
2012/13 focuses on how ‘new world’ 
technologies such as bring your own 
device (byod) and cloud computing are 
driving changes in the way employees 
behave, and the impact that this is having 
on organisations’ it departments and the 
skills required of these employees.

to access the report, go to  
au.hudson.com/ILS or  
nz.hudson.com/ILS 

hudson's thought  
leadership program

http://hudson.cn/salary-guide
http://hudson.sg/salary-guide
http://au.hudson.com/salary-guide

http://nz.hudson.com/salary-guide
http://hudson.hk/hudson-report
http://hudson.cn/hudson-report
http://hudson.sg/hudson-report
http://au.hudson.com/hudson-report

http://nz.hudson.com/hudson-report
http://au.hudson.com/ILS
http://nz.hudson.com/ILS




contact us

to discuss the salary & employment insights  
or your recruitment needs in more detail, please  
contact your hudson recruitment consultant or  
email us on hk.hudson@hudson.com.

Hong kong +852 2528 1191

 hudson.hk

China

beijing +86 10 6564 1818

guangzhou +86 20 3899 2232

shanghai +86 21 2321 7888 

 china.hudson.com

singapore +65 6339 0355

 hudson.sg

australia

sydney +61 2 8233 2222

 au.hudson.com

new Zealand

auckland +64 9 977 9800

 nz.hudson.com

mailto:hk.hudson%40hudson.com?subject=Salary%20%26%20Employment%20Insights%20Hong%20Kong%202013
http://hudson.hk
http://china.hudson.com
http://hudson.sg
http://au.hudson.com
http://nz.hudson.com

	Table of Contents
	Introduction
	About Hudson
	In search of opportunity: Employers and employees are looking for greater value
	Reducing the risk of candidate withdrawal 
	Why are candidates withdrawing?  
	What can we learn from this? 
	1. Streamlining the recruitment process 
	2. Improving communication with candidates 
	3. Being open and honest about salary and other benefits 


	Conclusions
	Market Trends & Salary Tables
	Accounting & Finance
	Advertising & Communications
	Banking & Financial Services
	Human Resources
	IT&T
	Manufacturing & Industrial
	Sales & Marketing

	Research Methodology
	Hudson's Thought Leadership Program
	Contact Us 

