COUNTRY OVERVIEW

The Chinese market experienced dramatic changes
from the beginning of 2009 right through to the latter
part of the year.

The first effects of the global financial crisis were seen
during the second half of 2008 when recruitment
activity reached its lowest point. Reduced recruitment
levels continued into quarter one of 2009, following

the traditionally quiet Chinese New Year holiday period
with recruitment freezes across the market. Most vacant
roles were filled via internal transfers and there was
very little external hiring as organisations remained
uncertain about market stability.

Although recruitment activity was much reduced in
quarter one, the Chinese market was insulated from
the worst effects of the global crisis through effective
government stimulation packages, particularly across
infrastructure and retail.

Early in quarter two, headcount freezes and

restrictions were generally relaxed, particularly within
more established local organisations, large scale
multinationals and retail brands. Luxury brands revisited
their expansion plans and continued opening stores in
Shanghai, Beijing and other cities with a more affluent
population base. Large scale multinationals in ‘recession
proof’ sectors also began to hire. Pharmaceuticals,
healthcare and medical devices saw the biggest uplift in
hiring but most organisations remained very selective.

Within the financial services sector, quarter four
marked a watershed, with hiring activity increasing in
anticipation of a more sustained recovery in the sector
in 2010. Despite these positive signs, it is widely
recognised that it will take some considerable time

for confidence to fully return.
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Our accounting & finance division specialises
in the permanent recruitment of mid to
senior level finance professionals for roles

in accounting, reporting, costing, financial
planning and analysis, tax, treasury, internal

control and compliance, audit and operations.

We provide a range of recruitment services to
multinational Fortune 500 companies as well
as locally listed conglomerates.

The first half of 2009 proved to be a
challenging period for many organisations.
Most were faced with a weakened balance
sheet, poor revenue and negative market
sentiment and many companies implemented
hiring freezes, unpaid/sabbatical leave and
redundancies across all functions. Consulting
firms were the hardest hit due to a lack of
project engagements.

For the first time, many accounting and
finance professionals who had previously
worked within multinationals sought a career
change, largely due to the instability in their
current organisation. The pool of available

ROLE

talent ranged from junior professionals, such
as analysts and managers, through to more
senior financial controllers. Much of the
available talent had experience in functions
such as controlling, accounting, business
analysis, costing and general financial control.

2009 could generally be viewed as an
employers' market due to the large supply of
talent available and limited open vacancies.
As a result, hiring managers were extremely
selective and would only hire candidates
who were a ‘perfect fit” and who possessed
outstanding qualifications, direct and relevant
experience, a track record of job stability,
strong leadership skills and a willingness to
take a hands-on approach.

We did, however, observe a demand for
professionals with specific skill sets within

the finance function such as tax, treasury,
internal controls and audit, primarily at the
managerial level. This was largely due to a
heavier emphasis from headquarters on risk
management, where finance divisions were
expected to take on a regulatory mindset over
cost and controls.

In 2010, we believe many companies will
take a positive yet cautious approach to
recruitment. Compensation levels are likely
to remain static, largely due to the issues

of candidate supply and demand. We also
anticipate that more firms will make an effort
to retain top employees in preparation for the
market recovery and expect to see a heavier
emphasis on training and development.

Seasoned finance professionals are likely

to continue to move from multinational
organisations to local companies seeking
overseas listings. These local companies,
particularly those with successful initial public
offerings, tend to offer higher earnings and the
opportunity to be a key decision maker within
the organisation.

PERMANENT
SALARY PER ANNUM ¥RMB

Chief Financial Officer

Internal Audit Director

Finance Director

Financial Planning and Analysis Director
Tax Manager

Financial Controller

Internal Audit Manager

Financial Planning and Analysis Manager
Treasury Manager

Finance Manager

Financial Analyst

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.

2009 2010
¥1.5-2.0m ¥1.3 - 2.0m
¥800k - 1.6m ¥800k - 1.5m
¥900K - 1.8m ¥800k - 1.3m
¥700K - 1.0m ¥700k - 1.1m
¥300 - 600k ¥400k - 1.0m
¥800K - 1.2m ¥600 - 900k
¥500 - 700k ¥400 - 800k
¥500 - 700k ¥400 - 700k
¥300 - 500k ¥400 - 600k
¥400 - 600k ¥300 - 600k
¥150 - 250k ¥150 - 400k



Our banking & financial services division
specialises in placing experienced banking
professionals within financial services, covering
a full spectrum of middle and back office
support roles including finance, credit risk,
market risk, compliance, operational risk, audit
and operations.

Headcount freezes and redundancies were
widespread in the early part of 2009 as
banks took drastic steps to control costs and
headcount. Towards the end of quarter two,
the market took a positive turn with some
foreign banks increasing their recruitment

of sales staff, in some cases increasing
headcount by as much as 60%. Most of

this hiring activity was specific to roles within
wholesale and private banking.

With the effects of the global financial crisis
trickling into China in quarter one, regulators
enforced stricter policies and guidelines related
to risk and controls. As a result, banks’ risk
management divisions reacted swiftly and we
saw a sudden rush to hire candidates with
strong risk controls and Chinese regulatory
experience. Skill sets in particular demand
included credit risk/approval, operational risk
controls, regulatory reporting and compliance.

The banking and financial services sector in
China is in its infancy stage where traditional
banking products still command a high
percentage of a bank's revenue. The global
credit crunch caused many banks to review
their talent and average performers were
gradually made redundant as a cost-cutting
measure. Within the middle and back office,
candidates from projects and operations
were the most affected. We also witnessed
the localisation of top management and the
departure of foreign professionals who were
deemed to be relatively more expensive
compared to local employees.

Stronger emphasis on costs and headcount
led some investment banks to centralise their
regional hubs in selected cities around China
in order to provide shared services to other
Asian countries. Some of these centralised
functions included operations, finance, IT,
human resources and procurement, leading to
a corresponding demand for candidates with
experience in these areas within the financial
services sector.

In the last two quarters of 2009, there

was a surge in demand for seasoned and
experienced front office candidates as the
banks were eager to hire those who could

'hit the ground running' and start generating
revenue almost immediately. This demand
was more apparent in the wholesale banking
business and many of these hires commanded
a salary increase of at least 40%.

Another notable trend was the increased
expansion of investment banks in China. With
faster than expected recovery and increased
profits globally, some of these banks made
senior investment banking hires in the second
half of the year. This was mainly focused

on candidates with over 15 years' foreign
banking experience and such professionals
commanded a salary increment of at least
30%.

In 2010, competition to acquire seasoned
banking professionals will be intense due

to the increased presence and aggressive
recruitment strategies of investment banks.

To ensure they attract the best talent in the
market these banks typically offer better
compensation packages, training programmes
and career progression.

Experienced candidates with specific skills
relating to risk management and controls

will also be in high demand and will likely
command a premium, specifically in the areas
of operational risk, compliance, internal audit,
regulatory reporting and business finance.
Much of this demand can be attributed to the
continuous tightening of governance by local
regulators.

As financial institutions move into a leaner
structure with fewer people delivering more,
we also expect an increased demand

for experienced middle and back office
professionals who are hands-on and have the
ability to manage senior stakeholders.
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ROLE

PERMANENT

SALARY PER ANNUM ¥RMB

Accounting and Finance

Chief Financial Officer

Head of Financial Control

Head of Corporate Banking Control
Head of Consumer Business Control
Local Reporting Manager
Headquaters Reporting Manager
Financial Controller - Analyst

Operations

Head of Operations
Operational Risk Manager
Operations Manager
Assistant Operations Manager
Operations Analyst

Risk and Compliance
Head of Credit Risk
Credit Risk Manager
Credit Risk Analyst
Market Risk Manager
Market Risk Analyst

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.

2009

¥1.0-1.5m
¥500 - 800k
¥400 - 700k
¥400 - 700k
¥200 - 400k
¥200 - 400k
¥100 - 200k

¥500 - 700k
¥400 - 750k
¥300 - 600k
¥200 - 300k
¥120 - 150k

¥800k - 1.2m
¥500 - 700k
¥200 - 300k
¥200 - 300k
¥150 - 250k

2010

¥1.2 - 2.0m
¥600k - 1.0m
¥600k - 1.0m
¥500 - 900k
¥350 - 600k
¥300 - 500k
¥120 - 190k

¥550 - 800k
¥450 - 750k
¥300 - 600k
¥200 - 300k
¥120 - 150k

¥1.0 - 1.2m
¥600 - 750k
¥300 - 500k
¥200 - 300k
¥150 - 250k



Our consumer sales & marketing division
has three distinct industry-focused teams:
retail and luxury, FMCG and cosmetics and
professional services. This market focus has
enabled us to further strengthen our position
as one of the leading sales and marketing
recruitment specialists in Shanghai.

The retail and luxury team works with
multinational companies as well as key China
agents and dealers representing well known
global brands. We recruit primarily for the
retail, luxury, watch and jewellery industries
and focus on mid to senior level positions in
retail operation, wholesale, merchandising,
visual merchandising, marketing and sales.

Our FMCG and cosmetics team focuses on
recruiting sales and marketing professionals

at the manager to director level, which include
roles such as national key account manager,
national sales manager/director, trade
marketing manager/director, product manager,
brand manager and training manager.

Our professional services team recruits mid to
senior level professionals for market research,
branding and marketing consultancies. We
also work on market research and consumer
insights roles for many major companies
across all industries, particularly within the
FMCG, automotive and energy sectors.

Retail and Luxury

The impact of the financial crisis was less
severe in the retail and luxury sector compared
to the technology, financial services and
automobile industries. In the first six months
of 2009, training and visual merchandising
professionals were in strong demand as
companies required their expertise to help
improve both productivity and sales. In

the second half of 2009, we observed

an increased demand for retail operation
managers, store managers and merchandising
managers. This could be largely attributed to

an early market recovery and the ambitious
expansion plans of the major local and
international retail and luxury organisations.

FMCG and Cosmetics

There were notably fewer marketing positions
called to market through 2009 in the FMCG
sector relative to sales roles. Demand for
sales professionals remained high throughout
the year, especially for trade marketing and
key account management roles. This was
largely due to a talent shortage in the market
and increased resourcing needs triggered by
company expansion plans.

In the cosmetics industry, there was strong
demand for product management, trade
marketing and training professionals.
Employers struggled to fill mid to senior level
regional sales positions due to a shortage

of qualified available talent. Candidates with
experience in luxury cosmetics branding,
solid retail business experience and bilingual
language skills were also in particularly high
demand.

Professional Services

After a slow start to 2009, where European
and American multinational companies'
research budgets were greatly reduced, the
second half of the year picked up with some
research agency companies strengthening and
growing their project pipeline. Organisations
with a strong internal consumer insights team
viewed research as a commercially important
marketing strategy, and continued to use
research agencies as a strategic outsourcing
partner.

There remained a shortage of skilled,
experienced and bilingual director level
candidates and consequently many of the
top agency professionals were aggressively
headhunted. As a result, a significant salary
gap exists between the manager and director
level in many professional services agencies.

At the junior level, candidates were happy to
stay in their existing role until the right client
side opportunity became available, although
these entry level consumer insights roles can
be extremely competitive. Movement between
research agencies at a junior level is typically
motivated by salary increases and promotions
as opposed to long-term career development
opportunities.

We expect that the retail and luxury sector
will experience healthy and steady growth

in 2010 as a result of the combination of
successful restructuring exercises, an easing
of headcount restrictions and organisations'
expansion plans to take advantage of
improved economic conditions. Retail
professionals will therefore remain highly
sought-after, with the strongest demand
likely for store level professionals. We
therefore anticipate the salaries for these retail

professionals will increase significantly in 2010.

In professional services, we expect demand
to be strongest for directors with business
development and key account management
skills, and these senior candidates can
generally command a premium salary. We
expect to see an increasing trend of counter
offers made to junior staff as companies
attempt to retain them.
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ROLE

PERMANENT

SALARY PER ANNUM ¥RMB

FMCG

Marketing Director/Brand Director (12+ yrs' exp)

National Sales Manager/Director (10+ yrs' exp)

National Key Account Director (7+ yrs' exp)

National Trade Marketing Manager/Director (10+ yrs' exp)
National Sales Operation Manager/Director (9+ yrs' exp)
Marketing Manager (9+ yrs' exp)

Regional Sales Manager/Director (7+ yrs' exp)

Senior Brand Manager (7+ yrs' exp)

Regional Trade Marketing Manager/Director (5+ yrs' exp)
Assistant/National Key Account Manager (3+ yrs' exp)
Regional Sales Operations Manager/Director (7+ yrs' exp)
Brand Manger (5+ yrs' exp)

Area Sales Manager (5+ yrs' exp)

Assistant/Regional Key Account Manager (3+ yrs' exp)
Assistant Brand Manager (3+ yrs' exp)

Cosmetics

Division/Brand General Manager (+12 yrs' exp)
Marketing Director/Marketing Manager (10+ yrs' exp)
National Sales Manager/Director (10+ yrs' exp)
Group Product Manager/Senior Product Manager (7+ yrs' exp)
Regional Sales Manager (7+ yrs' exp)
Assistant/Public Relations Manager (5+ yrs' exp)
Visual Merchandising Manager (8+ yrs' exp)
Assistant/Training Manager (7+ yrs' exp)

Trade Marketing Manager (3+ yrs' exp)

Area Sales Manager (5+ yrs' exp)

Product Manager (5+ yrs' exp)

Professional Services

Executive Director (14+ yrs’ exp)

Research/Market Intelligence/Consumer Insights Director (10+ yrs’ exp)
Business Director (10+ yrs’ exp)

Research/Market Intelligence/Consumer Insights Manager (5+ yrs’ exp)
Research Director (7+ yrs’ exp)

Research Manager (4+ yrs’ exp)

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.

2009

¥600k - 1.2m
¥500k - 1.0m
¥450 - 750k
¥350 - 800k
¥350 - 650k
¥320 - 800k
¥250 - 500k
¥250 - 450k
¥250 - 450k
¥180 - 420k
¥250 - 350k
¥220 - 350k
¥150 - 300k
¥150 - 300k
¥120 - 200k

¥800k - 1.5m
¥550 - 800k
¥450 - 750k
¥300 - 450k
¥250 - 400k
¥200 - 450k
¥200 - 400k
¥180 - 400k
¥180 - 300k
¥150 - 250k
¥180 - 250k

¥1.0-1.5m
¥700k - 1.0m
¥700 - 900k
¥275 - 350k
¥200 - 300k
¥120 - 150k

2010

¥600k - 1.2m
¥600k- 1.2m
¥450 - 800k
¥350 - 800k
¥350 - 600k
¥350 - 800k
¥250 - 500k
¥280 - 450k
¥250 - 450k
¥150 - 450k
¥250 - 350k
¥220 - 350k
¥150 - 300k
¥150 - 300k
¥120 - 250k

¥800k - 1.5m
¥550 - 800k
¥450 - 800k
¥300 - 450k
¥260 - 450k
¥200 - 450k
¥200 - 400k
¥180 - 400k
¥180 - 350k
¥150 - 300k
¥180 - 250k

¥1.1 - 1.6m
¥700k - 1.0m
¥700 - 900k
¥275 - 350k
¥250 - 350k
¥120 - 150k



ROLE PERMANENT
SALARY PER ANNUM ¥RMB

2009 2010

I
Watch / Jewellery =
Brand GM (10+ yrs’ exp) ¥700k - 1.0m ¥700k - 1.0m o
Marketing Director (10+ yrs’ exp) ¥600 - 800k ¥600 - 800k :f—’
National Retail Manager (10+ yrs’ exp) ¥600 - 800k ¥600 - 800k 0
National Sales Manager (10+ yrs’ exp) ¥500 - 600k ¥500 - 600k S
Area Retail Operation Manager (5 - 8 yrs’ exp) ¥350 - 500k ¥400 - 500k =
Training Manager (5 - 10 yrs’ exp) ¥300 - 400k ¥300 - 400k 5
PR and Events Manager (5 - 10 yrs’ exp) ¥250 - 400k ¥250 - 400k %
Marketing Communications Manager (6 - 10 yrs’ exp) ¥250 - 350k ¥250 - 400k =
Store Manager (5+ yrs’ exp) ¥250 - 350k ¥250 - 400k ;
Visual Merchandising Manager (5 - 10 yrs’ exp) ¥200 - 300k ¥250 - 300k §
Marketing Executive (3 - 5 yrs’ exp) ¥100 - 200k ¥120 - 200k z
Area Sales Manager (3 - 5 yrs’ exp) ¥100 - 150k ¥150 - 200k |
Visual Merchandiser (3 - 5 yrs’ exp) ¥100 - 150k ¥120 - 150k =
Fashion / Apparel
Country Manager (15+ yrs’ exp) ¥1.0 - 2.0m ¥1.0 - 2.0m
Head of Marketing (10+ yrs’ exp) ¥700k - 1.0m ¥700k - 1.0m
National Retail Manager (10+ yrs’ exp) ¥600 - 800k ¥600 - 800k
Head of Product (10+ yrs’ exp) ¥500 - 800k ¥500 - 800k
Area Retail Operation Manager (5 - 8 yrs’ exp) ¥300 - 500k ¥350 - 500k
Visual Merchandising Manager (5 - 10 yrs’ exp) ¥250 - 500k ¥300 - 500k
Training Manager (5 - 10 yrs’ exp) ¥300 - 500k ¥300 - 500k
Regional Sales Manager (5 - 8 yrs’ exp) ¥300 - 500k ¥300 - 500k
Store Manager (5+ yrs’ exp) ¥200 - 500k ¥200 - 500k
CRM Manager (5 - 10 yrs’ exp) ¥300 - 450k ¥300 - 450k
Wholesale Manager (5 - 12 yrs’ exp) ¥300 - 450k ¥300 - 450k
Advertising and Promotions Manager (7+ yrs’ exp) ¥300 - 400k ¥300 - 400k
Retail Marketing Manager (5 - 10 yrs’ exp) ¥250 - 400k ¥250 - 400k
Merchandising Manager (5 - 8yrs’ exp) ¥200 - 400k ¥200 - 400k
Business Development Manager (5 - 10 yrs’ exp) ¥250 - 350k ¥250 - 350k
PR Manager (5 - 10 yrs’ exp) ¥200 - 350k ¥200 - 350k
Online Marketing Manager (5 - 8 yrs’ exp) ¥200 - 300k ¥200 - 300k
Visual Merchandiser (3 - 5 yrs’ exp) ¥130 - 200k ¥130 - 200k

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.
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Our human resources division specialises

in the placement of mid to senior level HR
professionals into the financial services and
commercial sectors. We recruit for specialist
HR positions ranging from administrators and
officers through to HR director and VP level,
across all market sectors and functions such
as:

Change management
Compensation and benefits
Employee relations

HR business partner

HR projects

In-house recruitment
Learning and development
Organisational development

HR recruitment activity in East China
experienced a significant decline in the first
two quarters of 2009, brought about by

the uncertain economic environment and
volatile market conditions. Many multinational
companies ceased hiring as it became
increasingly difficult to secure approval from
headquarters for increased headcount.

Hiring in the HR sector became more active

in quarter three due to a gradual market
recovery, although hiring levels were still below
those seen in 2007. The retail and consumer
goods sectors experienced the quickest
recovery and we saw a steady increase in the
recruitment of HR professionals.

Attracted by low production costs, easy
access to local labour and competitive
investment policies, some multinational
companies moved out of Shanghai to set up
operations in other Chinese cities. This led

to experienced HR professionals who were
highly flexible and capable of cross region
communication and talent management being
in strong demand by both headquarters and
local offices.

We anticipate a growing demand for HR
professionals in 2010, especially for strategic
HR directors with strong business experience
across the full spectrum of HR functions.

The demand for other specialist roles, such
as talent management and organisation
development, will remain steady.

With more organisations expanding their
operations and setting up their regional
headquarters in Shanghai, we expect to see
stringent recruitment standards and stronger
competition for key HR talent.

ROLE PERMANENT

SALARY PER ANNUM ¥RMB

2009 2010
HR Director ¥500k - 1.8m ¥500k - 1.5m
Organisational Development Director ¥400 - 700k ¥400 - 720k
Head of Compensation and Benefits ¥400 - 700k ¥400 - 700k
Head of Training andDevelopment ¥400 - 600k ¥400 - 600k
HR Manager (10+ yrs' PQE) ¥350 - 500k ¥350 - 700k
HR Business Partner ¥350 - 500k ¥350 - 600k
Compensation and Benefits Manager ¥300 - 450k ¥300 - 500k
Recruitment Manager ¥200 - 400k ¥280 - 600k
Training Manager ¥280 - 400k ¥280 - 500k
HR Manager (5+ yrs' PQE) ¥150 - 350k ¥200 - 370k
Compensation and Benefits Analyst ¥180 - 250k ¥180 - 300k
Training Officer ¥120 - 180k ¥120 - 200k

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.



Our information technology division specialises
in the permanent recruitment of mid to senior
level IT professionals. We recruit for major
multinational organisations and leading

local and regional institutions across the
following sectors: banking, financial services,
insurance, FMCG, semiconductor, electronics,
manufacturing, logistics, petrochemicals,
pharmaceuticals and telecommunications.

Recruitment activity was low within IT
functions across all industries during the
slowdown in 2008 and this continued
throughout the first three quarters of 2009.
With IT predominantly a back office/support
function for most organisations, it was
inevitably one of the first to be targeted for
cost-cutting. IT consultancies were particularly
badly affected and it was not uncommon to
see organisations introduce forced unpaid
leave, salary reductions and large scale
redundancies. The downturn impacted all
multinational organisations with a heavy
presence in the United States, Europe and the
more mature Asian markets.

IT functions that were not critical to operations
saw headcount reduced, new IT initiatives
placed on hold and resources stretched to
the maximum. Hiring activity was relatively low
compared to previous years, and candidates
in employment were hesitant to move given
such an unstable economic environment.

The second half of 2009 marked an
improvement in activity levels for many
organisations. The market began a gradual
recovery and we saw hiring return, albeit
cautiously. An increasing number of global
companies set up operations in China and
we saw an influx of foreign professionals
who recognised the importance of gaining
exposure in a strategically important market.

This had the effect of further increasing
competition amongst candidates as demand
for roles far exceeded the number of
opportunities available, within both Shanghai
and Beijing.

The outlook for the IT recruitment market in
2010 appears to be cautiously optimistic.
Organisations unable to lift headcount

freezes will be disadvantaged as competitors
aggressively pursue and recruit the best talent
to further leverage the market recovery.

We expect IT recruitment needs to increase
significantly, particularly within those industries
that are [T critical such as banking and
financial services, telecommunications, hi-tech
and technology.
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ROLE

PERMANENT

SALARY PER ANNUM ¥RMB

[T Director - Asia Pacific

SAP Director

[T Security Director

Software Architect
Application Director

[T Director

Senior Infrastructure Manager
SAP Manager

Commercial Systems Manager
Data Centre Manager

[T Security Manager

[T Manager

Software Development Manager
Ul Design Manager
Application Manager

Senior Software Developer

[T Consultant

Database Administrator

SAP Consultant

Application Consultant
Business Analyst
Infrastructure Manager

[T Auditor

Ul Designer

Software Developer

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.

2009

¥9O00k - 1.5m
¥700k - 1.8m
¥600 - 800k
¥500K - 1.5m
¥500k - 1.2m
¥500k - 1.0m
¥400K - 1.0m
¥400 - 700k
¥400 - 600k
¥350 - 500k
¥350 - 400k
¥300 - 500k
¥300 - 500k
¥300 - 500k
¥200 - 500k
¥250 - 500k
¥130 - 800k
¥200 - 600k
¥200 - 500k
¥200 - 400k
¥150 - 350k
¥160 - 400k
¥160 - 350k
¥150 - 300k
¥100 - 250k

2010

¥900k - 1.5m
¥700k - 1.8m
¥600 - 800k
¥500k - 1.5m
¥500k - 1.2m
¥500k - 1.0m
¥400k - 1.0m
¥400 - 700k
¥400 - 700k
¥350 - 500k
¥350 - 400k
¥300 - 500k
¥300 - 500k
¥300 - 500k
¥280 - 550k
¥250 - 500k
¥200 - 800k
¥200 - 600k
¥200 - 500k
¥200 - 450k
¥200 - 400k
¥180 - 400k
¥160 - 400k
¥150 - 300k
¥100 - 300k



Our Shanghai operations & manufacturing
team specialises in recruiting middle to senior
level professionals for US, European and
major local manufacturing companies. Roles
recruited for include plant manager, operations
director, quality manager, quality director,
EHS manager and engineering manager.

We focus on placing candidates into various
industry sectors including mechanical, heavy
machinery, electronics, chemical, oil and gas,
energy and medical devices.

In the first quarter of 2009, we witnessed

a sharp decline in the recruitment of
operations and manufacturing professionals in
Shanghai. Many companies ceased hiring and
implemented redundancy programmes in an
attempt to reduce costs.

As the economy recovered in the second and
third quarters, many companies moved their
production lines from their overseas factories
to locations in China to take advantage of the
lower local labour and production costs. As
a result, demand increased significantly for
middle level operations and manufacturing
management professionals. Companies in
the medical devices and energy industries
also moved their research and development
centres to Shanghai, raising demand for
middle level research and development
professionals.

Demand for candidates who specialised

in operations and quality management

rose, especially for those with overseas
exposure and strong leadership skills. Much
of this demand was driven by the need to
replace expatriate employees who had been
repatriated in an attempt to further reduce
costs.

As the economy continues to improve, an
increasing number of companies are upping
local investment and moving increasing
volumes of production into China. We
anticipate demand for middle level operations
and manufacturing management professionals
to continue to rise throughout China. However,
given the trend of relocating existing plants
from Shanghai to other cities, we expect to
see minimal increases in the hiring of middle to
senior professionals in Shanghai.
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ROLE

PERMANENT

SALARY PER ANNUM ¥RMB

Operations Director (10+ yrs' exp)

LLean Consultant (10+ yrs' exp)

Master Black Belt (10+ yrs' exp)

R&D Director (10+ yrs' exp)

Environmental Health and Safety (EHS) Director (10+ yrs' exp)
Operations Manager (8+ yrs' exp)

Process Engineering Manager (8+ yrs' exp)

Environmental Health and Safety (EHS) Manager (5 - 10 yrs' exp)
R&D Manager (8+ yrs' exp)

LLean Consultant (5 - 10 yrs' exp)

Production Manager (5+ yrs' exp)

Black Belt (5 - 10 yrs' exp)

Safety Manager (5+ yrs' exp)

Facility Manager (10+ yrs' exp)

Project Manager (5+ yrs' exp)

Maintenance Manager (5+ yrs' exp)

Production Supervisor (5+ yrs' exp)

Process Engineer

R&D Engineer

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.

2009

¥500k - 1.2m
¥450 - 800k
¥400 - 800k
¥400 - 800k
¥450 - 800k
¥300 - 600k
¥250 - 400k
¥200 - 500k
¥200 - 500k
¥200 - 400k
¥200 - 400k
¥180 - 400k
¥150 - 350k
¥150 - 400k
¥120 - 350k
¥150 - 300k
¥120 - 200k
¥80 - 150k
¥80 - 150k

2010

¥500k - 1.2m
¥450 - 800k
¥400k - 1.0m
¥400 - 850k
¥400 - 800k
¥400 - 600k
¥250 - 400k
¥200 - 500k
¥200 - 500k
¥200 - 450k
¥200 - 400k
¥180 - 450k
¥180 - 350k
¥150 - 400k
¥150 - 350k
¥150 - 300k
¥120 - 250k
¥80 - 150k
¥80 - 150k



Our supply chain & quality team specialises
in placing middle to senior level professionals
into various industries such as mechanical,
electronics, telecommunications,
automotive, oil and gas, medical

device, energy and FMCG. We recruit
permanent positions for US, European

and major local manufacturing companies
including supply chain management,
logistics/transportation, sourcing/purchasing,
quality, warehouse/distribution centre,
planning/materials management and import
and export customs.

Many medium to large enterprises cancelled
or delayed new projects and investment in

China at the onset of the global financial crisis.

This resulted in a sharp decline in hiring within
the supply chain sector in the first quarter of
2009. Candidates who were still employed
were hesitant to switch careers given the
uncertain market conditions.

In the second and third quarters, hiring
activity picked up quickly as a result of

US and European companies moving key
projects to their China based International
Purchasing Offices (IPOs). As a cost-cutting
measure, these companies repatriated their
senior foreign employees and replaced

them with local talent. This led to an
increased demand for local mid to senior level
sourcing/purchasing, quality and supply chain
management candidates.

Experienced middle to senior level
professionals with proficiency in the

English language and strong leadership
skills were in particular demand within
logistics/transportation, planning/materials
and sourcing/purchasing. However, given
the market uncertainty, candidates had more
reasonable and realistic salary expectations
and placed higher emphasis on stability.

With the economic environment picking up
and new investments coming into China, we
anticipate the demand for middle to senior
supply chain and quality candidates will
increase in 2010. Key hiring requirements will
come from the new and upcoming investment
projects and newly set up IPOs in the medical
devices, energy and FMCG industries.
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ROLE

PERMANENT

SALARY PER ANNUM ¥RMB

Supply Chain Director (10+ yrs' exp)
Quality Director (10+ yrs' exp)
Supply Chain Manager (8+ yrs' exp)
Sourcing Manager (5+ yrs' exp)
Commaodity Manager (5+ yrs' exp)
Supplier Quality Manager (5+ yrs' exp)
Supplier Development Manager
Quality Manager (5+ yrs' exp)
Merchandising Manager (5+ yrs' exp)
Demand Manager (5+ yrs' exp)
Purchasing Manager

Logistics Manager (5+ yrs' exp)
Warehouse Manager

Material Planning Manager

Supplier Quality Engineer
Transportation Manager

Supplier Development Engineer
Quality Supervisor (5+ yrs' exp)
Sourcing Engineer

Merchandiser

Demand Analyst

Buyer

Material Planning Specialist

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.

2009

¥500k - 1.0m
¥500 - 800k
¥300 - 500k
¥300 - 450k
¥250 - 400k
¥250 - 450k
¥250 - 400k
¥250 - 400k
¥250 - 400k
¥200 - 400k
¥200 - 400k
¥180 - 300k
¥150 - 350k
¥150 - 300k
¥150 - 300k
¥150 - 300k
¥100 - 300k
¥150 - 200k
¥100 - 350k
¥100 - 200k
¥100 - 200k
¥100 - 180k
¥80 - 200k

2010

¥500k - 1.0m
¥500 - 800k
¥300 - 550k
¥300 - 500k
¥250 - 500k
¥250 - 450k
¥250 - 450k
¥250 - 450k
¥220 - 400k
¥200 - 400k
¥200 - 400k
¥180 - 350k
¥150 - 350k
¥150 - 300k
¥150 - 300k
¥150 - 300k
¥150 - 300k
¥150 - 300k
¥100 - 350k
¥100 - 250k
¥100 - 200k
¥100 - 200k
¥80 - 200k



Our technical sales division recruits permanent
positions across all major business to business
industry sectors including:

Automotive

Consultancy

Electronics

Energy

Infrastructure

IT software/hardware/service
Medical

Telecommunications

We specialise in placing mid to senior level
professionals in technical sales roles such as:

Account manager

Business development manager
Marketing director

Regional sales manager

Sales director

Sales GM/VP

Solution consultant

Strategic marketing manager

Influenced by the financial crisis, employers
took a more cautious approach to hiring

at the beginning of 2009. However,

the market began to show signs of
improvement from quarter two. Companies
that adopted a ‘wait-and-see’ approach
during the financial crisis started to
expand, especially multinationals in

the IT software/hardware/services,
telecommunications, infrastructure and
petrochemicals sectors.

Hiring for domestic senior business
development professionals in IT
software/services increased in 2009. Demand
for sales and marketing candidates in the
medical industry, on the other hand, remained
relatively stable throughout 2009. However,
some companies were faced with an acute
shortage of available talent. Most of the new
opportunities in the market were junior to

middle management level roles based in
Beijing, Shanghai, Guangzhou and Shenzhen.
Recruitment activity picked up with each
subsequent month in the second half of

the year, particularly within privately owned
enterprises.

Candidates were more realistic about

their salary expectations as a result of the
increased competition for roles. Senior level
professionals were also more conservative in
terms of moving jobs, compared to junior to
middle level candidates.

With the global economy recovering in quarter
four of 2009, the IT, telecommunications and
industrial sectors will require strong sales and
business development professionals to retain
accounts and attract new business in 2010.

Given the activity expected in the energy
industry (including solar, wind, water and
marine), we expect to see an increase in hiring
activity as well as premium salaries offered due
to the shortage of experienced professionals in
this area.
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ROLE PERMANENT
SALARY PER ANNUM ¥RMB

2009 2010
z
= Sales General Manager/Vice President ¥1.0-1.8m ¥1.0 - 2.0m
9 Marketing Director ¥800K - 1.2m ¥800k - 1.2m
f—’ Sales Director ¥600k - 1.0m ¥600k - 1.0m
= Global Key Account Manager ¥300 - 700k ¥400 - 750k
Qo Marketing Manager ¥400 - 500k ¥400 - 500k
% Regional Sales Manager ¥300 - 500k ¥350 - 600k
= Business Development Manager ¥250 - 500k ¥300 - 600k
2 Product Marketing Manager ¥200 - 500k ¥300 - 550k
m Channel Sales Manager ¥300 - 500k ¥300 - 500k
Project Sales Manager ¥200 - 400k ¥250 - 400k
Application Manager ¥200 - 400k ¥200 - 400k
Sales Representative ¥200 - 400k ¥200 - 400k
Marketing Analyst ¥200 - 400k ¥200 - 400k
Key Account Manager ¥200 - 350k ¥200 - 350k
Customer Service Manager ¥200 - 300k ¥200 - 300k
Account Manager ¥150 - 250k ¥200 - 300k
Commercial Manager ¥150 - 250k ¥150 - 300k
Technical Sales Engineer ¥150 - 250k ¥150 - 250k

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.
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Our accounting & finance team in Suzhou
specialises in recruiting finance professionals
from junior through to senior management
levels for Fortune 500 companies and major
local manufacturing firms.

We focus on the placement of candidates
into various industries in Suzhou and the
surrounding areas in the following functions:

Accounting manager

Chief financial officer

Costing manager

Credit control manager

Finance analysis manager

Finance manager/controller/director
Internal audit manager

Internal control manager
Investment manager

Senior specialists - general ledger,
accounts payable and accounts receivable

Recruitment activities were put on hold
across most sectors in the first six months

of 2009, although some companies took the
opportunity to streamline and up-skill their
workforce by hiring more senior candidates to
replace existing underperforming employees.

From quarter three onwards, we saw a
gradual recovery of the market with some
businesses improving performance, especially
those where the domestic market was a

key contributor to revenue. In line with this
improvement, we witnessed an uptick in hiring
activity, although it did not reach the high
levels experienced in previous years.

Employers, particularly newly established,
technology-driven and US/European
companies, actively sought professional
candidates who were self-disciplined with

strong academic backgrounds and solid
experience in US GAAP, SOX, IFRS and

local GAAP. Candidates who had proven
themselves to be strong business partners
and possessed excellent English language
skills with solid ERP knowledge (such as SAP
and Oracle) were also in high demand.

In 2010, we anticipate that the demand for
senior candidates within the accounting and
finance sector will remain at a similar level

to that of the second half of 2009. Demand
will come primarily from large, international
manufacturing companies which require their
finance teams to be more involved in the
entire business process. We expect salaries to
largely remain stable in 2010.

ROLE PERMANENT

SALARY PER ANNUM ¥RMB

2009 2010
Chief Finance Officer ¥500 - 800k ¥500 - 800k
Finance Director/Finance Controller ¥400 - 600k ¥400 - 600k
Finance Analysis Manager ¥300 - 450k ¥300 - 450k
Internal Audit Manager ¥300 - 450k ¥300 - 450k
Finance Manager ¥240 - 550k ¥250 - 500k
Credit Control Manager ¥250 - 400k ¥250 - 400k
Accounting Manager ¥200 - 350k ¥200 - 350k
Internal Control Manager ¥200 - 350k ¥200 - 350k
Costing Manager ¥180 - 300k ¥180 - 350k

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.

272

wv
=
N
I
o
c
>
0
0
o
[=
Z
=l
Z
o
3
o
Z
>
z
[a}
m




(%]
C
N
I
o
c
o
s
m
s
=
o
4
)
@
s
>
Z
E
>
0
—
c
=
z
(2}

Our operations & manufacturing division

in Suzhou specialises in the recruitment of
operations and manufacturing professionals
across all industry sectors from small

and medium enterprises (SMEs) to large
blue-chip multinationals in Suzhou, Wuxi and
Changzhou.

Despite the uncertainty of global economic
conditions, recruitment in the operations

and manufacturing sector remained buoyant
throughout 2009, largely due to the continued
demand for middle to senior level managers.

In response to the global credit crisis, many
leading and established companies in China
looked to localise their management teams as
a strategy to better manage their costs.

ROLE

Expatriates were repatriated early and others
were allowed to complete their contracts

but without the option for renewal. As a
result, local senior executives with a strong
understanding of the local culture and
business environment were in particularly high
demand.

Organisations that were setting up operations
in Suzhou also sought high calibre talent

with international and specialist industry
experience, along with a demonstrated track
record of setting up new factories. However,
demand for these candidates was met with
short supply, leading to an increase in basic
salaries as firms tried to entice high calibre
candidates to move roles.

As competition to secure the best talent
intensified, we also witnessed a re-emergence
of counter offers as organisations battled

to retain their key staff. In some instances,
organisations were willing to offer salary
increments of up to 20% just to retain staff
who were deemed critical to the business.

We expect employer confidence to increase
in 2010 as the economy continues to recover
and the business environment improves. As
such, companies are likely to increase their
hiring needs for business-critical talent to
help rebuild and grow their businesses. We
anticipate hiring activity in the operations

and manufacturing sector will remain steady
throughout the year.

PERMANENT
SALARY PER ANNUM ¥RMB

General Manager
Plant Manager

Environmental Health and Safety (EHS) Director

Engineering Director
Manufacturing Director

Environmental Health and Safety (EHS) Manager

Lean/Six Sigma Manager
R&D Director
Engineering Manager
Facilities Manager
Manufacturing Manager
R&D Manager

Project Manager

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.
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2009 2010

¥500K - 1.6m ¥500k - 1.5m
¥450 - 850k ¥450 - 850k
¥450 - 700k ¥450 - 700k
¥450 - 660k ¥450 - 600k
¥400 - 650k ¥400 - 650k
¥350 - 550k ¥350 - 550k
¥300 - 640k ¥300 - 800k
¥300 - 550k ¥300 - 600k
¥200 - 500k ¥200 - 500k
¥200 - 450k ¥200 - 450k
¥200 - 450k ¥200 - 450k
¥200 - 450k ¥200 - 450k
¥200 - 400k ¥200 - 400k



Our supply chain & quality division in

Suzhou specialises in placing mid to senior
level professionals into various industries

in the following functions: supply chain
management, quality, logistics/transportation,
sourcing/purchasing, warehouse/distribution
centres, planning/materials management and
import and export customs.

In the first six months of 2009 we saw a
sharp decline in recruitment levels for the
supply chain function within Suzhou and

the neighbouring areas. In response to the
global financial crisis, many medium and
large organisations cancelled or delayed new
projects in China at the end of 2008. This
had a direct impact on headcount throughout
the year as many companies implemented
hiring freezes and redundancy programmes to
control their costs.

As the market gradually recovered in the
second half of the year, we observed an
increased number of urgent hires in the

areas of planning/materials, logistics and
supply chain. Procurement and quality
professionals were also highly sought-after, as
businesses relied on their industry expertise
and specialist skills to ensure business growth
and sustainability. Towards the end of 2009,
demand increased for professionals with solid
work experience, proficient English language
skills and strong academic backgrounds.

Throughout the year we witnessed an
increasing trend of International Purchasing
Offices (IPOs) being set up in China as more
and more companies recognised China's
competitive advantage - not only for its
manufacturing capabilities, but also as one of
the world's leading and most cost effective
sourcing centres. As the country grew in
importance as a global manufacturing centre,
many organisations looked to localise senior
management teams, which led to the creation

of a number of new opportunities for senior
and seasoned Chinese professionals.

Many large manufacturing companies moved
out of Shanghai into other areas within China,
such as Suzhou, to take advantage of more
favourable investment policies and lower
production and labour costs. This growing
trend, coupled with the expansion of plants
within the Suzhou area, also helped to create
more job opportunities for local candidates.

In terms of remuneration, salaries for mid-level
supply chain and quality professionals dipped
slightly in 2009, although candidates at the
senior level still received increments.

We anticipate that recruitment needs for the
supply chain and quality sector will remain

at a similar level to that of 2009. Most of the
hiring requirements will come from the newly
established companies and IPOs, technology
driven firms, as well as the US and European
organisations based in China. Salaries are
likely to remain relatively static, with only slight
increases at the senior level.
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ROLE

PERMANENT

SALARY PER ANNUM ¥RMB

Supply Chain
Supply Chain VP
Supply Chain Director
Sourcing Director
Material Director
Logistics Director
Supply Chain Manager
Purchasing Manager
Sourcing Manager
Planning Manager
Materials Manager
Logistics Manager
Warehouse Manager

Quality

Global Supply Quality Manager
Quiality Director

Asia Quality Manager

Quiality Manager

Supply Quality Manager

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.

2009

¥700 - 950k
¥500 - 800k
¥500 - 850k
¥450 - 800k
¥450 - 800k
¥300 - 450k
¥200 - 450k
¥200 - 450k
¥200 - 400k
¥200 - 380k
¥200 - 380k
¥150 - 300k

¥600k - 1.0m
¥350 - 600k
¥400 - 800k
¥200 - 400k
¥150 - 300k

2010

¥600k - 1.0m
¥500k - 1.0m
¥500 - 850k
¥450 - 800k
¥400 - 800k
¥300 - 450k
¥200 - 450k
¥200 - 450k
¥200 - 400k
¥200 - 380k
¥200 - 380k
¥150 - 300k

¥500k - 1.0m
¥500k - 1.0m
¥400 - 800k
¥250 - 400k
¥250 - 400k





