http://www.hksi.org

. anillis

wd

p’

3 - r" -

=7

g &
S ——
v

i
=_ =

A e

HONG KONG
SECURITIES
INSTITUTE

BbELELAY

.
-\

Grooming of Talent in the
Financial Industry

s 2007/08



HONG KONG
SECURITIES

INSTITUTE

HKSI R h R rt
2007/2008 HKS! Research Report

Grooming of Talent in the
Financial Industry

ERMEXR AT

Published by: Hong Kong Securities Institute

AR A EREREEEG

Address: Room 2403-08, 24th Floor, Wing On Centre, 111 Connaught Road Central, Hong Kong
il BB THEPINGEKZ F024122403-08 =

Tel: (852) 3120 6100 Fax: (852) 2899 2611

RS BE

E-mail: info@hksi.org Website: www.hksi.org
BRI ol

Copyright © 2008 Hong Kong Securities Institute. All rights reserved.
©2008 EEZFZEEE WMEME BILR

The reportis prepared exclusively for the Hong Kong Securities Institute (HKSI) by the Centre for Public Policy Studies of Lingnan University.
While every effort has been taken to ensure accuracy, the HKSI is not to be held liable for any errors that may remain. Due acknowledgement
of the HKSI should be made when quoting the contents of this report. Reproduction in whole or in part without the HKSI's permission is

prohibited.
BERBFEXEE ﬁ%%ﬁﬁiﬁﬁﬁﬁ“%ﬁ%ﬁ%¢bﬁ%$ﬁ%ﬁ~Eﬁ?ﬁﬂﬁﬁﬂﬁ fERINEEAERE
AGRTEE - KK BRHARER ML AR - WESIAABREPEMNAD  BIREHNRKRABEEZFFTHE

First printed in July 2008
20087 H #lhx



Hong Kong Securities Institute gratefully acknowledges The Centre for
Public Policy Studies of Lingnan University and the following persons for
their support in the development and publication of this research report:

HKSI Research Committee 2007/2008

Mr Richard WINTER (Chairman)

Deputy Chairman, Head of Corporate Finance, Quam Ltd

Prof Kalok CHAN

Head and Chair Professor of Finance Department, Hong Kong University of
Science and Technology

MrTC CHAN

Chairman, Advisory Committee on Human Resources Development in the
Financial Services Sector

Ms Carrie CHAU

General Manager, Hong Kong Institute of Human Resource Management
Mr Matthew HARRISON

Head of Research & Planning, Hong Kong Exchanges and Clearing Ltd

Mr Edward PC KWAN

Chief Executive Officer, HSBC Broking Services (Asia) Ltd

Prof LAM Kin

Head and Chair Professor, Department of Finance and Decision Sciences,
Hong Kong Baptist University

Mr Joseph LEE

Senior Manager, Research, Securities and Futures Commission

Mr Craig B LINDSAY

Chief Operating Officer, China Alpha Investment Management Ltd

Prof Paul B McGUINNESS

Chairman and Professor, Department of Finance, The Chinese University of
Hong Kong

Mr Anthony MUH

CEOQ/CIO Asia Pacific, AT Asset Management (Asia-Pacific) Ltd

Ms NG Wai Lan, Reddy

Principal Economist, Financial Secretary’s Office, HKSAR Government

Ms Barbara SHIU

Chief Risk Officer, BOC International Holdings Ltd

Prof Wilson HSTONG

Professor, School of Accounting and Finance, The Hong Kong Polytechnic
University

Dr AU King-lun

Chairman, Hong Kong Securities Institute

Mr Gary WK CHEUNG

Chief Executive, Hong Kong Securities Institute

Ms Daisy LO (Secretary)

Director, Marketing and Membership Services, Hong Kong Securities
Institute

BEEHBEREBERGHEHABRAKBRG T OLT

FIA L2 BRI E R R A TIEEL X FF

BREFEEERNEZ S522007/2008

MKERE ()
EFERERERARARBIEROERETE
BRREHE
BAEMBPABRUM BB R R EIRBEREK

BRFEEE
MRAANNERFEARBELR

BhkLt

EBANBREEES BB

EBHBLE
EERGREENERARERARLREHDEE
BERLE
ELSmR® (M) BRARITHAE
HEHF
BERZERBYBRRRBRREARBEHE

S
FELPEEBERZ B SRR RLE
MEHEE

PR BIREEEBR AR S EEE
BRI

BETXABHM BB R R LRI

ABRLE
BETABRBEERARARITRARREFRERE
REMLL
BRFAITRRBNH R AR RRAEEFLETE
MERLL

FIRBIFEA B R 2 Al R R A RS

BERERR

BAERTAREH R REHHR

ESBEL
AERSTEXEELR
RRAEKE
BAELERBGTREL
ERBZLT (WE)

BERRFBREERENSRRBEE



Lingnan University

Prof HO Lok Sang (Chief Investigator)

Director, Centre for Public Policy Studies, Lingnan University

Prof Jesus SEADE (Co-Investigator)

Head and Chair Professor, Department of Economics, Lingnan University
Prof WEI Xiang-dong (Co-Investigator)

Programme Director, Social Sciences Programme, Lingnan University
MrWONG Wai Chung

Research Development Officer, Centre for Public Policy Studies, Lingnan
University

Mr FUNG Cheuk Ki

Project Officer, Centre for Public Policy Studies, Lingnan University
MrTSANG Chun Wing

Research Assistant, Institute of Humanities and Social Sciences, Lingnan
University

EHAE

AREHR (BEMEE)
EHABRABRMTER O
AR (HRE)
ERASEBEER R T ERBEHR
HORZER (HREB)
EEABHENE (RE) BLREEE
FREEE

BRABLHABEMARP OMREREIME

RETRE
HEEABRAABERMR R OIAE FE
BRELE
BRABAX R @R B AT



Foreword =

Mind the Gap ARER

It is beyond doubt that Hong Kong is highly competitive as a #EEBR  EBEE2RERPLEERAKNBRIE L -
global financial centre. However, it would be a mistake to rest B BRHEFATUEKEHBH -
on our laurels.

The demand for talent in Hong Kong’s financial industry is a perennial topic, HESREBRASTREAESEE  BRERFEEHE
but | make no apology for returning to it now. BEM

The financial industry is, along with tourism, trade and logistics, one of the SRR - ZHRWRE—E  EESEENUA
four pillar industries of the SAR. It contributed 16% of GDP in 2006 and has ~ STHFE% > — o 20064 @+ © B S/ AN Hb A EEBEHRI16%
seen a healthy growth in its business receipts over the last two years. TREMEFR  SEIWABFEER -

Areportrecently released by City of London in March concerning the Global =AM EMGHER (2P OIEE] RS - 5
Financial Centres Index devotes a special chapter to skills in the financial RE—EZ6 @ FIEMITENAERE  BEERE
sector, recognising it as “a critical component of competitiveness”. In this [mEFHWERAEK IS | - EZRES FEEASD
report Hong Kong scores very highly on people factors, testifying to the ERIEEN TS @ FHELECKIESHBRENEER
strong expertise in professional services that it has developed. The report 88/ c AREBEK T B IEBE=-AERERF L -
continues to rate Hong Kong as the third global financial centre, just after {3/ {& K MR AR LT o

London and New York.

Itis beyond doubt that Hong Kong is highly competitive as a global financial HBEEH @ EAEAEHERPLEFERANNZHE S -
centre. However, it would be a mistake to rest on our laurels. BE  BRETAARLE AR -

Last September, the Institute commissioned the Centre for Public Policy EAFAAH @ NEBeZ:tapmg A2 NHEHERRF O
Studies of Lingnan University to conduct a market research on the &RI¥M AT EHREERETSFE - 2€522005/2006
manpower gap in the financial sector. Such a gap was identified by the FfE - FE [HAERMERBCAMTIHZHERREZE] W
HKSI in a 2005/2006 survey “Corporate Hong Kong's Readiness for the %% @ :ZIBFIEMER T EE 0 > MEB AR R A —
Mainland Financial Markets” and the present study is a follow-up to further ~ IBERE - LA — SRR E O AL B0 4E -

understand its nature and magnitude.

We hope that when our research findings can facilitate the discussion FHfF L AE2eNRRELSR A URETE 2
among the industry, academia, government and regulators. In this way & - BT RESHE Y HNEENS - B1E  FB18H
Hong Kong will be able to maintain its strength as a prime regional hub for RIF{EAERNTE ST LEER -

the financial industry.

o)

The Institute is indebted to the Members of the HKSI Board and Research A &Rl SiE2eNEEe MR EZEe W EEARATH
Committee. Insights and guidance from these experienced professionals TR 3 « BFE RN EFIREN AR E R AWHER
help assure the quality of the project. RIEFTEINER -

Gary Cheung, MHKSI ’AE MHKSI

Chief Executive TTHRBHE

Hong Kong Securities Institute BEELE LA
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Executive Summary ffEHE

The financial industry is Hong Kong's fastest growing industry, and
contributes about 16% to the GDP in 2006. Its value added per employed
person is also the highest among the four officially announced “pillar
industries” of Hong Kong. This reflects not only the importance of finance
in a modern economy but also the strong human capital embodied in the
professionals working in the industry.

In September 2007 financial institutions provided employment to some
147,000 people. Although this is only about 7% higher than that in 2001,
growth of the finance industries since 2005 has been phenomenal. Many
employers interviewed reported annual employment growth at double digit
rates. The demand for talent, moreover, is expected to remain strong over
the next few years. Growth has been especially fast in asset management.
The shortage is particularly acute for compliance and financial product
development and marketing, but shortage is also prevalentin operation and
support roles.

Employers generally are satisfied with the performance of their employees,
whomtheyfind dedicated and technically competent. However, they are less
impressed with new entrant’s “soft skills”. Employees do not demonstrate
their creativity; appear to be reactive rather than proactive, and not always
forthcoming. Language and writing skills are also key areas requiring
attention. Employers usually have a well organized training program for
their employees on an ongoing basis, but many employers, especially the
smaller operations, would not hire inexperienced staff.

Employees generally appreciate that they need to improve their creativity,
but at the same time they also have a much higher rating of their overall
performance and ability than their employers. They are confident about
their ability to learn, and they are keen in enrolling in courses, though time
is always a constraint. The acute shortage in compliance professionals
suggests that there needs to be a strong effort on all concerned
parties — universities, regulatory bodies, as well as employers — to nurture
professionals in compliance.

Hong Kong's shortage of talent is acute, but mirrors the general situation
elsewhere — although this is somewhat relieved in the recent subprime
fallout. For example, talent shortage is no less acute in Singapore and
Shanghai. Hong Kong is generally attractive to professionals intending to
build a career or already well established professionals. However, senior
people are concerned about the quality of life in Hong Kong. Pollution is
seen as an important factor, albeit much worse on the Mainland. Young
people are attracted to the Mainland for experience and rapidly growing
opportunities. Hong Kong’s shortage of international school places is also a
concern for professionals with school-age children.

ERMERBBERFMENTTE - (H20065F N A A E
BEARK%  ERBNALETES  EHABLEE
BEHDRRSH - ETMERRTEREERREENES
2 FASTERTERERABENBRRANER -

f£20074F 97 « AR (E R B THT147,000A -
L2001 F M ABRMATEE D2 - AW - ©BMES
2005FRERAEEA BER2HEZNATEEEE
RAc ARREETIMNFEEEEINEMET - 48
BERRET - AABRINABY - EF - EEEETE
FEMEERLALR - ZRAR  eRERTERENALT
BHEREEE  ATERBHREE HEEELRTES
BRI AL KGR o

MAER  BXTEBMEEINRER  BAMMPAEHR
AT WRBMPIAENTIEREE - Al - AT
BTRBERIOMMEENHE BEIEER/ETIRE
BEHAE  RALAWE RZIHRENERL - B
IMESRERERENNFERHEE - BTBRTES
RETIRHBERZGNEIRE - BE2EET CAF
PMIRBRE) WEAEMERRZEBNET -

BEITEEENMAEARESCNEIZN  BEEM
B MAEECHTEREREINFIRETAS -
I ECNBEENRAERFELD - I TIEEAZEIL
DRESMERM2INEIRE - HENBTIRESHRIIE
MBRATHERER STEEREASE  BEEREULK
BIBFEEMBNBEMTENES

BEATHEREE  AMELFBEBERR - 2HE
HIRFT IR K B8 - B IEE S BRER AT FERERE o #
REFRENRZERBE T SREAT SR - BE
TMRAENREEDRETR - NEEICEEERS
REERNOAT - ERSIEINATTTE - BEDARS
7oAl BRUEERRBOEENEEER - )54
RBERE R HEERE - @E AW RRELEL
BE FEN—FRTFRTELRIARERNER
Be  EELEOANNTE - B BEERERTE
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The financial industry is attractive to young people, who find a careerinthe FE AUK S LM ERDEBR - AAMHREERE —(H
financial industry highly rewarding, interesting and challenging. This argues ~ $REHAE[ 27 - AHBIAR S B IEMNTTE - BEFIRYEHE
well for Hong Kong. With many young people aspiring to develop a career REHER - ERZEFTAEBEE RS R ERRE -
in the financial industry, the potential for growth of Hong Kong's talent pool ~ HFBEA A SEMIEREZE NRZBRAR - T8 BEEATH
is excellent. But they will need to be more proactive and forthcoming. They FHAZEFMTEFUANE BEIE - MV BREERE
will also need to be less insular, acquire more knowledge of industrial and  IZ# ¥ SR E R IRETRAEXENBRBABES - 12
global development, and strengthen their communication skills. Whenthey Si& @RI - fIEEEESE L TIEKE - TELE
are on the job, they will need to take on challenges and to acquire more EELAIRSMHENIEREH - FEEANL MHEEH
knowledge and experience. They will also need to have a high standard of ESEHNRFERTEE  HAG LA EMESRT
business ethics. Indeed this is how Hong Kong can rise above other aspiring DEBN—HEZE -

financial centres.



l. Introduction &%

The Hong Kong Securities Institute (HKSI) commissioned The Centre
for Public Policy Studies of Lingnan University to conduct a study on the

manpower gap in the financial sector. In a 2005 HKSI research entitled

“Corporate Hong Kong's Readiness for the Mainland Financial Markets”,

we have identified a manpower gap in the financial industry. The present

study is a follow-up effort to further understand the nature and magnitude

of the gap.

The financial industry is the most fast growing “pillar industry” of Hong

Kong and is second only after trading and logistics, contributing some
15.9% of Hong Kong's GDP in 2006 (Hong Kong Monthly Digest of Statistics,

March 2008, Census & Statistics Department, HKSAR). According to the
Census and Statistics Department, business receipts, i.e., gross revenue,
in “banking”, “financing (except banking)”, “financial markets and asset

management”, and “asset management” grew by 65.4%, 149.7%, 156.5%,

and 138.5% respectively from 2005-2007 (Table 1). Taken together, while

financial institutions as a whole employ only 146,983 people as of September

2007, year-on-year growth rates, at 9.1% and 9.3% respectively in June and
September 2007, were close to double digit and topped any other sector
(Table 2). Moreover, its value added per employed person is the highest

3A)
7%

EARLFEXEE (Bg) ZtamX
KRLET-BAERAEEREANZENRE - &
2005/20065F ] - —EHEEEFRBEXBGHETNTERS
[BATBEREEAMMSHEGIEENRT] BR - K
BEREEFEATEROAE - WARHEE TR
ATBANZBENOERBR

ERMERABERKRA [TETE
AEERENE M - 1515.9%  EAREZ LY
mE (BERFRTE
o RIFATE B E KR - 12005220074 -

(@ (BRI|BITEN) |
EEE| R ITEEER] WERKA (BIEKA)

R A

* BN 2006F

(FAH AT

+ 20084

[4R

[ERMBLE

S BIE65.4% - 149.7% ~ 156.5% LA 2 138.5% L~ (R
R1) o HR - E2007FIA > FTESRMEAHLRER

T146,983A - BEERF6ANIA - BFEKRADHA
9.1%%9.3% (R%2)

c A - AGEEREMNEER

4 [XHETER] PRAN - ETERRTEREES
AHNEZRE  GDBETHEREEEESZRBANASN

among the four officially announced “pillar industries” of Hong Kong. This &7 o
reflects not only the importance of finance in a modern economy hut also
the strong human capital embodied in the professionals working in the
industry.
Table 1: Business Receipt Indices 1997-2007
1 - EH U R$E81997-2007

1997 1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2007/

1997

Wholesale/Retail 1244 | 1043 93.9 97.5 98.7 88.3 85.8 93.8 100 1074 | 1206 0.97
HERTE
Import and Export 107.2 93.7 80.7 90.4 711 755 80.4 90.5 100 110.2 1191 0.75
Trade
EORHAES
Restaurants 104.7 | 100.4 | 1008 | 1029 | 100.4 94.9 85.7 94.3 100 1095 | 1243 1.05
RRE
Hotels 99 72.2 69.5 81 74.9 73.1 58.8 81.9 100 1137 | 1313 1.1
LS
Transport 61.7 54.6 57 68.9 67.2 68.8 69.1 85 100 110.6 122.5 1.99
LS
Storage 157.1 | 1467 | 1163 | 1186 | 1009 | 81.1 774 | 906 100 | 1102 | 1277 | 081
BB
Communications 1271 1235 | 105.1 114.2 99.2 96.6 94.3 95.1 100 100.8 | 1106 0.87
BERT
Telecommunications 146.2 141.4 118.2 128.1 109.4 103.9 99.9 97.4 100 99.3 110.1 0.75
BA%
Banking 84.1 79 84.2 84.8 87.1 86.4 86.4 90.2 100 1195 | 165.4 1.97
173
Financing 79.8 51.5 53.1 74.8 65.3 56 65.7 87.5 100 147.9 | 249.7 3.13
(Except Banking)
erh (BR17RRIMN)
Financial Markets and 98.4 55.6 58.6 79.2 63.4 54.4 68 91.3 100 149.3 | 256.5 261
Asset Management
SRS REEERE
Asset Management n/a n/a n/a n/a n/a n/a n/a n/a 100 151.8 | 2385 n/a
BEERE

Source: Census and Statistics Department 285 : ZB BT 45t R
Business Receipts refer to gross revenues for each sector 75z 5 TE 1T FE AU

3



Table 2: Growth rates of employment in different sectors 2002-2007

£2 : FEITEHREIBREE2002-2007

2002 2004 2006 Mar-07 Jun-07 Sep-07
07F3A 0746 A 0759
Manufacturing -9.0 -3.0 -2.5 -1.7 -2.3 -2.6
Wholesale, Retail, Import Trades, -2.3 2.9 1.9 1.9 1.6 1.7
Restaurants & Hotels
e TE CHEHNES  BRRAEE
Transport, Storage & Communications -1.8 3.7 1.1 1.1 3.1 22
BE) - BB RIBE
Financing, Insurance, Real Estate -1.3 3.6 5.0 5.1 5.7 6.0
& Business Services
F - R - ERBARBE
Financial Institutions -5.6 1.1 5.9 7.9 9.1 9.3
Insurance 0.3 24 -1.2 -0.7 1.6 1.8
RB&
Real Estate 5.2 2.2 5.3 2.0 45 5.2
=
Business Services except M&E Rental & Leasing -1.2 6 5.3 5.5 47 438
R AR AR R AR S SN 7 R RS
Community, Social and Personal Services 5.9 3.2 3.6 2.9 36 2.2
E - HEREARBEE
Civil Service -3.7 -3.8 -1.3 -0.8 -0.5 -0.2

Source: Statistical Appendix to 2007 Economic Background and 2008 Economic Prospects, issued 27 Feb 2008, HKSAR Government.
TR 20074 £E RN K2 20084F & R AT TR - 5020085F2 H27 R - BB AT BUF -

The newly released report on Global Financial Centres Index (“GFCI3,” City
of London, March 2008) (See Table 3), continued to rate Hong Kong as the
third global financial centre, just after London and New York. However,
Hong Kong lost two points while Singapore edged ahead two points. Hong
Kong retained a strong position in five key competitiveness areas, holding
the third place in banking, professional services, asset management, and
government & regulatory, though slipping one place to the fourth place in
insurance.

The “GFCI3” report by devoting a special chapter to skills in the financial
sector, which it recognizes as “a critical component of competitiveness”,
testifies to the timeliness of the present study. Hong Kong scores very
highly on people factors, having developed strong expertise in professional
services. Hong Kong boasts the fourth highest number of chartered
financial analysts in the world behind the US, Canada, and the UK (GFCI2,
March 2007). It also benefits from the large number of practicing solicitors,
accountants and barristers.

ERILEERN [2Xe/mP0IES] RS (Global
Financial Centres Index * GFCI3 * &3¢ + 2008537 )
B BABEEHREZ  BHANOERBIZE (R
R3) TP BAES KWL R HEMD - mE
FAEAMD - BERMAEMEAFEHRF HEEBEF KRR
Rif - BIEERT  SERE  EEEEURBFER
EYHTEZ ERB—BHMB—RDOETEN -

[2EkemP OB RESNME—BAEDHAFHR
(el T2 ANNEEN  ©RA [Higl & [H
FHEP—EREMEZE] @ SEFREEHEOEE
Mo BEATEASTENEIRE @ IR T RitiRHEE
RIEHES - CRE2IREMEAEEZLHFHFM B DA
BT - {2RRER - MEAKREER (GFCI2 + 20074F
3A) - AE TAEARKENERM  CETAIEAE
Bl o



Table 3: The GFCI Financial Centre Ratings — The Top 20
R3: RHREMPOHBREN - RE20ERET

illancial Centre GFCI3 Rank Change in Rank since GFCI3 Rating Change in Rating
ZRFO GFCI3HE L GFCI2 GFCI3FT since GFCI2
HIGFCI2HE & LR BGFCI2ZEF LR
London &% 1 - 795 -1
New York 4t %) 2 - 786 -1
Hong Kong &7 3 - 695 -2
Singapore #7% 4 - 675 2
Zurich # 22t 5 - 665 -1
Frankfurt AR5 1& 6 - 642 -7
Geneva HAR 7 - 640 -5
Chicago Zin& 8 - 637 -2
Tokyo ®R 9 1 628 3
Sydney F/E 10 -1 621 -15
Boston ¥ 18 11 1 618 -3
San Francisco =% 12 2 614 6
Dublin #B4EMK 13 2 613 8
Paris 222 14 -3 612 -10
Toronto %1% % 15 -2 610 -3
Jersey EFE* 16 7 607 35
Luxembourg E7RE 17 - 605 9
Edinburgh T & 18 2 604 17
Guernsey EFE* 19 4 603 31
Washington D.C. 221 20 -2 597 8

*In GFCI 2 Jersey and Guernsey were grouped together as the Channel Islands
Source: The Global Financial Centres Index 3, City of London
ERRE R OBERERT  ZEBRIRESRGA NG RES

R 2FREBPOEES  RAM

According to a recent study on competitiveness among China’s cities RBESAEFEETHESE IOWE (FTELSRIER
(Chinese Academy of Social Sciences 2008), Hong Kong ranked first in  2008) @ HEEANERFERBETS FHETEA
manpower and overall rating (See Table 4). That Hong Kong is highly  (R%4) - HHEA—EAESEZ INBERESRF L2
competitive as a global financial centre is beyond doubt. Butto thinkthatall EES 5K  ERMBAETERHEE BT ETM
is well would be a mistake. I o



Table 4: 2008 China Urban Competitiveness Study
F4: 2008 FEPEBHRS HHAR

Rank Overall Human Business  [Competitiveness Public Living Business | Innovation Social
B2 y=rzs= | Resources |Competitiveness of Main Sector Quality |Environment|Environment|Environment
ANER | agggn | Industies | asempy | EERS | EBRN | AFRSE | dens
HEH#T
1 Hong Kong | Hong Kong Foshan Shanghai Beijing Hong Kong | Hong Kong | Shanghai | Hong Kong
8 BB 1L ] Big F8 5% i B
2 Shenzhen Shanghai Shanghai Hong Kong | Hong Kong | Shenzhen | Shanghai | Hong Kong | Shenyang
sl ) ] B a5 sl g BE &S
3 Shanghai Beijing Shenzhen Hangzhou Shanghai Beijing Shenzhen Beijing Shanghai
) JER el Al b Bign sl Big )
4 Beijing Shenzhen Hong Kong Beijing Shenzhen | Shanghai | Dongguan Macau Zhuhai
g sl B8 i sl ) L R *E
5 Taipei Macau Dongguan Chongging Weihai Guangzhou Tianjin Shenzhen Weihai
=3t R R S e BEM RE sl B8
6 Guangzhou | Hangzhou Ningho Macau Macau Dongguan Macau Foshan Zhongshan
BEM M =R R R e | 1L el
7 Kaohsiung Wuxi Hangzhou Shenzhen Qingdao Macau Zhuhai Qingdao Macau
Y i) Al I 55 R e 55 R
8 Suzhou Wuhan Nanjing Guangzhou Nantong Xiamen Weihai Hangzhou Xiamen
M iz FR B FiE =P B8 Al =P
9 Hangzhou Nanjing Suzhou Xiamen Ningbo Hangzhou Ningbo Xiamen Dalian
M R BN =P = M i =M R
10 Tianjin Dalian Zhongshan Suzhou Hangzhou Harbin Guangzhou | Guangzhou | Qingdao
RE R AL Ll Al MBRE = RN 55
Sources: The 2008 Blue Book on China Urban Competitiveness, the Chinese Academy of Social Sciences
AR 2008FFREIHTBRFNERE - REMERER
The demand for financial industry talent accelerated rapidly in 2007. Double ~ 7E20074F @ AN B ¥ & B2 A A NELIEEE - £ R
digit growth in employment is common among many financial institutions, — #E | & & BREEH LER - BREZ QAR

and some firms have experienced great difficulty getting enough of the kind
of people they want. While the number of university graduates had grown
significantly during the 1990s the number of university graduates from UGC-
funded institutions have stayed stagnant in the 2000s. Enrolment in business
and management actually dropped from 16,152 in 2000/01 to 12,876 in 2006/07.
Overthe 10yearsfrom 1996-2006, however, and according to Census data, the
number of people aged 20 to 29 reporting education attainment at university
level grew from 178,000 in 1996 to 305,900 in 2006, representing 18% and
31% of the population within this age group respectively. Notwithstanding
the magnitude of increase, with the rapidly rising needs for professionals,
the financial industry has been experiencing difficulty in recruiting the right
people to join the industry.

What makes things worse is that while most employers do offer training
programmes for their staff, only a few major players regularly recruit fresh
graduates and train them from scratch. Quite a number of our focus group
interviewees told us they prefer to hire only experienced staff. This could be
a sign of serious problems in the years to come.

ATEIRHNAEET » 7E1990F R - KAERBEEL
WEEAREER  REAOTEFR - 7£1996 220065
106FR - FERNTE295EE ASHERENAODR
178 0005%1305 900 (D RNLZFE UL FE4ARIRI18%
31%) MmE2000F 1% - BAEHFENLZECH
%mﬁ&m$¥$@51#%Tm REREERE
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Il. Research Objectives W52 B i

Two surveys, one on employers and one on junior employees (with upto 3 28F K& A HFE TR OFE2007FE9IA £ 12 A IR H
years industry experience) in the financial industry, were conducted by The BT TRIEHRZE @ DRI EESREREILRFARES
Centre for Public Policy Studies from September to December 2007. These (ELHMETIEIFIIUT) - AEEFEEH=:
surveys were intended to achieve the following objectives:

1. To collect the latest information about the readiness of the younger 1. A S REBMEY 2 HUKER  THRESEEA
workforce for the global challenges facing the local finance industry; WATEEHERNHIEMN

2. To identify the skill sets required of the younger workforce and assess 2. K HEFESREEBEAWEE N » LWRFHHEA DK

the nature and magnitude of any manpower gap between the demand ZHEENE (EENRBETE?) ke (5EE
side and the supply side, both in quality (“Are they good enough?”) and in EMEBERME?) - RATeRETARESR
quantity (“Are there enough of the right people?”). We also will identify ABECHE TR

the areas in which existing junior personnel feel they are weakest;

3. To provide information for policy makers, the industry and academicsto 3. IBHENAKLHTE SBHERUREME - @

re-think what they should do in order to further enhance Hong Kong’s HWMEHREE  RAHNEBENAERE  T=2FE
status as a regional and global finance centre from a human resources R ETHERSANBEAMESERESRT O
perspective. HIHOAL ©



I1l. Scope of the Survey AE&E

The research would focus on certain segments of the industry rather than
the entire financial industry. The selected segments are as follows:

1. Corporate Banking '

2. Corporate Finance and Business Services ?
3. Fund Management

4. Investment Banking

5. Private Banking

6. Securities

7. Wealth Management

The insurance sector and retail banking were left out because of the more
traditional character of their core business, although insurance companies
and commercial banks have increasingly ventured into Fund Management
and Wealth Management, but these businesses are already covered in the
above. This study will not provide an econometric projection of any quantity
shortfall for the different kinds of professionals. However, through intensive
interviews, we do get a sense of the rapid expansion of the financial industry
thatis expected to persistin the next 3to 5 years. The study will pay special
attention on the readiness of the new generations of professionals in the
financial industry to meet the market needs and challenge from emerging
financial centres in the region and beyond.

! Corporate banking refers to business related to financing to corporate institutions

2 Business services included audit and legal services
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IV. Data Collection Methods FfFE R &SR EE

Two sets of questionnaires (Appendix 1 and 2), one for employers and one
for employees, have been designed with considerable input from the HKSI
and market practitioners. Pilot tests were conducted and modifications
were made in light of feedback from industry players and human resource
professionals. To better control the quality of data, all interviews with
company representatives were led by researchers of this study. To ensure
the discussion within the research framework, interviewees were given an
outline about the scope of discussion prior to the interview (Appendix 3).

Employer Survey (Demand Side)

In order to obtain an in-depth understanding of industry needs, we
conducted focus group interviews and individual face-to-face interviews,
interviewing with senior executives of major financial institutions such as
banks, securities firms and fund management firms etc. We also invited
employers to fill a questionnaire after the interview to provide quantitative
information supplementary to the interview.

Employee Survey (Supply Side)

Our target population was employees with 3 years or less of working
experience in the financial industry. We distributed the employee
questionnaires through three channels: First, after each focus group/
individual interview, as a rule we invited the employers to distribute the
employee survey to the relevant staff members of their organization. We
constructed an online version of the employee questionnaire and sent the
hyperlink to the interviewees in the employer surveys. Second, we sent
the questionnaire through Lingnan University and other local universities’
alumni network. Finally, both the HKSI and the ACCA (Hong Kong) both
offered us assistance by sending the questionnaire (online version) to their
members.
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V. Responses 3 573 K2 fE

The study conducted 6 focus group interviews (2-4 employers in each
group), 11 individual face-to-face interviews and 1 telephone interview
covering 30 local major financial institutions. And we received 21 returned
employer questionnaires and 861 employee questionnaires.

For the employee survey, initially we had targeted at 1,000 responses from
employees, and we had attempted to sa mple only junior employees with no
more than 3 years of experience. This however is not a realistic target.

According to the manpower survey in the banking and financial industry
conducted by Vocational Training Council, the total number of local
university graduates working in the financial industry in 2007/2008 was
estimated at 3,628. Limiting only to local graduates, the target population
with up to 3 years relevant experience numbered around 10,880 (counting
graduates in 2005-2007). Making reference to industry figures, total new
addition to the financial industry labour force over three years regardless of
past experience and age is approximately 14,700. These numbers suggest
that our final sample size, which stood at 861, would represent around 6-8%
of the population and should be adequate for this study.
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VI. Overall Analysis of Survey Results & fy%&

Hs

1. Background

The employee sample covers seven sectors in the financial industry. Given
the complexity of financial services and products these days, respondents
could choose more than one option regarding the business nature of their
company. Figure 1 shows that employees from the Wealth Management and
those from the Securities sectors are the two largest groups in our sample. It
should be noted that these figures do not reflect the situation in the industry,
and strictly reflect the composition in our sample.

Figure 1: Businesses of employee’s firm
B : RGERBATINEREMY

1. 55E%

BEGEASRIEASBEORE o BIOIF S BRS R
EnSRAGERRSEL  BEXDHEARMEIAE
RREIMEGEHE &
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WFEEH  EHRBRBETAHENEAES LA RE
EAEZEFIIL
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The financial industry is obviously attracting people from other industries.
Out of the 238 new entrants into the financial industry (those with 6 months
or less of financial industry experience) 83 had working experience outside
the financial industry. Out of the 391 junior employers with 1 year or less
experience in the financial industry, 138 had working experience from
elsewhere. This is roughly 35%.
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77% of respondents have university education or higher and 36% of 77%HIZHESE AL FHERF - 36%NZHES
respondents hold professional qualifications. This is much higher than A HEEK - EEHEAESNEELETHE - IR
the average for Hong Kong and reflects the fact that the financial industry MEMEZERHHEREEMNET  UESTENEE
requires good education and does have well educated people to feed its  1ZK

continued growth.

Figure 2: Years of total working experience Figure 3: Years of experience in the financial industry
E2: BI#FER B3 : REMITRHIEER
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Figure 4: Highest education level of respondents Figure 5: Do you hold any professional qualifications
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Figure 6: Did you plan to work in the financial industry Figure 7: To what extent you prepared to

before you joined your present firm develop a career in the financial industry
El6 : (RATTHI - RETCHBRISFITE E7: REEMEBISZRHRLTEX

6%

N=848 N=847

Very committed . Committed . Not so committed
ERERD Bl TARAE R
Most of the junior employees interviewed are committed to working inthe ~ KZP AR ELH MRS REMN TIEFTMmEH (
financial industry (only 6% of the respondents are “not so committed” as ~ EZERRABO%HIXHER R ARERBIIE) - 1B
shown in above figure). They are excited about working in the industry and RORERMEBRREEER -
want to develop their careers in this industry.

Figure 8: Which of the following attracted you to work in the financial industry
B8 : U TEEEWRSIRMA &RITRAOERS
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Figure 8 shows the factors that attract them to work in the financial industry. 8 REMSIREMASRENEE - 1
Respondents were asked to indicate the importance of each factor with SHEIEHREEFD 0V RREETEE 690K K
a scale from 0 (not important at all) to 6 (very important). They are inpart FEFEZE « LRBLRMFAMASBRENTIASH B R
attracted by the high financial reward (mean score =5.01), butthey alsofind 3| (3595 =5.01) - BRSNS R E T EAPE
the kind of work challenging and interesting (mean = 4.92) or suitable for [ RAG#H (FHH=4.92)  REABDHSR (EH5H
them (mean = 4.52). This is a good sign. =452) o BELFIIEFIFHEK -
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2. Skill Gap

Employees were asked to rate their strength on a range of skills against a
scale of 0to 5 where 0 indicates poor and 5 indicates excellent. The skill set
includes: Communication Skills (Figure 9), Competence & Technical Skills
(Figure 10), and Personality & Work Attitude (Figure 11).

Employees rate themselves highest in Writing Skills-Chinese (mean score =
3.83) and lowest in Putonghua (mean score = 3.35) within the communication
skills category. For Competence & Technical Skills, employees rate
themselves strongest in Ability to Grasp Complex Problems (mean = 3.74)
while they feel weaker in Working Knowledge/Industry Specific Skills
(mean = 3.33). The overall rating is higher in Personality and Work Attitude
than in Communication Skills, and Competence and Technical Skills. The
mean score for Ability to Learn New Things and Multi-tasking are 4.19 and
4.17 respectively.

Figure 9: Employees’ self rating for communication skills

on a scale of 1 (poor) to 5 (excellent)
B9 : GREHEBEREDHARES (125RE 52888)
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Figure 10: Employees’ self rating for competence
and technical skills on a scale of 1to 5
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Figure 11: Employees’ self rating for personality and work attitude on a scale of 1to 5

BN : EREHEGBRRIGEENBETS (128%E  59585)
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An interesting pattern emerges in the self-ratings when we group the
employee interviews into three groups: Post-secondary, University, and
Postgraduate (Table 5). In all skill categories the better educated the person
the higher is the self rating, suggesting that the better educated the person
is, the more confident is he regarding his abilities. However, there need not
be a causality here, as it is possible that those with stronger abilities tend
to get better education in the first place. What is more interesting and quite
unexpected to the researchers is the consistency with which employees
rank their abilities regardless of the level of education, particularly for the
best rated abilities or aptitudes. For practically all education categories, the
skills/aptitudes rated in descending order are: ability to learn new things,
multi-tasking, sense of responsibility, creativity, and written Chinese. Thus
the employees usually believe they are quite versatile and are responsible,
but not quite as proficient in written Chinese or written English (though they
still think they are pretty good). In the spoken languages, they are better in
spoken English than in Putonghua. As to the weakest areas, what stands out
is that they all think that their industry knowledge is relatively weak. This is
not surprising, as they are all relatively new to the industry and need to gain
more experience. Indeed this is heartening because they are aware of their
weaknesses and will therefore make an effort to gain more knowledge.
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Table 5: Employees’ self rating (mean value of a scale 1 to 5) on various skills by educational levels
5 BNFEENSRERENAETS EIHFHE)

Skill Sets Post Secondary University Graduate Postgraduate
e SrEETHE REE+FHE BEraAET9E
Communication Skills:

BERIG

Interpersonal and social skills 3.47 3N 3.84
HRZRABRED

Putonghua 2.82 3.42 3.57
BB

Spoken English 3.13 3.75 3.83
RER

Writing skills — Chinese 3.68 3.82 3.99
PN EREE

Writing skills — English 3.21 3.75 3.88
EXETR

Competence & Technical Skills:

TN REERD

Ability to grasp complex problems 3.39 3.76 3.97
DITERER B AYEE

Modeling and quantitative work 3.32 3.60 3.74
HEBERERANEES

Information technology 3.35 3.35 3.57
EAE

Management skills 3.24 343 3.54
ERET

Working knowledge/Industry 3.15 3.32 3.51
specific skills

TEEEME

Personality and Work Attitude:

miER TERE :

Ability to learn new things 3.99 418 4.39
BEZEEHED

Ability to work under pressure 3.52 3.69 3.83
AIAEBE N T I

Conflict-resolution 3.44 3.58 3.82
BRIZERAEN

Creativity 3.64 3.92 4.10
E

Devotion to work 3.68 3.88 4.06
TR

Initiative 3.64 3.85 4.06
T

Problem solving and decision 3.61 3.88 3.97
making

PR R RORREEN

Multi-tasking 3.81 424 4.28
RIEMTXZIEIIE

Sense of responsibility 3.75 3.95 417
FEL

Stamina 3.50 3.78 3.90
®h

Team work 3.81 3.97 4.10
BB AE
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Another interesting pattern emerges as we break down the junior staff into

new staff, relatively new staff, moderately old junior staff, and older junior

staff (Table 6). It is apparent that the newer staff generally rate themselves

higher in languages, especially in Putonghua, than the older staff. This

is consistent with some remarks fairly commonly made by focus group

interviewees. The employers often say that although the recent graduates

are weaker in languages than those who had graduated many years ago,

there appears to be improvement in their mastery of the languages in the

last few years. The newer staff also give themselves a stronger rating on

Team Work than the older staff. These self ratings appear to be credible as

the older staff generally give themselves higher rating in industry knowledge

than the newer staff.
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Table 6: Employee's self rating (mean value of a scale 1 to 5) on various skills by years of experience

in the financial industry

6 BRESMTRIFFRISERANBRTFS (1EFHFHE)

Skill Sets 0 -6 months 7-12 months 13 months — 2 years 25 months — 3 years
e 0Z61E A EEN S 131 A =2 BEAEIF
Communication Skills:

BRERI

Interpersonal and social skills 3.67 3.67 3.73 3.70
HRZRABRT

Putonghua &35 3.44 3.38 3.37 3.14
Spoken English £:E&7 3.69 3.72 3.69 351
Writing skills — Chinese 3.93 3.73 3.83 3.77
PNEREED

Writing skills — English 3.69 3.70 3.73 3.58
E &I

Competence & Technical Skills:

THEOIREERD

Ability to grasp complex problems 3.72 3.70 3.77 3.75
DITERERE VAL

Modeling and quantitative work 3.59 3.46 3.63 3.61
HBEIEROTEE

Information technology & &iEH 3.34 3.38 3.45 3.42
Management skills B3 3.47 3.33 3.42 3.46
Working knowledge/Industry specific 3 3.30 34 3.53
skills T E ¥ M3

Personality and Work Attitude:

miER TERE :

Ability to learn new things 4 4 4.21 41
EEZEEIED

Ability to work under pressure 3.72 3.64 3.72 3.65
FIAEEN TI(E

Conflict-resolution 3.59 3.56 3.65 3.61
BRIEEZRAY

Creativity 812 3.92 3.90 3.94 3.89
Devotion to work ¥ T #E#)Z5 3.89 3.84 3.96 3.80
Initiative =31t 3.83 3.85 3.90 3.82
Problem solving and decision making 3.83 3.85 3.92 3.78
A RE FORR BE

Multi-tasking R 7EK ZIETIE 4.19 4.18 4.20 4.08
Sense of responsibility &£ 3.99 3.99 3.96 3.92
Stamina 3% /1 3.75 3.81 3.74 3.73
Team work 55 1 4.00 3.99 3.97 3.86
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Table 7 presents employers’ ratings of employees’ skills alongside

employees’ self-ratings. A glaring difference emerges: employers
consistently rate their staff lower than employees rate themselves in almost
all areas (except the Skills in Information Technology), and particularly in
Creativity (-37.40%), Problem Solving Skills (-39.70%), and Management
Skills (-39.05%) and Multi-tasking (-42.97%). The mean ratings for spoken
English and Putonghua by employers are less than 3, and grades less than 3
should be considered as disappointing or even failing grades. Other poorly
rated areas are Management Skills (2.47), Problem Solving Skills (2.76),

Industry Knowledge (2.79), and Creativity (2.85).

Table 7: Rating of various skills by employee and employer
R EEREXFRESHENER

RIFILEEHEFMNFERENTE  Br—(EH%
UM ZER - BB REEEE (BREMBIEN) &
IS TREENERTD AR FAZEE (4
£-37.40%) - BAMEROAKE N (FHZE-39.70%)
BERT (M8%-39.06%) MABRFETKRZEIE (18
Z£-42.97%) - EETHEINRBEEREBEEME
ML EERID  BESBERELAZEZATAR
BETE -  HthREMFTEREERT (2.47)  BRMH
BROREREH (2.76) ITEHEHH (2.79) RAIE
(2.85) o

Skill Sets Employee (Mean) Employer (Mean) Difference
g B8 (FH5E) Ex (FHE) b
Communication Skills:

BRI

Interpersonal and social skills 3.70 3.13 -18.15%
HRZRABRT

Putonghua &i#5E 3.35 2.89 -15.73%
Spoken English Z:E&7 3.67 2.97 -23.42%
Writing skills — Chinese X & 5427 3.83 3.27 -17.24%
Writing Chinese a lot € F A XER 4.15 n/a NEA n/a NEA
Seldom write in Chinese & AR XEH 3.58 n/a /i A n/a i
Writing skills — English 23X & %88 7 3.69 2.87 -28.64%
Writing English a lot ¥ REXER 3.95 n/a ~EA n/a TEA
Seldom write in English &> AR X ER 3.27 n/a NEA n/a NEA
Competence & Technical Skills:

TN REERT

Ability to grasp complex problems 3.74 3.00 -24.67%
DT BV EE

Modeling and quantitative work 3.58 3.32 -1.97%
BBEIE R OTEE

Information technology &=EHL 3.40 3.50 2.86%
Management skills &5 3.43 247 -39.05%
Working knowledge/Industry specific skills 3.33 219 -19.38%
BEL T

Personality and Work Attitude:

MR IERE :

Ability to learn new things 86592 B 3£ 4.19 342 -22.48%
Ability to work under pressure 3.69 3.37 -9.55%
AJLATEEE S T THE

Conflict-resolution fE32E %28 3.61 2.83 -21.41%
Creativity 1E 3.92 2.85 -37.40%
Devotion to work % T /E&) 25 3.89 3.68 -5.59%
Initiative E 31t 3.86 3.13 -23.26%
Problem solving and decision making 3.86 2.76 -39.70%
FRERRI R R BEN

Multi-tasking 417 2.92 -42.97%
IR R e ZIHIIE

Sense of responsibility L 3.97 3.26 -21.66%
Stamina 3% /) 3.76 3.37 -11.63%
Team work BB A& 1E 3.97 3.17 -25.37%
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A word of caution in the interpretation is in order. Employers’ ratings are
based ontheir perceptions of the various qualities, and these may not always
correspond with the reality, particularly when employees feel they should
not “show off” their strengths. In particular, the self-rating of creativity is so
much higher than the rating by employers that there is indeed the possibility
that employers were not seeing the creativity because employees did not
show it. It does appear, then, that employees should be more assertive and
forthcoming with their ideas as an engaging member of the team. This is not
“showing off”. This is only a way to improve the performance of the team.

Figure 12-14 plots the ratings of employee on Communication Skills (Figure
12), Competence and Technical Skills (Figure 13), and Personality and Work
Attitude (Figure 14) compared to the employer’s ratings. Any point below
the 45 degree line indicates that employees rate themselves higher than
employers do.

Employees consistently rate themselves higher than employers do in a
number of key areas, and particularly in Creativity, Problem Solving Skills,
and Management Skills. These big deficit areas have also been revealed
during the focus group interviews, indicating the robustness of these
results.

Employees are strong in information technology and quantitative skills,
but relatively weak in soft skills. They are dedicated staff but score low
in creativity and in problem solving. Employees have generally stronger
confidence in their English than in their Putonghua. They are moreover not
aware of their larger deficit in written English than in their spoken English in

the eyes of employers.

FEEENZ BEAANERNMZELTER - BEH
AR RAMBFIEEE BIBENNRMAERE - MELT
ARETEEFERT  BHREEREREMCMTEZ
[ZiR] s R - BENBRAENFORELTS
HRERREEALLEERBRIAMBTRECHENES -
At - BEEREBHKE ERZAERRELIACH
BE - BATRE (KR MRCEKELSNE—T
Z

El12-148%EEE [EBET] (E12) [ T1ERE I X
2EHT™] (E13) k TRBETEEEZ] (B14) &
BRI EREMNTDIELLE - EEF - B HREK—
BREE  AZHERSERTREEERZENTIS S
PEEH -

BRG] - EEREIHRMELEENTINFEEARE
BB EMEERNASEORNRPAE R BREES

w2 A SEHY ©

EEAEEMMRREBRE LD NEGE - MEIER
TR - MR T mABRLEENHNET - B4
AR RAARRENRE T D BRE - BE —RHEHR
BRNREBRFARGEL - BHMAELTIRERTH - £
TRAPMPANRESERRIXERENL T - EFH
AHEZREAX o

Figure 12: The rating of employees’ abilities by employers vs employees’ self rating:

Communication and interpersonal skills
B12: ERESHERBERTHFS LR

5.00 [

450 |

4.00
j=2]
=
T
.I R
2 i i
o i 3.50
O
Qo
1S
L
3.00
250 |
2.00

‘ Interpersonal and social skills
R R AR

. Putonghua
i

A Spoken English

Writing skills — Chinese

R EBEN

Writing skills — English

RYEBES

3.00 3.50
Employees’ Self Rating
EBEEHTH

2.00 2.50

19

4.00

4.50 5.00



Figure 13: The rating of employees’ abilities by employers vs employees’ self rating:
Competence & technical skills
Ei3: BRESFHESIFRHIREERTINFSLR

GO0 [
Ability to grasp complex problems
DT BN
QB [ e M . Modeling and quantitative work
BIRRE R AT
Information technology
.00 HMEHL
E’ Management skills
p= ERRIS
oc ® A
R Working knowledge/
> m B0 oA P Industry specific skills
> P o
o TERFMHE
=%
1S
L L 4
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2 D0 b e
2.00 . . . . . ,
2.00 2.50 3.00 3.50 4.00 4.50 5.00
Employees’ Self Rating
EEEHTS

Figure 14: The rating of employees’ abilities by employers vs employees’ self rating:
Personality and work attitude
E14: ERESHERABRRIGEENTFILR

5.00

‘ Ability to learn new things
BB BIEY

Ability to work under pressure
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Conflict-resolution
RIBEREN
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. Devotion to work
HITEMER

3.00
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3. Sector Analysis

Table 8 shows the mean scores for skills by different sectors. The highest
scores for a skill among the 7 sectors are highlighted in yellow which the
lowest ones are highlighted in red.

As can be seen, in terms of total self-rated performance scores, the highest
scores occur in Private Banking and Investment Banking (in that order),
and the lowest in Securities. These results are not surprising, as Private
Banking and Investment Banking are key growth areas with very high value
added, and they are usually more demanding in terms of the Communication
and Analytical Skills. It is remarkable that employees generally believe that
they can learn new things fast (highest scores within sectors), regardless
of their specialty. This is an encouraging sign. For Corporate Finance &
Business Services, Investment Banking, Private Banking, Securities and
Wealth Management, the lowest scores occur in Working Knowledge/
Industry Specific Skills. The lowest score occur in Putonghua for Corporate
Banking and in Information Technology for Fund Management.

3T

KBTI EEMBERTEREGREBE D - i8R
it ETEAXBHEBETESTONTE  UEEK
& MEEFONITE - AIAeRE -

KEXRAR  REENEEERFAST  &5OWEA
EPRUARITREERT URF) - MRESRIEF
REHR - EERALTEI - ARARITRIKERTT
BREMEANAREERERNEYR  EHHETHE
BENRIMNERRER - B TnEEBRI—
EHEXHE  RABRNHE - BREFEESHCMEIAR
SEHEY CERETRNERRET  FoHEHS
H) - EBIERNSABSE EEERERBERE  RE
R MART  BFEREEMEEEELEBHRE -
SEFDRITEERANGH - MEXRRTRESEEF
HEDHIEB D RIREEEREMB -

Table 8: Employees’ self rating (mean value) on various skills by sectors

RS HTRNSREREMEERAS (FHE)

Skill Sets All Sectors Corporate Corporate Fund Investment Private Securities Wealth

Hte i Banking Finance & |Management| Banking Banking zkppis | Management
DR Business | s AR AT MEEE

Services

Communication Skills:

BERD

Interpersonal and 3.70 3.69 3.70 3.75 3.79 3.78 3.61 3.79

social skills

HRZRABRET

Putonghua 3.35 3.28 3.46 3.38 3.51 3.55 3.44 3.29

B

Spoken English 3.67 3.59 3.68 3.74 3.83 3.86 3.65 3.66

FEia& s

Writing skills — 3.83 3.88 3.85 3.82 3.90 4.00 3.80 3.84

Chinese

RNERRED

Writing skills — 3.69 3N 3.74 3.73 3.90 3.87 3.69 3.

English

HXEBE
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Skill Sets
e

All Sectors
Tkl

Corporate
Banking

B ¥IEIT

Corporate
Finance &
Business

Fund
Management

A
HEeEHE

Investment
Banking

KB RIT

Private
Banking

FLAERIT

Securities
BRI

Wealth
Management

MEEE

Competence & Technical Skills:

THEAREERT :

Ability to grasp
complex problems
OITHERERRERRE

3.74

3.70

3.73

3.74

3.83

3.85

3.0

3.74

Modeling and
quantitative work
BURRTIE R TEE

3.58

3.57

3.59

3.58

3.61

3.63

3.57

3.59

Information
technology
BHEH

3.40

3.34

342

3.42

3.37

3.49

3.38

3.36

Management skills
BRI

343

3.35

341

3.43

3.44

3.49

3.33

347

Working
knowledge/Industry
specific skills
TEHEME

3.33

3.34

3.30

3.36

3.34

3.43

3.33

3.27

Personality & Work Attitude:

g R TERE

Ability to learn new
things
BEREEHEY

4.19

4N

4.19

4.23

4.25

4.28

4.16

4

Ability to work

under pressure
FIAEEN T I(E

3.69

3.66

371

3.75

3.75

3.72

3.65

3.70

Conflict-resolution
FIBEZREY

3.61

3.58

3.59

3.63

3.76

3.70

3.60

3.59

Creativity

HE

3.92

3.90

3.89

3.96

3.94

3.93

3.89

3.87

Devotion to work
T IEREGH

3.89

3.94

3.90

3.90

3.95

3.99

3.87

3.83

Initiative
EHE

3.86

3.79

3.85

3.90

3.86

3.93

3.81

3.87

Problem solving &
decision making
PR SRR BE

3.86

3.84

3.88

3.93

3.91

4.01

3.81

3.83

Multi-tasking
R Rk Z A TE

417

417

4.16

4.29

4.25

4.23

4.12

4.23

Sense of
responsibility
FEL

3.97

3.96

3.93

3.99

3.95

4.03

3.93

3.96

Stamina
BN

3.76

3.72

3.73

3.81

3.73

3.81

3.71

3.73

Team work
B A 1E

3.97

3.98

3.97

4.01

3.98

4.01

3.90

3.96

BETEROMERSERE  EFRELMEERIEIAE
(%8BT EEEEINSREBENFTAELR
MRFEEXRT - RERSEMAEANEFOEAHER
R BARREETHEEERNOLE -

We also look atthe performance scores rated by employee and employer for
three sectors, i.e., Fund Management, Securities and Wealth Management
given that the sample sizes among these sectors are sufficiently large for a
meaningful comparison.
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As can be seen in Table 9, the largest differences in ratings between
employers and employees occur in Multi-Tasking, Management Skills, and
Problem Solving Skills. It seems that employers in the sectors of Wealth
Management and Fund Management expect a higher level of creativity for
their employees than those in other sectors.

R R - BEELBRIMBZERENTET @ MER
ROERENRFHETKEZRTE  BERDT - RER
RIENOREKREN - MESEEMHEE R EMEES -
DFHEETMEIEARRNHE -

Table 9: Employer vs. employee rating (mean value of a scale 1 to 5) on various skills in selected sectors

R BITEHNSEMRESHERSREENTFIZER (1 E50FHE)

Fund Management Securities Wealth Management
EvEl ERRB HEER
Employer | Employee | Diff (%) | Employer | Employee | Diff (%) | Employer | Employee | Diff (%)
(== EBE Z2 (%) Ex EE Z8 (%) EBx EE& Z82 (%)

Communication Skills:
BRI
Interpersonal and social 3.22 3.74 -16.07 3.45 3.61 -4.50 3.25 3.79 -16.62
skills
HRZRABET
Putonghua i85 2.89 3.37 -16.65 3.09 3.44 -11.29 3.00 3.29 -9.67
Spoken English %A 3N 3.73 -19.89 3.18 3.65 -14.71 3.13 3.65 -16.80
Writing skills — Chinese 3.17 3.82 -20.63 3.13 3.80 -21.60 3.17 3.83 -20.95
PN ERES
Writing skills — English 3.06 373 -22.07 3.14 3.69 -17.65 3.06 3N -21.14
RXEFRE
Competence & Technical Skills:
TREENREERT !
Ability to grasp complex 3.22 3.74 -16.07 3.00 3.70 -23.33 3.13 3.74 -19.68
problems
DITERER BV EE
Modeling and quantitative 3.56 3.58 -0.69 3.18 3.57 -12.20 3.50 3.59 -2.57
work
BIERIE R OTRY
Information technology 3.61 343 5.02 3.32 3.38 -1.86 3.69 3.36 8.88
AR
Management skills 2.50 3.43 -37.20 2.50 3.33 -33.20 2.71 3.47 -27.84
33534
Working knowledge/ 3 3.36 -8.00 291 3.33 -14.47 313 3.26 -4.32
Industry specific skills
TTEHZMH
Personality & Work Attitude:
MR TR
Ability to learn new things 3.33 423 -26.90 3.64 4.16 -14.40 3.50 421 -20.29
BEMEBNED
Ability to work under 3.44 375 -8.87 345 3.65 -5.66 3.50 37 -6.00
pressure
AAEEN T I
Conflict-resolution 278 3.64 -31.04 291 3.60 -23.75 2.88 3.59 -24.87
BRIEEZRRY
Creativity 1% 2.88 3.96 -37.74 3.10 3.89 -25.48 2.86 3.87 -35.45
Devotion to work 3.89 3.91 -0.54 3.64 3.87 -6.43 3.75 3.82 -1.87
HTER G
Initiative = #1 3.56 3.90 -9.69 3.45 3.81 -10.29 3.38 3.87 -14.67
Problem solving and 3.1 3.93 -26.32 291 3.81 -30.97 3.00 3.82 -21.33
decision making
FROA MR FORE BE
Multi-tasking 3.00 429 -43.00 3.20 4.12 -28.75 2.86 4.22 -47.70
RIEMTXZIEIIE
Sense of responsibility 3.33 3.98 -19.40 3.45 3.93 -13.76 3.13 3.96 -26.72
FEL
Stamina 3% /1 3.56 3.81 -1.16 3.27 3.71 -13.36 3.50 3.72 -6.29
Team work E 54 1F 3.50 4.00 -14.29 3.30 3.90 -18.18 3.43 3.96 -15.50
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4. Training

4.1 Training Needs: Employees’ Views

Employees were asked to indicate the areas most in need of improvement.
Figure 15 — 17 indicate that Putonghua, Creativity and Industry Knowledge
are the top areas of concern among employees. Similar to employees’ self-
rated scores (see Table 5), employees also found themselves weakest in
Putonghua and Industry Knowledge (both are the lowest scores among
Communication Skills and Competence & Technical Skills).

4. B T3

A41EINER  EENBEY

KMERZEEREB—EREEE &HELE - B
15- 17T R LB BIERTESENZY REERD
DEEE - EHESRSERENBRTSER (RX
5) M EETAERTESEAERS (MIEN
DEHRE DEAEBET] - Rk [TEEIRZIERT]
EMEsEEPERER) -

Figure 15: Skills to be improved: the employees’ view (communication skills)

E15: RERSHCRERANBERD
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Figure 16: Skills to be improved: the employees’ view (soft skills)

E16 - BERSHCHRERFABEUEREE
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Figure 17: Skills to be improved: the employees’ view (competence and technical skills)

B17: RERSHCRERANIERNRERRED

45% of respondents claim that they have to write a lot in English. This figure
is much higher than the 19% who claim that they have to write a lot in

Chinese.

Figure 18: Do you have to write in English
E18: FRARERAXINER

Figure 19: Do you have to write in Chinese
E19: RBFRERADNER

63% of respondents claim they have to meet clients at least 1 time a week;
21% claim they have to meet clients over 10 times a week. As can be seen
in Table 10, employees in Corporate Banking, Investment Banking, Private
Banking and Wealth Management are more often to meet clients. Over 30%

of them have to meet clients over 10 times a week.
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Figure 20: How often you have to meet clients
B20 : RRAEFHBSEPREAGAS IR

. Over 10 times a week
—E2 8108 £

5—-9times a week
= LEX A

. 1—4times a week

I EY N
. Seldom
N=824 18 />
Il Never
e
Table 10: Frequency of meeting clients by sectors (%)
R10: BTRHNSEEAFEEE (%)
Corporate Corporate Fund Investment Private Securities Wealth
Banking Finance & Management Banking Banking L RIS Management
DEIRT Business 258 BA R FASRST MEEE
Services
PERER
[EEJY
Over 10 times a week 34.39 22.12 2473 31.68 30.91 21.26 32.58
— 20K L
5—-9times a week 10.05 13.46 15.93 7.92 8.48 8.64 21.29
- ES PN
1-4times a week 20.11 23.56 21.43 21.78 24.24 28.24 23.87
I EY YN
Seldom 28.04 31.73 30.77 30.69 24.24 32.89 17.10
&
Never 1741 9.13 7.14 7.92 12.12 8.97 5.16
R’
Total 100 100 100 100 100 100 100
e

36% of respondents think they urgently need more industry-specific
knowledge. This suggests the importance of systematic training on a very
practical level for many of the junior staff.

19% of respondents think they need to learn to be more creative. The
surprising thing is that 15% of respondents claim they urgently need to learn
conflict resolution skills. This may suggest that in the workplace there are
pressures arising out of interpersonal conflicts.
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Employees believe professional training can better enhance their abilities
rather than additional education. Only 6% of respondents think professional
trainings are not useful (Figure 21).

Figure 21: How helpful are additional education and

professional qualification
E21: BEREXRBHEREMTREROEY
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4.2 Training Opportunity

Most employers take training very seriously, and run systematic training
programmes. 88% of respondents benefit from training programmes from
their employers and most employers provide on-the-job training. Time
availability is the main stumbling block to students’ enrolling in a course,
particular among employees in securities sector (see Table 11) and it is
affecting over 58% of those who currently are not taking courses. 38% of
respondents claim they are taking courses.
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Figure 22: Does your present employer
provide training opportunities for your

career development
B22 : RARHEEIATEREHIRES
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Figure 23: Types of training opportunities provided by
employers
123 : {& X Frietavdile
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Figure 25: Are you taking course(s) right now
E25 : fRERIEESEEMRE

N=810

28

Figure 24: Employer support for employee training
E24: BEBMEREBNSE
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Figure 26: Reason(s) for not taking courses
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Table 11: Reason(s) for not taking courses by sectors (%)

N BTRIFERRAEITESHEREE (%)

Corporate Corporate Fund Investment Private Securities Wealth
Banking Finance & | Management Banking Banking 2K AR TL Management
%4877 | Business HHEE WART | RARS HEEE
Services
PERER
EES
Already well qualified for the job 18.69 21.37 25.96 22.03 26.73 23.59 19.34
BEHA IR
Time constraint 54.21 53.85 50.00 55.93 52.48 57.95 46.41
RAEFREREEE
Training needs fulfilled by 1.87 1.71 3.85 3.39 3.96 4.62 497
corporate in-house training
FEEZ R ARSI
No relevant courses available 7.48 11n 4.81 3.39 2.97 9.74 3.31
in the market
35 W A R
Tuition fee is too high 34.58 29.06 33.65 27.12 27.72 24.62 33.70
2EBS
Total 100 100 100 100 100 100 100
G
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5. Recruitment

Employers were asked to indicate which skills and qualities are considered
the most important when they hired new staff. Among the 21 returned
employer questionnaires covering the seven sectors, the top three skills/
qualities cited as most important were presentation, experience, industrial
specific knowledge and the bottom three are academic qualification, written
Chinese, and international outlook (Figure 27-29).

In Section 2, we have highlighted the rating differences between
employees and employers for different skill sets. In our interviews and in
the questionnaire, employers are asked to categorise each skill set and
quality as “important” or “not so important”. Figure 27 to Figure 29 present
the results. It turns out that 85% of the respondents consider Presentation
important while 80% consider Social Skills important. Interestingly, more
employers consider Putonghua important (60%) than those who consider
Spoken English important (55%). On the other hand more employers
consider Written English important (65%) than those who consider written
Chinese important (45%).
Industry Knowledge (85%) than those who consider Professional/Academic

More employers consider Experience and

Qualifications (65% and 25% respectively). These results are consistent
with the findings from focus group interview.

5. A7 B

HEMRF - BERE R HREPIBBE AT KT
ZEERAZE - H211HBEHEEZHES - 1@1%%@5’9

AR RN ARERD  THERBRITERENG -
M A2 B RN R ERE AXEFES
BIFRRE ([B27-29) -

EE_#D - BHABMEREBESHEEMSEREEFED
ZREHEN - EHEREST - BEREKES N
LREEHMME (HEERE] & [TAEER] - EH2I=
B9 R T ABAER - B8RRI ERREENRE

ENHEEE  MAERARAUIRITEE - HEMN
= BEEEES (55%) CFZREIAREBRER
(60%) - Z—7H RRAREBEERENEER (65%)

MEEL Fﬂﬂxiﬁﬁ%ﬁix (45%) 0% o MR
RBMBEMHREE (85%) MIEEXLAPLR %Eﬁé
BMEFEEE (D5 A65%M25%) W% - FLRTE
R/ MAF RIS LNEREREIE -

Figure 27: What skills are considered more important for hiring staff (communication skills)
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Figure 28: What skills are considered more important for hiring staff (competence and technical skills)

E28: BERIREIEEREAR (THEEHIREERD)
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Figure 29: What skills are considered more important for hiring staff (personality and work attitude)

B2 BEEIREEERMER (ABRIEEBE)

100% ..........................................................................................................
20% 20%
O | 359, N
80% : 44%
60% | M I I
0% | 30% [ ov [ . .
65%
56%
20% oo DR
0%

Attitude Team Work Maturity Creativity
EE BRAEE MARE AE

31

. Important Consideration

HEER

. Not So Important

TREZ



6. Overseas Talent vs Local Talent

We also considered the strengths and weaknesses of employees with
overseas backgrounds as compared with those with only local backgrounds
(see Figure 30-32). Staff hired overseas are generally considered stronger in
Spoken and Written English and Interpersonal Skills. Moreover, local hirees
are considered to be weaker in Management Skills. Any differences in other
aspects are not significant. Creativity, Initiative and Problem Solving Skills
are the main areas of weakness among local talent. Employers are more
likely to find deterioration than to find improvement in Communication Skills
over the past three years. But employers generally found improvement in
Technical Skills and Work Attitude among their new recruits (see Figure 33).

Figure 30: Overseas talent vs local talent: communication skills
E30: HrEPEEF M BERESHBERIILE

6. HBMERNMIEI A BN ESLR

KMALR T EZIIEHEESRIABGAMHEES
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= BREFRAEMABALH TIERMA TERE L LA
EEES (E33)
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Figure 31: Overseas talent vs local talent: competence and technical skills
E31: B EPERAF M PEERNTEREHIRERKIGIER
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Figure 32: Overseas talent vs local talent: personality and work attitude
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Figure 33: Did you find noticeable improvement or decline in quality among your recruits in the past three years
E33: $ILBERIF  FREERMEIFTEETUS
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VII. Focus Group Interview: Observations and Resea

TR EE - BRAMREGR

The study conducted 6 focus group interviews (2-4 employersineachgroup), AR89 76N EE /A (FE/NABF2-40LE
11 individual face-to-face interviews and 1 telephone interview coving 30 ) -~ 11X AT EHMAEBEHRE - LHE D RIZK
local major financial institutions. 18 interviews were conducted with senior ~ E30RAE T ESREENSRET - THREREH A
executives in four types of companies as below — overseas large firms, 4X¥85] : KB EIMDE - R/PEIEIMDE - KBUARH
overseas small firms, local large firms and local small firms. Firms with over ~ {EFMb/ UK E (KREDNERIECEFTABRERD
100 employees are classified as large firm in this study. Table 12 shows the  100&E8) - £12BRZHEMEL

profile of interviewees.

Table 12: Profile of the interviewees
12 ZHEEREH

Type of company Position

NAEfER Bz
1 Overseas firms (large) AR EHMD 2 Executive Director $i{7E %
2 Senior Partner m & # A
3 Regional Head [& 1% = &
4 Regional CEQ [& #7748 &
5 HR Head A H&EREEE
6 Deputy General Manager &3 425518
7 Managing Director / Head of Operation 484538 i & @2 &
8 Managing Director / Senior Vice President #8482 & /= 4% Bl 48 5,
9 Managing Director 2 5= 4845 3%
10 Executive Vice President/ Head of Hong Kong

Bl REBRTE

1 Managing Director &= F 424518
12 Overseas firms (small-medium) / /N B S (b CEOQ/CIO Asia Pacific 22 K[R#1T48%
13 Chief Operation Officer B/ &E&E
14 Managing Director & % 424538
15 Sales Director $4% 482
16 Managing Associate =H#ITEA B
17 Managing Director & £ 484518
18 Local firms (large) AZY AR 1> 2 Head of Training Fll4R e B EE
19 HR Head A D& R EE
20 Head of HR & Admin A T &R RITHEEE
21 Vice President, Human Resources A H&REEIE/E
22 Head of Investment and Insurance 1& & /R[G5 &
23 Chief Executive Officer 1TER 2%,
2 Head of HR A H & JREBEE
25 Senior HR Manager &4 A 11 &R 048I
26 Deputy Chairman &l=E /%
21 Local firms (small-medium) A/ 7 b 7 Director #25
28 Managing Director 4438
29 Chairman £ /%
30 Chairman =&
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The participating companies come from a mix of business natures and size,
and provide a good representation of the industry views. Table 13 outlines
the major issues in staff recruitment and training of the above four types
of firms identified. Generally speaking, overseas or local large firms are
more willing to take on fresh graduates and train them while small firms are

interested to recruit experienced people only.

Table 13: Main issues of staff recruitment and training by company type
F13: ROFRENSBEMIRERMZRER

BRXSANAREBELGRANEETR - EffseiRdt
TRERCEMEENEE - R13GE EHAELEY
BEERMIROTREE - —KRiME - B A
ARECEXFNRERFNIRREEEL - /2D
XRBRERRHAEROBE -

Overseas firms
(Large)
)ﬁﬂm?ﬁﬂ%

Overseas firms
(Small-Medium)
/B M3

Local firms
(Large)
AU (3

Local firms
(Small-Medium)
Hp/ UK 1 2

Staff turnover 10 to 20+% p.a. 10 to 30+% p.a. 10 to 20+% p.a. Great variations
EBRAE ZRERXR

Hiring AH

Expansion of companies in |Yes Yes Yes Yes

coming 3 years =] =] =] =]
BEIFRRIAREER

Working experience of More willing to take on Prefer experienced people [More willing to take on Experienced people only
employees fresh graduates and train |EAZEEERE B LR AL fresh graduates and train | REEFEHEEHA TIEARY
EENITIELR them them AT

LEEFE R B A oIk
X4

LEEFE R B A Mol AR
EX4F

Nationality of employees
B8 MEIES

More cosmopolitan

Will recruit both locally
and overseas
FEEE AR R INEI AT

Almost exclusively local
hiring
T RIEFEARM AT

Local only
REEBEAMAA

Education of employees

Regardless of where they

Regardless of where they

Regardless of where they

Exclusively local

BEMNHEER are educated are educated are educated BRI R RS
TEMMERIAEHRE |[TEMMSEIAERE [TEHMEBEIMEHE

Do you have expatriate Yes Yes Little Almost no

staff =] =] wn T

ERBEINERE

Shortage of talent Compliance officer; Compliance officer; Compliance officer, Compliance officer,

R AL financial product financial product operations, IT operations, IT

development and

development and

BREIM - EHEEA

BREIM - EHEEA

marketing; analysts marketing; analysts B - | TR & - EiTI2AD
EHRFET - ERMEMAE |ERET 2REMRE
RHEANE - HIFE RHEANE - S8
Rating of their employees |Well positioned to hire the |Second lowest Well positioned to hire Lowest
HEEWE besttalents and usually  |[FHERIE some of the best talents  |[FTERKIE
satisfied with those hired FIE AT G& @M i
FiE ANA @& B D BB iz
fiz -+ ifn B 38 E Em B gL
ArES
Training programmes &£ 3l &
Formal training Continuous training for Yes Continuous training Not much
E AR staff; some have globally |& B %54k %
training programs
SEMFR Bl
RE2IRFIRRE
On the job training Yes Yes Yes Yes
ERIE il El il il
Burnout problem Rotation from department |Raise their wages Raise their wages Nil
FEOREATEREMALIBH  |to department to reduce  |HFH Bl BRI HH B AR

=

burnout; flexibility in long
leaves; voluntary social
service

BT - IRAE R

B SEEBTHE
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Appendices Ffi#

1. Questionnaire for Employer 1. EEXM5
2. Questionnaire for Employee 2. REMS
3. Scope of Interview for Employer Focus Groups 3. EEXER/EFGFEE
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A detailed discussion is provided below.

1. Manpower in the Financial Industry

1.1 Retirement a concern but not a big worry.

While the retirement of the baby-boomers is expected to affect Hong Kong
at large most firms do not expect any serious problem. A typical response
is:

AT BRAR el 4R o

1. SRR A DRI
11ERBORABE - ERHELTRE -

HEARBT AR HHENABERKFR - BXREFE
RAETHEFENBEEFE - —EARRNRER:

“We have raised the mandatory retirement year from 55 to 60 but do
not see an imminent retirement wave affecting the operations as part
of the baby boom syndrome”

— Senior Partner of a large overseas company

[ RIS 4R T R AKF i d555% 18 = 21605% © 1B
REREE mﬁﬁﬁﬁﬁw/waﬂﬁﬁm
E ]

—RARBESMEENSRAEBA

1.2 High turnover rate (10 to 30%)

Most firms face very high turnover rates, but there is considerable variation
among firms. What is happening in Hong Kong, however, is also happening
elsewhere. Some firms are raising salaries for certain highly valued
individuals considerably (for example, 50% or more) in order to retain them.

1.25REE (10£30%)
ABHOEESIFEEETEMNREE  BREIZHE
BER c EBBENBRITELMM TR o —dZE
AETHRBESEMNE I MABIRAMMOFMN (Fm
50%skA F) o

4 )

“Regarding turnover, 3 out of 15 in my team had left, with one
regrettably because she was very good but the other two with no
regret.”

— Deputy Chairman of a local company

“The talent shortage in the financial industry in Hong Kong, as
indicated by the high turnover rate as well as other indicators, does
not appear to be worse than that in other financial centres.”

—HR Head of a large local company

“Turnover is high, at 20+% per year. | think manpower is a challenge
but so far is not yet a bottleneck. Employment in Hong Kong has been
growing at double digit pace and is expected to continue to grow.”

— Managing Director of a large overseas company

“Turnover rate among tellers is very high.”
—Head of Training in a large local bank

“The company is facing some turnover problem, but mainly at the
clerical level.”
— CEOQ of a small overseas company

“Turnover now runs at about 10 to 15% per year. This is somewhat
lower than in previous years. In 2003 it was 30%.”
— Senior Partner of a large overseas company

& J
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1.3 A well designed retirement package can help lower the

1.3 RFHEKRETETRERKE

turnover
( N\ )
“We offer very attractive retirement benefits for long serving fﬁfﬁﬁﬁﬁﬁﬂﬁ%m%IT% FEF S| KRR
employees. Employer contributions rise with length of service. So Fl o REIRIEE THFEILINEEZHI o FLA
those who have worked for over 10 years seldom leave.” AR IS A RIERI0OFRE TR SBER ]
— Senior Management of a large local bank —BARAMBITHNRREREAE
“In order to retain staff, we have been offering more stable incomes, [BTHREET - ?JZW??ET tEIBEMNITE - AR
meaning reducing the weighting of the variable pay component.” AeHETHFEMOTE ]
—HR Head of a large overseas company —F'EEJK&”!M\JJ-_%EWUJE%%BIE
“Our company provides higher percentage vesting of pension [BPMARBRTFTEFREIERNERBRRE S
benefits with seniority. We are facing competition from Mainland e BMMEEAMPERFERITEANFTEEA
companies for skilled professionals.” il
— Head of Training in a large local company —EAARAEM P ENEIBLEE
N\ J L J
1.4 Hiring 1.4 HEE
Many firms, particularly the larger ones, have seenrapid expansioninrecent %1 ¥ (BERIRAZ DY) nEAFER @ B RHET
years which is expected to continue in the short to medium term. Many {-E%EHH?;EP HﬁWT* cHEHREEFERRAMNET -
employers cannot hire as many as they want. Some have given up looking BLAFERAEC TEEEADERT AL MKERE

for people as they think they cannot compete with the bigger companies.
Most smaller companies rarely hire fresh graduates. Instead they only hire
people with experience. Their preferred business model appears to be:

small operations with high value added.

BT ;%ﬁlEPJ\’*” ARIEREEEXEE - R
RERBERREBROAS - WPESEUDATF BB
EfFRZEERR -

~N

“Our staff turnover is not a serious problem. Loyalty is high because
of a culture nurtured there and bolstered by transparency, good
training, good compensation, etc. But the company is not able to hire
as many as it wants.”

— Executive Vice President of a large overseas company

“There is a general preference to hire more experienced people. In
recent years, some junior employees have been recruited. They are
given training with the knowledge that some will leave. But we will
still get some very good and loyal staff for us over the long term."

— Managing Director of a small overseas company

“In the investment banking sector, value added per worker is high
but we don’t need many people. Typically the operation is relatively
small in manpower terms, and a few experienced, productive people
are quite enough.”

\ —Managing Director of a small overseas company
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“Employment had been growing at about20% peryear and is expected
to continue to grow. The company recruits about 30 junior staff a year
and is looking for about 4 people at the partner/manager level.”

— Senior Partner of a large overseas company

RTRTUTIRIN is now expanding rapidly--perhaps adding 50% of staff in
two years. The current expansion is fueled by China-related business

and is probably faster than at any time for quite a long time”
—Managing Director and Head of Operation of a large overseas
investment bank

“Employment in Hong Kong has been growing at double digit pace

and is expected to continue to grow.”
—Managing Director, Senior Vice President of a large overseas
company

“Staffing has been increased by about 30-40% in the past 2 years.
Manpower hottleneck is a concern.”
—Managing Director of a small overseas company

“As a small company we have not been hiring additional people for
years. Right now the market is hot and it is impossible to compete
with big companies for talent. We had needed compliance personnel
but we are not hiring any more mainly because it is not possible to
hire the necessary skills.”

— Chairman of a small local company
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2. Expatriate Staff

As a global financial centre Hong Kong needs to tap its manpower needs
globally. In this regard it is found that air pollution is a concern especially
for senior people. For less senior people pollution problems may not be a
concern but they young people looking for opportunities may be attracted
to Shanghai where the growth is even faster. Expatriates with family are
also concerned about the shortage of international school places. High
housing cost does make expatriate staff costly to hire but this is not so much
a problem for really senior people whose pay package is very attractive any
way.

2. MRS

BRAERENMSRTOFERFIEERNANER - &
HRBRBE R - ZRSAZMPIEFRIEONZEE
MEBEEBRLNE THREEIELOERNER - ERTS
BiE  SFARBRIERARN LETHE FitA
BRI MAERIBHNE - AREMNIMEBRB TELE
RERBMERNEE - TEERSSHINERER—

BEE  EHRFHMEREROEFRIANSABENY
CESN

“There is some concern about air pollution among senior staff,
but Hong Kong is still attractive. Another concern is the lack of
international school places.”

—Managing Director of a large overseas company

“Pollution problem is affecting hiring especially at the more senior
levels. But shortage of international school placesis a more immediate
problem. With a low tax regime, Hong Kong nevertheless remains an
attractive place.”

—Managing Director and Head of Operation of a large overseas

G%%&%&%&E%Eﬁ&\%ﬁﬁ%ﬁﬁ% o B PIRE )
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“Air pollution could affect the decisions of expatriates especially

those with family.”
—Managing Director, Senior Vice President of a large overseas
company

“The pollution problem in Hong Kong is a concern but not critical.”
—Managing Associate of a small overseas company

“| feel worried that people aged in their 30s may hesitate to come to
Hong Kong being worried about education for kids and pollution. My
new hirees are mostly singles for the time being.”

— CEO of a small overseas company

“0f the 5 expatriates on our staff only one has children and perhaps
because of this education is not an issue. Pollution is an issue for
expatriates but not so much for locals.”

— Executive Vice President of a large overseas company

g

“Regarding Hong Kong's air quality, it is always discussed and may [BEENTREREFEAR MR aMBE
be a factor when senior people consider locating in or moving out of EREBEANERZ— |
Hong Kong.” —BAMBEICENTRERA
— Senior Partner of a large overseas company
N\ J
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3. Talent in Shortage

The financial industry is not particular about the backgrounds of their
recruits. Companies do hire employee regardless of the major they
graduate in, even though people with some finance/economics/accounting
background may have an advantage. Employers typically do not care so
much about higher degrees.

Some companies claim they are looking for talent at all levels, but the
most acute shortages are for compliance officers and for financial product
development and marketing. There is an apparent shortage of analysts and
of IT people with financial knowledge. One employer reported having to raise
salaries significantly to retain two very handy people with this background.
Senior people with specialised skills are in short supply. Accountants,
operations/support, risk management professionals and legal advisers are
also mentioned as being in short supply.
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“An area of shortage is IT people with financial background.
Although many companies outsource their IT jobs some jobs cannot
be outsourced because the product idea has to come from people
who understand the market.”

— Senior Management of a large local bank

RPN experienced people in certain fields, particularly derivatives
and new products, are always in short supply. The manpower
bottleneck is hampering business expansion plans to some extent. “
—Managing Director and Head of Operation of a large overseas

company
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R experienced people in certain fields, particularly derivatives
and new products, are always in short supply. The manpower
bottleneck is hampering business expansion plans to some extent. *
—Managing Director and Head of Operation of a large overseas
company
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PTHETEAMFERFMENE - EXIZE EADHR
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4. Abilities and Attitudes of Local Staff

Employers think Interpersonal Skills, Presentation Skills and a right Work
Attitude are all extremely important in the financial industry. English is the
most often used language for internal communication, while Chinese is
the usual language in communication with clients. Communication Skills/
Interpersonal Skills appear to be weak spots among locally hired staff. But
an interviewee finds their communication skills, including their command
of English, to have improved in recent years, though English proficiency
generally cannot compare with what it used to be, say, two decades before.
Interviewees are generally satisfied with the standard of Putonghua among
graduates.

Employers find local staff usually well motivated, with a high sense of
responsibility, and are committed staff who are willing to work long hours.
They are also technically strong, perhaps even stronger than foreign hired
ones. On the other hand, some employers find them less forthcoming
with ideas and lacking in common sense and knowledge about global
development.

There appears to be a preference for Mainlanders when it comes to
hiring. The reason is not that Mainlanders are typically stronger than local
employees but because applicants from the Mainland are usually the top
candidates in a huge pool.
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Mainlanders typically have stronger drive. [NHEERTEAHY |
— Managing Director, Senior Vice President of a large overseas —FRIRBIBIIME R AR IR K = AR B B 2L
company
“Local people often suffer from a lack of initiative. They tend to be [ A A E RS THE o SRS - e E
spoon fed when it comes to duties.” RRMKFEHA © |
— Senior HR Manager of a large local company — B AB AR D ER AN E RIS REEIE
“I find Hong Kong employees technically strong. But they often lack [REBBFEEER TIERE LB - BHAKE
common sense and maturity.” MR ERFRAERE o |
—Managing Director, Senior Vice President of a large overseas —RARBEIIMENERIEN S REIEE
company
\ J _J
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“In the last 3 years there seems to be an improvement in language
and the preparedness of graduates, though the present generation
of graduates cannot compare with those say 2 decades ago. Easier
admission to Universities these days is reducing the competitive
sense of students.”

— Deputy General Manager of a large overseas company

“QOral communication is an important skill. Hong Kong employees are
usually adequate here but their writing skills are not.”
— Senior Partner of a large overseas company

“Many tend to lose sight of the bigger picture while working on
technical aspects of problems. They are also not sufficiently creative.
Auditors and accountants tend to follow rules rigidly but still will need
new ideas to get things done.”

— Senior Partner of a large overseas company

“But they are not too pleased with some attitudes of young people
who are used to being spoon-fed. What they lack the most is a sense
of lacking grown out of want.”

—HR Head of a large overseas company

“They don't actively look for tasks to be performed but prefer to be
told.”
— Senior HR Manager of a large local company

“There appears to be a lack of ‘a broad sense of the world". They may
be technically competent, and some are also very good, but there
appears to be a ‘spoon feeding’ culture, i.e., they tend to be weaker in
terms of initiative or creativity.”

—HR Head of a large local company

“Hong Kong has a unique talent pool when it comes to the financial
industry. But some junior people are sloppy and may lack common
sense. Some 1/4 to 1/3 of my hirees proved to be disappointments.
The main problem is that ‘they don't apply themselves’ and therefore
lack the commitment and the willingness to learn.”

—Managing Director of a small overseas company

“Attitude is a problem with new recruits these days. Employees may
not be as proactive as earlier generations.”
— Sales Director of a small overseas company

“I think many Hong Kong graduates are not strong enough to face
challenges or frustrations.”
\ —Vice President, Human Resources of a large local company
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“We find students with overseas exposure quite different from those
without such exposure. Still, there appears to be an improvement in
quality in recent years, and devotion to work is perhaps one of the
advantages of locally educated people.”

—Managing Director of a large overseas company

“The language ability of local hirees is usually not as good as those

hired overseas.”
—Managing Director and Head of Operation of a large overseas
company

“Comparing locals with recruits from overseas, there is a clear
difference in communication skills and presentation skills in
particular, but locals and overseas recruits share a similarly strong

work ethic.”
—Managing Director, Senior Vice President of a large overseas
company

“Hong Kong people are willing to work longer hours and harder than
their UK counterparts.”
—Managing Associate of a small overseas company

“Hong Kong graduates are technically well prepared and in this
respect are superior to US/UK graduates.”
— CEO of a small overseas company

“Locals are good at expressing themselves but are not nearly as
aggressive as mainlanders.”

— Senior Management of a large local bank
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5. Training Programmes of Companies

Most companies are very serious at training. On-the-job training is the most
common kind of training, but many bigger firms have in-house trainers and
also hire consultants to do training for their staff, covering both industry-
specific and soft skills. Very promising employees and senior staff are
sometimes offered training in offices overseas. Sometimes tests are given
staff upon completion of their training programmes. Those who fail the
tests may even lose their jobs. Many smaller companies do not hire fresh
graduates because they cannot afford the training cost and are worried
about poaching.

5. EMEBRIEIITEE
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“0On-the-job training is the main mode of training offered. We also
encourage and financially subsidise employees to take outside
courses.”

— Deputy Chairman of a large local company

“We use external trainers who are in charge of modular types of
training, and this covers both soft skills and hard skills. On the other
hand in-house training is usually more product-targeted. Usually tests
are administered at the end of the training. There is a global training
programme for very senior staff.”

— Executive Vice President of a large overseas company

“The company offers in-house training as well as supports staff to
enrollin courses offered by HKSI. The Head office in UK partners with
a UK university to offer long distance training for staff on a range of
subject areas.”

— CEO of a small overseas company

“New recruits are usually given training for 2 weeks in the first
instance plus 200 hours per year plus on-the-job training. Throughout
the career, 100 hours of training per year is expected. We have a
training institute in Hong Kong, Beijing, and Shanghai. We use in-
house trainers most often though external trainers are sometimes
hired.”

— Senior Partner of a large overseas company

“Qur training programme usually makes its employees much sought
after, and they usually will be snapped up by other firms in the
financial industry. They may be hired for positions in credit analysis,
financial product development, risk management, and operations,
among others. Of course we also hire experienced people from other
firms.”

\_ — Senior Partner of a large overseas company
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“We have a very robust training program, with an institute that runs
a formal training program, with the help of in-house trainers as well
as outside experts. Employees will be examined after attending a
training programme, which sharpens technical, management, and

soft skills.”
—Managing Director, Senior Vice President of a large overseas
company

“Training is now something expected of employers among new
employees, but it has also become something of a necessity these
days because of the specialised knowledge required.”

—Head of HR and Admin of a large local company
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6. Burnout Problem in the Financial Industry

Burnout is recognised to be a problem in the financial industry, and there
are instances of early retirement due to burnout. Companies can, however,
use various ways to minimise the problem. A company may rotate staff from
division to division in order to keep staff interested in their work. They also
may exercise greater flexibility in accommodating leave requests. Some
also organize their staff to do voluntary social service and offer various
social and recreational activity opportunities.

6. TRMEMBMAT HERE
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“There is also an attempt to provide internal mobility opportunities for
staff, which helps relieve the burnout problem. Some staff members
have been keen in providing voluntary services to the community.
Volunteering is a culture among a significant segment of the staff.”
— Managing Director of a large overseas company

“Long working hours and the intensity of the work indeed may affect
retention, but this is the nature of the business.”
— Sales Director of a small overseas company
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1. Legal Services in the Financial Industry

An employer observed that in the legal profession, “an average person in
London would be a superstar in Hong Kong,” which reflects very badly on
the legal profession in Hong Kong. He thinks that some lawyers in Hong
Kong give in too easily to unreasonable and unethical demands from
clients. This comment from just one interviewee could have been based
on some very personal experience, and need not reflect on the quality of
Hong Kong’s legal profession as a whole. But it does serve as reminder that
business ethics and adherence to some code of professional practice are
highly valued in a financial centre, and that some lawyers may not adhere
to these principles as much as they should.
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Quite apart from the manpower issue, an employer observed that banks
nowadays also act as brokers and even conduct investment banking and
wealth management businesses. Thus their activities really should come
under the purview of the Securities and Futures Commission. But they are
regulated by the Hong Kong Monetary Authority whose standards could be
more favourable.

Another employer finds the quality of lawyers in London higher than that of
local lawyers, and comments that the regulatory bureaucracy in Hong Kong
could be a deterrent to business.

8. Manpower Mismatching

There is a matching problem with respect to people working in the front
office serving clients. Employers need people with the necessary license to
work as account representatives. Yet some job applicants may not possess
the license and so cannot be hired. On the other hand, many university
graduates who have got the license to work as brokers do not really want
to go into the trade.

Another mismatch can be described as the quality versus quantity
conundrum. A company may badly need one chief actuary with industry
experience and cannot find one. But there is nothing our universities can do
to provide such persons. Universities can provide quantity, but the stream
of fresh graduates without experience may not help relieve the shortage
problem at all. One interviewee says industry (for investment management)
requires experienced people. On the other hand if industry is not willing to
take on inexperienced people and train them there will never be enough
experienced people to go around.

An employer commented that some graduates came with unrealistic
expectations. Many graduates in finance/management from top universities
thought they automatically were entitled to a lucrative pay package. But
they need to work hard to prove that they deserve such.
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VIII. Conclusions and Recommendations

HEamMER

Competition for talent is keen in the financial industry. Many firms are
not hiring as many people as they would like. If it had not been for the
fallout from the sub-prime mortgage problems, there would have been
similar shortage in other financial centres. Now that such shortage has
been relieved elsewhere Hong Kong may take advantage of the situation
to acquire top talent from all over the world.

The most acute shortages appear in compliance and financial product
development and marketing. These are the areas of rapid change and
require specialised knowledge that cannot be easily nurtured through
universities. Industry experience is essential. To meet such specific
needs international recruiting may be the only short term solution
available, but Hong Kong's competitiveness in attracting or retaining
such specialised talentis now threatened by a shortage of international
school places and by its pollution problems.

Given the shortage of talent identified, and given the difficulty of
international recruiting, one would have hoped that the Quality Migrant
Admission Scheme, launched in June 2006 and certainly a step in the
right direction, would help alleviate Hong Kong’s hunger for talent. But
so far only a few hundred “quality migrants” have come to Hong Kong
from the Mainland. Finance and accounting professionals are only a
fraction of this and can therefore hardly provide any meaningful relief
to the manpower shortage.

Acute shortages also occur in operations. Unfortunately you cannot
put inexperienced people in operations. Moreover, operation staff
are generally too busy to attend training sessions for upgrading. The
SlI's IAQ and HKSI's Certificate in Business Support Management
programmes are filling this need to some extent.

Two rapid areas of growth are Private Banking and Wealth Management.
These areas require people with good interpersonal skills and other soft
skills as much as hard skills. This happens to be the area in which Hong
Kong's new university graduates appear to be the weakest.

There is a big gap between self-rated ability and employer-rated ability.
While employers are generally satisfied with employees’ Technical
Skills, they are not so satisfied with their general lack of Creativity,
Problem Solving Skills, Management Skills, and Languages Skills.

Employers take training very seriously, and employees are also
committed to the financial industry for their careers. This is good. But
many employees find time constraint a serious impediment to their
enrollmentin courses. The provision of on-line self-learning programmes
that can be accessed any time, such as being considered by the HKSI,
will help alleviate the problem.

Employees find themselves in need of industry-specific knowledge.

Many employers, however, complain more about employees’ language
and communication skills than about their lack of industry knowledge.
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9.

People withthe requisite specialised knowledge forthe financialindustry
as it evolves will always be in short supply, as it takes years of work and
industry experience to gain such knowledge. The industry will need to
nurture such talent by providing more opportunities for young people
with potential to acquire the experience and the knowledge. Yet many
firms, particularly smaller companies, prefer not to hire inexperienced
people.

. Employers are willing to train existing staff but less willing to train

new hands from scratch. Their main fear is losing people to their
competitors. But everybody could lose in this “game” of trying to take
free rides. Employers need to aggressively work out new contracting
arrangements so that it pays for the trained staff to stay with them. Hong
Kong people are willing to take courses.

. Many employees have a strong desire to pursue a career in the financial

industry and have the motivation to learn. But they will need to be more
proactive, instead of being reactive. They must be more willing to take
on and even look for new responsibilities, to face new challenges, to
meet people, to learn new things.

. Asizeable numberof employeesinthefinancialindustry have experience

working in other sectors of the economy. While graduates in economics,
finance, or business may have an edge over other disciplines, most
employers welcome motivated people with any background to work
with them. The financial industry benefits from having people with
diverse backgrounds. But anyone who aspires to build a career in the
financial industry should develop a global perspective and have a good
sense about the financial markets.

. The financial industry needs people-oriented people with integrity and

a global perspective. Soft skills are at least as important as hard skills.

. Regulators need to work with employers and universities to improve

the supply of professionals knowledgeable in compliance. Without
undermining the effectiveness of regulations in containing risks and
preventing unfair or fraudulent practices, they also need to continue
their on-going task of trimming compliance cost for the industry
whenever appropriate.
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Appendix 1: Questionnaire for Employer

ffeg— - BERS

Hong Kong Securities Institute
Research Project 2007/2008
BERESEXEY
2007/2008F EH 7T &

Grooming of Talent in the Financial Industry
Questionnaire for Employer Survey
Reply deadline: 31 December 2007

ERHEEANTEZ
EERE5
EIZREY —EE+tF+=A=+—H

Research agency: Centre for Public Policy Studies, Lingnan University

RETHE  BRABRABEHAER L

This in-depth questionnaire is used to collect further information from focus group participants after the meeting or interview. Please return
the completed questionnaire by post to Lingnan University (Lingnan University, Tuen Mun, Hong Kong.) or by fax (852-2591 0690) or by email
(ck5fung@Ln.edu.hk). For further assistance, please contact Mr. Gary Wong at 2616 7182 or wongwc@Ln.edu.hk. All information provided
will be kept confidential and accessed by Lingnan University for the purpose of research only. The information will be destroyed after the
research.

HEENHEENRREELREINENLER - BEZHERTHESR - BUATEEREEREA
B Z i - FEPYsER A

ZE & : ck5fung@Ln.edu.hk

{25 : 852-2591 0690

WA TR - EBE2616 71825 EE (wongwe@Ln.edu.hk) BT EIBL AL - TEMEER  BE2RERRARLBEREL -
WERHFRIAHEL -

1

Part . Background Information

E—-%HH. AQREM

1. Company name A 7] & 78 :

2. Name of interviewee Xsh &4

3. Position Bfi7 :

4. Business nature (Check all that apply):
RAEBUE (EBZN—1)

O Corporate Banking 1® 25817 O Corporate Finance (P27 & O Fund Management £ 4 & 18
O Investment Banking % & $R17 O Private Banking fL A 8877 O Securities 75 5 AR 7%

O Wealth Management 1 & &2 O Legal and Audit Consultancy JA72 &2 € 51 IR 7S

5. Total no. of employees A& 8 T AZ :
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Part Il
B ER17.

6. What positions are you looking to fill at this time {/F 1IEfEIZ 55

Staffing and Quality of Employees Recently Hired
EEEARHEER

BB ?

Job Levels

AR

Occupational titles

v

No. of staff
B A

Job description
TEREN

Experiences

Education

HERE

Senior

Junior
LB E

Clerical/
others
SR R H A

7. What positions were you looking to fill within the last year and had them filled?

ERE—F  AMLIRERENBUENRRIGEAR?

Job Levels

B

Occupational titles

B 2R

No. of staff
BB A

Job description
TN

Experiences

RES Th St
K ESK

Education

HERE

Senior

Junior

MRS

Clerical/
others
OB R E A
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8. What positions were you looking to fill and but could not fill B LeBE 7 (R R BEHE S5 B & AR ?

Job Levels Occupational titles No. of staff Job description Experiences Education
AR A BB A TYEREN KERER HERE

Senior

Junior
T E

Clerical/
others
SR R H A

Part Ill. Quality of Junior Employees Recently Hired (“Junior Employees” refer to career track, fresh university
or post-secondary graduates with 3 years or less working experience)

F=#0. BREVABENEER ([IARE| RZEESTSM3FIEERNERE)
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9.

If you have recruited junior employees intended for a career path in the financial industry in the past 12 months, how would you rate
them in terms of: (if not applicable, please mark NA) 2R 128 AN BB A B EVIABE - BIRHEM e 5IEE
(If you prefer, you may put the # of employees that fall in each category) ({RIRAJATEZERAES EEZT OB EHE )

Excellent  Very Good Acceptable Marginal Poor NA
2 mE fei A T it ) E A
Communication Skills:
BERT
a. Interpersonal and social skills O O O O O O
HERZRABRRD
b. Putonghua O O O O O O
ERaE
c. Spoken English O O O O O O
e
d. Writing skills — Chinese O O O O O O
P EBRE
e. Writing skills — English O O O O O O
RXERR
Competence & Technical Skills:
THRENRBERD
f.  Analytical skills: Ability to grasp O O O O O O
complex problems
DR E R 8 1)
g. Analytical skills: Modeling and quantitative work O O O O O O
HIERIE R ATEY
h. Information technology O O O O O O
BB
i. Management skills O O O O O O
EBR
j. Working knowledge/Industry specific skills: O O O O O O

Banking, accounting, corporate finance etc.
TEEENHE (NRIT - 5 BERES)

k. Others (please specify) O O O O O O
HAth - FHFEEA -

Personality & Work Attitude:

mER TERE !

I Ability to learn new things O O O O O O
BEAEETEY

m. Ability to work under pressure O O O O O O
AEBRATIE

n. Conflict-resolution O O O O O O
BRIR TSR AE

0. Creativity O O O O O O
BIE

p. Devotion to work O O O O O O
i TIERYZVH

g. Initiative O O O O O O
FE

r.  Problem solving and decision making O O O O O O
IR BB SRR AL

s.  Multi-tasking O O O O O O
(Rl i fal ST A 2% TH T {E

t. Sense of responsibility O O O O O O
BES

u. Stamina O O O O O O
BN

v. Team work O O O O O O
B A 1E



10. What aspects of your recent recruits are you most satisfied with 4 {fi 8B H HSRm =, ?

11. What aspects of your recent recruits are you most dissatisfied with . {fi 60 BB IE AL H &SR M E ?

12. Did you find noticeable improvement or decline in quality among your recruits in the past three years?

HoBE=F  MRBB/EFINENERARE ?

No significant

Better difference
BE AT D A
Communication skills J&3&3%15 O O
Competence & technical skills T{ERE 1 B EER TS O O
Personality and work attitude F415% & T {EAEE O a

Part IV. Staff Training
AR 4. B EFIER

13. Do you expect improvement in job performance to stem from JA T8 » ARl IR A B B M THERIR 7

a. Onthe job training /£ 8523l OYesB ONoBAE
b. Tailor-made courses offered in house A2 E 2 553 OYes&d ONoRE

c. Training or educational programmes taken by trainers or educational institutions outside your firm

R A RIREHIR R DYes® ONo&%

if “Yes”, what kind of program is it? (please specify) {05 - LB EERR -

Worse

=y

d. Animprovement in attitude £k =82/ 69 3|4k OYesH ONoRAE

14. Do you regularly provide (internally or externally) post-hiring training to your newly hired professionals? If so, primarily in what areas?

HRHABNOBE - MAERBARMPHREED (TwAREIIRAINEI) 2 WA - BEBNIIREEREE ?

15. Are your company'’s training programmes affected by high staff turnover? OYesB ONoRAE

BERAXRHEREFEINERAINZIIRE ?

16. Does your company offer incentives to employees to undergo extra training? OYes& ONo%HE

BERAAREEERERSRE TRIBEINIR?

Part V. Recruitment, Poaching and Retirement

ShED.  BERME - RARREAK

17. Do you experience difficulty in retaining talent {R 52 B2 8 TR 2 ?

Serious Some

difficulty difficulty

FEME B-EmE

Senior B H S O O
Junior IR E O O
Clerical/others SUH & H Atb O O
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No difficulty
at all
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18. Please spell out the number of employees who have left in the past 12 months by reason:

AL B E12EA R NI REABRBNE TRA ¢

Reasons: Senior Junior Clerical
BERRA 2REE FBE MR T
a. Taking up in banking/finance related jobs

% H T EME kS

b. Taking up in non-banking/finance related jobs
TSR ITIE

c. Retirement
RIK

d. Retrenchment
~AEIEHR

e. Otherreasons (please specify)
HERA (FiTH)

19. The number of new recruits in the past 12 months by source ;57 HBE1NEA A E AR THIRREEZHE TEE -

Sources: Senior Junior Clerical
R SREE NRBE XEBIIE
a. From another banking/finance company

& F E fth & B
b. From a non-banking/non-finance company

HERIFEREE
c. Othersources (please specify)

Hitb 2R (FB)
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20.

What skills are you considered more important for hiring staff 7EJ2:5 8 TH; - A THIERRNEZEE -

Important consideration
HEEE

Not so important

TAER

Academic qualification

i

Attitude

Command of Putonghua
EiBE

Command of spoken English

e

CI=R=

Command of written English

HXERE

Command of written Chinese
PXERRET

Creativity

BlE

Experience

TR

General knowledge
— AR AN

Industry specific knowledge

TTREXEAH

International outlook
B A5 B

Presentation

RERT

. Professional qualification
HEER

Maturity

Social skills
HRET

Team work

a1

21.

What talent is most in danger of being poached? (check all that apply)

UTHLEAT RBRSREMARZE? (ERESZN—IA)

mT T S@ mo a0 o

Analysts 4T 8

Computer engineers & [ TR0
Compliance officers & #8 =1

Credit analysis officers E i DT A B
Economists £&&EEIR

Financial product development £ 1= RFI 3 A 8
Financial product marketing & B E RIHE A S
Fund managers 54 3%

Operation support 27EEA B

Risk management &% & 12

Traders XS A8

Others (please specify) E b+ 55588 :
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22. What positions do you expect you will need to open up or increase recruitment in the next 3 years? (check all that apply)

FERR=GF - (RIEEHS LB L A 2 (EEZR—18)
Analysts 24T &

Computer engineers & [i§ Ti2A0

Compliance officers & # 1T

Credit analysis officers (S DT A B

Economists £ ER

Financial product development £ = A B
Financial product marketing & = RiHE A B

Fund managers E 4 4§38

i. Operation support £i5E{EA B

j. Risk management &[5 & 2

k. Traders XS5 A8

. Others (please specify) H#f + 57187 :

23. What positions do you want to hire stronger talent? (check all that apply)

AT EE A R A L BRI E M ETL ? (AIEEER—18)

a. Analysts 24T &

b. Computer engineers & fi§ T F2Al

c. Compliance officers & R =1L

d. Credit analysis officers E DT A&

e. Economists A& BEER

f.  Financial product development & Bl EmFAZE A &

g. Financial product marketing £ EiZE REE A S

h. Fund managers E & 45 3%

i. Operation support £/%5:E1EA 8

j. Risk management &% & I

k. Traders RHAE

. Others (please specify) E A, - 5588 :
24. Are you looking overseas to fill your positions {158 B fE/BMEEE T ? OVYes & O No%A
25. Please spell out the number of existing staff by education JR¥; 8 T ESHE M H A -

Senior Junior
SR E RS

a. With at least some overseas education

B INEEZHE
b. With local education only

QAEBEAMESHE
26. Are you sourcing your staff {RFTEEZRIE T -

[J mainly from locally educated people? X% 2 E X A E
[J mainly from overseas educated people? X% 2 8 INIE
[0 regardless of where they are educated? N MEIIEEZHE
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27. If you have experience with both overseas and local talent, how would you assess the strength and weaknesses of employees with

overseas backgrounds as compared with those with only local backgrounds?

BLEAMEIBENRE  FRAGXINEHENREESTENEN LARENR ?

No significant

Better difference
B Eaf EEAE D B
Communication Skills:
BERID
a. Interpersonal and social skills O O
R RABRRDT
b. Putonghua O O
Ep e
c. Spoken English O O
HERE
d. Writing skills — Chinese O O
P EBRE
e. Writing skills — English O O
HNEBEN
Competence & Technical Skills:
THRENREERD
f. Analytical skills: Ability to grasp complex problems O O
Rk kidal=tokEp)
g. Analytical skills: Modeling and quantitative work O O
BURIEIE R DHfTEE
h. Information technology O O
BB
i. Management skills O O
BRI
j. Working knowledge/Industry specific skills: O O

Banking, accounting, corporate finance etc.
TERENE (WRTT - g5 BERES)

k. Others (please specify) O O
HAth - HFEEA
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Personality & Work Attitude:

mERITFEEE !

| Ability to learn new things O O
REREETEY

m. Ability to work under pressure O O
AR AT IE

n. Conflict-resolution O O
BRIR TSR AE

0. Creativity O O
A=

p. Devotion to work O O
ST e

g. Initiative O O
FEMN

r.  Problem solving and decision making O O
R RE ROR R AY

s. Multi-tasking O O
R B TR ZETE

t. Sense of responsibility O O
HEL

u. Stamina O O
BN

v. Team work O O
B E

28. To what extent will staff retirement affect your company’s manpower plans in the next 5 years?
BTRAHERFINAMSFEREZATE ?
O Seriously B & O Moderately & A0 O Slightly #4 O Notatall 2 EFZ

Thank you very much for taking the time to complete this survey!
TS - SHBIVEER |
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Appendix 2: Questionnaire for Employee

ffez— - BERS

Hong Kong Securities Institute
Research Project 2007/2008
ERARSEEES
2007/2008F EH 7T &

Grooming of Talent in the Financial Industry
Questionnaire for Employee Survey
Reply deadline: 31 January 2008
EHEREANT |
ESRE
EIZBREY —EENF—-H=+—H

Research Agency: Centre for Public Policy Studies, Lingnan University

RERARE  ERARLABRNRFL

This questionnaire is for employees with 3 years (or less) working experience in the financial industry. It will take about 10 minutes to
complete. Please return the completed questionnaire by post to Lingnan University (Lingnan University, Tuen Mun, Hong Kong.) or by fax
(852-2591 0690) or by email (ck5fung@Ln.edu.hk). For further assistance, please contact Mr Gary Wong at 2616 7182 or wongwc@Ln.edu.hk.
All information provided will be kept confidential and accessed by Lingnan University for the purpose of research only. The information will
be destroyed after the research.

HEENTEERASBITEEIFIU T IEEROAL 25T 2BRNTI00E - BEXHETABSEE - BATRERE
EEAS:

B Eyht - Hr9Em A

BH : ck5fung@In.edu.hk

{EH : 852-2591 0690

MBEETERN © 552616 71825 EHf(wongwe@In.edu.hk) BT EIRSC AL - FTERMEER  BeRELIARLENE L
WERHFREHR o

All successful respondents will be awarded a $200 coupon for HKSI programmes and entitled to participate in a
lucky draw with two prizes of HK$1,000 each.

REDZIFEBATAES  FEITERETERSEXBERNBR _ANRERSRBNEEMHE  ARERIRASE
B—ffr (RE=M@) -

1. Personal information and company background fAAZ R R AGIH S :

i. Employee name S EHE (HKID# B8 B (775555 )
ii. Telephone no B#45EE 5% E-mail address St

iii. Postal address B4% it

iv. Gender %5 : O Male B O Female &

v. Age FHR : 0O 18-21 O 22-25 O 26-29 O 30 orabove 3k A £

vi. Nationality BI%5 :
vii. Company name 2 747 :
viii. Position Bz
ix. Department 2B :
X. Business nature of the company (Check all that apply) A R EME © (FEEZN—1E)

(1 Corporate Banking (1 Corporate Finance (] Fund Management [J Investment Banking
REIRTT PEME EeER REIRIT

[ Private Banking [ Securities [1 Wealth Management [ Legal and Audit
FLAERTT EHRH BEER R NG R
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Years of total working experience # T {EF&

(10— 6 months [J7-12months [113 months — 2 years
0=61E A TERZE—%F 13{E A 225

(] 25 months — 3 years [ 37 months - 5 years [ over 5years
2518 A =34 37ME A =55 F8iB5F

Years of experience in the financial industry R & RTTEMN TIEEE

(10— 6 months [J7-12 months
0=61E A TMERZE—%F
[J 13 months — 2 years [J 25 months — 3 years
1318 A £24F 251 A =34
Did you plan to work in the financial industry before you joined your present firm? [J Yes (] No
RAFTHD  FREEFEIE S 2 RTE? i &

To what extent are you prepared to develop a career in the financial industry fRE SR EE T EEZRPRLBZ A ?
O Very committed FE% A 0 O Committed AR/ [J Not so committed N A& R

Which of the following attracted you to work in the financial industry? (Please check degree of importance)

AT EEERIIMFINATRITENAES ? (FEREENERIEE)

Not Very
important at all important
TETEER FEER

Allows me to meet many interesting people A2:E2 T ZETRIK AL 1
Challenging & interesting /5 Bk} 14 & 7 #k 1
Peer influence iS5/ £ 1
Potential for high pay 378l 3| 1
Satisfying because | do something socially valuable &3 ¥ it &5 5t 1
Satisfying because | earn the respect of others %] AB & 1
Suits my character @& A 2 R 1
Others, please specify £, * ;57 : 1

e "o 20 o
N NN NN DMNMNMDNNDN
W W W W wWw w w w
s A2 ERERERERE s
ol o1 o1 o1 o1 o1 o1 Ol
o OO OO OO OO OO OO &
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7. How would you rate your abilities in terms of:

FAEECHRIREESD

Excellent
=il
Communication Skills:
BERI
a. Interpersonal and social skills O
R R AR
b. Putonghua O
EREE
c. Spoken English O
HERE
d. Writing skills — Chinese O
hXERES
e. Writing skills — English O
BXEBEN
Competence & Technical Skills:
THRENREERKD
f. Analytical skills: Ability to grasp complex problems O
DTG R BRI BE
g. Analytical skills: Modeling and quantitative work O
BURIRIE R D HTEE
h. Information technology O
AR
i. Management skills O
BRI
. Working knowledge/Industry specific skills: O
Banking, accounting, corporate finance etc.
TEIREME (WRTT - S5t WERES)
k. Others (please specify) O
Hith - T EA
Personality & Work Attitude:
migR THERE :
I Ability to learn new things O
BEHEBIEY
m. Ability to work under pressure O
AIAEERATI®
n. Conflict-resolution O
BRIR TSR AL
0. Creativity O
=
p. Devotion to work O
BT e
g. Initiative o
FEM
r.  Problem solving and decision making O
FRRE RE ROR R B
s. Multi-tasking O
RRETKZETIE
t. Sense of responsibility O
HEL
u. Stamina O
BN
v. Team work O
B aE

Very Good Acceptable
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O O
O O
O O
O O
O O
O O
O O
O O
O O
O O
O O
O O
O O
O O
O O
O O
O O
O O
O O
O O
O O
O O

Marginal
ik

Poor
=%

NA
NiE A



What skill items in Q7 do you need the most to improve? (please specify) £ E+HZIET - WEIRFFENEN ? (FHif)

a. Communication Skills & @315 :
b. Competence & Technical Skills T4 ) R EER T :
c. Personality & Work Attitude f71% & T {EREE :

In your present job, how often do you have to meet clients? {JIREFIFE2HHTASEZL LK ?
O Over 10 times a week O 5-9times a week O 1-4times aweek O Seldom O Never
—E280R A £ —EH5EIX —EH1=4x 1 > N
. Do you have to write in English {RFE ZER R ES ? OAlot#&% DOSome AR  OAlittle 1% O Seldom #& >
. Do you have to write in Chinese i ZRH XEH ? OAlot#% OSome &K  OAlttle ™% O Seldom &>
. Highest education/academic level achieved/completed {RE) = £/ 2

B
18
H-
d

O Post secondary level e.g. diploma, associate degree 2 12 » #030&
O University graduate level K22+
O Post graduate level BB 8 A

Your major subject(s) is/are TIERIA

. Do you find your education specified in Q12 helpful in developing a career in the financial industry?

FEFREERN I TERERE ?
O Very helpful ZE% A F O Somewhat helpful B AE M O Not helpful at all Xt & f O Not applicable 7~ /3

. Do you hold any professional qualifications /R G 8 BE(AIHEE L ?

O Yes — please specify & * #5717 :
ONo 8B

If yes, do you find your professional qualifications helpful in developing a career in the financial industry?
EMBEREEER  CRERRReRTEFR R ?
O Very helpful 3EE B A O Somewhat helpful B8 A& A O Not helpful at all 178 O Not applicable 73 /3

. How long have you been with your present employer R BRI TR T A% KM ?

0 0- 6 months 0261 A O7-12months 7 A ZE —4F
13 months — 2 years 1318 3 £24F [ 25 months — 3 years 251& A 34

. How many employers have you served so far (R & ERZALEE ?

O 1 O 2-3 O 4-5 O 6 oraboveskA

. Does your present employer provide training opportunities for your career development {REEEFHEE A T ARIREEIKS 2

O Yes — please specify (Check all that apply) & @ 5588 (FliE1BZ RN —18)

O On the job training £ 8% 5 3

[ Tailor-made courses offered in house A)&f % 2525

O Training or educational programs offered by external providers Z 5% H ftb # B8 12 31
ONoRE
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18. Would your present employer encourage you to take courses by offering fRIBEF 1B =8 TR T S IES B IREBERE °

a. Flexible working hours 585 = IFR% 5 OYes & ONo®A
b. Financial support &1 & B OYes B ONoRAE
c. Opportunity for promotion & FHi & OYes & ONo%E
19. Are you taking any course(s) right now? O Yes (Please go to Q20) O No (Please go to Q21)
RRE FEEEEARE? 2 (FFE%E20E) & (BEEFE21E)

20. What kind of course(s) is it? (Check all that apply) EEEEEFERRR ? (AEEBZN—1E)
O Academic 217372

O Diploma/Associate Degree in BBt U/ BESUR
O Bachelor Degree in FE2+
O Master Degree in ZET
O PhD in AiEt

O Vocational training (finance-related), please specify (1 @175 B A58 - 5517 -
O Vocational training (non finance-related), please specify £1& B1T MM - FHEH
O Others, please specify E /i 755187 :

21. The reason(s) for not taking any courses at the moment: (Check all that apply) JR7EREHEENRE : (F[EEZN—18)
O Already well qualified for the job T &% & 2 53| 4k
I No relevant courses available in the market 735 3 % 5 5 :2 12
O Time constraint )% 5 7t & Ky R &
O Training needs fulfilled by corporate in-house training IEfE £ 5 A &) A ZE5Z 51
O Tuition fee is too high & B 5
O Others, please specify 1, - #5517 :

Thank you very much for taking the time to complete this survey!
TS - ZHBIVES |
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Appendix 3: Scope of Interview for Employer

Hong Kong Securities Institute
Research Project 2007/2008
BERERSEXEY
2007/2008F EH 7T &

Grooming of Talent in the Financial Industry
Focus group discussion scope
ERHEENTEZ
EEEH NET R EE

Research agency: Centre for Public Policy Studies, Lingnan University

REHE  BEARRKBERMAEH L

The Hong Kong Securities Institute is working with the Centre for Public Policy Studies of Lingnan University to conduct a study on the
manpower gap in the financial sector. We are assessing the nature and magnitude of any manpower gap that may be hampering the
growth of the industry. The focus group meeting aims to provide a platform for participants to exchange views. The focus group meeting or
interview is expected to be finished within 1.5 hours. All information provided will be kept confidential and accessed by Lingnan University
for the purpose of research only. The information will be destroyed after the research. For further assistance, please contact Mr. Gary Wong
at 2616 7182 or wongwc@Ln.edu.hk.

EABSF XL TR EEASARBKRAERLDETEESMEAT ZENE - HEBORTHESRITER AW
BERNESSMITERRAOTE - EWNMATHNENRREZGERIREANT S  IHEHHEABINENSE - FTEMEER
HEREERIANNIEBERTE - WERIAREHER - EEAEHR © 552616 71825k E & (wongwe@Ln.edu.hk) 81 T (T8 55 £ B
,Z,\% o

Part I. Background Information

g£-HH. QAREH

1. Company name A 7] & &

2. Name of interviewee X7 &4 -

3. Position Bfi :

4. Business nature A EERME ¢

5. Total no. of employees A 718 T A&

Part Il. Staffing and Quality of Employees Recently Hired
BE-Hp. EEFRAKREER

6. What positions are you looking to fill at this time /R IE /£ B2 55 & BER AL 2

7. What positions were you looking to fill within the last year and had them filled?

ERE—F  AWPLIRERBHOBRAEHBEAGEAE ?

8. What positions were you looking to fill and but could not fill?
PBLeRk A RIR D ARREIEF R A BAER ?
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Part lll. Quality of Junior Employees Recently Hired (“Junior Employees” refer to career track, fresh university
or post-secondary graduates with 3 years or less working experience)

F=E0. BREVEABENER ([IRARE| RZEERTSM3FIEERNERE)

9. If you have recruited junior employees intended for a career path in the financial industry in the past 12 months, how would you rate

themin terms of RN 12[E A RN BB BEXMMABE - FIRFEMRMNSIEEN -

Communication skills & #E#515
(Spoken English, Putonghua, Writing skills - Chinese & English & Interpersonal and Social skills)
(REEFE  BlE  PEANERENRHRZRABRKD)

Competence & technical skills T {EfET e B2 15
(Working Knowledge/Industry Specific Skills; Analytical skills; Ability to grasp complex problems; Analytical skills: Modeling and
quantitative work; Management skills; Information technology)
(ITEZEEME - HMERBENGE S BEEERSEES - EBRIGREARK)
Personality & work attitude ;315 % T (EEE/Z
(Stamina; Willingness to work overtime; Devotion to work; Maturity; Ability to learn new things; Problem solving and decision making;
Sense of responsibility; Initiative; Multi-tasking; Conflict-resolution; Ability to work under pressure, Creativity, Team work)
(BN BEBRIE STENRH  KREE  RBBEHEY  BREEORKRN  BELC - T8 - AKHETKZ
ATE - RIBHREN  AIAEBRNTIE 815 - BEEE)
10. What aspects of your recent recruits are you most satisfied with b fIE9 BB RE h &S IRm = ?

11. What aspects of your recent recruits are you most dissatisfied with 1 {fiE) B IERE N HRS IR T M E ?

12. Did you find noticeable improvement or decline in quality among your recruits in the past three years?

HHBE=F  FRBMPINENERBARE ?

Part IV. Staff Training
EOEHG.  BEIK

13. Do you expect improvement in job performance to stem from on-the-job training, in-house training or training provided

by outside parties? {R32 A BBERIEI - AEIFXEIIKEFIEINQFAHREIISR/RIZESRABEN TIERR ?

14. Do you regularly provide (internally or externally) post-hiring training to your newly hired professionals? If so, primarily in what areas?

HRABOEE - (RBERBRMMBHRE (TRATEINIHEINGI) ?0E  BEENIREEZEE ?
15. Are your company's training programmes affected by high staff turnover B 8 ik R S 588 £ 3| & N AW IR ?
16. Does your company offer incentives to employees to undergo extra training & A 8188 8 B E =B 8 T T ENI4R 2

PartV. Recruitment, Poaching and Retirement

FE R, B BT - RAHERIK

17. Do you experience difficulty in retaining talent at different levels (senior, junior, clerical)?

REREHREETINRE (SRBE - NARE - XXB) °
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18. Please spell out the number of employees who have left in the past 12 months by reason:
A A1 At TR AR S THAE :

Reasons:

BERE R -

a. Taking up in banking/finance related jobs

REEHEGSEE

b. Taking up in non-banking/finance related jobs
IS RMBBIE

c. Retirement
RIK

d. Retrenchment
NGIE |

e. Other reasons (please specify)

HiREA (FEH)

19.

The number of new recruits in the past 12 months by source 57! £ B2=12{8 B ¢ AR RIBFH S TEE -

Sources:
HR

a.

From another banking/finance company
HE P E A & R

From a non-banking/non-finance company
BN IEE RS

Other sources (please specify)
Hib 2R ()

20.

21.

22.

23.

24,

25.

26.

27.

28.

If you have difficulty hiring staff, where is the gap between expectation and your job applicants:

FEFEIR UTHLERRHEEER?
What talent is most in danger of being poached Witk A A A SR b A RIIZ A ?

What positions of the above would you need to open up or increase recruitment in the next 3 years?

EARK=F - RIET S S IR AP LL AR AL

What positions of the above would you like to fill up with better talent B LLE& (7 (R 75 LB AL IE 2 2 B IFHIE T ?

Are you looking overseas or/and the Mainland to fill your positions /R 2 B /85N sk i EIE 8 T 7

Please spell out the number of existing staff by education backgrounds. 338 8 Tt S # B 1 I E B

Are you sourcing your staff {RETEEEEEY 8 T ¢

Mainly from locally educated people? Mainly from overseas or/and the Mainland educated people? Regardless of where they are
educated? KZ BEXAMME ? KEZREXBINAG ? ERTHMABEEZHE ?

If you have experience with both overseas or/and the Mainland and local talent, how would you assess the strength and weaknesses
of employees with overseas or/and the Mainland backgrounds as compared with those with only local backgrounds?

MEAEAMESIBENRE - FRAEZINE/AHBENBEER T ENEN LB LEN A ?

To what extent will staff retirement affect your company’s manpower plans in the next 5 years (2008 to 2012)?
BTERHERTRRSENERAZATE?
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About Hong Kong Securities Institute

The Hong Kong Securities Institute (HKSI) was officially formed in December 1997 as a professional body to raise the standards of
securities and finance practitioners in Hong Kong. In setting standards for professional excellence in Hong Kong, the HKSI offers a platform
where individuals can gain the skills, and achieve the necessary professionalism and personal competence as they proceed towards further
career advancement.

The HKSI provides continuous professional development by offering comprehensive examinations and an extensive programme of training
courses and events. Finance professionals can also benefit from HKSI membership programme which provides invaluable support and
professional recognition from industry peers as well as substantial discounts on a variety of HKSI programmes.

Professional Examination

o Affiliation with the leading industry professional is an important step taken for your career advancement. The HKSI Licensing
Examination for Securities and Futures Intermediaries (LE) is the Institute's benchmark qualification for market practitioners. This
practical, market focused programme covers a series of examinations across different regulated activities. Market participants are
advised to check with the Securities and Futures Commission regarding the specific examinations required for the issuance of a licence
in each designated regulated activity.

¢ Following the implementation of the Closer Economic Partnership Arrangement (CEPA) with Mainland China in January 2004, the
HKSI is now offering the LE in Mainland China for Mainland professionals wishing to practice in Hong Kong and the PRC Securities
Regulations Examination in Hong Kong for Hong Kong professionals wishing to practice in Mainland China.

Professional Training

e From year to year new products, services, technology and legislation are being introduced. To perform effectively in the rapidly
evolving securities and investment market, practitioners constantly need to upgrade their technical skills and knowledge. Since its
founding, the Institute has committed itself to providing professional training courses relevant to the needs of the securities and
investment industry.

e Courses are offered in a variety of formats, ranging from entry level financial courses for people wishing to work in the securities
industry to in-depth workshops and programmes for practitioners with different levels of competency. They include (1) Professional
Education and Training Courses; (2) Joint Programmes; (3) In-house Training for Companies; (4) Professional Certificate Programmes; (5)
e-courses; and (6) Mainland China Training.

Corporate and Individual Membership

o Affiliation with the leading industry professional is an important step taken for career advancement. A range of VIP programmes such
as the Chairman's Dinner and Executive Briefing alongside with our quality seminars and customized in-house training programmes
will be available to corporate members and their staff as part of the corporate membership package. Through our quality seminars
and workshops, training programmes and professional examinations, individual members are connected to a network of experienced
practitioners.

For details, please visit our website at www.hksi.org

BREBSEXRBEEHN
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HEEH
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