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SOUTH EAST ASIA IS ONE OF THE MOST EXCITING AND 

DYNAMIC MARKETS IN THE WORLD. WHILE THERE MAY 

HAVE BEEN SOME POLITICAL UNCERTAINTY IN RECENT 

MONTHS, OVERALL THE LEVEL OF RECRUITMENT 

ACTIVITY HAS REMAINED ROBUST. 

“

“

INTRODUCTION
ANTHONY THOMPSON

Anthony Thompson,
Regional Managing Director,  
Greater China & South East Asia

South East Asia is one 
of the most exciting and 
dynamic markets in the 
world. While there may 
have been some political 
uncertainty in recent 
months, growth is positive, 
demand remains high and 
recruitment is ongoing 

across almost all sectors.

There is also change: the shift to digital, the 
continued progression up the value chain and 
fluctuating commodity markets are all challenges 
and in some cases, opportunities outlined in 
this report. How employers respond to these 
challenges will decide who succeeds and who  
is left standing on the sidelines.

As we celebrate our 20th anniversary in South East 
Asia, we have tried to provide our insight into the 
diverse economies, cultures and working practices 
that make up this fascinating region.

Our Salary & Employment Outlook reports across  
the region have grown to become a valuable 
source of information for both employers and 
job seekers. They provide the latest data on 
employment conditions, skills needed and analysis 
on key sectors. No one can predict the future, 
but we aim to give readers some insight into the 
key trends shaping the region’s economy, from a 
recruitment perspective.

This report is based on the responses of more 
than 850 employers around the region. For the 
first time, we also held a series of roundtable 

discussions with employers to further enrich the 
report, while at the same time providing them with 
a useful forum to discuss the challenges they face 
and share solutions.

With the globalisation of workforces continuing 
to blur the boundaries between countries and 
regions, this year’s report takes a wider view of 
South East Asia, providing a comprehensive  
view of the trends and opinions that will shape  
the future.

I would like to sincerely thank our survey 
respondents and industry participants as well 
as the numerous experts at PageGroup who 
contributed their insights to this year’s South East 
Asia Salary and Employment Outlook. Should you 
have any questions about the report, please get 
in touch with me using the contact details at the 
conclusion of this report.

https://sg.linkedin.com/in/anthonylthompson
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2 MARKET 
OVERVIEW
While South East Asia is a diverse region that is growing at 
a steady pace, this growth masks some big differences 
between countries and across sectors. Opportunities are 
abound for both employers and employees, and as the  
region evolves, the pressure is on to adapt.
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Most industries in most countries 
are growing, but there are some big 
differences across the region.

“

“

MARKET OVERVIEW 2

The good news for employers and 
employees alike is that South East Asia is 
growing. But this growth masks enormous 
differences across industries and across 
countries. At one end of the spectrum is 
the region’s most developed economy, 
Singapore, where growth is modest,  
albeit steady, and salary inflation and  
staff turnover are relatively low.

At the other end, are markets like 
Indonesia, where a young population and 
a burgeoning middle class mean that 
some industries are growing at breakneck 
pace. That brings with it sometimes large 
increases in salary and high turnover of 
staff as companies compete for talent.

But there are trends that hold true across 
the region. The demand for candidates 
with digital skills far outstrips supply: a 
trend that shows no signs of abating. That 
is true not just of internet businesses, but 
companies in all industries who need to 
market themselves or transact and  
function online.

There is also increasing demand for 
professional services. Human resources 
in particular is undergoing a shift as 
businesses in less mature markets realise 
the cost of high staff turnover and start to 
implement measures to improve retention. 
That means a move away from viewing 
human resources as a purely administrative 
function to seeing it as a critical part of  
the business and a factor in commercial 
success. 

Lastly, there is a tremendous demand 
for candidates with regional experience. 
Increasing numbers of clients are doing 
business across borders, which translate 
into a need for staff who understand the 
region. Good English skills, both spoken 
and written, are a must, and other regional 
languages are often a real advantage.
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3 EMPLOYMENT 
CONDITIONS 
Across each of the key markets in the region, employment 
prospects appear positive for candidates, though 
employers continue to fight over talent in key areas.  
What those areas are though, varies between markets.
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The regional economic uncertainty is 
casting a shadow over certain industries 
in Singapore, with recruitment and salary 
increases still growing in a steady rather 
than accelerated fashion.

According to the data collected in this year’s 
survey, 49% of respondents in Singapore 
expect to see an increase in headcount in 
the next year, while 44% expect numbers  
to remain the same.

Expectations of salary increases are also 
modest. 11% expect no increase at all, 
while 71% predict increases of 1-5%.

With the recent Chinese Yuan devaluation 
and stock market volatility, many are taking 
a cautious approach when rewarding 
employees and hiring new ones. 

“The economic uncertainty in China is 
having a slight impact here and companies 
are more cautious in hiring new and 
replacement headcounts. The year ahead 
might be challenging for companies,” 
said Jeffrey Ng, Director, Michael Page 
Singapore. He also expects increments and 
bonuses to be moderated in 2016.

Some sectors will be adopting a more 
cautious approach this coming year. With 
falling oil prices, the oil and gas sector is 
also “struggling, and we have seen some 
companies retrench headcount across 
functions,” added Ng.

As a result, we expect more companies to 
hire more contractors to help supplement 
their workforce during this period. This is a 
growing trend.

But it is far from doom and gloom in the 
Singapore job market.

Financial companies continue to attract 
talent, especially those skilled in corporate 
governance and risk audit.

Mandarin-proficient private banking 
relationship managers who can cater to the 
growing interest from the China market are 
also in demand. 

“In the last year, we have seen smaller 
players as well as established Asian outfits 
come into the banking scene in Singapore,” 
said Lay-Hoon Johnson, Associate Director, 
Michael Page Singapore.

SINGAPORE 
SLOW AND STEADY FOR 
THE REGION’S MOST  
DEVELOPED ECONOMY

“In terms of back-end functions, we see 
another wave of investment in risk audit and 
compliance. We also see a lot of banks and 
financial institutions trying to beef up this 
function, especially with the strict regulatory 
environment set by the Singapore government. 
Private banking is also a growth area and 
institutions are hiring to meet this demand,”  
she added.

Across sectors, candidates with very specific 
skill sets tend to be employed much faster, 
noted Franck Johnson, Director, Page Executive 
South East Asia.

He added, “Some clients are now more risk 
adverse. A few years ago they would hire 
candidates who were not the perfect match but 
had the qualifications.”

“At a senior level, it has to be a 99% perfect fit 
– employers focus on candidates that are within 
the industry and who can hit the ground running 
from day one. This hopefully allows us to shine 
in our level of service,” said Johnson. 

MOST SECTORS IN SINGAPORE ARE WELL ESTABLISHED, 
AND WHILE THERE MAY BE SOME COMPETITION FOR 
CANDIDATES, THE DESIRED TALENT IS MOSTLY  
ALREADY PRESENT IN THE MARKET. 

“ “

EMPLOYMENT CONDITIONS 3

https://sg.linkedin.com/in/jeffreyng79
https://sg.linkedin.com/pub/lay-hoon-johnson/13/a65/913
https://sg.linkedin.com/pub/franck-johnson/8/470/71b
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In general, hiring demand in Malaysia is 
reasonably strong as the economy continues 
to expand, leading to shortages of talent in 
many areas. That growth is far from consistent 
however, with some sectors performing much 
better than others.

The oil and gas industry is going through a 
challenging time due to low oil prices. This 
has led to a slowdown in hiring in the sector, 
according to Paul Cooper, Managing Director, 
Michael Page Malaysia & Thailand. 

“Petronas and ancillary companies are still 
hiring key positions but have lost a lot of expat 
contractors,” he said. Whether this leads to 
job losses among local workers will depend 
on whether oil prices bounce back in 2016 or 
remain low.

Like most parts of the world, the digital sector 
is growing rapidly, with demand for skills in 
coding, digital marketing and e-commerce 
outstripping supply, leading to fairly high 
levels of turnover. Other growth areas include 
shared services, particularly in finance, with 
universities and colleges quick to set up 
partnerships with international accreditation 
bodies. While Malaysia continues to produce 
graduates with excellent technical skills, such 
as accountants, Cooper points to a shortage of 
candidates who combine that education with 
strong business and interpersonal skills.

Procurement and supply chain are growth 
areas as the economy matures and businesses 
look to rationalise costs rather than relying 
purely on expansion. On the other hand, the 
construction industry seems set to cool as 
large numbers of properties are completed, 
possibly leading to a shift in demand towards 
management and maintenance to handle the 
new buildings coming on stream.

Malaysia continues to benefit from the high 
cost of living in nearby Singapore, with an 
increasing number of regional and even global 
positions being moved here to reduce costs, 
something the Malaysian government has 
been keen to support.

Also noteworthy is the increase in hiring on a 
national basis rather than just Kuala Lumpur 
and the surrounding area. While Kuala 
Lumpur remains dominant, “we are seeing key 
decision makers and investment in other parts 
of the country which were previously viewed 
as branch offices,” said Cooper.

High levels of staff turnover remains a 
challenge in most sectors, due primarily to 
the sheer number of opportunities available to 
good candidates. However local businesses 
are increasingly emulating multinational 
corporations (MNCs) and looking at non-
financial benefits, such as a clear career path 
and building a stronger company culture, to 

MALAYSIA 
SHORTAGE OF TALENT MAKES 
COMPETITION FIERCE

encourage greater loyalty. This is also likely to lead 
to a greater demand for middle management roles 
to support this shift.

“What we have seen in Malaysia in the past is 
a mid-management gap - a big boss and lots 
of workers. The multinationals have middle 
management structures in place and more local 
companies are looking at that and realising they 
need to change,” said Mark Donnelly, Director, 
Michael Page Malaysia.

The Malaysian government has been working 
hard to encourage Malaysians working overseas 
to return home, through schemes such as tax 
incentives and the Returning Expert Programme. 
However, Malaysian expatriates often feel that the 
opportunities and lifestyle abroad outweigh the 
benefits of these programmes and take-up has 
always been relatively low, with most Malaysians 
who return doing so for family reasons. The recent 
decline in the value of the Ringgit has made it even 
harder to attract candidates back from overseas as 
the value of salaries in Malaysia falls.

Hiring foreign talent remains challenging, both  
due to visa restrictions and the different working 
culture. However “in certain industries like 
advertising agencies, where turnover is high, we 
are seeing a lot of companies are being more open 
to hiring talent outside of Malaysia”, said May Wah 
Chan, Associate Director, Michael Page Malaysia. 
Typically this will mean talent with Asian and/
or regional experience, something which could 
be aided if the ASEAN Economic Community is 
implemented as promised. 

Malaysia has long suffered from a ‘brain drain’ 
thanks to its citizens’ strong education, proficiency 
in English and relative cost effectiveness, so it is 
possible that ASEAN integration could lead to flows 
going the other way, though most companies seem 
to be adopting a wait and see approach at present.

HIGH LEVELS OF STAFF TURNOVER REMAINS A 
CHALLENGE IN MOST SECTORS, DUE PRIMARILY TO 
THE SHEER NUMBER OF OPPORTUNITIES AVAILABLE 
TO GOOD CANDIDATES.

“ “

EMPLOYMENT CONDITIONS 3

https://my.linkedin.com/pub/paul-cooper/0/a55/236
https://my.linkedin.com/in/markjdonnelly
https://my.linkedin.com/pub/may-wah-chan/2b/921/467
https://my.linkedin.com/pub/may-wah-chan/2b/921/467
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Indonesia is growing actively across a 

variety of sectors. Like many developing 

nations, there is growth in the engineering 

and manufacturing sectors due to relatively 

low labour costs and increasing demand  

for infrastructure.

However, we see an overall shortage of 

talent in Indonesia as companies expand 

and the skills need to evolve, creating 

upward pressure on salaries.

For example, marketing positions, like 

public relations managers, are in demand as 

companies are looking to extend their brand 

presence in Indonesia. 

There is also a tremendous need for 

candidates who possess strong technical 

skills while operating in an Indonesian 

environment, as the working culture can be 

quite different from other markets.

Excellent communication skills are in 

constant demand, while the experience 

of working in MNCs is highly valued by 

employers looking to expand – and in many 

cases professionalise their operations. 

Rapid growth and an overall shortage of 
skills mean there is intense competition  
for high calibre candidates.

This makes attraction and retention of 
talent a constant issue, according to 
Tamara Boonstra, Manager, Michael Page 
Indonesia. She noted, “It is definitely a 
candidate’s market right now. Initially, 
many candidates look at basic salary 
when it comes to job options because pay 
increment of 30% to 50% is not unusual in 
this market.”

“But now, we do see more employees 
looking for companies that give them 
opportunities like career growth and 
leadership development. So it is not only 
about money these days,” added Boonstra.

Experts also highlighted challenges when it 
comes to recruiting in Indonesia.

Firstly, there is a slightly limited talent pool 
compared to demand, said Olly Riches, 
President Director, Michael Page Indonesia.

“Companies are under pressure to localise 
their workforce as much as possible,” he 
said. “Bringing more Indonesians into the 

INDONESIA 
GROWING MIDDLE CLASS 
MEANS OPPORTUNITIES 
ABOUND

companies puts more pressure on the  
talent pool.”

“If you ask any country head here about their 
challenges, one of the top three things they 
will tell you is finding good people to work for 
them,” noted Riches.

The weakening Rupiah and uncertain economic 
outlook has also made some companies 
cautious when it comes to hiring.

With uncertainty on the horizon, how has  
this impacted a company’s ability to hire or 
retain talent? 
 
“Companies tend to hold on to good people.  
Twelve months ago it was all about recruitment. 
That has shifted to retention – holding on 
to good people has become a priority to 
companies here,” said Riches.

Ryan Gabriel, Associate Director, Michael Page 
Indonesia, agrees.

“There is an increase in counter offers as 
companies try to retain talent both to avoid 
losing experience and to avoid the cost of 
replacement hiring.”

Meanwhile, we are observing high staff turnover 
putting a strain on manpower in most sectors. 

To retain talent, companies need to have a clear 
career path for employees and a programme to 
develop them into future leaders, said Boonstra.

She added, “even if companies are still relying 
on overseas talent, they also need a strong 
handover to transfer that knowledge to local 
talents. This will help groom local employees  
to be future leaders.”

ALTHOUGH THE OPPORTUNITIES FOR BUSINESS 
GROWTH ARE THERE, THERE IS ALSO A TALENT 
CRUNCH AS A LOT OF INDONESIANS ARE 
STUDYING OVERSEAS.  Diana Low, Director, Page Executive South East Asia

“ “

EMPLOYMENT CONDITIONS 3

https://id.linkedin.com/pub/tamara-boonstra/15/a4b/3a4
https://id.linkedin.com/pub/olly-riches/10/899/701
https://id.linkedin.com/pub/ryan-gabriel/11/b64/164
https://sg.linkedin.com/pub/diana-low-cpa-aust/0/b29/b02
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4

BALANCING 
WAGES WITH 
CAREER  
DEVELOPMENT
If there is one thing that stands out from the data collected 
from this year’s survey, it is the high levels of staff turnover.

Even in the best run companies, it is normal to see at  
least some degree of movement, but almost one in 10 
of those surveyed (8%) expect to lose 16-20% of their 
workforce in the next year. A further 5% believe the  
figure will be 21-30%.
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For many companies in the region, staff 
turnover is just business as usual. It has 
always been high and is simply a variable  
to be factored into operations like any  
other. But this attitude ignores the enormous 
cost associated with turnover, from the  
time and expense that goes into recruiting 
and on-boarding new staff, to the skills  
and knowledge that are lost when an 
employee leaves.

This sees companies invest a lot of time, 
effort and money in an activity that is not 
helping to grow the business, according 
to Anthony Thompson, Regional Managing 
Director, PageGroup Greater China & South 
East Asia.

“Employers continue to struggle with 
retaining talent, and a lot of our activity now 
is centred on replacing people rather than 
new hires.”

High levels of turnover also leads to salary 
inflation, particularly in disciplines where 
talent is in short supply. 

“We are seeing upward pressure on salaries 
but it becomes a bidding war and I am not 
sure it helps,” said Thompson. 

“Companies that seem to be doing well are 
very well aware of how precious their talent is 
and they look at things other than just salary 
to keep staff happy and engaged. While the 
concept of non-financial benefits is not new, 

the practical application, is and though  
a lot of companies have paid lip service to  
it, the ones who actually do it are reaping  
the benefits.”

When asked what the most important factor 
is for retaining talent, 55% of respondents 
named salary, though non-financial benefits 
were not far behind with 49% citing 
structured career progression, and 25% 
saying global career opportunities helped 
stem talent loss.

“Salary and bonuses continue to be a draw, 
so does a more attractive performance 
bonus,” noted Franck Johnson, Director, 
Page Executive South East Asia. “But 
candidates will also be looking at the 
employer value proposition. Work life balance 
and career development are also strong 
factors (in retaining talent).”

While money is of course important, Antoine 
Lamy, Director, Page Personnel Singapore, 
questions whether it is really as crucial as 
some employers believe it to be. 

“People always say salary is the most 
important factor because it is obvious, but 
the final decision does not always come 
back to that. What you need to offer is 
an opportunity for exposure, learning and 
development, because that is becoming 
more important to job seekers. That is 
actually quite positive when you think how 
things are evolving.”

When it comes to retention,  
salary is not our main strategy. 
HR Director, Singapore 

The truth is that not everyone 
works simply for money. One 
of HR’s many challenges is to 
effectively articulate to the 
staff that they are working for a 
mission, which will give them a 
sense of purpose.
HR Director, Service Industry in Malaysia

CORPORATE HR INSIGHTS
from our HR roundtable discussions

SALARY AND POTENTIAL INCREMENT USED TO 
ATTRACT TALENT BUT NOWADAYS PEOPLE 
EXPECT MORE. Sébastien Hampartzoumian, Senior Managing Director, PageGroup Singapore & India

“ “

WAGES vs DEVELOPMENT 4

https://sg.linkedin.com/in/anthonylthompson
https://sg.linkedin.com/pub/franck-johnson/8/470/71b
https://sg.linkedin.com/pub/antoine-lamy/3/aa8/38b
https://sg.linkedin.com/pub/antoine-lamy/3/aa8/38b
https://sg.linkedin.com/in/shampartzoumian
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5
BUILDING AN 
EMPLOYER 
BRAND
Attracting and retaining talent is key for employers in any 
sector. This is especially important in highly competitive 
industries where specific skills are in short supply.

Simply relying on recruitment alone to fill the gaps is not 
enough. By creating a brand as an employer, companies 
can make it easier to find and attract talent, and make 
them stay longer in their role.
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In essence, an employer brand refers to the 
perceptions current and potential employees 
have of the company and a strong brand 
communicates to prospective employees 
what your company stands for. If people are 
clear on who you are as a business, it makes 
it easier to attract compatible talent.

For example, if someone prides themselves 
on being an innovative thinker, they are  
more likely to feel attracted to a company 
that brands itself as being creative and 
original. Conversely, they are less likely  
to feel inspired by a more corporate-minded 
company.

Employer branding has been especially 
important with job seekers aiming to strike a 
balance between their professional and family 
lives. This in turn can help with recruitment, 
retention and generally affect market 
perception of your company.

It is a given that the top companies – the 
LinkedIns and Googles of the world, for 
example – will attract a steady stream of 
prospective candidates because of their 
strong branding.

But smaller companies need not be 
disadvantaged by their lack of ‘brand name’. 
They need to clearly communicate the culture 
of the company, its mission and its values 
and give potential candidates a good reason 
to want to work for – and stay with –  
the organisation.

Companies also need to clearly articulate 
what they can offer in terms of work-life  

balance and benefits, which helps 
prospective employees understand whether 
the culture of the company aligns with the 
lifestyle they want to lead.

“For Generation Y, the branding and 
perception of a company is an important 
attraction,” observed Franck Johnson, 
Director, Page Executive South East Asia. 
“Candidates want a good culture to be part 
of, and most importantly, companies need 
to try to create their own culture and make it 
dynamic for employees.”

Our experts are also of the opinion that a 
good employer will consider the full spectrum 
of a candidate’s needs, beyond just salary 
and job scope. For example, companies 
could show candidates the culture of an 
organisation through branded videos, 
employee interviews and workplace photos. 
This could give candidates an idea of what 
to expect and make any adjustments to their 
personal lives if necessary.

One of the best ways to boost your company 
brand is to have existing employees talk 
about why they enjoy working with you and 
how it aligns with their lifestyle. With social 
media, everyone is a spokesperson for your 
company, not just the marketing department. 
Using online tools to have satisfied employees 
talk about your company’s values, culture 
and success could be helpful in attracting 
talent on the lookout for their ideal employer.

EMPLOYER BRAND 5

YOU CAN BUILD AN EFFECTIVE  
EMPLOYER BRAND BY:
1. Having a clearly defined set of values and culture

2.  Ensuring all your communications reflect and  
reinforce these

3.  Investing time in your company profiles on social  
media sites

4. Promoting the experience of your top employees

5. Providing a transparent view of life in the company

6.  Respecting candidates  
(manage them well and they will review you favourably  
to their network of contacts)

7.  Keeping employees happy  
(a dissatisfied employee who vents online would 
ultimately doom your efforts)

https://sg.linkedin.com/pub/franck-johnson/8/470/71b
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I once went on a site visit and within 10 
minutes of my leaving, my performance 
was being reviewed by the staff on their 
Whatsapp chat group. It’s tempting to  
try to control it but you have to let it  
grow, because that’s your company culture.
Regional HR Director, Services Industry, Singapore 

One of our most effective retention 
programmes is the English lessons for 
non-native speakers. It is not an expensive 
programme to begin with, but very effective 
in retaining our employees. 
HR Director, Malaysia 

The employer brand is more important  
in Asia than anywhere else I’ve worked  
because you don’t just have to convince  
the employee, you have to convince their 
family too.
HR Director, FMCG Industry, Singapore 

Rather than trying to straitjacket different 
people and different generations, you have 
to take the salad approach. It’s made of 
different ingredients but when you mix it  
all together, it works.
HR Director, Education Industry, Singapore

CORPORATE HR INSIGHTS
from our HR roundtable discussionsBut a strong employer brand is not just 

helpful for attracting new talent, it improves 
retention too. If your business aligns with an 
employee’s beliefs and values it can become 
as much a passion as a job, increasing 
the chances that they will stay with you. 
A company’s existing pool of employees 
represents an investment, and the aim should 
be to retain that talent wherever it is possible 
and appropriate.

In all of this, the role of a company’s 
leadership is crucial. “From marketing to 
human resources to sales, department 
supervisors throughout a company should 
uphold the company’s culture and values –  
as well as communicating them to both 
potential recruits and current employees,” 
noted Olly Riches, President Director,  
Michael Page Indonesia. 

Perhaps the most important point is to be 
authentic. In today’s internet-savvy world, 
any disconnect between how a company 
portrays itself and how it actually behaves 
will soon be exposed. And there is little  
value in trying to be something you are not.  
A candidate who joins a company because  
it matches his or her values, only to find  
out they have been misled, is unlikely to  
feel inspired.

Employer branding can be a powerful tool in 
attracting and retaining the right candidates 
for your business, but only if it is an accurate 
reflection of your company.

CANDIDATES WANT A GOOD CULTURE TO BE 
PART OF, AND THIS IS IMPORTANT – COMPANIES 
NEED TO TRY TO CREATE THEIR OWN CULTURE 
AND MAKE IT DYNAMIC FOR EMPLOYEES.
Franck Johnson, Director, Page Executive South East Asia.

“ “

EMPLOYER BRAND 5

https://id.linkedin.com/pub/olly-riches/10/899/701
https://sg.linkedin.com/pub/franck-johnson/8/470/71b


 2016 SOUTH EAST ASIA SALARY & EMPLOYMENT OUTLOOK     2928     2016 SOUTH EAST ASIA SALARY & EMPLOYMENT OUTLOOK

6 MARKET  
OUTLOOK
South East Asia is an extremely diverse region, from 
mature Singapore on one end of the spectrum to young 
and fast-growing Indonesia at the other. As such, the key 
trends shaping each country differ greatly.
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SINGAPORE
Singapore is the most developed economy 
in South East Asia, so it is no surprise that 
the employment market is more stable 
than other regional countries. In Singapore, 
the main reason employees left was to 
earn a higher salary, though at 34% this is 
significantly below the regional average of 
40%, reflecting the fact that the Singapore 
market is relatively mature by comparison.

27% of those changing jobs do so to gain 
more experience – a difference compared 
to the 22% regional average, demonstrating 
the more career-minded approach we would 
expect to see in more developed markets.

This maturity helps explain the relatively 
low levels of salary inflation predicted for 
2016, 11% of respondents do not expect 
their company to increase salaries at all, 
while 71% expect increases of just 1-5%. 
Of course the other reason salary rises in 
Singapore are low by regional standards 
is that the cost of doing business in the 
country is already significantly higher, and 
we expect to see a continued move of 
low-skilled jobs such as bulk manufacturing  
and logistics to Malaysia and other  
ASEAN countries.

MALAYSIA
If Singapore is at the mature end of the 
spectrum and Indonesia at the developing 
end (though developing very quickly), 
Malaysia sits somewhere in the middle. 
Turnover is predicted to be higher than in 
Singapore this year as employers compete 
for talent to take advantage of growth 
opportunities, leading to higher levels 
of salary inflation. For example, 37% of 
respondents expect increases of 6-10%  
in 2016, compared to just 13% who expect 
increases as high as that in Singapore.

As the country increasingly becomes a 
manufacturing and logistics hub, we expect 
to see demand for talent with appropriate 
skills increase – 31% of respondents said 
manufacturing skills are the hardest to find, 
while 22% said logistics, around 9% higher 
than similar complaints in Singapore. We 
believe this reflects both the movement 
of these businesses (or just the business 
function) from high-cost Singapore to less 
expensive Malaysia, and the growth of these 
industries in Malaysia itself.

We also see candidates are being motivated 
much more strongly by money, 48% change 
jobs to increase their salary compared 
to 34% in Singapore, while the numbers 
moving to gain experience or broaden their 
knowledge were significantly lower.

INDONESIA
Indonesia is going through a period of change 
as increasing demand from the fast-growing 
middle classes presents businesses with 
growth opportunities. However, a shortage 
of candidates with the right skills and 
qualifications in many areas – as well as a 
mind-set often motivated more by salary than 
longer-term career opportunities – is leading  
to rapid staff turnover and high salary inflation,” 
said Aaran Dosanjh, Director, Michael Page 
Indonesia.

Predicted salary increases for the next  
12 months are the highest in the region, with  
28% of respondents expecting increases of  
11-15%, compared to just 3% predicting the 
same in Singapore and Malaysia. Employees 
are also far more likely to change jobs to earn 
more than in the rest of the region, with 50% 
moving for money and just 15% doing so to 
broaden their experience.

There are signs though that employers are 
trying to address this, 20% said they are 
struggling to find suitably qualified human 
resources professionals, compared to just 
3% saying the same in Singapore. In part, 
this reflects the fact that traditionally, human 
resources has been viewed as a largely 
administrative function so candidates with 
broader experience are in short supply, but it is 
also due to employers realising that focussing 
on non-financial benefits can improve staff 
retention, cut costs and retain skills.

MARKET OUTLOOK 6

https://id.linkedin.com/in/aarandosanjh
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7 OUTLOOK  
BY SECTORS
While most sectors are growing, there are some big 
differences, with some expected to see relative stability 
and others seeing high staff turnover and salary inflation. 
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8%
Do not expect any increase

Average percentage salary increase 
in business/area of responsibility over 
the next 12 months

58%
1-5%

29%
6-10%

4%
11-15%

1%
16-20%

By far the biggest question facing this sector is 
whether or not Indonesia will release the enormous 
unspent sums that have been allocated to its 
infrastructure budget. That variable aside, the outlook 
appears positive, with 45% of respondents expecting 
an increase in headcount, and no one predicting a fall.

The one possible exception is the oil and gas industry, 
which has been hit by persistently low oil prices. 
While the impact so far has largely been confined 
to expatriate contractors, if the price remains low 
for an extended period we could see an impact on 
jobs, particularly in Malaysia where Petronas is by far 
the largest company and has the potential to have a 
significant impact on the economy. 

However, the data also masks huge regional 
variations, with Singapore now too expensive for 
all but the most high-end manufacturing, while 
Indonesia continues to benefit from a cost-effective 
workforce for lower end work. Malaysia and Indonesia 
are continuing to move up the value chain, which 
we believe will lead to an increase in low-end 
manufacturing in cheaper ASEAN countries.

“Companies will still continue to invest in Singapore, 
only for high-end research and development,” said 
Julien Raze, Director, Michael Page Singapore. “We 
still see lots of companies moving some operations 

ENGINEERING & MANUFACTURING
from their European offices to set up their research 
and development bases here in Singapore.”

As for salaries, expected increases are fairly modest. 
74% forecast raises of 1-5% though a further 24% 
expect it to be 6-10%.

Staff turnover levels also remain high, with 32% of 
respondents expecting to lose 11% or more of their 
workforce this year.

Remain 
the same

55%

Increase
45%

Expected headcount in business/area 
of responsibility in the next 12 months

FINANCE & ACCOUNTING
The outlook for the finance and accounting 
sector appears healthy, with 47% of respondents 
expecting to increase their team headcount in the 
next 12 months compared to just 9% forecasting 
a reduction. This demand for talent may lead to a 
degree of salary inflation, 58% expect increases 
of 1-5%, and 29% think it will be 6-10% in their 
organisations. In addition, 91% of respondents will 
offer bonuses in 2015.

According to Jeffrey Ng, Director, Michael Page 
Singapore, salaries in these sectors are a huge 
consideration for candidates. He said, “they 
know they are in demand, so where there are 
opportunities they will ask for a big jump (in pay).”

As a result, predicted turnover is also relatively 
high, 30% of respondents think they will lose 11% 
or more of their staff in the next 12 months, with 
40% citing improved salary as the main reason 
they expect employees to leave. 67% state money 
is the most important factor in attracting new staff, 
a figure which is notably higher than the 60% 
average across all industries.

As companies look to reduce costs by outsourcing 
some functions we expect to see continued growth 
in shared services, such as accounting, which 
already has a strong presence in Malaysia  
in particular.

OUTLOOK BY SECTOR 7

https://sg.linkedin.com/in/julienraze
https://sg.linkedin.com/in/jeffreyng79
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The financial services sector remains, in general, 
healthy, with modest growth, with 43% of 
respondents expecting to increase their headcount 
over the next 12 months and 55% anticipating  
no change. 

That modest growth is reflected in expectations 
of salary increases, 18% expect no increase in 
2016, significantly above the 8% average across 
all sectors.

Despite this, a small number of employees  
can expect a robust salary increase of between 
16-20% and the sector continues to offer some 
of the largest bonuses, with 27% of respondents’ 
organisations offering a bonus of 21% or more to 
top performers. 

Turnover is predicted to be high, with 41% of 
respondents expecting to lose 11% or more of 
their staff in the next 12 months. In order to secure 
top talent as it becomes available, companies are 
urged to highlight their career opportunities and 
company culture during the recruitment process, 
with these factors, in addition to remuneration, 
considered most important by candidates when 
considering a company.

FINANCIAL SERVICES

18%
Do not expect any increase

Average percentage salary increase 
in business/area of responsibility over 
the next 12 months

45%
1-5%

23%
6-10%

7%
11-15%

7%
16-20%

The hunt for capable business leaders is an ongoing 
challenge for all companies, and is likely to intensify 
as local companies in markets such as Indonesia 
seek to emulate MNCs by bringing in layers of 
middle management. Partly as a result of this, 67% 
of respondents saying they expect headcount to 
increase in the next 12 months.

However, we have also noticed a shifting  
trend with organisations now on the hunt for 
locally-grown leaders in each market to run their 
subsidiaries or business units. Even in companies 
or roles that still rely on foreign talent, measures 
are increasingly being put in place to groom local 
employees to eventually take their place.

While expectations of salary increases are 
generally modest – with 49% expecting an 
increase of just 1-5% – candidates with in-demand 
or niche skills can command more.

Likewise, predictions on turnover are mixed. 44% 
expect to lose 1-5% of their staff in 2016, but a 
fifth (21%) expect that figure to be 16% or more.

With a shortage of available talent, companies 
are making significant investments to retain their 
current employees. In addition to traditional 
strategies such as salary and career progression, 
organisations are increasingly looking beyond 

GENERAL MANAGEMENT
financial benefits to offer work/life balance 
initiatives (offered by 53% of respondents), training 
and mentoring partnerships (38%) and global 
career opportunities (16%).

Top retention strategies*

53%
Structured career progression

65%
Salary/remuneration

38%
Training and mentoring partnerships

16%
Global career opportunities

47%
Strong company culture

53%
Work/life balance initiatives

56%
Recognition and benefits

2%
Other**

* Respondents could select more than one answer.

** Alignment with own goals, employer branding 

OUTLOOK BY SECTOR 7
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Human resources looks set to enjoy continued 
steady growth, fuelled in part by the need for 
businesses to support their expansion into other 
areas. 49% of respondents expect headcount to 
increase in the next 12 months, compared to 42% 
who expect it to remain stable.

“There is also an increasing importance on 
employee engagement as companies engage in a 
war of talent to retain their key employees,” said 
Paul Cooper, Managing Director, Michael Page 
Malaysia & Thailand. 

This was reflected in the results of our recent 
Global HR Barometer, which showed that 72% 
of South East Asian HR leaders look at employee 
engagement as a measure of success,much higher 
than the global average of 46%.

This sees a shift in human resources from pure 
administration to business support as firms try to 
retain and develop employees, which will mean a 
shift in the skills required, and possibly an increase 
in headcount in these departments. In many 
businesses, this means a move toward candidates 
with regional exposure, as MNCs are looking to 
expand regional hubs and local companies to 
improve HR practices.

HUMAN RESOURCES

6%
Do not expect any increase

Average percentage salary increase 
in business/area of responsibility over 
the next 12 months

62%
1-5%

23%
6-10%

6%
11-15%

2%
16-20%

1%
Above 20%

There is also a move toward more specialist  
talent acquisition roles, rather than it being one  
of several responsibilities given to generalists.

This is leading to modest salary inflation, with 62% 
of respondents expecting increases of 1-5% over 
the next 12 months. Expectations of turnover are 
also varied, with roughly one third each expecting 
1-5%, 6-10% and 11% or more.

HEALTHCARE & LIFE SCIENCES
The sector is enjoying robust growth which  
seems set to continue as Singapore’s population 
ages and the rest of the region becomes more 
affluent and is able to afford better healthcare. 
88% of respondents expect headcount to increase 
over the next 12 months, with no one surveyed 
expecting a reduction. That growth will likely lead 
to salary increases, albeit modest ones. Three-
quarters of respondents expect increases  
of 1-5%, while the remainder expect higher raises 
of 11-15%.

The sector tends to be dominated by larger 
companies (all respondents work for companies 
with 1,000 or more employees) and MNCs which 
typically have strong retention strategies in place, 
something that helps explain the relatively low 
levels of staff turnover in a growing sector. 63% 
of respondents expect 1-5% turnover, though 
just over a third forecast 11-15%. Reflecting that 
maturity, no respondents thought that employees 
leave their company for a higher salary, almost 
the only sector to say so. Company culture 
(88%), work/life balance options (88%), and 
training opportunities (75%) were strong factors in 
attracting talent.

Remain 
the same

12%

Increase
88%

Expected headcount in business/area 
of responsibility in the next 12 months

OUTLOOK BY SECTOR 7

https://my.linkedin.com/pub/paul-cooper/0/a55/236
http://www.michaelpage.com.sg/sites/michaelpage.com.sg/files/2015-16_GLOBAL_HR_BAROMETER_FINAL.pdf?utm_campaign=HR+Barometer+2015+SEA+SEO+MPSG&utm_source=Michael_page&utm_medium=
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PROCUREMENT & SUPPLY CHAIN
Procurement and supply chain jobs are undergoing 
a shift as businesses in the region increasingly 
look to cut costs on their inputs. This is leading to 
some growth in shared services in the sector.

But there is a transformation in Singapore, which is 
shifting from logistics to procurement.

“Singapore is still a big hub in the logistics 
space,” said Julien Raze, Director, Michael Page 
Singapore. But the focus has changed. As the 
manufacturing facilities move away to cheaper 
facilities in Batam, demand for low skilled logistics 
employees has declined.

This change is reflected in predictions around 
headcount for the next 12 months, with 51% 
of respondents stating that they expect their 
headcount to increase, while 12% are predicting a 
decrease, higher than the average 9% prediction 
of a fall in headcount across all sectors.

Staff turnover is expected to be relatively low, with 
57% predicting turnover of 5% or less, compared 
to an average across all sectors of 43% predicting 
a similar turnover rate. 

9%
0%

Percentage of staff turnover expected 
within business/area of responsibility 
over the next 12 months

48%
1-5%

22%
6-10%

9%
11-15%

6%
16-20%

6%
21-30%

LEGAL
The outlook for the legal sector appears quite 
stable, with 50% of the respondents saying they 
expect an increase in headcount in 2016, while 
46% expect numbers to remain steady. In part,  
this growth will be needed to support the 
increasing number of businesses who trade 
across the region, encountering different legal 
environments as they do so.

Salary increases are likely to remain modest, 
though they typically start at a high base.  
Three-quarters of respondents expect increases 
of 1-5%, with just 4% expecting more. The picture 
with turnover is more varied, with large differences 
between companies. While 27% expect no 
turnover in the next 12 months – significantly more 
than the 6% average across all industries – 20% 
expect to lose between 11 to 30% of their staff.

By far the biggest reason for turnover is salary, 
with 42% of respondents citing it as the main 
factor compared to just 12% who are seeking  
an increase in seniority, the next most  
popular response.

In an industry renowned for long working hours,  
it is not surprising that work/life balance was 
cited by respondents as the most important factor 

influencing employee retention (54%). In fact, the 
legal sector was one of only a few to not list salary 
as the most important retention factor. 

* Respondents could select more than one answer.

** Employee empowerment, flexible working arrangements

38%
Structured career progression

Top retention strategies*

38%
Salary/remuneration

27%
Training and mentoring partnerships

19%
Global career opportunities

35%
Strong company culture

54%
Work/life balance initiatives

27%
Recognition and benefits

12%
Other**

OUTLOOK BY SECTOR 7

https://sg.linkedin.com/in/julienraze
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2015 was a slow year for the construction sector, 
but the coming year looks set to be stronger, 
with 67% of respondents expecting to increase 
headcount and the same percentage also 
predicting a salary raise of between 1-5%. 

This increased growth is likely to lead a higher 
turnover of staff, with 56% of those polled 
forecasting between 6-10% staff turnover.

There are some large differences across the 
region. In Singapore, property prices continue to 
be flat, which is likely to limit new constructions, 
in particular at the top end of the market. Although 
sales in Singapore hit a two-year high in July 2015, 
this was largely down to one large new project and 
does not appear to indicate a prolonged upturn. 
The higher end of property market still appears 
to be slow in the foreseeable future with the 
lower end mass market seeing some movement. 
Developers are under more and more pressure 
to sell their units within project deadlines or face 
significant interests.

In Malaysia, large numbers of properties are 
nearing completion, which is likely to lead to 
increased demand for facilities management 
jobs. The construction sector appears strong, 

PROPERTY & CONSTRUCTION

22%
1-5%

Percentage of staff turnover expected 
within business/area of responsibility 
over the next 12 months

56%
6-10%

11%
11-15%

11%
16-20%

with most companies meeting or exceeding 
their earnings forecasts in the past year and 
have enough orders for the next five years. The 
government’s continued commitment in investing 
on infrastructure spending including MRT3 and 
LRT3 will ensure the momentum of the growth in 
this sector. 

Meanwhile in Indonesia, the bulk of the 
government’s infrastructure budget remains 
unspent. If this money is released, it is likely to 
lead to a significant opportunity for the sector.

SALES & MARKETING
Sales and marketing will play a crucial role as 
businesses look to take advantage of continued 
growth in the region, hence we expect hiring 
to remain strong. Of those polled, 60% of 
respondents said they expect to increase 
headcount in the next 12 months, which will 
likely lead to some upward pressure on salaries. 
56% said they expect to see salary increases 
of between 1-5%, with a further 36% expecting 
increases of 6% or more. 

Growth is especially strong in digital sales  
and marketing – both within e-commerce and 
other startups, and in traditional businesses 
looking to take advantage of new marketing 
opportunities. However the relative scarcity of 
this talent, with government restrictions on hiring 
foreigners, means there is intense competition 
among employers.

As a result of this demand for talent, turnover is 
likely to remain high if organisations do not make 
sincere efforts to retain employees with skills in 
demand. 21% of respondents predict that 6-10% 
of their staff will move on in the next year, while a 
further 31% expect that 11% or more will move on. 
Salary remains by far the biggest factor in these 

Key reasons employees leave 
their current company

41%
Improve salary

16%
Gain more seniority

21%
Broaden experience/opportunity to learn

3%
International opportunities

8%
Other*

* Other – Company culture, working environment,
   bigger brand name

movements, with 41% citing it as the main reason 
candidates leave, followed by the opportunity to 
gain more experience, reason cited by 21%.

OUTLOOK BY SECTOR 7
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Secretarial and office support is one of the most 
mature areas with expectations of salary increases 
and staff turnover relatively modest though there is 
certainly growth, 59% of respondents expect that 
their headcount to grow in the next 12 months.

Reflecting this relatively stable environment, 
almost half of the respondents (45%) expect 
salaries to increase by only 1-5% and 27% expect 
no increases at all. Turnover too is relatively low, 
with 27% expecting no turnover, and half of 
respondents predicting a turnover rate of  
just 1-5%. 

Lack of talent appears to be less of an issue than 
in other sectors, with just 23% of employers citing 
it as a challenge.

SECRETARIAL & OFFICE SUPPORT

45%
1-5%

Predicted salary increase

27%
Do not expect any increase

23%
6-10%

5%
11-15%

TECHNOLOGY
Growth in the much-hyped technology sector looks 
set to remain strong, with 67% of respondents 
expecting to increase their headcount in the next 
year, and only 11% predicting to reduce it.

Nevertheless, there remains a shortage of talent, 
leading to upward pressure on salaries. One-third 
expect salary increases to be 6-20% in the next 
12 months, and 4% expect increases of more than 
20%. We are also seeing evidence of candidates 
enjoying much faster career progression than they 
likely would in sectors with a more established 
talent pool, reflecting the difficulties employers 
face in finding suitably qualified employees for 
senior positions.

Predictions of turnover are high, with roughly a 
third of respondents expecting to lose 6-10% of 
their staff, and another third expecting to have to 
replace 11% or more, in large part due to the  
sheer number of opportunities available to 
qualified candidates.

Reflecting the technology sector’s reputation for 
less traditional working practices, non-financial 
benefits ranked highly as retention factors, with 
56% citing career progression and 52% training  
as reasons for people to stay.

* Respondents could select more than one answer.

** Alignment with own goals, employer branding 

Top retention strategies*

56%
Structured career progression

56%
Salary/remuneration

52%
Training and mentoring partnerships

30%
Global career opportunities

22%
Strong company culture

41%
Work/life balance initiatives

52%
Recognition and benefits

4%
Other**
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8 INDUSTRY  
& SKILLS  
FORECAST
The skills needed vary dramatically. Candidates who can 
match the demand, and employers who can attract the 
relevant talent, will enjoy some big advantages in the  
year ahead.
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ENGINEERING & MANUFACTURING
Many local manufacturers in Malaysia and 
Indonesia are learning from MNCs and 
implementing tiers of middle management, 
leading to an increase in demand for these skills. 
As manufacturing shifts to more cost-efficient 
ASEAN countries, some businesses are retaining 
regional hubs, often in Malaysia rather than costly 
Singapore, so candidates with regional experience 
and language skills will be needed.

“There is also strong demand for English  
speakers in the Indonesian market, especially 
those with MNCs experience”, said Ryan Gabriel, 
Associate Director, Michael Page Indonesia.

Despite this, we expect to see more Indonesian 
companies seeking to retain existing talent rather 
than recruit new staff.

“There is definitely an increase of counter offers 
being made because companies cannot always 
afford to hire new talent,” added Gabriel.

Singapore is seeing more data centres being built, 
leading to demand for engineers with experience 
in this sector. The number of R&D and product 
development centres in Singapore means there 
is demand for test development engineering and 
embedded hardware development roles. 

FINANCE & ACCOUNTING
Shortage of talent continues to pose a problem, 
with 37% of respondents citing it as their main 
recruitment challenge. Although a number of 
universities around the region have partnered with 
international accounting bodies to provide a high 
level of training, candidates who can combine this 
knowledge with proven business acumen are in 
short supply and able to command a premium.

Financial planners and analysts with business 
partnering skill sets are in particular demand, 
especially in Singapore where many companies 
have regional hubs. These employees are vital in 
providing advice on cost reduction, growth plans 
and feasibility studies as companies become more 
sales driven.

We are also seeing some demand for contract 
positions, which allow companies to make rapid 
changes in headcount in a volatile market.

FINANCIAL SERVICES
Lack of talent is less of an issue in financial 
services than in other sectors, partly due to 
the relatively well-established South East Asian 
markets, particularly for conventional finance in 
Singapore and Islamic finance in Malaysia. 

Regulations however are becoming more stringent, 
leading to more demand in the corporate 
governance function. 

Local banks are also competing quite aggressively 
in Singapore, particularly in the commodities, 
funds and insurance sectors, so hiring looks set to 
remain steady in those areas in particular, leading 
to strong demand for talent with appropriate skills.

In Singapore, financial services and corporate 
governance talent are in high demand, according 
to Lay-Hoon Johnson, Associate Director, Michael 
Page Singapore. “Private banking relationship 
managers are in demand, as well as candidates 
with Mandarin proficiency because a lot of 
business is coming from the China market. There 
is also strong demand for contract workers as 
banks rely on this market for maternity cover,  
for example.”

GENERAL MANAGEMENT 
For many organisations, creating and growing 
their future leaders is a top priority. However, we 
have observed that many companies are finding it 
challenging to find high calibre individuals who can 
be business leaders.

Despite this shortage, companies are often risk 
averse, insisting that management hires be a near 
perfect fit when in previous years they may have 
been more forgiving. This in part reflects a desire 
to find candidates who can hit the ground running, 
but it may mean that candidates find it harder to 
move from one industry to another as they lack 
direct experience.

HEALTHCARE & LIFE SCIENCES
Singapore is in part a victim of its own success. 
Having attracted so many life sciences companies 
to the country, there is inevitably a shortage of 
local talent and a degree of reliance on foreign 
expertise. As many employers in this sector are 
MNCs, strong English language skills are a must, 
and experience of working in an international 
environment remains highly  
sought after.

“This is a high-value sector and companies are 
always experiencing shortages in engineering, 
regulatory science and clinical disciplines 
because the talent does not exist or is in the 
making,” explained Franck Johnson, Director, 
Page Executive South East Asia. As there are few 
candidates who possess the desired skill set in 
full, companies here tend to look at international  
or regional solutions to compensate. 

There is also increasing demand for sales and 
marketing positions such as product or brand 
managers, commercial directors, regulatory  
affairs and medical affairs. Demand exists also  
in manufacturing such as quality, validation, 
process engineers, operation managers and 
research scientists.

HUMAN RESOURCES
10 years ago, human resources tended to be 
administratively focused but increasingly it is being 
seen as a critical component of any business as 
employers look beyond just hiring to understand 
how to better engage and retain staff. This has 
seen well-rounded HR experts, as opposed 
to administrators, become more in-demand 
and these candidates are able to command a 
premium. It also means that HR professionals 
who do not have experience in areas such as staff 
engagement and retention may wish to sharpen 
and expand their skills or risk being left behind. 

Increasingly, businesses are looking at shared 
services or regional hubs for human resources, 
often located in lower cost markets, so there is 
a need for candidates who can combine global 
experience with knowledge of emerging markets.

LEGAL
Lawyers are in constant demand, and local 
universities across the region do a good job of 
producing skilled graduates. Given the size of the 
banking sectors in Singapore and Malaysia, legal 
talent with financial and contract experience are 
in particularly strong demand. Typically though, 
finding candidates with the right skills is not the 
issue, with employers citing finding the right fit for 
their particular culture as the biggest challenge.

Generalist lawyers are in strong demand as  
they tend to be the best fit for in-house roles -  
a continuous growth area as companies look  
for genuine business partners rather than  
external providers. 

There is also demand for FCPA Compliance 
lawyers across the region as the regulatory 
landscape becomes increasingly stringent. In 
Singapore there is particular demand for disputes 
resolution as the country continues its attempts to 
position itself as a hub for this service.

As the focus on China grows, candidates with 
spoken and written Mandarin skills are particularly 
highly prized.

PROCUREMENT & SUPPLY CHAIN
While experienced candidates will usually be 
offered opportunities, procurement and supply 
chain suffers less of a skills shortage than other 
sectors. However, the procurement sector is seeing 
a shift toward shared services and centralised 
procurement functions, so employees who can 
control spend across the region, or even globally, 
are in demand.

As businesses look to watch their spending 
in materials, supply chain functions become 
increasingly important. Senior supply chain 
managers, supply planners and S&OP directors 
who can think outside the box and drive continuous 
improvement are particularly highly sought after.

While complaints of a lack of talent are relatively 
low among employers, poor communication and 
lack of English language skills are persistent 
worries, given the need to communicate  
across borders.

INDUSTRY AND SKILLS 8
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PROPERTY & CONSTRUCTION
Right now, we believe hiring for the industry is 
picking up. But there are set backs, especially 
in Singapore where some employers are still 
struggling to meet government regulations 
that mandate one Singaporean for every seven 
foreign workers. Some employers still cannot 
match that quota due to a lack of skilled or 
willing candidates, and this has affected their 
operations as this can incur financial penalties. 

Malaysia is seeing a large number of 
completed properties come onto the market, 
which is likely to see a shift away from demand 
for construction-related positions as building 
work slows, and a corresponding increase 
in demand for maintenance and facilities 
management skills to deal with the new supply. 

SALES & MARKETING
Demand for candidates in the sales and 
marketing field in all industries and sectors is 
strong. But the pool of talent – especially those 
who have a good relationship with clients 
and a track record of delivering – is limited 
and companies are in fierce competition to 
secure talented candidates. Candidates with 
digital skills are in particular demand as sales 
and marketing continues to transition to the 
online space, and candidates with a strong 
background in this area often progress their 
careers extremely quickly when compared to 
other disciplines.

In particular demand are digital marketers, 
SEO and SEM specialists, and those 
experienced in content and analytics.

We are also seeing demand for digital sales 
solutions such as e-commerce and cloud 
services that can drive revenue without 
necessarily relying on sales staff. 

Some MNCs are moving their sales and 
marketing functions to Malaysia to cut costs, 
so this is likely to lead to an increase in 
demand for sales and marketing skills in  
that market.

Across both B2B and B2C there is high 
demand for candidates with strong industry 
and/or product knowledge due to differences 
across sectors, so specialisation for 
candidates is key.

SECRETARIAL & OFFICE SUPPORT
The strongest demand is for technically  
savvy candidates who are not only proficient  
in Microsoft Office, but in SAP, Lotus Notes 
and sometimes even CRM. Of course 
traditional skills such as personal work and 
general administration remain important, 
but we are seeing a shift toward demand for 
technical skills.

Although these skills are transferrable, 
employers do tend to prefer some 
understanding of their industry so candidates 
can make themselves more marketable by 
ensuring their knowledge is up-to-date. Those 
with IT, business and presentation training may 
enjoy an edge here.

TECHNOLOGY 
The technology sector is considered one of 
the most competitive recruitment markets for 
employers. Positions for software and mobile 
application developers, network engineers, 
as well as web designers and developers are 
in demand, and even businesses outside the 
technology sector increasingly rely on some 
tech talent, such as in-house social media 
teams, which further reduces the available 
talent for employers.

While we believe an experienced and skilled 
technology professional, particularly those with 
coding, digital marketing and/or e-commerce 
skills, can expect to see salary hikes, a lack of 
local talent means employers are prepared to 
look at overseas markets where candidates are 
more plentiful.

Counter offers are always an issue in 
Malaysia where the talent market is 
very tight. Kristoffer Paludan, Director, Michael Page Malaysia

“

“

INDUSTRY AND SKILLS 8

https://my.linkedin.com/in/kristofferpaludan
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9 ASEAN 2015
With 2015 marking the integration of the region’s economies, 
what will this mean for employers and candidates? And 
how are businesses preparing for the new challenges and 
opportunities this presents? 
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I don’t think the open market of 
ASEAN Economic Community will 
affect the way we look for talents. 
We will continue to search for 
the right fit for our organisation 
regardless of the geographical 
location of our candidates. 
HR Director, Malaysia

CORPORATE HR INSIGHTS
from our HR roundtable discussions

WHAT THE ECONOMIC 
COMMUNITY MEANS  
FOR EMPLOYERS
2015 is the year the region’s economies  
are due to be integrated into the ASEAN 
Economic Community (AEC), one of the 
three pillars that make up the overall ASEAN 
Community (the others are Political-Security 
and Socio-Cultural).

There has been some confusion over what 
exactly AEC means. On paper, it should 
provide a single market, allowing the free flow 
of trade, investment and people among the  
10 member states. While this sounds like good 
news for employers struggling to find talent 
in their home markets, our survey shows that 
many businesses are unsure how the changes 
will affect them.

Just 39% thought it would have a positive or 
very positive impact on their business, with 
an equal proportion feeling it would have no 
impact. A further 20% remain undecided.

The most obvious benefit for the HR 
professionals we surveyed is access to a wider 
pool of talent, but the response, while positive, 
was lukewarm, 62% said they were interested 
or very interested in hiring talent from other 
ASEAN countries, but 23% said they were not, 
and 13% had yet to decide.

May Wah Chan, Associate Director, Michael 
Page Malaysia, argues that while the 
uncertainty is understandable, the effect is 
likely to be a positive one. “There is still some 
uncertainty about whether it will happen or not. 
But if it does, I do not see it being negative.”

In markets like Malaysia, which is a net 
exporter of talent, access to a pool of regional 
talent could prove a boon. Indeed in many 
areas facing talent shortages, the ability to 
look at other ASEAN markets and hire without 
restriction may be beneficial, although there 
are skills that are in short supply across the 
entire region, such as high performing sales 
staff, digital marketers and strong leaders, so 
this will not be a silver bullet.

Anthony Thompson, Regional Managing 
Director, PageGroup Greater China & South 
East Asia, agrees that it is too soon to draw 
any definitive conclusions, but suggests there 
are signs that the 2015 deadline is starting to 
get businesses to look at the region in a new 
way. “ASEAN has got people thinking about it 
as a region rather than individual countries,”  
he says.

ASEAN 2015 9

https://my.linkedin.com/pub/may-wah-chan/2b/921/467
https://sg.linkedin.com/in/anthonylthompson
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10 APPENDICES
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SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

ENGINEERING &  
MANUFACTURING

Salary SG$’000

Role  Engineer/ 
Senior Engineer Principal Manager Director

R&D (Hardware/Embedded) 45–65 100–120 100–120 200+

Manufacturing/Production 52–65 N/A 90–120 150+

Quality 52–65 N/A 90–120 200+

Service  52–70 N/A 105–120 150+

Project/Program Management N/A N/A 80–105 200–260

Process  52–65 N/A 90–120 150+

Lean/Six Sigma/Operations Excellence N/A N/A 80–110 150–260

Test 60–75 90–120 90–120 200+

ENGINEERING & MANUFACTURING 

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

SALARY TABLES

CUSTOMER SERVICE    

CUSTOMER SERVICE  

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years

Sales Administration 30–50 42–60 54+ N/A

Order Processing & Fulfillment 30–42 36–54 48+ N/A

Documentation Specialist 30–48 42–60 54+ N/A

Contracts Administrator 30–48 42–60 54+ N/A

Front Desk Executives + Concierge 24–42 36–54 48+ N/A

Client Services & Account 36–60 48–70 60+ N/A

Customer Service – Supply Chain 30–48 42–60 54+ N/A

Project Manager 48–70 60–84 72–100 96+

Contact Centre Officer 24–36 30–42 36+ N/A

Contact Centre Team Leader 42–60 48–70 60+ N/A

Contact Centre Manager 54–72 60–84 72+ N/A

Contact/Call Centre Head 72–96 84–120 96–144 120+

Customer Service Officer 30–48 42–60 54+ N/A

Customer Service Team Leader 42–60 48–70 60+ N/A

Customer Service Manager 54–72 60–84 72–100 96+

Customer Service Director 84–120 96–144 120+ N/A

Quality & Service Excellence 72–96 84–120 96–144 120+
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SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Accounts Payable Executive 26–36 N/A N/A N/A N/A

Accounts Payable Accountant N/A 45–60 60–80 N/A N/A

Accounts Payable Manager N/A 70–90 90–120 N/A N/A

Credit Controller 24–40 42–60 60–80 N/A N/A

Financial Accountant 42–54 50–65 65–100 N/A N/A

Group Accountant – Consolidation 42–54 50–70 70–100 N/A N/A

Cost Accountant 36–50 50–65 65–80 N/A N/A

Credit Analyst N/A 50–65 65–90 N/A N/A

Financial/Business Analyst 36–54 50–80 80–110 N/A N/A

Finance Manager (Small/Medium Organisation) N/A 80–100 90–120 120+ N/A

Finance Manager (Shared Services Centre) N/A 80–100 100–120 120+ N/A

Finance Manager (Large Organisation) N/A 100–130 130–180 180+ N/A

Credit Manager N/A 80–100 100–130 130–150 N/A

Costing Manager N/A 80–100 100–150 150+ N/A

Financial & Planning Analysis Manager N/A 100–130 130–150 150–200 200+

Financial Controller (Small/Medium Organisation) N/A 130–150 150–180 180+ N/A

Financial Controller (Large Organisation) N/A 160–200 200–250 250+ N/A

Credit Director N/A 130–150 150–180 180–220 220+

Finance Director (Shared Services Centre) N/A 200–220 220–250 250+ N/A

CFO/Finance Director (Large Organisation) N/A 220–250 250–300 300–350 350+

GENERAL

FINANCE & ACCOUNTING

SPECIALIST    
Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Credit Analyst N/A 50–65 65–90 N/A N/A

Pricing Analyst N/A 60–80 80–100 N/A N/A

Treasury Analyst 40–48 60–80 80–100 N/A N/A

Tax Analyst N/A 60–80 80–110 N/A N/A

Internal Auditor N/A 65–90 90–130 N/A N/A

Pricing Manager N/A 100–120 120–150 150+ N/A

Revenue Recognition N/A 80–120 120–180 120–250 N/A

Corporate Finance Manager N/A 90–120 120–160 160+ N/A

Treasury Manager N/A 100–120 120–180 180+ N/A

Internal Audit Manager N/A 100–130 130–150 150–200 N/A

Tax Manager N/A 130–160 160–200 200+ N/A

Corporate Finance Director N/A 200–220 220–250 250–300 300+

Treasury Director N/A 200–220 220–250 250–300 300+

Internal Audit Director N/A 200–220 220–250 250–300 300+

Tax Director N/A 200–220 220–250 250–300 300+

SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

PROFESSIONAL SERVICES & PUBLIC ACCOUNTING

FINANCE & ACCOUNTING

Salary SG$’000

Years of experience 0-3 years 3-5 years 5-10 years 10-15 years 15+ years

External Audit N/A 50–70 70–120 120+ N/A

Tax N/A 55–75 75–130 130+ N/A

Management Consultancy N/A 90–140 140–180 180+ N/A

Corporate Finance N/A 90–140 140–180 180+ N/A

Risk & Compliance N/A 90–140 140–180 180+ N/A



 2016 SOUTH EAST ASIA SALARY & EMPLOYMENT OUTLOOK     6362     2016 SOUTH EAST ASIA SALARY & EMPLOYMENT OUTLOOK

SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

CENTRAL FINANCE    

VALUATIONS    

FINANCIAL SERVICES

Salary SG$’000

Role  Associate Associate  
Vice President Vice President Director/MD

Management Reporting/Business Finance 60–95 95–150 150–220 220+

Costing Controls/Analytics 60–95 85–150 150–220 220+

Financial Reporting 60–95 90–160 160–220 220+

Tax Accountant 80–100 100–170 170–250 250+

Salary SG$’000

Role  Associate Associate  
Vice President Vice President Director/MD

Quantitative 60–95 95–160 160–250 250+

Salary SG$’000

Role  Associate Associate  
Vice President Vice President Director/MD

Business Analyst 60–95 90–150 150–240 240+

Product Control 60–95 95–150 150–220+ 220+

FINANCE PROJECTS    

SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

AUDIT, COMPLIANCE & RISK
AUDIT    

FINANCIAL SERVICES

Salary SG$’000

Role  Associate Associate  
Vice President Vice President Director/MD

Internal Audit 60–95 95–150 150–250+ 250+

IT Audit    60–95 95–150 150–250+ 250+

Salary SG$’000

Role  Associate Associate  
Vice President Vice President Director/MD

AML (Audit Money Laundering) 60–90 90–180 180–250+ 250+

MAS Compliance 60–90 90–180 180–250+ 250+

Regulatory 60–90 90–180 180–250+ 250+

Insurance 50–75 75–160 160–220+ 220+

Salary SG$’000

Role  Associate Associate  
Vice President Vice President Director/MD

Market Risk 60–90 90–150 150–220+ 220+

Credit Risk 60–90 90–150 150–220+ 220+

Operational Risk 50–70 70–130 130–200+ 200+

COMPLIANCE    
    

RISK
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SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

OPERATIONS    

MIDDLE OFFICE    

FINANCIAL SERVICES

Salary SG$’000

Role  Associate Associate  
Vice President Vice President Director/MD

Project Management 60–90 90–140 140–220 220+

Salary SG$’000

Role  Associate Associate  
Vice President Vice President Director/MD

Client Servicing 60–80 80–130 130–220 220+

Salary SG$’000

Role  Associate Associate  
Vice President Vice President Director/MD

Settlement 45–75 75–120 120–180 180+

Collateral Management 45–65 65–110 110–160 160+

Client Onboarding 50–95 95–150 150–220 220+

Fund Management 50–90 90–120 120–180 180+

BACK OFFICE    

SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

FRONT OFFICE    
INVESTMENT BANKING    
    

COMMERCIAL BANKING    

WEALTH MANAGEMENT    

FINANCIAL SERVICES

Salary SG$’000

Role  Associate Associate  
Vice President Vice President Director/MD

Debt Capital Markets 100–150 150–200 200–280 280+

Corporate Finance 100–150 150–200 200–280 280+

Salary SG$’000

Role  Associate Associate  
Vice President Vice President Director/MD

Relationship Manager 60–110 110–150 150–180 180+

Transaction Banking Sales 60–110 110–150 150–180 180+

Salary SG$’000

Role  Associate Associate  
Vice President Vice President Director/MD

Relationship Manager 60–150 150–180 180–250+ 250+
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Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

CLINICAL RESEARCH    
Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15 years 15+ years

Drug Safety/Pharmacovigilence 45–55 55–80 90–150 N/A

Data Management 45–70 N/A N/A 150+

Clinical Operations 50–70 70–90 100–120 N/A

BioStatistician 50–80 80–100 N/A N/A

SAS Programmer 50–80 80–100 N/A N/A

Medical Affairs 110–130 120–180 180–250 300+

Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15 years 15+ years

Quality Control 45–70 80–120 120–140 N/A

Microbiology 45–70 80–120 120–140 N/A

Regulatory Affairs 60–80 90–120 120–150 200+

Quality Assurance (GMP) 60–80 90–120 120–150 200+

Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15 years 15+ years

Scientists (non-PhDs) 45–70 80–100 120–140 N/A

Scientists (PhDs) 60–80 90–120 120–180 200+

RESEARCH & DEVELOPMENT    

QUALITY & COMPLIANCE    

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

OPERATIONS    
Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15 years 15+ years

Manufacturing 50–70 70–90 100–160 200+

Process Engineering 60–80 90–120 120–150 180+

Mechanical Engineering 60–80 90–120 120–150 180+

Electrical Engineering 60–80 90–120 120–150 180+

Controls/Automation 60–80 90–120 120–150 180+

EHS 60–80 90–120 120–150 180+

Validation 60–80 90–120 120–150 180+

COMMERCIAL    
Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15 years 15+ years

Sales/Medical Representative 50–80 90–120 N/A N/A

Product Manager 60–80 80–110 100–130 N/A

Senior/Group Product Manager 80–100 100–120 110–150 N/A

Sales Manager 80–100 100–140 120–150 N/A

Marketing Manager 100–120 100–150 120–150 150+

Sales Director 100–120 120–180 150–200 200+

Marketing Director 120+ 150–180 180–220 220+

General Manager 120–150 150–200 200–250 300+

SALARY TABLESSALARY TABLES

HEALTHCARE & 
LIFE SCIENCES

HEALTHCARE & 
LIFE SCIENCES
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SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

BANKING & FINANCE    

HUMAN RESOURCES

Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15 years 15+ years

Payroll Specialist 45–65 65–100 100–130 130+

Mobility Specialist 50–70 70–120 120–150 150+

HRIS Specialist 50–85 85–130 130–150 150+

Learning and Development Specialist 60–100 100–150 150–200 200+

Recruitment Specialist 60–100 100–150 150–200 200+

HR Generalist/Business Partner 60–110 110–180 180–240 240+

Organisational Development 60–110 110–200 200–300 300+

Compensation and Benefits Specialist 60–120 120–220 220–300 300+

Head of Human Resources N/A N/A 250+ 300+

Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15 years 15+ years

Payroll Specialist 40–60 60–90 90–110 110+

Mobility Specialist 50–65 65–100 100–140 140+

HRIS Specialist 50–80 80–120 120–150 150+

Learning and Development Specialist 50–80 80–120 120–160 160+

Recruitment Specialist 50–80 80–120 120–165 165+

HR Generalist/Business Partner 55–100 100–160 160–200 200+

Organisational Development 55–100 100–160 160–220 220+

Compensation and Benefits Specialist 60–90 90–150 150–250 250+

Head of Human Resources N/A N/A 200-300 300+

COMMERCE & INDUSTRY    
PARALEGALS

CORPORATE SECRETARIAT

SALARY TABLES

Please note:

1. The above tables are based on basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great care, 
these salaries can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information. 3. This is 
representative of our services within Singapore 4. The figures in this guide are based around Singapore levels of PQE, with the exception of the international law firms where 
Singapore lawyers and other lawyers who have not completed their 2 year training contracts are usually required to take a discount on their qualification date. The typical 
discount is 18 months.

LAWYERS

LEGAL

Salary SG$’000

Years of experience  3-5 years PQE 5-10 years PQE 10-15 years PQE 15+ years PQE

Private Practice (Local Firms)  80-150 100-200 200+ N/A

Private Practice (International Firms) 150-250 220-380 300+ N/A

Please note: The above table includes salary data collected from leading and international law firms.

In-House Corporate (MNC) 85-130 100-190 170-250 210+

Please note: The above table includes salary data collected from Singapore private and listed companies, and multinational corporations.

Financial Services     100-180 120-240 200-350 280+

Please note: The above table includes salary data collected from international/investment banks, local banks, insurance companies and fund/private equity/security houses.

Salary SG$’000

Years of experience  3-5 years PQE 5-10 years PQE 10-15 years PQE 15+ years PQE

Paralegals    35-70 55+ N/A N/A

Please note: The above table includes salary data collected from international/investment banks, local banks, insurance companies and fund/private equity/security houses.

Salary SG$’000

Years of experience  3-5 years PQE 5-10 years PQE 10-15 years PQE 15+ years PQE

Corporate Secretariat (Non ICSA-Certified) 30-60 55+ N/A N/A

Corporate Secretariat (ICSA-Certified)  50-95 90+ N/A N/A

Please note: The above table includes salary data collected from international/investment banks, local banks, insurance companies and fund/private equity/security houses.
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Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

OIL & GAS/PHARMACEUTICALS    
Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15+ years

Quality 50–70 80–110 120–160

Direct 50–100 100–150 150–200

Logistics/3PL 50–80 80–120 120–180

Supply Chain 40–80 90–140 150–200

Distribution/Warehousing 50–70 80–140 150–180

Planning 50–100 100–150 150–200

Indirect 50–90 95–150 160–220

LEAN/Six Sigma 50–100 100–150 160–220

Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15+ years

Quality 50–80 80–110 120–160

Direct 50–80 80–130 130–180

Logistics/3PL 50–80 90–130 130–170

Supply Chain 55–90 90–140 150–240

Distribution/Warehousing 50–80 80–130 130–160

Planning 50–90 90–150 150–220

Indirect 50–90 90–140 160–220

LEAN/Six Sigma 60–90 100–150 160–220

FMCG/RETAIL    

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

TECHNOLOGY    
Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15 years

Quality 50–80 80–110 130–200

Direct 50–85 90–120 130–220

Logistics/3PL 50–80 85–120 130–170

Supply Chain 50–80 80–130 150–220

Distribution/Warehousing 50–90 90–130 140–170

Planning 50–85 90–140 140–220

Indirect 50–90 95–140 160–220

LEAN/Six Sigma 50–100 100–150 160–220

Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15 years 15+ years

Purchasing/Procurement Officer 50–70 60–80 75–90 75–90

Procurement Specialist 70–90 90–115 110–160 110–160

Procurement Analyst 65–75 70–90 90–110 90–110

Procurement Manager 80–100 100–140 140–180 140–180

Vendor/Supplier Relationship Manager 80–95 90–135 130–160 130–160

Strategic Sourcing Leader/Manager N/A 105–160 170–220 170–230

Category/Commodity Manager 90–120 120–150 150–200 180–220

GM/Head of Procurement N/A N/A 150–200 180–250

CPO/Director N/A N/A 200–250 220–350+

FINANCIAL & PROFESSIONAL SERVICES 

SALARY TABLESSALARY TABLES

PROCUREMENT & 
SUPPLY CHAIN

PROCUREMENT & 
SUPPLY CHAIN
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Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

CORPORATE REAL ESTATE
Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15 years 15+ years

Environment Health & Safety 45–60 60–110 110-150 150+

Facilities Management & Corporate Services 45–60 60–115 115-160 160+

Property Management 45–60 60–120 120-140 140+

Security & BCP 45–60 60–125 125-180 180+

Leasing & Transaction Management 45–60 60–130 130-185 185+

Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15 years 15+ years

Design Management 40–60 60–100 100–125 125+

Office Fit–Out 45-70 70-120 120-170 170+

Construction & Project Management 45–70 70–120 120-170 170+

Project Development 60–90 90–145 145-190 190+

Salary SG$’000

Years of experience  3-5 years 5-10 years 10-15 years 15+ years

Asset Management 45–80 80–120 120–180 180+

Portfolio Management 45–80 80–120 120–160 160+

Investment Management 45–80 80–150 150–200 200+

PROJECTS    

REAL ESTATE INVESTMENTS    

SALARY TABLES

HEALTHCARE & LIFESCIENCE   

SALES & MARKETING

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Product Manager 36–60 60–80 80–110 N/A N/A

Group Product Manager N/A 100–130 130–160 150+ N/A

Communications Manager N/A 65–80 80–130 120–220 180–250

Marketing Assistant/Coordinator 30–48 36–60 N/A N/A N/A

Marketing Manager N/A 80–100 90–150 140–195 200+

Sales Executive 36–50 42–70 N/A N/A N/A

Sales Manager 48–60 60–85 90–130 150–250 250+

Business Unit Manager N/A 90–110 120–150 N/A N/A

Business Development Manager/Director N/A 90–110 120–150 175–225 225–300

Sales Director N/A N/A N/A 150–220 220+

Marketing Director N/A N/A N/A 180–220 220+

Business Unit Director N/A N/A N/A 180–300 250–350

General Manager N/A N/A N/A 180–300 300+

RETAIL   
Salary SG$’000

Years of experience 0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Merchandiser 30–50 42–70 N/A N/A N/A

Buyer 36–54 48–70 N/A N/A N/A

Retail Sales Executive 24–50 36–60 50+ N/A N/A

Store Manager 36–54 42–70 60+ N/A N/A

Retail Operations Manager 50–70 60–84 70+ N/A N/A

Regional Retail Operations Manager N/A N/A 100–130 130+ N/A

Country General Manager N/A N/A N/A 180+ 200+

Regional General Manager N/A N/A N/A 200+ N/A

SALARY TABLES

PROPERTY & 
CONSTRUCTION

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.
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Please note:
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Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Sales Engineer 36–50 45–70 N/A N/A N/A

Senior Sales Engineer N/A 35–55 N/A N/A N/A

Marketing/Marcom/Public Relations Executive 30–48 36–60 N/A N/A N/A

Account Manager 36–60 55–80 70–100 N/A N/A

Key Account Manager N/A 55–80 70–100 N/A N/A

Sales Executive 36–50 45–70 N/A N/A N/A

Sales Manager 48–60 60–75 75–110 110–130 130–150

Marketing Manager 48–60 60–75 75–110 110–130 130–150

Product Manager 48–60 60–75 70–100 100–140 140–160

Marketing Communications Manager 48–60 60–80 80–110 110–140 140–160

Business Development Manager 55–75 70–90 90–130 110–150 150–170

Senior Marketing Manager N/A N/A 85–110 110–150 150–170

Sales Director N/A N/A N/A 130–160 160–180

Marketing Director  N/A N/A N/A 140–170 170–200

Managing Director/General Manager N/A N/A N/A 160–200 200–250

MANUFACTURING & INDUSTRIAL    

SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

BANKING & FINANCIAL SERVICES   

SALES & MARKETING

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Marketing Assistant/Coordinator 30–48 36–60 N/A N/A N/A

Public Relations/Corporate Comms Manager 48–60 55–75 70–120 100–180 N/A

AVP/Marketing Manager N/A N/A 70–120 90–150 N/A

VP/Senior Marketing Manager N/A N/A 90–120 100–150 130+

Digital/eCommerce Marketing Manager     N/A 50–80 70–120 100–180 150+

Corporate Communications Director N/A N/A 90–150 110–200 180+

Marketing Director N/A N/A 100–180 150–250 200+

SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

IT & TELCO   

SALES & MARKETING

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Marketing/Marcom/Public Relations Executive 36–48 42–65 N/A N/A N/A

Sales Executive 30–48 36–65 N/A N/A N/A

Marketing Communications Manager 50–70 60–80 75–100 100–130 130–160

Brand Manager 48–70 60–80 70–100 100–120 120–150

PR Manager 42–60 55–70 70–100 100–130 130–160

Product Manager 48–70 60–80 70–100 100–120 120–150

Account Manager 42–60 55–70 70–90 90–110 110–135

Marketing Manager 48–70 60–80 70–100 100–120 120–150

Key Account Manager 48–70 60–80 70–90 90–110 110–135

Business Development Manager 55–75 70–90 85–120 120–160 160–220

Sales Manager 48–60 55–75 75–120 120–160 160–220

Senior Marketing Manager N/A N/A 85–110 110–145 145–180

Marketing Director N/A N/A 95–120 120–155 155–198

Sales Director N/A N/A N/A 160–190 190–260

Managing Director/General Manager N/A N/A N/A 190–240 240–300

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Sales/Key Account Manager 30–50 50–70 70–100 100–130 130+

Trade Marketing Manager 30–50 50–70 70–100 100–130 130+

Assistant Brand Manager/ 
Assistant Product Manager 42–54 48–70 N/A N/A N/A

Brand Manager/Product Manager 48–70 60–80 80–150 150–200 N/A

PR Manager 42–60 55–70 70–100 100–130 130+

Marketing Assistant/Coordinator 30–48 42–60 N/A N/A N/A

Marketing Communications Manager 55–75 65–90 90–100 100–130 130–150

Sales Manager 48–60 60–75 75–100 100–130 130+

Sales Director N/A N/A N/A 220–280 250+

Digital/eCommerce Marketing Manager    N/A 50–80 80–100 100–130 130+

Senior Brand Manager N/A 50–80 80–110 110–130 130+

Marketing Manager N/A 80–110 100–140 140+ N/A

Senior Marketing Manager N/A N/A 100–140 140+ N/A

Marketing Director N/A N/A N/A 140+ N/A

Managing Director/General Manager N/A N/A N/A 200+ 250+

FMCG & CONSUMER PRODUCTS   
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SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

SALES & MARKETING

PROFESSIONAL SERVICES   
Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Digital Marketing Specialist     36–54 48–70 N/A N/A N/A

Digital/Social Media Manager 54–70 65–80 70–150 120–200 N/A

Research/Insights Manager 42–70 70–90 80–150 100–220 N/A

Marketing Manager N/A 60–80 80–150 100–220 N/A

Public Relations/Media Communications 
Manager 48–60 55–70 70–150 120–180 150+

Business Development/Marketing 
Executive 42–60 54–72 N/A N/A N/A

Business Development Manager/ 
Account Manager 48–75 65–90 80–140 120–180 N/A

Sales Manager N/A 60–80 80–150 120–200 180+

Business Development Director/Sales 
Director N/A N/A 100–150 120–150 200+

Marketing Director N/A N/A 100–170 120–250 180+

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

COMMERCE & INDUSTRY     
Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Receptionist 15–20 20–24 24–36 36–40 40+

Administration Assistant 20–26 26–30 30–35 35–45 45+

Office Administrator 20–25 25–35 35–45 45–55 55+

Secretary/Personal Assistant N/A 35–45 45–65 65–75 75+

Group Secretary N/A 30–40 45–50 50–60 60+

Executive Assistant/Personal Assistant N/A 38–48 48–65 65–85 85+

Office Manager N/A N/A 54–75 75–85 85+

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Administration Assistant 20–24 24–35 35–45 45–75 75+

Executive Assistant/Personal Assistant N/A 40–55 55–75 75–100 100+

Office Manager N/A 50–65 65–85 85–110 110+

Secretary N/A 35–40 40–60 60–75 75+

Trading Floor Secretary N/A 50–65 65–85 85–95 95+

Group Secretary N/A 35–45 45–55 55–75 75+

Office Administrator 20–30 30–45 45–50 50–60 60+

SECRETARIAL & OFFICE SUPPORT   
BANKING & FINANCE      

SALARY TABLES

SECRETARIAL & 
OFFICE SUPPORT
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Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

COMMERCE & INDUSTRY     
Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Legal Secretary (Assisting a team of  
around 3 to 6) 

N/A 30–45 45–65 65–85 85+

Senior Legal Secretary  
(Assisting a team of around 3 to 6) 

N/A N/A 55–75 75–85 85+

Legal Secretary (Assisting only General 
Counsel/Head of Legal)

N/A 50–60 60–70 70–80 85+

Senior Legal Secretary (Assisting only 
General Counsel/Head of Legal)

N/A 50–60 60–70 70–80 85+

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Junior Legal Secretary N/A 24–35 35–45 N/A N/A

Legal Secretary N/A 35–45 45–65 65–85 85+

Legal Support Manager N/A N/A 60–70 70–80 80+

Senior Legal Secretary N/A N/A N/A 75–90 90+

Partner Secretary N/A N/A N/A 70–95 95+

LEGAL SECRETARIES/PERSONAL ASSISTANTS  
IN LAW FIRMS   
PRIVATE PRACTICE (NON-INCLUSIVE OF U.S. FIRMS)

SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

TESTING

TECHNOLOGY

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Analyst Programmer 33–55 50–70 65–90 90–100 N/A

Lead Analyst Programmer N/A N/A 70–120 120–160 N/A

Architect – Applications, Solutions, Systems, Data N/A N/A 100–150 150–200 N/A

Enterprise Architect N/A N/A 110–150 150+ 180+

Application Development Manager N/A N/A 72–150 150+ 200+

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Test Analyst 30–50 45–65 55–65 70–85 N/A

Team Lead - Testing N/A N/A 65–90 90–120 110+

Test Manager N/A N/A 70–110 120–135 130+

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Database Administrator/Data Analyst 35–55 50–60 60–120 120+ N/A

Senior Database Administrator N/A N/A 72–120 120–150 150+

Data Warehousing/Modelling Specialist N/A 50–70 72–100 110–130 N/A

Data Architect N/A N/A 80–100 125–140 150+

DATABASE MANAGEMENT    

BANKING & FINANCE   
DEVELOPMENT, DESIGN & ARCHITECTURE

SALARY TABLES

SECRETARIAL & 
OFFICE SUPPORT
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SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

TECHNOLOGY

INFRASTRUCTURE/NETWORK    

PROJECT & GENERAL MANAGEMENT

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Network Support – 1st/2nd Level 35–50 50–60 60–96 N/A N/A

Security Analyst/Consultant 35–50 60–80 80–120 120+ 200+

Network Engineer 35–50 50–60 80–120 90–120 120+

Network Architect N/A N/A 100–120 120–150 150+

Security Manager N/A N/A 90–150 150+ 200+

Infrastructure Manager N/A N/A 90–120 135–150 150+

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Project Coordinator N/A 55–80 75–90 90–120 120+

Project Manager N/A 75–100 100–180 160–200 180+

Project Director N/A N/A N/A 180–200 200–250

Business Analyst 45–65 60–75 72–100 100–120 N/A

Senior Business Analyst N/A N/A 90–110 120–160 150+

IT Manager N/A N/A 90–130 140–180 180+

IT Director N/A N/A N/A N/A 200+

Chief Information Officer N/A N/A N/A N/A 350+

SUPPORT/ADMINISTRATION    
Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

1st Level Helpdesk Analyst 35–50 50–60 60–75 N/A N/A

2nd Level Desktop Support Analyst 35–50 55–70 65–80 70–80 N/A

3rd Level Support Analyst N/A N/A 65–80 70–90 90–100

Network Adminstrator 35–50 60–70 N/A N/A N/A

Unix Administrator 35–50 60–75 75–90 90–120 N/A

Helpdesk Manager N/A N/A 75–90 90–120 N/A

Service Centre Manager N/A N/A N/A 125–160 180+

SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

COMMERCE
DEVELOPMENT, DESIGN & ARCHITECTURE    

TECHNOLOGY

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Analyst Programmer 30–50 45–60 55–75 N/A N/A

Lead Analyst Programmer N/A N/A 70–80 80–90 N/A

Architect – Applications, Solutions, Systems, Data N/A N/A 100–110 110–120 N/A

Enterprise Architect N/A N/A 100–120 120–220 N/A

Application Development Manager N/A N/A 85–100 110–140 N/A

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Test Analyst 30–45 40–50 50–90 N/A N/A

Team Lead - Testing N/A N/A 60–85 90–120 110+

Test Manager N/A N/A 110–135 130+ N/A

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Database Administrator/Data Analyst 30–50 45–55 55–65 N/A N/A

Senior Database Administrator N/A N/A 70–80 80–100 N/A

Data Warehousing/Modelling Specialist N/A 45–70 90–110 110–130 N/A

Data Architect N/A N/A 100–120 120–140 N/A

TESTING    

DATABASE MANAGEMENT    
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SALARY TABLES

Please note:

1. Salaries indicated are based on an annual basic salary, excluding bonus/incentive schemes. 2. Market rates are becoming much less uniform. While we have taken great 
care, these salary ranges can only be approximate guides, as there are often specific circumstances relating to individual companies. Please call us for additional information.

INFRASTRUCTURE/NETWORK    

TECHNOLOGY

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Network Support – 1st/2nd Level 30–45 40–60 60–75 N/A N/A

Security Analyst/Consultant 35–50 60–70 75–85 85–110 N/A

Network Engineer 35–50 50–60 80–90 90–100 N/A

Network Architect N/A N/A 100–120 120–150 150+

Security Manager N/A N/A 90–120 120–140 140+

Infrastructure Manager N/A N/A 90–120 120–140 140+

Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

Project Coordinator N/A 50–65 70–85 N/A N/A

Project Manager N/A 70–100 100–120 120–150 150+

Project Director N/A N/A N/A 150–200 200–250

Business Analyst 40–60 55–70 80–100 100+ N/A

Senior Business Analyst N/A N/A 90–110 110–130 130+

IT Manager N/A N/A 90–130 130–150 150+

IT Director N/A N/A N/A N/A 150–220

Chief Information Officer N/A N/A N/A N/A 220–350

PROJECT & GENERAL MANAGEMENT    

SUPPORT/ADMINISTRATION    
Salary SG$’000

Years of experience  0-3 years 3-5 years 5-10 years 10-15 years 15+ years

1st Level Helpdesk Analyst 30–45 45–55 55–70 N/A N/A

2nd Level Desktop Support Analyst 30–45 50–65 65–75 N/A N/A

3rd Level Support Analyst N/A N/A 65–80 80–90 N/A

Network Adminstrator 30–45 55–65 N/A N/A N/A

Unix Administrator 30–45 55–70 75–90 N/A N/A

Helpdesk Manager N/A N/A 70–85 90–120 N/A

Service Centre Manager N/A N/A N/A 130–160 160+
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Singapore
One Raffles Place Office Tower 2
#09-61
Singapore 048616
Singapore  
Tel +65 6533 2777  
Fax +65 6533 7227  
enquiries@michaelpage.com.sg  

Malaysia
Level 27
Integra Tower, The Intermark, 348 Jalan Tun Razak
50400 Kuala Lumpur, Federal Territory
Malaysia  
Tel +60 3 2302 4000  
Fax +60 3 2302 4001 
enquiries@michaelpage.com.my 

Indonesia
One Pacific Place, Level 11 
Sudirman Central Business District 
Jl. Jend. Sudirman Kav. 52 – 53 
Jakarta 12190 
Indonesia    
Tel +62 21 295 88800  
Fax +62 21 295 88801  
ollyriches@michaelpage.co.id 

CONTACT US

https://www.facebook.com/michaelpagesingapore
https://www.linkedin.com/company/3476?trk=tyah
https://www.linkedin.com/company/3476?trk=tyah
https://www.linkedin.com/company/3476?trk=tyah
http://blog.michaelpage.asia/
http://blog.michaelpage.asia/
http://blog.michaelpage.asia/
https://www.youtube.com/user/MichaelPageSingapore
https://www.facebook.com/michaelpagemalaysia
https://www.youtube.com/user/MichaelPageMalaysia
https://www.facebook.com/michaelpageindonesia
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