2022 Salary Trends

CGPGROUP

Unleashing Global Talent

2022 Mainland China Salary Trends
2022 FhEIXPHEEENE R &

Unleashing Talent, Enabing Entrepreneurs.

LA LB EER, HIkFHER




2022 Salary Trends

2022 Mainland China Salary Trends
2022 PEKMEFHEEE RS

Unleashing Talent, Enabing Entrepreneurs.
WA EBHEERE, Hll5RER

Copyright © CGP Collection Limited. All Rights Reserved.



2022 SALARY TRENDS —— Mainland China

SRR
2022BRi7E8 BTN (IS 04
Consumer Goods jEZt M 14
Corporate Finance 12111453 20
Design & Property #=51&it 24
Digital Transformation ¥ {b 35! 32
Emerging Tech and Internet 3¢ AR5 HEXM 38
Energy BEIR 48
Financial Services £RARS 52
Healthcare EfT {2 58
Human Resources AJ1&E R 64
Legal & Compliance 255 5&#1 66
Life Science &£ &n#l = 72
Machinery and Automation #l##5 Bzt 80
Pharmaceutical #1% 86
Retail & Luxury SE5& &M 90
Sales & Marketing $H& 515 98
Semiconductor #S{& 102
Supply Chain Management {755 &2 108

Travel & Leisure &5 kA 114



2022 SALARY TRENDS

ERBRRIANERT, 2022 FHRGHSEMLERIEERE?

REHA, BE 20+ 1Tk, BHES X, CGP EH%EER 2022 FHEMEEARINSERT B EMER S 3R,
LUFFRERAE, SENRHERTNBRASINSESE, TMT % (2022 FEIAMHFMESRS) , MAARRSTILAER
R R,

2022 &, BRIFARKOIIFRENL? EWEFHANZREEREWLESRAEFAE?
IEBA——RRREE,

In the context of the post-epidemic era, what are the popular trends and new insights of the job market in 2022?

Lasting for several months, covering more than 20 industries and multiple regions, the 2022 Salary Trend Survey launched
by CGP Group has collected valuable data and information. Based on the survey results, CGP's talent experts carried out
analysis and interpretation, and completed the 2022 Salary Trends Report in order to gain insights into the changes in the
job market of various industries.

What are the core demands of talents and what will happen to employers in 2022?
Let's find answers from the survey data and feedbacks.

2022 AA LR F KR
Talents supply exceeds job demands in 2022

TSR ER, 128 9.1% WEHATE 2022 A BKMERITHE, HPH 35.26% WA BELEIF RN ESMNE £ BRMETHNRIZER,
86.65% 9TV 2022 FEIREE R I FAHAIE KK TF 40%; FBY, Fiiit 2022 £3 BE 5 B AZ HIFHEHIMSUAT AN EF—MRUKHIIRS,

According to the survey data, only 9.1% of employees have no intentions of job hopping in 2022, and 35.26% of people are
already on the way of looking for new career opportunities. However, the feedback from employers shows that 86.65% of
companies expect job growth in 2022 to be less than 40%; Thus, it can be predicted that there will be fierce competition in the
human resource market from March to May in 2022.

* 35.26%

RIEEIHHNS.
I am looking for new opportunities.

® 55.65%

KEAILERE, EFGENNStEES,
I am stable with current job but open to new opportunities.

EFMEEERTRK,
I have no needs for new opportunities.
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1EERF 2021 &, 57 2022 FHITRHBHFIE ASOFIAE?
Comparing with 2021, how many headcounts will be increased in 2022 of your company?

More than 80% (80% k) — 2.08%
70%-80% — 2.37%
60%-70% — 0.89%
50%-60% — 2.97%

40%-50% — G 5.04%

30%-40% — G 9.5%

20%-30% — QD  16.91%

10%-20% — (D) 19.88%
Less than 10% (10% &) — G 17.51%
Maintain the same Fi57Z — D  22.85%

e H == S &
p EEEIMBETR, RARGRSFTSHEE
Meet employers' demands and strengthen professional quality and skills
REERINBEMERER, FRABNAIREZEWETEHR, BINEBETEES I TFRRENAMAES, S T51F BE&RERNAT,
EHEIEPEREEFTA I, EFtSHASIE, WHITHERSERSR, MTATWHNEEFERIMRAIZINE, SIEHESHERHNE,

The survey results from employers shows that responsible employees are most favored by employers. The smooth operation
of an enterprise needs the coordination and cooperation of people with different functions. Employees with a sense of
responsibility can perform well in their daily work, cooperate well with others, and be highly responsible for the results of
implementation. And they can contribute more to the employer and fulfill their own value.

100%

73 .290/0 H{ER Responsible

9.5% = Diligent
3.86% mzi: piligent
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Btz oh, BUEAREN. AfFEN. FIRNREEISBTENHRIN=(IMEEN. BT WRKARENFTLET I EN T LR
FIHR, MEERASEIRNVUFEZEAXFTRERER, SERATLBEBIEFNEX. Fit, RHANZEZIREEFM
BIEXLSNERNREREE, NTINERGEASE, 72022 FERMEMPEFIRE, B LRWMBEHEH,

In addition, professional functional expertise, cooperation and learning abilities are the top three soft skills valued most by
employers. While excellent professional and technical ability can be reflected by past job performance and achievements,
cooperation ability and learning ability are not easy to be reflected in the interview, so it will become a blind spot in the
recruitment process. Hence talents should consciously cultivate and exercise these high-value soft skills, so as to accelerate the
pace of career promotion, realize gorgeous transformation in 2022, and climb to a new level of the career path.

k2257 3]
Professional Skills

T ——————— 75.960/0
afFiE
Cooperation

F3Jieh
Learning Ability

— .  64.39%

— G 51.63%

P EESAZWELEFIIER — WA BEFTIHRIR TS

The game of mutual choices between employers and employees

SPMAERIVEEPRRSH O SLHBIE, XATERESHNIRWER, FATRERTYHT. EUVHSIBIIEICREREBFTRMEK
BR. TRHEFER. FTRAIRK. FRRLERNR T, RHERSATN, BRETSHTRERR. B4, ATSEREZENIAEE
TEEHHIEE?

EMHRERT, RHABMEIENTZKIESEPE 20%-30%, BRREETHNFARLKERT, EIVRWERER, BZRUNRRFH
FEIKIBEDTE 10-20%, HIERTIATUN, 2022 FRFRBMER EHKIBE BT AS BRTTH.

Everyone will experience job-hopping more or less in their career to pursue higher career development, or to end a dissatisfying
situation. Each department of the enterprise also brings together employees from different growth backgrounds, different
educational backgrounds, different seniority and different professional backgrounds. The workplace is rapidly changing and
full of various uncertainty. In that way, what is the gap between employees and employers' expectation?

Survey data shows that the salary increase talents expected is concentrated around 20% to 30%. However, the feedback
from the employer side shows that the compensation cost increase of a position is concentrated at 10% to 20% when it is
a replacement. It can be predicted that the actual salary increases of a job hopping in 2022 will be lower than what talents
expect.
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THIRHBIETR R KIER Z (To Talent)

What is your expected salary increase range for job hopping?

Morethan40% — NN 16.08%

30%-40% — D 24.21%

20%-300% — (D 38.75%

10%-20% — CENS 15.11%

5%-10% — QD 4.55%

Less than 5%

@ 1.3%

RE—EBR, RIUSKERBERANFAKERS? (To Employer)
What is the compensation increase range when there is a replacement?

More than 40%

@ 1.19%

30%-40% — CENEEED 4.45%

20%-30% — D  24.63%

10%-20% — (D 30.27%

5%-10% — QD 28.19%

Lessthan5% — (IS 11.28%
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eAkNmERsIAA?

How do employers attract talents?

BRSIERTR, AZBHEREEREINREMRER, HRa=N23IR: HEEH. RULEATE. TESEETE, BEREAL.
®SIAZ, EUVFEEX=TAERATIRSN, EATHZOFR EFEHFWEFIEX. TERWELREN, RERFERN. AL
NIFRN, RARAAELFNLEEANRNETR.

According to the survey data, the top three decisive factors for talents to choose a new employer are compensation and
benefits, career development space and work-life balance. To retain and attract excellent talents to join in the company,
enterprises need to improve their talent acquire competitiveness in these three aspects. In terms of the core demands of
talents, enrich the combination of compensation and benefits, improve the career development structure, and provide a
flexible, convenient and humanized work style to meet the talents' needs for work-life balance.

i L - S 79.71%
Compensations and Benefits
PALEASE - D 58%
Career Promotion Sapce
LTIESEETE - D  36.96%
Work-life Balance
aSEE - IS  27.94%
Management Style
RENIIEFHE
. - G 619
Stable Environment 24.61%
S - CEEEEENNNS  20.88%
Culture
i - CEEEE  17.22%
Work Location
25 =
S - GEEEENS  15.52%
Training and Improvement
TiER - aEEES  9.18%
Flexibility

MEXHEIAMERE, ABIEUHRATRENFENSAXNSERS. #xETRREAELEG. XBHEE, BETRITSHMEZREN
BRe FRERANRFEEIN, RLEERFS. FTREBRCEREAFURRABNNEAREIRSNNENFR,

From the survey results of employers, most enterprises provide employees with multiple benefits, including bonus,
supplementary medical and health insurance, physical examination and transportation subsidies, which meet employees'
needs for fortune and health. Aiming at more in-depth vocational skills training, career development and learning, or superior
and subordinate management optimization are also powerful means with great potential to improve the competitiveness of
employers.
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R ARPAES

Talents' self-evaluation
HEATNEAEFECSEAATH ENNE? NARARGERR? FHI1XT 2022 XA EFFERRF?

BASIERER: BEFHMRGANECHFENTNETHHTHE, 9 13% NRGANESHEINSTHHTINE. 245K, K
SHIGH AR B CHIFRE KT,

How do we measure our value in the job market? How to improve happiness in career life? What are our expectations for 2022?

According to the survey data, more than half of the employee's evaluation of their salary is at the market average level, and
about 13% of them think their salary is higher than the average benchmark. Generally speaking, most employees have positive
thoughts of their salary.

2022 FRPARANBERRFE R ARMF. XRMPAKENER, BRERNELUSRERERNAN. BEFTEMFEMM
HAhE, WEAEITERGANRLE. A7 EMAWER, FENSHNTHERGEN. BRTHERNEETIREENER. (IF
2022 FRZBEFRE_(MNZ: B—HEERNIMF. BHILFILUEH, AAHIHTE 2022 F 3 BE 5 BRKEHA, $—MEEERIE,
ATEREIFEIRENRHE, ST E—LEHEWHIEL,

In 2022, the first place of employees' top wish list is position promotion and salary increase, which is the eternal pursuit of
employees, as well as the most direct and effective way to realize self-value. Working overtime and frequent business travel
does not restrain the enthusiasm of career people. For the realization of career dream, the necessary efforts are reasonable.
The happiness obtained through hard-working is the real happiness. The second place is to find a better new job. It can be
forecast that the talent market will be as active as ever during the peak season of the human resource market form March to
May 2022. Talents and employers will face fresh reshuffle, and everyone may face some active or passive changes.
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P ATERTGEHEMLENGSRIEEERS

Employees in artificial intelligence industry have the highest comprehensive career satisfaction

FEARIERF, ATEEMREIANBCHFMSHNIZ TR PIRIAE GRS, AET 40%; FGZTURLEN TESEFENTE
WALRIAHEYSHREE, IANNBCIESEETERR “FEF NREELRRT 30%. ATEEFENFNENRRGE, HE]
HRTE TIBRAABIRERYE, HRETMLERSHHERN. ERTULIREFCEREOREAT, ATSRUVINERZMRSMRE, M

AEA Y BB TIFRIERMN ERRZ R,

X WE—ERE LRME I8 S TS EENTFMN.

The survey data shows that artificial intelligence industry has the highest proportion (40%) of respondents believing that their
salary is higher than the market average; respondents in this industry also had a high level of satisfaction with their work-life
balance, with 30% of them rating "very good". As a cutting-edge technology, artificial intelligence industry has the professional
threshold which leads to the scarcity of qualified talents and the higher pay. Under the wave of digital transformation in various
industries, the importance of the field of artificial intelligence is self-evident. Professionals are aware of the value they created

in their daily work, which also affects their evaluation of work-life balance to some extent.

BINERTM B SEERRKE?
What do you think of your salary level?

Artifical Intelligence
AT Sk

Transportation
FiBiTH

Hotel Travel
Leisure Sport
TBRERENS | (RIS

Computer Software
Telecoms [ IT

WENKSE | S ERRA

Real Estate /| Automobile
B | S%E

Industrial Manufacturing
TkHE

FMCG / Retail
eCommerce
Wil | T | BE

Pharmaceuticals
Life Sciences [ Healthcare
BIEG | EHTE | EffEE

Accounting / Legal
Consulting / Traning
&it /&S5 | & /35N

Banking / Finance
Insurance
81T | &R | REE

Advertising [ Media
Publishing
I8 | 331K | HER

Mining / Energy

0Oil &Gas / Chemical
Bk | GER
Ah&XAS /T
Government

Pubilc Organization
AT | AR

10

40%

18.18%

16.67%

15.3%

14.58%

13.82%

13.55%

13.36%

11.36%

7.38%

5.56%

4.88%

0% 20%

. BTFHHTIE
Above Average Benchmark

40%

25%

60%

30%
—
18.18%
]
33.33%
——
30.6%
-
33.33%
— ]
34.96%
B
29.48%
]
29.03%
—
36.36%
— ]
35.57%
]
16.67%
)
41.46%
E——
- D
[ ] [ ]
80% 100%
BEFHHFE

Below Average Benchmark



2022 SALARY TRENDS — Mainland China CGPGROUP

Unleashing Global Talent

RBZETUE “TESEEFFEHRS NERPHAERSNFRIGEN ( 99 5 8 ) Sk, fFE “FRKERN" BEHD,
RN GEESE S, TRZTUEIFBRASHHNFESEHLRE—ENE. BN/ AHAAR “TESEFFERS NERT
H—gF HMAETNETL, EiZTULMKRIRENBCHFIMINLFRAKA, ALTRIENBRANSMHZEFE—EHERNLE,

The transportation industry has the highest percentage of positive reviews ("good" and "very good") in the "work-life balance"
survey, and ranks 2nd in the "salary level" survey, which shows the industry’ s advantages in the balance of devotion and
pay-off. The government/public organization is the only industry that doesn’ t have negative rates in the "work-life balance"
survey, but the rates of its salary level rank the last, which indicates that there is certain correlation between devotion and pay-
off in workplaces.

ZFIE B YA T ES £ BN TEHRR?

What do you think of your current work-life balance?

Artificial Intelligence 10%
AT i

Government
Pubilc Organization
AT | AR

Banking / Finance 5.37%
Insurance »
81T | &R [ RIS

Industrial Manufacturing 7.32%
TibiE ™

Transportation 9.09%
ZiBiEE )

Computer Software 9.29%
Telecoms [ IT >
HENRG [ B ERER

FMCG / Retail 8.76%
eCommerce -
il 5 BE

Real Estate /| Automobile 6.25%
B | S%E »

Pharmaceuticals 5.99%
Life Sciences [ Healthcare »
BZG | EHEF | EfTER

Accounting [ Legal 9.09%
Consulting / Traning -
&it /&35 | &/ El

Hotel Travel 11.11%
Leisure Sport
TERERRN | (RS -

Advertising /| Media 11.11%
Publishing )
I | 3R4K | AR

Mining / Energy 2.44%
Oil &Gas [ Chemical

ik / GER
Bl &RAS /T

0% 20% 40% 60% 80% 100%

£

Poor
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SFHEZORUBERE3 Z5 1A

Half of the employers said it will take 3 to 5 months to fill core positions

RARFHIATERET: BEFHNEIRT, RORIBEERAMNN 3 E5 1A, XFRETHNESRNERAT FENFER. 8
PBEERNHERERESEANENERRSERERGELNER. FHit, REEEATIERBPHNGZE, HiZRABBIERABCSH
ENTHRSF NN ITFEER.

The survey results from employers show that the recruitment cycle of core positions is 3 to 5 months. It indicates the demand
for higher efficiency of executive search in the market. Recruitment service providers who are able to recruit suitable
candidates in a shorter period of time will win the favor of employers. Thus, exploring methods to shorten the talent hunting
cycle should be the focus of work for recruitment providers to improve their value and competitiveness in the market.

6 TRAMNLE G 15.43%

More than 6 moths

3548 O @ 55.19%

3 to 5 months

124A G 29.38%

1to 2 months

0% 10% 20% 30% 40% 50% 60%
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i RAT A RER BRI AR E

Expanding recruit channels can effectively improve recruitment efficiency

REAARIRAERET: (EF=MNRATERER. MRMFELTN. MEEEIRN, BE4RERERAMN, EMAASIEENELY,
RO KRIRTEZVAEE, LHRIEE, WA T 73.84% WAZT BIEEE. EROKRRTELHGRMUES, B ERKEEMAESHAL,
REATBENME,

The survey data shows that the top three channels for employees to choose new jobs are Liepin, LinkedIn and 51job. For
enterprises, it is an inevitable trend to lay out the mainstream job search platforms, especially Liepin which has absorbed

73.84% talent data, to shorten the recruitment cycle, increase talent database pool, and maximize the access to talents and
improve recruitment efficiency.
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:\ Y 4 :
Iéﬁnﬂ CGPInﬁ
Consumer

BHEREERSHERN, ATHENDZREFEREINE

Mobile has spawned many new jobs, offline consumption is still the main force of economic growth

2021 FEBTWESETHILENKRES, DAR—ITRENHLSAMENT L. WRAKREXFEINRFEIEK, SKRANSHES
EHBRETESNIS, ST AMNBERRNES, SEEYERRIEERRTANERRREERSES, MERXE~RUEFR
)mi\o

In 2021, the consumer industry continued the megatrend of previous years and remained a dynamic and exciting industry.
Cosmetics and related sub-categories maintained strong growth, with strong results from both global and local players. Thanks
to the improvement of people's health awareness, healthy foods including plant based and functional foods have continued to
grow at the expense of the confectionery category.

ZLHBEMBREHERE, AT HENLFEIL

Online consumption builds a complete consumer journey, while offline still contributes a lot to the whole sales

FRAE, BFUREFRERAR 2021 FRlZolSHZHE, BENMEEFBRERNHEETDETE, EARNEIMHELEE
B ET.

BEBEMEA— T ESRS, BETMAER. #3. FREAROERE. HRIWENTEHEEIRIE (consumer journey) , M
TR WIBHIAZSEERERE. BPRSURMRRE LAEBEEEMITN, FNEBHEE T T EEN IR,

A, ATHRMASWBAHENTIERH, SHARAEERLERRQFNHIEERENL, AARSZTELLEERR. HEXEIM
FREPAEEERN. REESUESEMBS WRERYE, S AREHEARUSRS EEDREZFE,

No surprise that 2021,.has\c6ntinued to highlight the increased importance of digital and e-commerce channels as a core
business pillar for companies. Rather than just a sales or communications channel, it's now the core platform for companies to
interact with their consumers. ©
2R | S
# \\ * ,

Mobile provides'an ecosystem t&v:gmplet_e awhole best case consumer journey - from awareness, search, product research and
n to p'urchaée through offline delivery and confirmation of receipts, to consumer retention, customer
cacy aﬁd{e_edback on social media.

W,

egories. ern trade retail continues to be of high importance across the nationa , regional an
tegories. M trade retail cont to be of high import the national, regional and
der the New Normal environment, and many companies face difficulties in
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:\4' ::I
Iéﬁnﬂ CGPIngf
Consumer

B EREERSHMENKA, AT HRNMEEFERENE

Mobile has spawned many new jobs, offline consumption is still the main force of economic growth

B ERMEEESMIINGE, FHEBEREES

Mobile Internet has spawned more subdivision functions, and emerging e-commerce companies are eager for talents

MATHBERE, BFRER (25 00 FEHEAR) MBI ANRBEERTESEXKUNAIER. X5, ABENE
BER, WEUEMKRHEINEN / ARERIFEEE, BEHTER, fi, BEFASERERUNERERE, MAKITRFEHRR
BEBIATRIBXEAE,

It5h, BFESTUREANEEATATEREMNEN, ASBHERTHEACNER. BRTEAAEATE WRF. XHE. 8FF) ,
NS (22, BE. DMEE) WATHBEERE,

BFAZSFLKTILE, CGP £HHE AT RIEEI 2 Kourosh Asghari BN IHMRIFRIFHIEERE, BIRIBESENFEE0EH.
FapthHRHET RS T, MHERABEHREAQRER.

7£2022 &, B SARFAANNERENTUMAZTHEEARZN, EFBIXE, XERFZEHE COVID-19 BIEEURFESLERER.
ERFERFRTRS. SENTREENHTEE. AOBES. i ERIERERED.

From a talent perspective, digital natives' dependence on mobile has spawned the demand for many new roles. A number of
functions/roles which emerged over the past several years have become of major importance, and demand has outstripped
supply. For example, functions such as e-Commerce Marketing has continued to grow and develop to become a critical role
which is very distinct from related functions or roles such as Digital Marketing.

At the same time, while the overall demand for experienced workers in the e-commerce industry has increased, there are also
subtle differences within the industry. Compared with traditional typical large platforms such as JD.com, Tmall, and Taobao,
"emerging platforms" such as Pinduoduo, Tiktok and Red have a more urgent desire for talent.

Furthermore, as the war for talents is never ending, Kourosh Asghari, vice president of recruitment for the consumer goods
industry of CGP Group, recommends that companies maintain a good employer reputation and ensure that any recruitment
partners that they work with are able to accurately and proactively support the employers' brand promotion efforts, so as to
consolidate and enhance the company's image.

In 2022, there are many well-known factors that will dramatically impact the industry and the talent market, which are worthy
of close attention. These factors include COVID and it's variants, domestic and international travel restrictions, the severity and
speed of regulatory changes, demographics trends, employment and consumer confidence.
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HEEm

Consumer

®

CGP Insight

A7 FFER R L

DIFFICULT TO HIRE

RFAZIR
DIFFICULT TO COMPETE

E-Commerce Key Account Manager
BEATFZIE

E-Commerce Trade Marketing Manager
AR TIHEIE

Senior Brand Manager
B4R mhEEIE

CRM Manager
BERXREZE

Digital Center Head
5 &2 S TVYS Y

E-Commerce Marketing Manager
BEhipEE

Notes: Roles with limited qualified candidates while HR and company has less

bargain power during recruitment process.

BRRIRZFEFANMEE, FEFHNREABTRAERZETE. HRRAR

AFE=FHHH.

16

Key Account Director
XEEFARDE

Media Planing
1RTTERKY

Marketing Research
mipAE

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc
ess.

ERRMUBABNEFMHNNES, REARSHI. HR RABQTFEHTH.
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Sales - (HE

Annual Package Range (RMB) &
Years of N'eed
Position Title BRI Z R Experience Min Med Max Min Med Max Indicator
Mk (0-100)
BREHK
Tier 1 Cities —£&4#iT5 | Tier 2 Cities Z4&iHiTH
Sales VP HERIRH 18 years + 2.5M 80
Sales Director HERKE 15 years + M 1.6M 2M 700K 1.3M 1.8M 80
Sales Manager HELE 8years + 350K 550K 800K 250K 440K 600K 85
Sales Operations Manager HETERRE 5years + 350K 550K 800K 70
Key Account Director AEFRE 10 years + 900K 1.2M 1.8M 70
Key Account Manager KEFEE 8years + 400K 540K 700K 300K 450K 650K 80
Business Development Director WSRERBE 10 years + 700K M 1.2M 500K 670K 850K 75
Business Development Manager W RRBERE 6 years + 350K 500K 700K 300K 460K 600K 75
E-Commerce Director HFESRE 10 years + 800K 1.5M+ 2M 1M+ 85
E-Commerce Group Leader BFESHHEA 6years + 700K 880K M 550K 720K 900K 95
E-Commerce Manager BFHSEE 4years + 400K 550K 600K 250K 410K 550K 95
E-Commerce Channel Manager HEREEE 4years + 300K 420K 500K 95
Trade Marketing Director EERITHB S 10 years + 700K M 1.5M 70
Trade Marketing Manager BERITHEE 6 years + 400K 550K 650K 300K 420K 550K 85
EC-Trade Marketing Manager EEBRITHERE 400K 600K 800K 95
Corporate Finance - 1153
porate F - 355
CFO HEMSE 15 years + 1.5M 2M 2.5M 80
Finance Director IERSH 10 years + 600K 900K 1.2M 450K 700K M 80
Finance Manager 554538 8years + 300K 500K 700K 250K 410K 600K 80
Accounting Manager RITHEE 6years + 250K 340K 450K 200K 300K 400K 80
Auditing Director HitRE 10 years + 500K 850K 1.2M 400K 600K 800K 80
Auditing Manager HitEE 6 years+ 300K 440K 600K 200K 320K 450K 80

*E e BAIENRE (FEERNIERMET) , EHaMatism, wEhE, SHRuRART.

*BME. PUfE. RAME

* BRI REATETIPNERIZE. 80 DRTFIKE, BREEWHFERMATNHERF. NTF 80 REBUFRNFHHEATHEE. k2, AT 80 RT2EIER
AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Marketing - HiHEH

Annual Package Range (RMB) &#r
Need
Years of Indicator
Position Title BRI &R Experience Min Med | Max Min Med | Max
Jenz=" (0-200)
. oy . = . oy . = %*;Eﬁ
Tier 1 Cities —#&ifiTi | Tier 2 Cities —&¥ih
Marketing VP HIHEHRSH 16 years + 2.5M 85
Marketing Director HHEHRY 12 years + M 1.4M 2M 800K 1.1M 1.5M 90
Marketing Manager HiHEHEE 8years + 700K 800K 1.1M 500K 660K 800K 90
Brand Manager aldssd 4 years + 250K 400K 600K 200K 300K 400K 90
CRM Manager BEREEEE 5years + 300K 430K 900K 300K 410K 500K 85
E-Commerce Marketing Manager BFESHIHERE 5years+ 300K 600K 900K 300K 400K 500K 95
Digital Marketing Director BFEHETHAG 12 years + 800K 1.4M 2M 600K 900K 1.2K 95
Digital Marketing Manager HFEHTHEE 8 years + 400K 650K 1M 200K 350K 500K 95
PR Director NRBYE 10 years + 800K 1.2M 2M 600K 700K 800K 80
PR Manager NXEZE 5years + 350K 600K 800K 300K 375K 450K 75
Media Manager BN 6years + 300K 500K 800K 250K 325K 400K 80
Market Insights Manager HiHAREE Tyears + 300K 400K 600K 200K 300K 400K 85
~£ ~
H R - A jj ~}$
LAy A

HR Director AQZERRBE 15years + 800K M 1.2M 400K 630K 900K 85
HR Manager ANZEREE 8years + 400K 500K 600K 300K 400K 500K 85
C&B Director Fri S i 10 years + T00K 850K M 450K 620K 800K 85
C&B Manager FrimeEIE 8 years + 400K 600K 800K 300K 450K 650K 85
Talent Acquisition Director BERK 10 years + 550K 860K 1.2M 350K 550K 800K 85
Talent Acquisition Manager Fi2):-r s ] 8years + 400K 600K 800K 350K 500K 700K 85
Training Manager I8 6 years + 250K 350K 500K 200K 300K 400K 85

*F i BAIRNRE (FEERNSAERMETN) , KHRMASMET, WERE, EHRURART.

*RME. PE. &AE

* BRI RRATETIPNERIZE. 80 ARTTHKE, BHEBEVHFERMAANHERTF. NF 80 RTEUWFRNFHH EATNEE, k2, AT 80 RFBEIFR
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Unleashing Global Talent

Supply Chain - 7§

Annual Package Range (RMB) &E#;
Need
Years of Indicator
Position Title BR{ii & #R Experience Min Med | Max Min Med | Max
Mol (0-100)
. .y s . oy > %*;Eﬁ
Tier 1 Cities —£3i Tier 2 Cities — £
Supply Chain VP MRS E 20 years + 2M+ 80
Supply Chain Director R HE R 15 years + M 1.4M 1.8M TO0K Y 1.2M 80
Supply Chain Manager 1R 55 8years + 400K 500K 600K 350K 420K 500K 85
Logistics Manager WiREE 8years + 300K 400K 500K 250K 340K 450K 85
Procurement/Sourcing Manager RMEE 5years + 300K 450K 600K 250K 410K 580K 85
Planning Manager itkiEE 5years + 300K 450K 600K 300K 450k 600K 85
Regulatory Affairs Director EMES RS 10 years + M 1.5M 2M 90
Regulatory Affairs Manager EMESEE 8years + 350K 500K 650K 300K 450K 600K 90
Quality Manager FRELE 8years + 400K 500K 600K 250K 400K 550K 85
Plant Manager e 31 10 years + 300K 500K 800K 250K 470K 700K 85
R&D Director HRBE 15 years + M 1.4M 2M 85
R&D Manager EEE 8 years + 500K 630K 800K 400K 550K 700K 85
A3
IT Support - :
IT Director IT HARZ RN 15 years + 800K 1M 1.2M 600K 800K M 80
IT Manager IT BARZFZIE 8years + 500K 640K 800K 450K 600K 750K 80
~
-
Corporate Legal - i35
V£ =]
General Counsel BIESmIE 15 years + M 1.5M 2.2M 80
Legal Counsel &SR 6 years + 250K 300K 450K 200K 300K 400K 80

*Ff BAIENRE (FEERNIEEMET) , EHaMadtim, wEhE, SHRuRART.

*BME. PUfE. RAE

* BRI RRATETIPNERIZE. 80 DRTFIKE, BREEWHNFERMATNHEERF. NTF 80 REBUFRNFHH EATHEE. k2, AT 80 RT2EIER
AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Corporate Finance

CGPGROUP

Unleashing Global Talent

®

CGP Insight

AZFEER {1

DIFFICULT TO HIRE

RPN
DIFFICULT TO COMPETE

CFO
BEWSE

Finance BP
A 53k S5k

FP&A Director
W55 53t S i

IT Audit Manager
IT BHitE18

Notes: Roles with limited qualified candidates while HR and company has less

bargain power during recruitment process.

BRERAIRZFEFHNEEBE, FEFHNREARTRAERETE. HR RAR

AFEEHH.
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Finance Director
2k

Audit Manager
HitEE

Accounting Manager
=it

Finance Manager
W54218

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc
ess.

ERRUBABHEFMHNMES, REARFH. HR RABLATFESHH.



2022 SALARY TRENDS
Corporate Finance - k1453
Annual Package Range fE#
Years of
Position Title BRI B R Experience Min Med Max
MAkEE
Tier 1 Cities —£ i

CFO 10 years + M 1.5M 3M
Finance Director 10 years + 600K 1M 2M
Accounting Manager 5years + 250K 400K 500K
Finance Manager 8 years + 300K 500K 700K
FP&A Manager 8 years + 400K 500K 700K
Finance BP 8years+ 400K 600K 1M
Finance Reporting Manager 5years + 400K 500K 700K
Finance System Manager 5years + 400K 600K 800K
Treasury Director 10 years + 600K 800K 1.5M
Treasury Manager Syears + 250K 350K 500K
Tax Director 10 years + 500K 800K 1.5M
Tax Manager 5years+ 250K 350K 500K
Audit Director 10 years + 800K 1.2M 2M
Audit Manager 5years + 300K 450K 600K
Internal Control Manager Syears + 300K 450K 600K
IT Audit Manager 5years + 400K 500K 600K

*ER BATIHRMRE (FEERNSERMEFR) , KhHRihStE
*B/ME. BifE. KRKE

* BRIET RAAAETIPNERIZE, 80 DRTFHKTE, HHEEUNFRMATHEERT, NTF 80 RRBUFRNFHHLEATHEE. k2, KT 80 RTEEIER

AT, T EXENATHARRE.

, WERE, BHBEAIRART.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80

indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Corporate Finance - k453

CGPGROUP

Unleashing Global Talent

Annual Package Range &
Need
Position Title BRI & #5 Min Med Max Indicator
(0-100)
Tier 2 Cities —£ktHimh HRIER
HEWSE 600K 1.2M 2M 90
W53 B 500K 800K 1.2M 80
=itE 200K 300K 400K 80
554518 250K 400K 600K 70
&SR inEE 300K 450K 600K 80
Iz e e Ve 350K 500K T00K 90
MEiRRER 300K 450K 600K 80
W55 A28 300K 500K 600K 80
RERE 400K 500K T00K 70
REHE 200K 300K 400K 70
BisRk 400K 500K T00K 70
BisEE 200K 300K 400K 70
HitEE 500K 700K M 80
HITEIE 250K 350K 450K 80
PITEEIE 250K 350K 450K 80
IT HitEE 350K 450K 550K 80

23

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.

*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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=511t >
Designh & Property

BT TFT, BrEigitiTlk A7 mindkik

Market size of real estate industry shrinks, real estate design professionals face challenges

2021 SF4EH), “=HRLAL” BUERIA, TR T RIZIFER. BT T AAIATEER, ERERERANFRT, BEAIRAEEN.
MEBREMIGRY, SREETHY, RINPRBETE, HHKsD, EINTIRMRGERZEERE,

Early 2021, the government has promulgated the "Three Red Lines" Policy, and the industry has begun to reshuffle violently.
The real estate industry has implemented the deleveraging policy, and under the environment that the financing channels are
blocked, it is generally faced with financial pressure. With the deepening of the policy impact, many real estate companies'
default overseas ratings have been repeatedly downgraded, and the market has fluctuated, increasing the difficulty of overseas
debt financing.

R T T E R R T UL B T TS

Design function cannot stop the overall downward trend of real estate industry

BT EITFAMBERE, MIHKMEHRESRETE, REET ST SEENBITH FITHNRET, REFERAER.

MTUMBERE, P ST ReZEMTULMERNRm, tEmgt—S g, SZNERMFT ST E SR Ko
RG-S QRAEERREENNAS A BERNRFTENZ BIREFE, SBUTIARSHME, it Tkt &%
(OERML, WEHIKRET mER .

The real estate industry focuses on macro-policy regulation, rather than relying on marketing functions to restore the market,
because real estate advertising is difficult to play a fundamental role in the face of the entire market downward environment.

From the perspective of the industry, the real estate advertising industry is completely affected by the scale of the real estate
industry, and the real estate market shrinks further, corresponding to the expansion of the capital chain of the real estate
advertising industry. Tra/d'gti\orial real estate advertising companies cannot solve the fundamental contradiction between the
low gross profit and the growing cost structure, which leads to the intensification of competition in the industry. As the core
position of real estgte'adyq'ngisin_‘g‘,' trle real estate design industry has been seriously affected.
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Unleashing Global Talent

W= 5igit >
Design & Property

BT TFT, BrEigitiTl A7 minskad

Market size of real estate industry shrinks, real estate design professionals face challenges

BrETLRIRAFY, SHERH—T TR

Further reduction of marketing expenditure in real estate industry

BA 2021 FE#ETIMNEARFRRTIEE, —HH, SNSTEEHINE, EREEE, BEHEHBERIRRNSESHARRBE
BEE, EATM; RN, MREACEENZE, DEA.

Ho, EHEANTRE, XFFHERETHRAM~T STIME, SREFETENHE SIS, b, BARORARNERSRITTL
AN E#H—F T, E—=FL Python BEAESFHALERE (A) ARELKIBEERS Al RERE, WLFIA Al RATEENE
NREHAENEMIZITTF. E_RENNIRITAZMERFAEME, EaRENMIEAS <IRITMEVEREEEEKTER, ®itmeT
WA EIEZEIHk .

The development of the real estate industry in 2021 is conservative. On the one hand, it maintains high-density marketing,
accelerates the recovery of funds, and stabilizes the capital chain and revitalize cash flow by selling projects or seeking equity
cooperation. At the same time, it speeds up the shift to fine management and operation to save the costs.

Among them, the reduction of marketing cost means the further contraction of profit space for the real estate advertising
industry whose profit is declining year by year. In addition, the development of the two core technologies further reduces the
human cost of the design industry. One is that the development of artificial intelligence (Al) led by Python language has deeply
integrated the computational image with Al, and Al technology can be used to complete a large number of basic design work in
a short time. Second, the competition among domestic design content websites is increasing. The improvement of the quality
of online content causes a convergence on designers' professional skills, and industrial value of designers is being challenged.

gt A7 EiRiEE SR E BT WEERE

Transformation or persistence, real estate designers face choices

RIEBFEARERNES, B TUSBERRN— I HERARE, EREEAIHNZAEEEANFEREEREE, —HH, T
HERIEFFEAEEHTINRAN, H5—FHE, B~ TLAERTRESREHRTENESRAG TR, IREREM~T SARES
SEHNEENNR, TERXBEHEKHOAAME, R TULRNEIRFE TR ATk A EIRT LR SR E & FREE,

According to the information released by the government, the real estate industry is bound to rebound at some point in the
future, but whether it can reach the profit rate of the previous golden age remains to be observed. On the one hand, the
recovery of the market requires a lot of efforts on marketing work. On the other hand, the decline in the profit rate of the real
estate industry will lead to a decline in the capital investment in marketing work, which means that real estate advertising
companies have comprehensively entered the era of low gross profit and cannot cope with the growing labor costs, which
means that the prospect of the real estate design industry is not optimistic. Talents in the real estate industry are faced with
two choices: industry transformation or persistence.
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BT TFT, BrEigitiTlk A7 mindkik

Market size of real estate industry shrinks, real estate design professionals face challenges

26

CGP EHIMIFARET: “tFTIMEFTITSRALSFLEERIITE, MTFHEITATTS, JTUNEREERFRIRIITI,
KERIHTU RS HINEN, FEMITIREESHRUNE .

BTl 53Rt R ERENTLEXR, HEHENRXSBENZOHNEN~T SARRERS —MERNEEHE, QR0
ENRZE SR AT RLEELS B ST R R ERRAER M,

WFHFIRITAATS, BRIt~ SWANE SR, RERSWFNFaUE, =gt A4 HZEYFIRUAZONE, UAGREEE
58I B RNIREENZONE, EESRINEEF I FIREAE IR

According to CGP Group Marketing Insight, the neat decline of the real estate industry has also dealt a blow to the surrounding
industries. Real estate design talents can choose industries with more prospects, and rely on the extensiveness of the design
industry itself to obtain more employment opportunities in other industries.

There is a mutually dependent relation between real estate industry and real estate design, and the sales mode of futures
housing makes it difficult for real estate advertising companies, as core suppliers, to obtain a healthy capital chain.
Companies'high-risk operation has a profound negative impact on the employment stability of real estate design talents and
their industrial development.

For real estate design talents, the competition in the field of real estate advertising is increasing, and it is difficult to obtain
equal labor income. Real estate design talents should reconsider the core value of the position, take the function of visual
communication and creative inspiration as the core value, and seek potential positions in more extension industries.
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Design & Property
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Unleashing Global Talent

®

CGP Insight

AZFFER 1L

DIFFICULT TO HIRE

PR
DIFFICULT TO COMPETE

Logistics Leasing
YRR

Retail Leasing
BB

Asset Management
#FEIE

CRM
2REERSA

Mall Operations
A IEERR (L

Notes: Roles with limited qualified candidates while HR and company has less

bargain power during recruitment process.

BRERURZHEFANNEE, FEFHNREATRAEETE. HRRAR

AFEHEHH.
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Cost Manager
RASE

Design Management
RItEE

Office Leasing
DIYN T

Project Management
Y= h =gt

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc

ess.
ERRUEABHERANNESE, BEARSFHN. HR RABDXRTFESTH.



2022 SALARY TRENDS

Commercial & Industrial Property - &)k Bz 7=k ith 7=

Years of Annual Package Range N'eed
Position Title BR{ii &#F Experience (RMB) 5 Indicator
Mk SR (0-100)
Min Med Max FRIE
Retail Leasing Director BIEE LS 12 years + 700K 860K Y 90
Retail Leasing Sr. Manager BUEESREE 8 years + 500K 600K 700K 90
Retail Leasing Manager AR 6 years + 300K 460K 500K 90
Office Leasing Director UIYN ISR 12 years + 700K 880K M 80
Office Leasing Sr. Manager DRIBEHREE 10 years + 500K 600K 700K 80
Office Leasing Manager DRIBEHEE 6 years + 300K 400K 500K 80
Industrial Leasing Director FliEEmRE 12 years + 800K 910K Y 93
Industrial Leasing Sr. Manager iR RREE 8 years + 500K 540K 600K 93
Industrial Leasing Manager FAEE R 6 years + 300K 400K 500K 90
Consulting Director BigEE 15 years + 600K 800K M 80
Consulting Manager BigEiE 8 years + 300K 440K 600K 80
Operation Director BERE 12 years + 600K 800K Y 90
Operation Manager BEEE 6 years + 300K 360K 400K 90
Mall General Manager BnREE 15years + M 1.4M 2M 88
Property Director Ml B s 15 years + 700K 950K 1.2M 92
Property Senior Manager YWk EREIE 10 years + 500K 650K 700K 92
Property Manager b £z38 8 years + 300K 400K 500K 92
Marketing Director HiHEE 15years + 600K 900K 1.5M 85
Marketing Senior Manager mIEREE 10 years + 500K 600K 700K 82
Marketing Manager hipEE 6 years + 400K 440K 500K 82

*Ef BAIENRE (FEERNRERMBFN) , EHRALNMET, NEFE, KHRURART.

*B/ME. BifE. KRKE

* BRIET RAAAETIPNERIZE, 80 DRTFHKTE, HHEEUNFRMATHEERT, NTF 80 RRBUFRNFHHLEATHEE. k2, KT 80 RTEEIER

AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.
* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80

indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Unleashing Global Talent

Project Management - N H &1%

Years of Annual Package Range &% Need
Position Title BR{i &5 Experience Indicator
Mk $R (0-100)
Min Med Max FRIEK
Project Head mMEfARA 18 years + 1.2M 2M 3M 85
Project Director e & 15 years + 800K M 1.5M 85
Project Manager e &8 8 years + 500K 570K 650K 85
MEP Director MR 15 years + 800K 1.2M 1.5M 85
MEP Senior Manager HERREE 10 years + 600K 700K 800K 85
MEP Manager MR 8 years + 500K 560K 600K 85
Cost Director AR 12 years + 700K 1.1M 1.5M 85
Cost Manager AR 8 years + 400K 500K 600K 85
BIM Manager BIM &1 5years + 500K 570K 650K 80
Structural Director S 15 years + 700K 840K M 80
Structural Senior Manager ZEHEREE 10 years + 600K 675K 750K 80
Structural Manager HEIE 8 years + 500K 540K 600K 80
EHS Director EHS 25 15years + 800K M 1.2M 80
EHS Manager EHS 38 8 years + 520K 580K 650K 80
Scheduling Manager pipEzstd 8 years + 400K 520K 600K 80
Residential Property - {¥5E3th=
Residential Salas VP EEF-HERS®K  15years+ 2M 2.4M 3M 85
Residential Salas Director EEMHELS S 10 years + M 1.4M 2M 85
Residential Salas Manager EEM = HEZE 7 years + 400K 480K 600K 90
Marketing Director EHEE 12 years + 800K 900K Y 80
Marketing Senior Manager EHRREE 8 years + 500K 540K 600K 82
Marketing Manager EHERIE 5years + 200K 300K 400K 82
City GM HHEEE 15 years + 2M+ 90

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Investment & Asset Management - I8 5 KA E

Years of Annual Package Range N'eed
Position Title BR{ii & #R Experience (RMB) &4 Indicator

PN %:2 ¢ (0-100)

Min Med Max FRIEH

Chief Investment Officer HERAE 15 years + 2M 4M 6M 85
Investment Director KERK 10 years + 700K 1.4M 2M 85
Investment Manager R 5years + 300K 500K 700K 85
Investment Analyst gt 3years + 150K 320K 500K 90
Asset Management Director REEELAN 15years + 800K 1.6M 2.5M 90
Asset Management Senior Manager E=EIESREZIE 10 years + 600K 700K 800K 90
Asset Management Manager RFEEEEE 6 years + 500K 550K 600K 90
Valuation Director EEAK 15 years + 600K 700K 800K 82
Valuation Manager HEEE 6 years + 300K 440K 600K 82

*ER BATHRMRE (FEERNSERMEF) , ETHRGMAYMES, WEFE, BHEIRART.

*B/ME. BifE. KRKE

* BRIET RAAAETIPNERIZE, 80 DRTFHKTE, HHEEUNFRMATHEERT, NTF 80 RRBUFRNFHHLEATHEE. k2, KT 80 RTEEIER
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Design Management - i&it &8

CGPGROUP

Unleashing Global Talent

Years of Annual Package Range N.eed
Position Title BR{ii &#F Experience (RMB) & Indicator

Mk $R (0-100)

Min Med Max FRIEH

Design Head witHRA 15 years + M 2.5M 4M 80
Archi Design Director BHIgITRE 15 years + 800K 1.5M 2M 85
Archi Design Senior Manager BRIt eAEE 12 years + 600K 700K 800K 90
Archi Design Manager BHIgIHEE 8 years + 500K 600K 700K 90
Urban Planning Director AR S 15 years + 800K 1.4M 2M 80
Urban Planning Senior Manager WM S REE 10 years + 500K 600K 700K 80
Urban Planning Manager Rk £ IE 6 years + 400K 450K 500K 80
Landscape Design Director Mgt 2 15 years + 700K 950K 1.2M 80
Landscape Design Senior Manager  SWi&HEHKEE 10 years + 500K 550K 600K 80
Landscape Design Manager MR 6 years + 300K 400K 500K 80
Interior Design Director EREITEE 15 years + 700K 800K 900K 82
Interior Design Senior Manager ERNRITEAEE 10 years + 400K 500K 600K 86
Interior Design Manager ERIGITHEE 6 years + 200K 300K 400K 86

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.

*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80

indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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F R o
Digital Transformation

ST mInHFHEE SEAZ HEERA

Digital transformation happens, data process talents are competitive

WS, HFURUEERHLHRFTUARNOXE, HREEHLTERKFLHE, DINESLEFHHE, RIRFRAPOZRFHE
ENEE—Y, X—IRBEBREALSCUHMEE, RNMELRAMES, THNE/M. WR. NEFSMIUIHNRS AR, MMmRA
EFRREE.

Today, digital transformation has become the key to global industrial upgrading, and countries around the world have released
national digital strategies to accelerate the process of industrial digitization. The establishment of a digital hub is an important
step in digital transformation, which gathers talents and innovation initiatives, accelerates local ecological development, and
realizes the simultaneous upgrade of multiple industries such as finance, logistics and manufacturing, thereby enhancing
international competitiveness.

SEF AL HEIATIE ERRRE LA R

Digital Transformation Is the Key to Global Economic Recovery

7£2021 &, HFUELHRDT SWANCH, RANAREHEAXERETFNRS. MERFUREUBERASHNERLE, TE
REBEHE. TERERRCHTERRERBERCEEMRN T ELRFURBNER.

BRETW, BFURERAT ERITIRERSEFHNERERE. ATERSYISZIRERES RN TR B SIS IS8R,
MURE T EUHE, T ERERSHLN; METFSIHENSFURBERSEIRERLSHENELSHER,

In 2021, digital transformation has promoted innovation in many fields, and technological upgrades have helped all mankind
enjoy more equal services. With the chain structure extension and development of digital transformation, the mobilization of
work scenarios, cloudification of work data and low-code encapsulation of work processes have become the mainstream of
enterprise digital applications..

P e

Affected by the epidemic,.digtifal&tfansformation has become a path for traditional industries to quickly resume production.
Artificial intelligence anﬂ'iﬁ’aghine\l\earning are increasingly embedded in multiple business functions in key business areas,
which not only improves the efﬁqiency of enterprises, but also realizes the innovation of products and services; and the digital

model based,onﬂeud computing is-helping enterprises meet the changes and needs in business scenarios.
I N _
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;FEEE o
Digital Transformation

2T mInHFLEE SEAZ HIERA

Digital transformation happens, data process talents are competitive

HFLREHEMR £IR L EIRR D

Digital Transformation Accelerating of all Global Industries

T 2022 £, KFEUHFUHIBRE—SRE, ERFAUREIREP, WTEHEBHRAURATSHRELVEEXTNSR, MBEEK
BRATLHNERFURENERTR, SHNBFURAEBSERSE LA THME, MBHNESXEM, MMmiRsEksLiE
5/ REMRNSRYE, KHUMNHERAK.

UFUHENS— P ARENREF L mRilRSEFUEERAFEEMERIVSHENERSRE. AEFLFMAEERNTIR, tIEE
SEL, ILEVERERHEAE, SRESRBUNE, BFtMEAHRSHEEAE, BATHRERLMERXEINSR,

It is predicted that the process of global industrial digitalization will be further deepened in 2022. In the process of digital
transformation, the optimization of supply chain has become the primary concern of most enterprises, and e-commerce will
become an important means of digital transformation of enterprise supply chain. Advanced digital technology can highly
integrate the online and offline supply chain, connect the supply chain and payment, so as to improve the operation efficiency
of enterprise business terminals and product structure, and maximize profits.

Another hot topic of digital transformation is private domain development. The digitalization of products and services
has increasingly become the main direction for manufacturing enterprises to expand their business value. Private domain
development uses Internet tools to create an ecosystem, allowing enterprises to face consumers directly and excavating the
value of membership attributes to better reach and serve consumers, which has become the focus of all enterprises.

EXAF RO AZABALXRRBEKXRE

Talent redevelopment is the key to relieve talent shortage

EHRFURIRETR, BE. SRFTUNSIGUHMILRAR; MEELABFEERRARLSERBEEENR, 56, ZitESYE
MERAEEBEERE. BT, RRXLETIIEFERBRFURETABIATL,

In the wave of digital transformation, the leading position of e-commerce, finance and other industries is relatively obvious,
while the manufacturing industry needs to complete the iteration of modernization and connectivity, in which the technological
upgrade of 5G, cloud computing and the Internet of Things is imminent. These industries obviously need a large number of
talents in the field of digital transformation.
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F R o
Digital Transformation

ST mInHFHEE SEAZ HEERA

Digital transformation happens, data process talents are competitive

EREUHFUREIETNXBER, BFUAARTFEUVEREEEEXEENZMN, MBEREFUREATNROEENELHEKX
Phide IIRBFHFRENT K, FELWBREENTLERZ, RUENRE, TMUENIANENKRENNA, ME—ZHYNESFHNEE,
W F il aE S AT S E 20t

CGP £HMIZARET: “UFURETUNEBEAMNKRALEE, MREMS, AL —MRUEIFREAANED. HFAABROLM
HEEZ9E. S¥RNME5HA, BUENIIMFRATEENRN, NEE880FER, FREVABETISEARE, RANER
THMFHEEN, RTFEUEBREFHEE; MNAZTNS, AFRFURESANKERAKEAREATTINRSEN” .

As a key element in the process of enterprise digital transformation, digital talents have a crucial impact on enterprise
transformation, and solving the shortage of digital transformation talents is huge challenge for enterprises. Accelerating
the pace of digital transformation requires companies to break through the inherent barriers of thinking. The foundation of
transformation is not only the application of new tools or new skills, but a transformation of itself, both to companies and
individuals.

CGP Group Marketing Insight shows that digital transformation is not just a one-way technical transformation, but
fundamentally a special project for innovative talents in the enterprises. The core value of digital talents is the integration and
application of multiple fields and disciplines. While recruiting talents externally, enterprises should develop internal training
and promotion channels based on their own conditions, improve the digital capabilities of existing employees to start digital
transformation prior to the enterprise; and for talents, those who have skills dealing with digital transformation will greatly
enhance the competitiveness in the talent market.
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Digital Transformation

AZFEER {1 RF IR

DIFFICULT TO HIRE DIFFICULT TO COMPETE

Algorithm Engineer Java Engineer
BiATiRIm Java FFR T2
Solution Architect QA Engineer
fRIR T3 SRR T it TA2YH
Engineering Manager .NET Engineer
A2 .Net 7% T12/fi
Engineering Lead Project Manager
MEEXE I H &8
[ o 6 06 O

Notes: Roles with limited qualified candidates while HR and company has less Notes: Roles with poured qualified candidates while many candidates compete
bargain power during recruitment process. for one job. HR and company has more bargain power during recruitment proc
BERUIRZAESFHHNES, FERHNREATRAEETE. HR RAF ess.

AFEEHH. BRRUBRENEFHNEEE, BEARSHIL. HR RARAFESHH.

35



2022 SALARY TRENDS
Digital Transformation - ¥{=F L%
Annual Package Range fE#
Years of
Position Title BRI B R Experience Min Med Max
Mk 5
Tier 1 Cities —£ i

Python Engineer 3-10 years 200K 350K 500K+
Java Engineer 3-10 years 200K 350K 500K+
.Net Engineer 3-10 years 150K 300K 400K+
C++/C Engineer 3-10 years 200K 350K 500K+
PHP Engineer 3-10 years 200K 350K 500K+
iOS Engineer 3-10 years 250K 400K 510K+
Android Engineer 3-10 years 250K 400K 520K+
Architect 8-15years 350K 500K 700K+
QA Engineer 3-10 years 150K 250K 320K+
QE Engineer 3-10 years 180K 320K 450K+
Engineering Lead 8-15years 350K 450K 600K+
Engineering Manager 10-20 years 450K 600K 700K+
Algorithm Engineer 1-10 years 250K 400K 1M+
Algorithm Lead 6-10 years 500K 800K 1.2M+

*ER BATHRMRE (FEERNSERMEF) , ETHRGMAYMES, WEFE, BHEIRART.

*B/ME. BifE. KRKE

* BRIET RAAAETIPNERIZE, 80 DRTFHKTE, HHEEUNFRMATHEERT, NTF 80 RRBUFRNFHHLEATHEE. k2, KT 80 RTEEIER
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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CGPGROUP

Unleashing Global Talent

Annual Package Range E§r
Need
Position Title BRI Z#R Min Med Max Indicator
(0-100)
Tier 2 Cities —£ktHimh HRER
Python FF & T12/ 140K 250K 350K 80
Java FE T2 140K 250K 350K 100
.Net F & T2 100K 150K 250K 60
C++/C AR TIEIM 140K 250K 350K 60
PHP F& TH2M 140K 250K 350K 60
i0S AL T2 150K 300K 400K 80
Android F& T12M 150K 300K 400K 80
LRt 250K 350K 500K 70
MR TR 100K 150K 230K 80
MIRFF & TF2IH 120K 220K 300K 60
MEAEE 250K 320K 400K 70
HEREE 300K 450K 500K 70
HETiEm 200K 300K 500K+ 100
HEXTE 350K 500K T00K+ 80
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*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.

*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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CGP Insight
Emerging Technologies & The Internet

BEM{TIM—RIEKES, AT TMERELE

Individual value magnifies in the Internet industry

EEMASKREFLROIRED, FETTHEFET, HRAMNENRELIEMENTIL. EERT Z+ZSEFNAMNAG, BEHRMNR
EFERLER, MERKNOEE, HAEEIRNMEURSKEERNNTEEF REMHITR, MnE ERMRERKEIER,

— P EIRNEREITES — P RANIEE, ERERTZR, BRESHAMEE, ~REURASTEARMAER, MIPSRKEHRAT
AEAR, RAMANRAE

In the process of global economic development, the Internet has created numerous economic legends, and is also known as the
most wealth-creating industry. After enjoying the dividend period of more than 20 years, the Internet feast is coming to an end.
The exhaustion of traffic growth, the change of consumer habits and the global antitrust actions on platform economy indicate
the end of the era of rapid expansion of the Internet.

The end of an era also indicates the rise of another. In the Internet market, more and more brand-based, product-based and
content-based companies have become the mainstream. They will replace the Internet platform companies and become the
unicorn of the new era.

EEXR{TALIE MR AR IER S

Emerging technologies accelerates integration

2021 FREEMITI, W KUIbRHN “HENBPE NEE, RLEKRZHERZMW, BRNNKNEBRRBET™E, —EEELEM
THiH LBEEENES, SBERMELHARHE, XERER.

BELN™E, 17 ‘“AFRS # “GRHEE gATLRANERE. AEERTEZEATES, FELRATIMA; EEERFS
ZEFEHE “ERRE , BEATEREBTAHZER. FRERNEWEENHENTLIZELNREN, EBIKReMNERREZ,
BESHMMEABIEERS AT ERMT L,

The Internet industry in/2,f02{ is \/i\/\idly compared to a dancer who dances with shackles. Under the influence of the global
antitrust background, the dom‘els\tic régul_atqry policy tends to be strict, which to some extent affects the capital of risk aversion
in the market, ref}llt'ing inthe obst“m\ction._of financing and limited development of Internet enterprises.

Strlct pohcy/e6ntrol
tween |platforms nd shafl not abuse market position, while the latter requwes that' |nformat|on partltlon

e tra&lltlonal In (\et enterprlses are urgently seeking new ways of realization, and more emerging
o the f ternet indust :
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Unleashing Global Talent

A S BB e

Emerging Technologies & The Internet

BEM{TIM—RIEKES, A TMERELE

Individual value magnifies in the Internet industry

BRGNS R T RS RR, AT ETG LERHR, SAEVSTAFARMBERARFERSN, EERLN~R,
EMHBEAAHMAR. MELXRNEEERT, SR EWRFRNELERERILRZIBR M,

The pace of technological innovation promotes the diversified development of the Internet industry. In order to gain a
foothold in the market, major enterprises must make use of emerging technologies to maintain competitiveness and create
differentiated products, which will have a positive and profound impact on enterprises' future success with the rapid and
integrated development of emerging technologies.

HEEST EEMTLERMESR

Government supervision brings Internet industry to a new stage

RSN EERET, FOHE 2022 F, BEEMTURERHN “BEE" B, BEHNTEEFNLKRZHBIERZ D FIALHE, F
NERPIBRFTESHN S, RXEDEthEe~ I iEhREERNXRE, BASTE. AWE. YBR, AHriEae.

EEt, EEEENA, AMMNTRALLEFELTUAREEENARLTERE, HOMSRaFHEOES. TFHNERZ 30 BEERN,
HAuEREIB VR, AR LUK Al BiEF—RFIRA, BETEMEBKMEFNAR, IREITIES, MRESHEIBRERT RXRTFEE
K SESHEE,

REHEEMITIL, SE5HEABTRENRBHE, METEREERNNIRHAES, ESRENTHENERMARIEERSH.
BT AR I‘.%J&E_Tﬂﬂﬁéé B+ZENRE, ERNAR—RIESEERHNALRKEFSHELRNEENE,

As the strict control continues, it is expected that in 2022, the Internet industry will officially enter the era of "strong
supervision". With the gradual implementation of the global antitrust policy for the platform economy, small and medium-
sized enterprises will have more opportunities. At the same time, these enterprises are also the key areas of the collaborative
transformation of the whole industrial chain, emphasizing cloud computing, big data and the Internet of Things to empower
the industry.

Meanwhile, in the post-epidemic era, people realize that virtual life can replace real life in some ways, which gives birth to the
concept of the meta universe. The essence of meta universe is the 3D Internet, which is based on a series of technologies related
to VR, AR and Al algorithms that are the keys to the virtual Internet world. In line with the trend of the industry, more and more
enterprises have proposed the intention of developing business related with the meta universe concept.

In the future, the Internet industry will be more quickly and thoroughly integrated with emerging technologies. As the carnival
of the platform Internet comes to an end, more Internet companies advocating content experience will go to the foreground.
The nature of the Internet industry determines that even after more than 20 years of development, it will still be a strong power
supporting the global economic and social development of countless times in the future.
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CGP Insight
Emerging Technologies & The Internet

BEM{TIM—RIEKES, AT TMERELE

Individual value magnifies in the Internet industry

AZNMEMEIEE PEiEA 7 RER

Internet and technology industry facing shortage of high-level talents
ERERRMTIRINZEZINRSS, ERELEAAFERAERTENRN, BENEFEMIMENEZHE,

CGP £HEMHRARET: “EEMTUMNREEEIESSEE, MitE 2022 F, TEARLEAMATRBHNRKSE—SME, 53
EP"‘“‘)\?B‘J%Z‘ZH_’.ABD*O ATREESNSERTERBIUBRNENTVARME LR, ThHSEVE—BNRBES, sBLATR
sEFNNS. 7

BEITEMAER AL, BEEMEIVEBTEBEMINE, RARMSEARPMNENRBSARNERARBLE. MYAZ R,
SR BB —BEFREITL, BEEMNTFLIBENENEK,

Although the epidemic has limited impact on the Internet industry, enterprises tend to control investment in talent and pay
more attention to the excavation of individual value.

According to the CGP Group Marketing Insight, the flexibility of the Internet industry is reflected in all aspects. The industry
is expected to have more intense enterprise restructuring and talent flow in 2022, and the demand for middle and high-end
talents will also increase. Talents will have more opportunities to cultivate and develop professional skills and capabilities in
areas where self-value can be realized. Having the development ideas that align with the enterprise will grant talents better
career opportunities.

By building an enabling organization, Internet enterprises can constantly unleash individual value, and match the development
of individual capabilities with the organization's development direction to the greatest extent. From the perspective of talents,
being in an open-minded industry such as the Internet is conducive to the realization and increase of one's self-value.
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Unleashing Global Talent

HMES AR S HEER o

Emerging Technologies & The Internet

AZFEER {1

DIFFICULT TO HIRE

RPN
DIFFICULT TO COMPETE

Product Head
HREERTREE

Autonomous Driving Algorithm Expert
BREBREELTR

Cloud Architect
R0l

APP Product Director
APP = i 5 i

LBS Product Expert
HWE~mER

Notes: Roles with limited qualified candidates while HR and company has less

bargain power during recruitment process.

BRERAIRZFEFHNEEBE, FEFHNREARTRAERETE. HR RAR

AFEEHH.
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BD/Sales Director
B/ HERKE

Marketing Director
iR

CPSP Director
XSRS

Operation Director
BERE

Aftersales Expert
EER%

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc
ess.

ERRUBABHEFMHNMES, REARFH. HR RABLATFESHH.
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Al - ATERE

Annual Package Range (RMB) &%

Years of N.eed
Position Title BR{i &R Experience Min Med Max Min Med Max Indicator
e (0-100)
BRigH
Tier 1 Cities —£&18H Tier 2 Cities —£&imh
Al Chief Scientist Al BRERIFR 15years + 1.5M 2.2M 2.8M M 1.6M 2.1M 90
Deep Learning Expert REFIEX 8 years + 650K 900K 1.2M 500K 750K M 90
Deep Learning Senior Engineer REFIBRITEM 5years + 450K 600K 700K 400K 500K 600K 95
Deep Learning Engineer REFSTREM 3years + 300K 375K 450K 250K 320K 400K 85
Computer Vision Expert HENARER 8years + 650K 800K M 550K 750K M 90
Computer Vision Senior Engineer HENMERRITEM 5years + 450K 530K 650K 400K 475K 550K 95
Computer Vision Engineer HEAARE TR 3years + 350K 420K 500K 250K 360K 450K 80
NLP Expert BABSLEER 8 years + 700K 900K 1.2M 600K 800K M 90
NLP Senior Engineer BRAESRESRIEM 5years + 450K 520K 600K 400K 470K 550K 95
NLP Engineer BAEERIETREM 2years + 350K 420K 500K 250K 320K 400K 85
Machine Learning Expert HBEIER 8 years + 800K M 1.2M 650K 820K M 90
Machine Learning Senior Engineer HBFIBEIIEM 5years + 500K 650K 800K 450K 560K 650K 95
Machine Learning Engineer HEEF S TIEIF 3years+ 300K 420K 550K 250K 330K 450K 85
Speech Recognition Expert BEEEER 8years + 700K M 1.2M 650K 900K 1.1M 95
Speech Recognition Senior Engineer BERERRTIEM 5years + 500K 630K 750K 450K 550K 650K 95
Speech Recognition Engineer EEEETREM 2years + 350K 400K 550K 300K 360K 450K 90
Data Algorithm Expert BIREZEER 8 years + 700K 900K 1.1M 600K 800K M 90
Data Algorithm Senior Engineer BIEEERRTEM 6 years + 450K 550K 700K 400K 500K 600K 85
Data Algorithm Engineer BIREETIEM 3years + 300K 400K 500K 250K 320K 400K 80
Al Open Source Expert Al FREFEARER Tyears + M 1.7M 2.5M 800K 1.2M 1.5M 90
Al Product Director Al =R 8years + 800K M 1.2M 650K 820K M 85
Al Product Senior Manager Al = REREE 5years + 500K 640K 800K 400K 530K 650K 90
Al Product Manager Al 7= 38 3years+ 300K 400K 500K 250K 325K 400K 80

*Ef BRIENRE (FEERNREAMBFN) , SHRUALNMET, NEFE, KHEURART.

*B/ME. HifE. KRKE

* BRIET. REAAETIPNERIZE, 80 DRTFHKTE, HREUNFIRMATHEERT. NF 80 RREUFRNFHHEATHEE, k2, KF 80 RTEBEIER

AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum
* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Intelligent Driving - £

ap Ao
Be=

I

CGPGROUP

Unleashing Global Talent

Annual Package Range (RMB) &#r
Need
Years of Indicator
Position Title BRI &R Experience Min Med | Max Min Med | Max
Mk EE# (0-100)
] K FRIEH
Tier 1 Cities —#&3im | Tier 2 Cities Z&&kiim
Intelligent Driving Chief Scientist BREEBFERERFR 12 years + 1.5M 2.2M 3M 800K 1.1M 1.5M 80
ADAS Technical Director ADAS AR 12 years + 800K 1.2M 1.5M 500K 750K M 80
System Control Expert EHRAER 6 years + 400K 510K 600K 350K 420K 500K 85
Algorithm Expert HEER 7years+ 600K 700K 800K 500K 580K 650K 80
Cloud Computing Engineer =ItETIEM 5years + 600K 700K 800K 450K 500K 600K 85
Information Security Engineer FERRETIREM 5years + 500K 600K 700K 350K 400K 500K 80
Function Security EERS 5years + 400K 520K 700K 350K 450K 550K 85
Sensor Fusion Algorithms ERBUEHZE 7years+ 500K 700K 900K 400K 520K 650K 80
Positioning Algorithm EMEE 5years + 450K 570K 700K 350K 460K 600K 80
Path Planning Algorithm BREMREE 5years + 450K 575K 700K 350K 450K 600K 85
HD Map Engineer EEEFR 5years + 450K 520K 650K 400K 500K 600K 85
Millimeter Wave Radar Algorithm ERREAREE 6 years + 450K 550K 650K 400K 500K 600K 80

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.

*

*

RAME. PlifE. KAE

FRIET: RTATETGHHERIEE, 80 FRTTHYKTE, URRBEUNFRMALTHNKERT, )T 80 RREUFBRNFHHEATNEE, k2, AF 80 KRR IER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.
* Min.: Minimum, Med.: Medium, Max.: Maximum
* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80

indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Annual Package Range (RMB) &%
Years of N.eed
Position Title B4 ¥R Experience Min | Med | Max Min | Med | Max |Mdicator
M2 (0-100)
BREHR
Tier 1 Cities —#&30™ | Tier 2 Cities —£kifis
Product VP/Director P VP B 10 years + 1.8M 3M 5M M 1.5M 2M 90
Product Manager FREE 8years + 500K 800K M 400K 450K 700K 95
Technical Director RASE 10 years + 1.5M 1.8M 2M 700K 1.1M 1.5M 80
Platform Development Architect EaFREMM 8 years + 800K 1.1M 1.5M 500K 750K M 85
WiFi/Bluetooth Technology Expert WiFi/ EFREARER 8years+ 450K 520K 600K 300K 400K 500K 90
Software Development Engineer REFF R TI2IH 5years + 300K 420K 550K 200K 300K 400K 95
Industry Solutions Architect 1T AR TS SRR T 8years + 500K 900K 1.2M 350K 520K 700K 80
Project Director A SE 10 years + 500K 650K 800K 450K 520K 600K 85
Project Manager BR&ZE 5 years + 300K 400K 500K 200K 300K 400K 90
coo BRIEER 10 years + 1.5M 2M 2.5M 700K 850K M 85
Operation Director BELE 8 years + 800K 900K M 600K 700K 800K 90
Operation Manager izESE 5years + 500K 600K 800K 300K 400K 500K 80
UX/UI Designer REIGIHE 5years + 400K 600K 800K 200K 400K 600K 90
Visual Designer MWHEIGIHIT 5years + 400K 600K 800K 200K 400K 600K 90
BD Director WSEREE 10 years + 600K 820K 1M 400K 500K 600K 80
Sales Manager HEZE 5years + 400K 500K 600K 200K 300K 400K 85
Data Platform Architect BIRTA%RMIm 8years + 700K 1.1M 1.5M 500K 780K M 95
Data Warehouse Architect BIECERM 8years + 600K 1.1M 1.5M 500K 750K M 90
Data Analyst BRI 8 years + 500K 900K 1.2M 300K 550K 800K 95

AT, T EXENATHARRE.

*EH BAIRMRE (FEERNSERMEF) , ETHRGMAYMES, WEFE, BHRIRART.
*B/ME. HifE. KRKE
*BRIR: REATETGFNERIEE. 80 DRTTIIKT, BHEEVHFERMAANBERT, NTF 80 REEUBRNFHH EATHNEE, k2, XTF 80 RTBEIER

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.
* Min.: Minimum, Med.: Medium, Max.: Maximum
* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80

indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Unleashing Global Talent

ICT Chip Manufacturing - ICT &/ #li&

Annual Package Range (RMB) &%
vears of . . In:iec:or
Position Title BR{ii & &R E);E;kr:;;e Min Med | Max Min Med | Max (0-100)
RIS
Tier 1 Cities —£&18H Tier 2 Cities —£&iHH
BU General Manager F AR REZE 10 years + M 1.5M 2M 900K 1.3M 1.8M 86
R&D Director 53V 12 years + 900K M 12M 500K 700K 900K 90
R&D Manager [Zig =gt 8years + 500K 750K M 300K 500K 700K 20
Chief Scientist HREARBEX 8 years + 800K 1.4M 2M 600K 950K 1.3M 88
IC Desgin Expert ICIRITER (BF /2R )  gyears+ 1.1M 1.3M 1.5M M 1.3M 1.5M 90
IC Process Development Expert ICTIZHEER 8years + 500K M 1.5M 400K 800K 1.2M 85
FPGA Expert FPGA &% 8 years + 1.1M 1.3M 1.5M 900K 1.1M 1.3M 84
SOC Architect SOC ZRHgm 8 years + 1.3M 860K 12M 1.3M 1.5M 1.8M 20
SI/PI Expert SI/PI &BR 8years + 400K 650K 900K 300K 530K 800K 84
IC Verification Expert ICBIEEXR 8years + 1.1M 1.3M 1.5M 1.1M 1.3M 1.5M 86
PD Design Expert PD &It ER 8years + 400K 600K 800K 250K 375K 500K 86
Hardware Design Manager BEHIgiTEE 10 years + 500K 650K 800K 400K 500K 600K 90
Hardware Engineer T2 3years + 250K 375K 500K 200K 275K 350K 80
Software Design Manager REFIGITHEE 8years + 500K 660K 800K 400K 500K 600K 90
Software Engineer RETET 3years + 250K 375K 500K 200K 275K 350K 80
Product Director / Manager B [ £18 5years + 500K 750K M 400K 500K 600K 90
Project Director / Manager =Pt k=St 5years + 350K 500K 700K 250K 375K 500K 90
Production Director EFERE 12 years + 800K M 1.2M 600K T40K 900K 90
Production Manager 4 8years + 600K 750K 900K 400K 500K 600K 90
Quality Director RERE 12 years + 550K 770K M 450K 660K 900K 85
Quality Manager mEEE 8 years + 400K 570K 750K 350K 470K 600K 20
Sales Manager HESE 10 years + 600K 800K M 400K 550K 700K 80
Regional Sales Manager XIgHELZIE 5years + 300K 450K 600K 250K 375K 500K 85
Overseas Sales Manager BIMEERE 5years + 400K 550K 700K 250K 370K 500K 90
Supply Chain Director RS 10 years + 700K M 1.3M 450K 570K 700K 82
Supply Chain Planning Manager R EITRIZE 8years + 400K 500K 600K 200K 320K 450K 84
Supply Chain Development Manager ~ #RZ§8FF 24212 8 years + 300K 500K 700K 200K 320K 450K 84
Planning Manager Ll plEes ] 8years + 400K 500K 600K 200K 325K 450K 84
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System & IT Supporting - &4 & IT X%

vears of Annual Package Range Need
Position Title BR{i1 % Experience (RMB) 3 Indicator
Mkt (0-100)
Min Med Max FRIEH
CTO HERAE 12 years+ 2M+ 82
IT Director IT 245 10 years + M 1.5M 2M 84
IT Manager IT 218 5years + 500K 650K 800K 84
Infrastructure / Engineering Manager ~ ERZEMEZIE 8 years + 360K 500K 700K 82
IT Service / Helpdesk Manager IT R EEE 8 years + 300K 500K 700K 80
Infrastructure Team Lead EitiZetE K 5years + 250K 375K 500K 82
Network / Server Engineer P4 TH2Im 2 years + 200K 350K 500K 80
Application Manager wzepzsEd] 8 years + 450K 575K 700K 82
System Analyst REDNR 3years + 250K 420K 600K 84
CIso HEGRELLE 10 years + 1.2M+ 85
Cyber Security Manager EERLEE 8 years + 600K 900K 1.2M 83
SAP(ERP) Director SAP 25 8 years + M 1.4M 1.8M 85
SAP(ERP) Project Manager SAP INH &8 5years + 400K 600K 800K 82
SAP(ERP) Consultant / Business Analyst  SAP [Eija] 5347 )M 2 years + 300K 430K 600K 82

*ER BATHRMRE (FEERNSERMEF) , ETHRGMAYMES, WEFE, BHEIRART.

*B/ME. BifE. KRKE

* BRIET RAAAETIPNERIZE, 80 DRTFHKTE, HHEEUNFRMATHEERT, NTF 80 RRBUFRNFHHLEATHEE. k2, KT 80 RTEEIER
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Developer & Architect - Z2¥9FF &

CGPGROUP

Unleashing Global Talent

Vears of Annual Package Range fF#r N'eed
Position Title BR{ii & R Experience Indicator
MilbsE2 (0-100)
Min Med Max FRIEH
Head of Architect B SR 10 years + M 1.5M 2M 90
Solution / Application / Mobile Architect SRS / IBEhZEMIT 8 years + 600K 900K 1.2M 88
Cloud Architect pavi ol 5years + 400K 700K M 90
IT Programme Manager IT FREZEE 10 years + M 1.2M 1.5M 86
IT Project / Product Manager ITIE | =REE 8 years + 400K 700K 1M 85
IT Business Analyst IT &5 2 years + 300K 510K 700K 86
Annual Package Range &% Need
T " Years of Indicator
Position Title BRI Z R Experience
MALEER (0-100)
Min Med Max FREH
Data Scientist BIERFER 5years + 500K M 1.5M 91
Data Architect ARG T 5years + 400K 700K M 92
Bl Architect Al 53 A ZRAE U 5years + 400K 700K M 90
Aglorithm (Research) - Ph.D BETRIT GREHR) 2 years + 400K 820K 1.2M 94
Aglorithm (Development)- Ph.D  BATIIEM (FF&) 2 years + 400K M 1.5M 94
UX/UI Director REFITEE 10 years + 700K M 1.2M 88
UX/Ul Manager REIGITHEE 5years + 400K 600K 800K 88

47

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.
*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80

indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Energy

BERITU2mER, “G8AZ" HITLAFEHRSR

Competition for green energy professional talents

EEA 2021 F, ERERNANSKREFEFEERS. LXF, Rhmy LYK, SHETFHHTREFURBLLORNBIARN, FEF
IEEN. H#NTHE, HERSERS xﬂlvﬁl&'FBDEU, BINEBKEEREENE, ANBEEDRE. FHEE, BMELEREN,
FEMNMERAESFNS. DR2F, EEREREAERFZENERR, HERNMHARINEIFEFEAE,

The global economic recovery in the post-epidemic era continued throughout 2021. The crude oil market rose in the first half
of the year as destocking accelerated thanks to the recovery in demand and the better-than-expected performance of supply
constraints. In the second half of the year, the intensification of the COVID-19 epidemic led by the Delta Mutation and the Fed
's reduction of the scale of bond purchase made the oil price fell back. In the fourth quarter of the year, the energy crisis broke
out in Europe, and the price of crude oil reached the highest level in the past few years. Looking back at the whole year, in the
transformation stage of global traditional fossil energy, the bottleneck of new energy supply is pretty obvious.

RREERITLHE S, TR

Traditional energy industry reversed losses, industry transformation continued

BESBHZHNERMAR, UaSITULAENERERTILIERT 2020 FLURSETIRNIAY, BNEEAE 2 EURNERKF. R
EWZER, BNAE, EAFRAEIHARRTEENEXAZNIT, SEERESSREMHNRERZM, BI1ETTRIBEK, &
EmHRIEER. ERSRALRE, ERUBLRESAEE, MATESEHEXRNERER,

ERY, BEETIWEERAEHENZSHE, 56 BANRE, REARBKERSI#RITERAR, 2021 FHN—LFEZ@EHIEH 2022 F
BT B AR B T SR, 2021 FREBRERE. HEREAESEHE —LERRERE, KB RHSLFERREREEREE,

With the reopening of the global market, the traditional energy sector, led by the oil and gas industry, has recovered from the
losses it had been suffered since 2020, and oil prices have reached their highest level in two years. Despite the market recovery
and surging profits, the Western crude oil giants have not indicated plans for additional capital expenditure. Instead, they have
implemented policies to slow'grow'th and clean up carbon emissions due to the impact of tight regulation and climate change.
Reducing investment in 0|'F‘and gas.: and increasing in renewable energy sector have become the Western oil giants' common
choices. | 4 M

major tre,nds in ;621 will bave the for the: overall industry transformation in 2022. Governments in various countries have
made some pré/gress in policy, regulatlo and commltment in 2021, which will promote the economies' transformation toward
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Hbl)’?\ CGP Ingr
Energy

BERITU2mER, “GB8AZ" HITLAFEHRSR

Competition for green energy professional talents

MEERTUW EMRLER, TUEIRITE

New energy industry shows explosive growth and broad prospects

REEBRPHBEREEH AR LIREFERME S, FRERRFERFENZETIRE, ZABNNER~LE, FETLSMRREK,
EMRERSEDT, FitE 2022 F, RNBRERENTHHELE, MPESHAHERSESRANE—TF. MEXES@, FEL
SARMTE 2030 FRISTTAMERSEHEN T S L EESEF 50% BB

RSREIRIT S, RF i — P, MR AR RN RAIEEM T B HE S RARKIERF UG , R aEREEE,
MESRFNRE. BSRAMERNENRS, 2REFMABEBRRN=UFINRETRS Ko

With the promotion of carbon neutrality policy and the recovery of the global economy, the transformation of traditional
energy into clean energy is accelerating. Capital flows into the new energy industry chain, promoting the explosive growth of
the industry.

In the new energy vehicle market, Europe is expected to have the highest market share in 2022, while China will become the
largest single market for new energy vehicles. In the United States, President Biden has outlined a goal that 50% of cars sold in
2030 will be zero-emission electric vehicles.

In the traditional energy industry, the digitization process has advanced considerably. The product manufacturers and parts
suppliers in the supply chain system will adopt the cutting-edge digital mechanism and transform to the new energy structure.
With the development of hydrogen energy and the improvement of electrical technology and energy efficiency, the global
economy and industries with large emissions will accelerate the pace of decarburization.

BERITUEBAZ BR, HFUERSMERATRRER

Lack of digital and new energy talents

EREATXSHRERZESTER, RHL5ILTERERITINATERHERE, MEERNEREHRIEBENBRRLL, BFUER
AT HRSEEWRELRIOXE, BFHERSHERNATFERBERET K. MERMTILEIARESERBHFROTEALE
GRiERE; FEY, EmsvERKEME T &RENAT RS

Energy transformation not only leads to the shift of financial capital, but also leads to the shift of talents from traditional
energy industry to the new energy field. With the substantial adjustment and optimization of domestic energy structure, digital
technology has become the key to promoting the transformation and development of oil and gas enterprises, and the demand
for talents in the field of digital energy and new energy is also expanding. The new energy industry is also facing a serious
shortage of talents due to the rapid development. The rise of salary level has intensified the talent competition in the energy
field.

CGPGROUP

Unleashing Global Talent
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BERITU2mER, “G8AZ" HITLAFEHRSR

Competition for green energy professional talents

CGP &EHATNIARER: “HRHZEREXTUNHEEVEERETEELRASNESREEQE, INTHINERTUNAATS
REMNER. MESERTERERTLNOAL, HIIAXNTFRFUZIEERENES, ZBXRRNRWRLSRGHRESHRA
HRERRBER, ”

BERITIREREFEMSEFNKREN. ETLXEREWHRENAERT, RRTUNAARZRAREY. XNFEIMS, BRT MR
BAABEIN, BRZFERWRG AL BB, EFEHSHHHENTR, BIRSENATHN, TEEFNEFEVRERSEN,

According to CGP Group Marketing Insight, more and more graduates of energy-related majors have chosen clean energy
companies with more development prospects, which is a better choice for new entrants to the energy industry. Talents who
have been rooted in the traditional energy industry should increase the training of capabilities related to digital transformation,
which will play a positive role in future career planning and the promotion of career competitiveness.

The energy industry is the engine of global economic recovery. In the context of the transformation of the global energy
structure, the demand for talents in the energy industry is becoming increasingly urgent. For enterprises, in addition to
increasing the introduction of external talents, more attention should be paid to the cultivation of existing talents. In the
continuous and dynamic market changes, building a reasonable talent pipeline will ensure enterprises' competitiveness in the
future.
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Engineering & Process - TIE5I 2

CGPGROUP

Unleashing Global Talent

Annual Package Range Need
Years of (RMB) £5 Indicat
Position Title BRI &R Experience ndicator
MAbF 2 (0-100)
Min Med Max FRIE
Process Manager TE24EE 5years + 230K 300K 600K 80
Process Supervisor TZxE 3years+ 150K 200K 300K 80
Process Engineer TETIiEm 2years + 80K 150K 200K 85
igitization - SEEMFL
Energy Digitization - BEiIEEF
Years of Annual Package Range Need
Position Title BR{I & R Experience (RMB) £ Indicator
ML (0-100)
Min Med Max TR
Business Director NEFSY5 10 years + 550K 800K 2M 70
Business Manager W 4218 5years + 350K 500K M 80
Solution Head BRBEATA 10 years + 500K 800K 1.5M 70
Solution Manager fRIR TS SREZIE 5years + 350K 550K 700K 80

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.

*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80

indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Financial Service

SREMITIRNEEE, BFUATEEEXRO

Financial market transformation advanced, digital talents in need

MERENEINEERS, BAEREFERET, BEREERRNENTIRESE. RESRMAREML RSEREEF. BESHRK. &
LR E” :Iﬁ*i'b\ﬁzn TEmESRTIHFROERITI R B,

2021 &, BEASEITIHRBHENFEN, hHERT L, ﬁikiéi:iﬂl]kﬂ&?ﬁ)\\ RUEHBFHRE , KUTEBENNS. 2KEENR,
ERRSTUKIAEMN REEENEN, ZHSRMBRURBFUETEENEM,. SEZMNBIMEETLEN. BN, BT5MES
R S EFF IR,

The impact of COVID-19's epidemic continues. Although the global economy is moving towards recovery, the global political
and economic pattern shows a grim situation. China's financial system is creating a new pattern of financial industry opening
to the global market with the three core tasks of "serving the real economy, preventing and controlling financial risks, and
deepening financial reform".

In 2021, the epidemic brought challenges as well as changes to the financial industry. The industry realized the opportunity
of corner overtaking by increasing investment in science and technology and deepening digital transformation. Globally, the
financial service industry faced regulatory pressure, and was affected by financial technology (Fintech) and digital monetary
platform. The superposition of multiple impacts promoted industry innovation. Meanwhile, the cooperation between banks
and new Fintech began to accelerate.

RS~ L3, SREMBHRLEH

Risky assets rose and global financial markets recovered steadily

7£2021 &, @RFBLAZEFENNEE~NMEZE LK, RHER, IEE:AHEO H—, HERBEHNRN, 2REFEEE
BTk T; BT, £REBERIAL B’fﬁi""ﬁ*ﬁﬁﬁfﬂ,ﬁi&m‘ﬂﬁtﬁ BEMEE; H=, BRIEEREEFENRITHFEKENES
B, LUbR ﬂﬂ??ﬁﬁ%ﬂﬁﬂl‘ﬁzﬁ&?o

[EBt, £ ?F{F‘EfﬁﬁﬁlﬁﬁbmﬁE’Jfﬂ%ﬁ+ﬁT$U$E,ﬁ, S5HERsERHSIZNERERE, ERTIHRAENKEMFHEANZEHE,
vﬁﬂl“*ﬁ?‘f"?ﬁ?‘ﬁmﬂjiﬁlﬁﬁmHji}.,ii'zjcfilml#ﬂ’],&aﬂﬂ%o SE ERFER, #NRES~ EKNERBTREABER, FELAEET
2021 ﬂiéfﬁﬁmﬁlﬁﬂﬂﬂﬁﬁiﬁiﬂg,&’ﬁb ﬂ‘i%a—hﬂl“iﬁ?‘ﬁtﬁéﬁk%?iﬁkﬂ’]&Eo

The price of risk assets M’h’w\world s.major.developed economies rose generally in 2021, and there were three main reasons
behind. First, with t deépenl of epidemic control, the global economic recovery has reached the expected level; second,
the worlq's’majop'develolped\ez;gm\mies g:enerally adopt stimulating fiscal policy, relaxing monetary policy; and third, the
central b'énks’pf/the majodevelopedbwmiés;h_ave adopted tolerant policies towards inflation, thereby influencing the risk

~appetite of investors. R
y4 N NN
7._/-'At th%e M'res mterest %tQﬁQlatlllty caused by the expected fluctuation of economic recovery, and the
_ /*-”' éated epid , cs brouht by the new ronavnrué‘@utant have had a corresponding impact on the risk appetite of investors
4 e tion adJustﬁrﬁr\m the price of risky assets in a specific period of time. Based on
7 /crl:e abo factors that promot' e rise of nsk\assets are stronger than the fluctuation adjustment factors.

mp ehensnve\agd substantial rise in risk asset prices even in the face of large
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ﬁﬁﬂﬂﬁ% CGPIngf
Financial Service

SHEMITIREEE, BFUATEFEEXRDO

Financial market transformation advanced, digital talents in need

FUGFECRALSE, SRISFIREIMER TV 56

Positive policy contraction, more opportunities for digital transformation

BFiEIRE 2022 &, MM SIREFRHEIFHE, STEREZFENRITENBEGZDRY, ERATBRERHANERS, T ENEFEK
ZTF, “BRFRER BEMAR, RRUGIIME HEMRE M TUAER BREL

CHEREE SEESHFNE, SXSENMEREENERETMEA, BEHEREEEKTHEREA, EFEEENAFRNEY,
ARG AR AR SS A E BRI 2,

‘FlAE” FEEFHRFNE, RESLKERNAHERRR, NET LREFRFUMNEEUNHE, BLTTUNETIFNEN.

In 2022, it is predicted that the global economy will continue to improve, relaxing policies of the central bank in major
developed economies will gradually withdraw, and the global financial feast will come to an end. Under the "orderly growth
of quantity", the "steady improvement of quality" will be more obvious, and there will be two main lines of "consumption
awakening" and "industrial upgrading" in the future.

In terms of "consumption awakening", it is expected that the global popularization rate of COVID-19 vaccination will increase
continuously, the scientific accuracy of epidemic prevention and control will continue to improve, and the economy is
increasingly adapting to changes in the general environment, which will reduce the impact of the epidemic on the service
industry and consumption.

In terms of "industrial upgrading", it is expected that the epidemic is intertwined with institutional changes on a global scale,
accelerating the process of digitization and greening of the global economy, and invigorating independent innovation in the
industry.

SRERMTIEREEOMHN AFEAATRMK

Demand for digital talents booming with the industry transformation

BENZMRET AMNRESRUERNT AR, HRESHLSHEBIE L, SRITIRANSKREFHRIRETHALE, M
RRRAZ EETEERIRESDNER. MNEXTZAERE, SARTHDEHTUAERBRMAENER, RRERMBARNS
LHIE 2 LA B,

The impact of the epidemic has changed the behavior and habits of people's existing financial activities, and more and
more businesses have been transferred online. The financial industry has become the leader in the wave of global digital
transformation, in which Fintech talents play an active role. From the perspective of the global market, the major banks have
promoted the construction of professional Fintech team, and the proportion of Fintech personnel will show an upward trend in
the future.
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SRIIRS e
Financial Service

SREFEMTIREER, AFUAAEFEEXRO

Financial market transformation advanced, digital talents in need

CGP £HMIZARET, “A2HRRFURELED, SRMITUIBRATKAFIENRA, FEERXTMLARDMEABSHNEF
LaEN. R, EUBZgT—ERFUALTEFNRBERER, 7

RENEMITIW B EMS TN LN, SRHMEFRSRA. #E. A SERRUREFIRESHERS, hESINERTIEF
HHRAENIER N, ERAAATUE LRSAPEFESESNRERE, REEFEHTIEE, RABINTLRESN,

According to CGP Group Marketing Insight, in the process of global digital transformation, there is a major gap in technological
talents in the financial industry, and more attention should be paid on how employees can improve their digital capabilities. At
the same time, enterprises should also design a set of strategic management system for digital talents training.

In the future, the financial industry will present a diversified industrial structure. Fintech covers technology, data, people,
institutional environment and customer scenarios, and is also the driving force for the digital transformation of the financial
industry. Financial talents can choose their own transformation path in the above direction, quickly adapt to the changes in the
financial markets, and enhance their career competitiveness.
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SRIIRS e
Financial Service

AZFFER 1L PR

DIFFICULT TO HIRE DIFFICULT TO COMPETE

Investment Relationship Director Investment Associate
BAXRBE iR

TMT Investor (Tech Background) PE Vice President

HrmREEligEE (RAER ThERIUGHE RS E

Healthcare Investor
EfFREFIREE

Notes: Roles with poured qualified candidates while many candidates compete

Notes: Roles with limited qualified candidates while HR and company has less
for one job. HR and company has more bargain power during recruitment proc

bargain power during recruitment process.

BRERURZHEFANNEE, FEFHNREATRAEETE. HRRAR ess.
AFEHEHH. ERRUEABHERANNESE, BEARSFHN. HR RABDXRTFESTH.
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Fin-tech - £l

Annual Package Range (RMB) &
Need
Years of Indicator
Position Title BR{ & R Experience Min Med | Max Min Med | Max 0100
Mikzes (0-100)
. oy > . oy > %*§Eﬁ
Tier 1 Cities —#kfiTs | Tier 2 Cities Z£kiih
CRO HERKLE 10 years+ 1.0M 1.5M 3.0M 800K 1.2M 1.8M 80
Supply Chain Finance Risk Director HUEERNE S S 12 years+ 800K 1.2M 2.0M 700K 900K 1.5M 90
Micro Finance GM MAERBEE 15 years+ 1.2M 1.8M 2.5M 800K 1.0M 2.0M 90
Post - Loan Head HBEHEA 12 years+ 600K 800K 1.8M 500K 700K 1.0M 95
Ant- Fraud Head REVESRR 8 years+ 600K 800K 2.0M 500K 700K 1.2M 95
Operation Head BEHRA 10 years+ 1.5M 1.8M 2.5M 900K 1.0M 1.5M 88
Digital Prodcut Director BF U= mBE 10 years+ 700K 1.0M 1.2M 600K 800K 1.1M 90
Banking Pre-sales Expert SRITERIER 8 years+ 450K 700K 1.0M 400K 600K 900K 95
Treasury Liquidity Expert RERDEER 5years+ 600K 800K 1.5M 550K 700K 1.0M 88
Digital Strategy/PMO Director BB B EEEE  8yearst 700K 1.0M 2.5M 700K 900K 1.5M 90
d HEEe: 9
Fund Investment - SR (T4

Investment Director BEBE 8 years + 1.5M 2.2M 5M M 1.5M 2M 80
Investment Manager BHEZE 5years + 800K 1.2M 2M 500K 700K M 82
Fund Manager HeRE 3years + 500K 550K 700K 300K 400K 550K 85
Researcher ARE lyears+ 280K 410K 550K 150K 165K 280K 80

*EH BATIRMEE (FEERNSERMEF) , HTHRGMAYMED, WEFE, BHRIRART.

*&/ME. BIfE. KRKE

* BRI REAZETGFNERIEE. 80 DRTTIIKT, BHEEVHFRMAANBERT. NF 80 RREUBRNFHH EATHEE, k2, XTF 80 RTRBEIER
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Unleashing Global Talent

Annual Package Range (RMB) &t
Need
vears of Indicator
Position Title BRI R R Experience Min Med | Max Min Med | Max
MLz (0-100)
. oy oy . oy s %*;Eﬁ
Tier 1 Cities —£&3 | Tier 2 Cities Z&&3ith
Partner / Managing Director AIRA 15 years+ 5M+ 5M+ 5M+ 2M* 2M* 2M* 80
Executive Director HITREE 10 years+ 3.5M 2M 2.5M 1.5M 1.7M 2M 80
Vice President VP 6 years+ 1.3M 1.6M 2M 800K M 1.5M 80
Senior Associate BRIGHEZE 4 years+ 800K M 1.5M 500K 700K 900K 60
Associate GHREE 3 YEARS+ 600K 700K 900K 300K 400K 500K 60
Analyst baxiigli 1YEAR+ 300K 400K 500K 200K 250K 300K 60
PE - A Wi
SRS HA
Annual Package Range (RMB) &t
Need
Years of Indicator
Position Title BR{i &R Experience Min | Med | Max Min | Med [ Max
e (0-100)
. oy . . oy oy %*§E§&
Tier 1 Cities —£&i#imi | Tier 2 Cities Z£kifHh
Partner / Managing Director A | EEREZE 15years + 10M+ 5M+ 81
Executive Director RITRERE 10 years + 5M+ 3M 5M 88
Vice President kS 7 years + 2M 3M 1.5M 2.5M 88
Senior Associate =R Eia] 5years + 1M+ 800K 1.2M 82
Associate [Bija] 3years + 1M+ 500K M 80
Analyst baxiidl lyears+ 800K 1.2M 400K 600K 80

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.

*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Medical Health

ERETESK, ETFERITLAAMNRIE

Epidemic sustaining makes medical and health talents prospect

MERENRS, FRERETRRETUERRSERESHNRY, THINESHELHZ, RREEBENTSE. EENSSEERART
EEMAETHNER, ERETSERIMHLENLFTRRE. NERLMBBHIENE, ME—SRAUETF APONETRSSE
54:=0

With the continuation of the COVID-19 epidemic, the global health industry will face more challenges in the future, the
competition in the market is getting fiercer, and the supervision will be more stringent. The continuous impact of the epidemic
extends the demands for contactless medical, raises medical and health insurance institutions' attention on digital health,
network security and patient data review, and further enhances the integration of customer-centric medical services.

EFTLEER R ARSIz

Multiple emerging technologies adapted to healthcare industry

2021 &, 7ERIREORIT, (TUMFHERBANRES, BRESNEZMAETIRS L&, THBETEEN. EREUNETHL. RN,
MEHFUETHN#HY, AFNETHEEBUEREUHNAREN. ERUNETRSUBEM LD, BATEENSS5E, BIAKIE,
Er MRS MMARE, THRERNHIRAERE, UWEBPHIIMERAT,

5G SR, AKXREATERETHIESEEETHAR, AETEEHREARENIMEERER. ERENAFRET, BIET
T RERISHE RIS, FETHARENREER. RFLSEEREAHENR, ERESIMMERARERIRKISHSETRSRESF,
HiR BE B RRERLE,

In 2021, with the impact of the epidemic, the digital transformation of the industry entered the fast lane, and more and more
contactless medical services have gone online, bringing patients a more intelligent and convenient medical experience. At the
same time, with the progress of digital medical treatment, users' medical data was presented in an optimized way. Customized
medical services take pat'ier{‘cs as the core, which enhances the participation of patients. Through big data, medical institutions
can reach patients comp;eﬁgnsiﬂely and understand the social determinants of health, so as to better achieve health equity.
; 5 3 4
] i

The application of 5G and the Iﬁ‘te(nef of Things has greatly improved the development of real-time medical data and smart
medical, and'brpijght re flexible\wérking mode for medical management. In the context of the epidemic, the whole
mec_iical__i'nd}stry speeds Lp u 'recede‘ntgdly with the continues support of capital. With the acceleration of the process of
digitization‘and intelligence, more'and more.emerging technologies are applied to the process of clinical diagnosis and medical
trgatmen/t, bringing patients a betrlter dical éipg_rience.
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Efr2EE D

Medical Health

ERETESK, EFRRITLAAMSRIRE

Epidemic sustaining makes medical and health talents prospect

HFHIZINE Er T mEIE A

Digitalization Accelerates the Transformation of Medical Industry

FAM 2022 £, BENMTUMBRFAREGHE—DMR, ATHRSXLFEFRERS, EAERSERMERIGEITERE, &TH
EEREERERRRE, Y, MEEAFONMELEST. EARSERECE, WR2EMmBPNERER,

R, EffEHITWINERRHRERR, ETRSKIENFENER, AR, EFNYRERT, BESIASHERAR. SUERRE,
RERNETHIREEFRZCE. BHESHENIE, TUSTH—SAK, FAOERNEERX, BENER. SRHEIESIERE,

It is predicted that in 2022, the digital transformation of the whole industry will be further accelerated. There will be more
integration between offline scenes and online platforms, seamless connection between physical hospital and Internet hospital,
as well as more interoperability between offline pharmacies and medical e-commerce. At the same time, patient-centered
personalized medical and medical services will continue to innovate, bringing convenient experience throughout the life cycle.

Meanwhile, the medical and pharmaceutical industry will strengthen cloud data construction, the storage and use of medical
service data, the research and development of drugs, and the production logistics will all adopt cloud computing technology.
Different from the past, the future medical data management will cover the functions of computing, linking and sharing,
the industry division of labor will be further refined, outdated models will be eliminated, and more integrated and efficient
business models will rise.

AQZBREEROAA TR

Aging trends create new demands for healthcare industry

MEREATSEXBANETRETL, tUSAAZENTSBRLHI. FHNTESRR—HtEl, SBE—#El. SHENET
ATREVERNKRZE, WREBREVRSENEZ.

With the influx of a large number of talents and capital into the health care industry, both the competition between enterprises
and talents are getting fiercer. The new track will fulfill and eliminate a number of enterprises respectively. High-end medical
talents are not only the underlying logic of enterprise development, but also the core of enterprise competitiveness.
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Medical Health

ERETESK, ETFERITLAAMNRIE

Epidemic sustaining makes medical and health talents prospect

CGP &HATNIRARER, “FNEEAMRENER, MEERERUHTAREN, EFRETIRRNRENR E. UNREET
FERBAZ, EESERENORNO, ATERNEDACEZELEE, DWEBBNATRTEAECNEEN. BUSENMFEIEN, B
A SER SR FHETHRE, RMEEES MECRSHNEED. MFTIMIETNS, RAESHBMREIR, RN Y FTREEHR
RRNTR, TeEEATLEZNSIKET AL, 7

FHEETRETINAAEBEFAREE, REMABINTXERETER, MBMUANEEEXTERANRZTIEEMSHKL
TR BAFEERKNERN, REFETWEWIAESS, RZZ AT FRB R 2, @iEHERT BRET T A RENER.

CGP Group Marketing Insight shows that not only because of the epidemic, but also with the continuous emergence of aging
cities in China, there are broad prospects for the future development of the medical and health industry. Valuable talents
are essential for the development of enterprises. Yet, in the tuyere of rapid development, the problem of talent shortage has
become more and more obvious. The ideal talents need to have innovation ability, cross-disciplinary ability and learning
ability to help enterprises complete the transformation of digital medical care, while strengthening the ability of intelligent and
personalized services. In order to become high-end medical talents pursued by enterprises, practitioners in the industry should
absorb more cross-disciplinary knowledge and adapt to the pace of continuous upgrade and development of the industry.

Talents in the traditional medical and health industry generally attach importance to academic rather than management,
which makes it hard for them to fit into the emerging intelligent medical system. With the barbaric capital growth, the
explorers’ 'shortcomings of limited professional knowledge, and lack of foresight and long-term planning have gradually
appeared, which indirectly brings the talent shortage in the healthcare industry.
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EfrER

Medical Health

CGPGROUP

Unleashing Global Talent

®

CGP Insight

AZFEER {1

DIFFICULT TO HIRE

Nursing Director
PIEEE

Chief Nurse
K

Nurse
Pt

Hospital President
EXSE73 S

Notes: Roles with limited qualified candidates while HR and company has less
bargain power during recruitment process.

BERUIRZAESFHHNES, FERHNREATRAEETE. HR RAF
AFEHHH.

61

RPN
DIFFICULT TO COMPETE

Sales
HE

Marketing
Wi

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc
ess.

ERRUBABHEFMHNMES, REARFH. HR RABLATFESHH.
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o
Medical - E
Years of Annual Package Range N'eed
Position Title BR{i &5 Experience (RMB) &3 Indicator
Mk EFEL (0-100)
Min Med Max FRIEH
Medical Affairs Director EFXESEE 15years + 600K 800K M 80
Medical Affairs Manger EFXE5EE 8years + 400K 580K 750K 80
Quality Director miERK 15years + 600K 800K M 80
Quality Manger iz 8years + 300K 430K 600K 80
Nursing Director PR 15 years + 350K 580K 800K 92
Chief Physician FEEF 10years + 700K 1.1M 1.5M 90
Associate Chief Physician BlEEEIm 10 years + 400K 700K M 85
Attending Physician FaEm 5years + 240K 520K 800K 91
Health Technician {ERRE lyears+ 100K 175K 250K 84
Chief Nurse Fialn g S 10years + 200K 250K 300K 92
Supervisor Nurse FEIPIH Syears + 150K 175K 200K 84
Nurse Practitioner il 3years + 100K 125K 150K 90
Nurse Pt lyears + 75K 90K 100K 80

*ER BATHRMRE (FEERNSERMEF) , ETHRGMAYMES, WEFE, BHEIRART.

*B/ME. BifE. KRKE

* BRIET RAAAETIPNERIZE, 80 DRTFHKTE, HHEEUNFRMATHEERT, NTF 80 RRBUFRNFHHLEATHEE. k2, KT 80 RTEEIER
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.

62



63

2022 SALARY TRENDS — Mainland China CGPGROUP
o S — 7.
=
Operation & Management - ZEEIE
Years of Annual Package Range F# N'eed
Position Title BRI B #R Experience Indicator
Mk EE#R (0-100)
Min Med Max | mRiEH
CEO HERTE 20 years + 4M 5M 6M 80
Ccoo HEZEE 20 years + M 2M 3M 80
CMO HEESE 18 years + 4M 5M 6M 80
Hospital President ERhi 20 years + 500K 1.2M 2M 90
Clinical Director CERRNE 15 years + 400K 520K 700K 82
Clinical Manager CEREE 10 years + 250K 320K 400K 82
o N1
Sales & Marketing - fHEE & 1%
Annual Package Range F# Need
N " Years of Indicator
Position Title BR{ii & #R Experience
Molk 25 (0-100)
Min Med Max FRIEH
Sales Director HESK 15 years + M 1.2M 1.5M 81
Sales Manager HELE 10 years + 400K 600K 800K 80
Marketing Director hipEE 15 years + 800K M 1.2M 80
Marketing Manager ThiHEE 10 years + 400K 540K 700K 81

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.
*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.
* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80

indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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ANAIR

Human Resources

®

CGP Insight

A R RIfiL

DIFFICULT TO HIRE

RFAZIRL
DIFFICULT TO COMPETE

CHO
BEANERE

HRIS Head
Digitial Transformation Focus
ANBREBRRRZRR
HFERFH

Performance Management Head

SMEBRATA

Organization Development Head
HARBRANT

Talent Acquisition Head
BEARA

Talent Acquisition Manager / Senior Manager

BEERIE | SREFE

Notes: Roles with limited qualified candidates while HR and company has less

bargain power during recruitment process.

BRRURZHERENNEE, FERENREATRAERETE. HRRAF

RFEHTH.
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HRIS Head
Digitial Transformation Focus
ANZRERRAATA
HFHEEFH

Performance Management Head

SMEBRMTEA

Organization Development Head
HAKRRAT

Talent Acquisition Head
BEARA

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc
ess.

BERRUBABHEFMHNMES, REARFH. HR RABLATFESHH.
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Human Resources - AHZE

CGPGROUP

Unleashing Global Talent

Annual Package Range &E§
Need
Years of Indicator
Position Title BRI &R Experience Min Med | Max Min Med | Max 0100
Mok (0-100)
. oy s . oy . s %*;Eﬁ
Tier 1 Cities —£&3 Tier 2 Cities — &3
CHO/ HRVP BEANERE | ANEREISE 15 Years+ 1.5M 2M 2.5M M 14M  1.7-1.8M 75
Head of HRBP ADZFRUERTEA 15 Years+ 800K M 1.2M  500K-600K 700K 800K-900K 75
HRBP ADZERKE 8 Years+ 400K 600K 800K 300K  400K-500K 600K 75
Rewards Head FIERITA 15 Years+ 800K M 1.2-1.3M 500K-600K 700K 800K-900K 75
Rewards Manager FhEM 1 SRR 8 Years+ 400K 600K 800K 300K 400K-500K 600K 75
OD/TD/LD Head AR | AT [ BNRBASEA 15 Years+ 800K M 1.2-1.3M 500K-600K 700K  800K-900K 75
OD/TD/LD Manager HR | AT [ EIRBEE 8 Years+ 400K 600K 800K 300K  400K-500K 600K 75
Talent Acquisition Head BEAHTEA 15 Years+ 800K M 1.2M  500K-600K 700K 800K-900K 75
Talent Acquisition Manager 1BEEEIE 8 Years+ 400K 600K 800K 300K 400K-500K 600K 75
HRSSC Head ADBREZERLHZTA 15 Years+ 800K 1M 1.2M-1.3M 500K-600K 700K 800K-900K 75
HRSSC Manager ANZRRHERLEE 8 Years+ 400K 600K 800K 300K  400K-500K 600K 75

*E i BAIENRE (FEERNIERMET) , EHRadtim, wEhE, SHRuRART.

*BME. PUfE. RAME

* BRI RRATETZPHERIZE. 80 DRTFIKE, BREEWHERMATNHEERF. NTF 80 RRBUFRNFHHEATHEE. k2, AT 80 RTEEIER

AT, T ERENATHTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.
* Min.: Minimum, Med.: Medium, Max.:

Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.



2022 SALARY TRENDS

ESE5EM e
Legal & Compliance

WEHY, AXS5EMTARERRE, BRERATHER

CGP Insight | Investment and compliance have become the focus of development, high-end talents seek stability

2021 &, FRSEMTUEEZSEN THES TEFHISRBHFTE. REMNEIERRSKRN, FUERABHME, bEEFEE,
BRZERMILERSBIRERIGIAER,

MEREEELER, F2HNEFAERARERANTHEN. BEQRMMNEEANFRURITHSHEAZATHERESETE, B
REH R U SWERERAL, URERERYILLBRITHENTSRERATGHRAENATIER,

ERk G E, R, EH (BEFEHRIEAM. FCPABMNRBERGZURMOES, BREMFE) | Hink. BRENNERTT. ERUGE.
HIFW = EAFTIRRRITFEROTR. MTURE, BEEN. EHRERKEE. BERAMNEHAKRFTINEGRERAARE
=8

In 2021, the legal and compliance industry has gradually adapted to the new situation of economic and social development
under the new normal. A systematic and compliant legal service model is not only the general trend, but also the demands of
clients and an inevitable requirement for the development of legal practitioners themselves.

Since the spread of the COVID-19 epidemic, the global economic development has been facing great uncertainty. The
multinational companies and top law firms has declined demands for high-end legal talents who merely focus on execution,
but increased demands for those who can bring business. Meanwhile, demands for mid- and high-level legal talents with solid
legal skills and strong execution ability have shown a relatively obvious increase in employment.

In terms of practice areas, litigation, compliance (including data compliance, FCPA foreign corruption law and export control,
trade compliance, etc.), labor law, domestic and foreign capital markets, private equity investment, mergers and acquisitions,
and bankruptcy and restructuring continued to maintain strong demand. From an industry perspective, Internet, life sciences
and big health, consumer goods and financial technology are eager for compound legal talents.
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Unleashing Global Talent

ESEE5EM o
Legal & Compliance

WEHW. BEE5EAMMERLXRESL, SHERATHER

CGP Insight | Investment and compliance have become the focus of development, high-end talents seek stability

SRS ML B A, PREKPEHMLIENEHE

Boundaries of data compliance become clearer, with equal emphasis on preventing risks and creating value

EERKEIENHIET , AFEFZIRREHRFPERRNEE—F. KERSBRAT—MERURERER, £/l ETRE. #E.
BFES. FEMALSRFESHBRXTULHMEH—SINETIAMZZ2NEERENAENEE T

EAKIER, RENSBEECBERHESFHENERE. 2RNVIAER, FHEMKE, HFrRanNERSmE. E51HEN, A
EEHMAMKLENXBER. Bit, HXTUINESERRIASENEZATHORRIEY,

CGP £RIETE X THBIE AL IBIEHRAE Forte Global Partners AT 8138 AR 24218 Emma Zhang RR, BZmMEHIIRTARIPERE
ER, WFBERMEBRET FHEBUNEMER; EUVAHMRIRLRERS, HHFRERNET AMENHRERLEMER, BE
AMBNAT; BFXEBAEANIHERGE, FAUXAENAZ 2MERRS; RIBESHLBFAE™RIGREE, (FAMBEZERIS,
WFERAARETER L. EZTHEK,

In the big data era, rapid data dissemination stimulates economic and social development. Citizens' personal information, as
basic data, contains enormous value. But at the same time, personal information has also become a key element of cybercrime.
As aresult, the demand for legal talent in data and privacy fields has skyrocketed.

Emma Zhang, Founder and General Manager of Forte Global Partners, a brand under CGP Group that focuses on mid-to-high-
level talent recruitment, said that increasingly refined privacy protection laws and regulations have put forward quantified
compliance requirements for massive amounts of privacy data. "Corporates have continued to improve compliance awareness,
form or expand existing data privacy compliance teams, and recruit compliance professionals. Since it is a relatively new field,
there is a shortage of talent. Data compliance and increasingly strict government supervision, as a new type of legal business,
have put forward more professional and diversified requirements for legal talents."

Under the national big data strategy, the construction of digital legal system is an important part of promoting the construction
of digital China. Data security will become the next focus of informatization development. Key data-related industries or fields
such as finance, health care, education, e-commerce, delivery and artificial intelligence will further strengthen the regulation
and supervision of network security and information security in the industry.
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ESS5EH e
Legal & Compliance

IWEHW., BES5EAMERLARESL, SHERATHER

CGP Insight | Investment and compliance have become the focus of development, high-end talents seek stability

SHRAAEERE, RENHAXFPFERMLFREANEEER

High-end talents seek stability, soft power becomes an important factor

BEFMERN A ERMARGE), SEEFUFHENHIERSSE, BEHFHRERZNABBSIHAAL R , MEIESEEER
RUAE. SARFRPRIRIEL AR & IR ARAERIEA RSV RBIMERIAG PR OSILR, RIEMNNSY BRIV AREIFEHARNR
7, BUFAMMIEERTFERFACH “—E=HH

ZFRAARMVSTHESTM, SihkAMHAETE 2021 EFFRED TGRS, i, BEHRAREMRELN “SIEFR LER
TWIERT “ORERNGSMARMN” o HLEEDENTREEZATERTESRATRAEESHNHINE.

Emma Zhang ®i&: “WF—MABHGERITEERR, Mk 10 £/ 20 FXNFERRIRNIER. , EENRESAHTGHMEERA
WMBAR, REZER 10 FREMATENIEES. RMREBNEJNELETFNES. L TEASNEARDERH. EEEHD. 2H
BEHIF0. BIRAMES M A L, Eitt, PEZEERIOETLURFE KRR, UBAEZMNILMAM. TPEXENAORRAESR,
KERRHUMBRBEMEN TE . Fil, , BANEIHRBEENER, ERERHNNE, F2—MEREERONESEN,
MEHNFAAN EFE (rainmaker) * . 7

The negative impact of the epidemic has been declining, and the national economy has gradually shown a growth trend.
However, uncertainties in the market outlook still hinder the flow of high-end talents. Candidates at the level of director of
corporate legal department and above, law firm consultants or partners have a stronger attitude of seeking stability during the
job search process. Unless new opportunities significantly improve their career development, they are more inclined to stay
where they are.

Affected by the financial budget of the employer, the supply of high-end jobs generally shrank in 2021. In addition, the "gig
economy" that has gradually emerged and broke out due to the epidemic has driven the legal industry into the "distributed
workforce era". Compared with high-end talents, middle-level legal talents with strong practicing ability have more market
opportunities.

Emma Zhang said: "For an excellent legal professional, the understanding, mastery and application of legal knowledge in 10
and 20 years of practice doesn't differ as much as the salary gap. In other words, it is more cost-effective to hire talents with
10 years of experience. The difference lies in the soft skills such as communication and negotiation, management ability,
influence and teamwork with stakeholders such as clients and superiors. Therefore, middle-level legal job seekers are highly
recommended to improve their soft skills to gain more career achievements. In a country with a large population base like
China, there is never a shortage of 'craftsmen' who work hard. Therefore, how to bring steady clients to employers and

continuously create value is the real core competitiveness of a lawyer, which is what we call 'rain maker"'.
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Legal & Compliance
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®

CGP Insight

AZFEER {1

DIFFICULT TO HIRE

Privacy Counsel
BRAEER

Senior Compliance Counsel
RG]

Cloud Architect
=Fa%Mm

Senior Patent Counsel
HREFRIM

Senior DR Lawyer
BRI WA

Notes: Roles with limited qualified candidates while HR and company has less
bargain power during recruitment process.

BEERURZAESEFHHNES, FERHNREATRAEETE. HR RAF
WFEHHH.
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RFAZIRL
DIFFICULT TO COMPETE

General Corporate Lawyer
—RRATE) R

M&A Lawyer
Fa 2w

Capital Market Lawyer
AT RIM

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc
ess.

BERRUBABHEFMHNMES, REARFH. HR RABLATFESHH.
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In-house Lawyer - I IERE S SR ID

Position Title BR{iI &R

Years of Experience MAL &£k

Less than 3 Years 4-6 Years 7-9 Years Over 10 Years
<3F 4-6 79 10 5k
Lawyer &M 150K-400K 400K-800K 800K-1.5M 1M-4M
Paralegal SEEEBNTE 100K-200K 200K-400K 400K-500K
Company Secretary YACIEDS 700K-2M 700K-4M 1M-4M
Legal Secretary RN 80K-180K 80K-200K 150K-250K 250K-350K

*EH BATHENRE (FEERNREEMET) , BBl

*B/ME. BifE. KRKE

* BRI RRATETIPNERIZE. 80 ARTTHKE, BHEBEVHNFERMAANHERFT. NF 80 REEUWFRNFHH EATHNHE, k2, AT 80 RFBEIUER

AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

, WERE, BB IRART.

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.

70




2022 SALARY TRENDS —— Mainland China

CGPGROUP

Unleashing Global Talent

International Law Firm - EfRRITEZFA

Years of Experience MAk K
Position Title BRI B #R
Less than 3 Years 4-6 Years 7-9 Years Over 10 Years
<3 4-6 &F 7-9 &£ 10 L
Business Development WEEE 180K-250K 250K-400K 400K-700K 600K-1M
Lawyer 2Im 500K-800K 800K-1.5M 1M-2M 1.5M-3M
Paralegal ERENIE 150K-250K 200K-300K
Legal Secretary EEWS 100K-180K 180K-300K 250K-350K 250K-400K
Office Manager 1TE4RIE 350K-500K 400K-900K
H % 2
Local Law Firm - Zs3th{R)MES3FR
Years of Experience MV %R
Position Title BRI & R
Less than 3 Years 4-6 Years 7-9 Years Over 10 Years
<3F 4-6 F 798 10 5k
Lawyer 2Im 250K-550K 450K-800K T700K-1.2M 900K-2.5M

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.

*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.
* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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EaElFE ®

CGP Insight
Life Science

SEBRIEME, EHRFTUATRTRIK

Global epidemic prevention expands demand for talents in life science industry

BIERIERM, 2021 FNESEFTI A RO, HRES MR RS TR, BHEERUIRBIER , KRB EEB TR,
SEERESHZERBAN, RETILRERE, EHRIZITIWEEM—NNRTUIEN T AZTRERRITRIR

Affected by the epidemic of COVID-19, the life science industry has developed rapidly in 2021, and more and more innovative
and high-quality enterprises continue to emerge. With the continuous innovation of science and technology, the attention
of the public is also increasing, which results in the influx of capital and accelerates the development of the industry. The life
science industry has changed from a niche field to a hot area that people pay close attention to.

ERAHDERIRHEFRITIRELZR

Global public health environment brings rapid industry development

B 2021 £, EHBFTUELRANLESEREBRERO—1 k. FESHFEMARCELRNEN, AREMRRANLREARER
ENAMEMESSE. EHRFAALBRATHLRIRPBINFE. BFE ZDRFEOE, BNHERELH, SEWNFX—UEN
MABESWAEREILK, SKOARZESRNGET 1690 12%7T,

ETUEFELRNERT, XERTZUVALEMRE, BHRRECREEE, HIRERE. BESASGN, REAERHRMR
RWFAHMRTREGY), HASABENELEEG. TUNEMAREMERENSNHNBWEKNER, #—SHEEEGRF™
WEIR R,

Looking back on 2021, the life science industry has become the fastest growing industry in the world today. With the rapid
development of basic research in life science, the development of modern biotechnology has also accelerated its penetration
into the application field. Life science has solved the problems of environment, health and resources encountered in the
process of social development, and with the impact of new coronal epidemics, the research funds of various countries in the
field are growing rapid[y,,ahd the global research capital investment will reach 169 billion USD.

Under the overall mdus,tf’*al devel.opment emerging countries have also made breakthroughs in the field, and significant
benefits have been made in ﬂ"}e_transformatlon of scientific research achievements, especially in the fields of immunization,
gene and other subdivisions. NevV\research results have been made into effective drugs, becoming remarkable commercial
cases. Basic reseé’ches rr tering the\commercnallzatlon stage in a faster way, further promoting the development of the life
science mdl}st”ry. | : N
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il ®

CGP Insight
Life Science

SEBEIEME, EHRFTUAARTRIK

Global epidemic prevention expands demand for talents in life science industry

Pl A H— IR, BFHREREATLEREESD

Digital transformation enhances cashability

SIEUARBHZDERS, ESRFRANBRMERNSRRIFCISENIEGRFNE, BHRFRAMANETXIL, £FU
BEETHRONETRSARNEEFREEFLENEF L. BRUESHNETTHSELRSHRIERD, EBHARBERER,
FAAIBRSES i RNRGERETHIEY EHMNE.

B, BMESGHFTULSERERIWE, USFRPEARMRARAZORENESNE, REEFENANE, NMHEEBSET K8H
BER. B—FHE, BESMNEFRER 2022 FHN5—TRO. ZEERT, AMIEARTFEIEEREE T RESHRERR. XL
Eixte, MERFEGEFITWHEER,

The process of global industrial upgrading continues, and the high-tech dividends brought by the emergence of more digital
technologies will also radiate to the field of life science, promoting the integration of digital technology into medical culture,
so that the medical service system with smart healthcare as the core will bring more economical and affordable healthcare
experience to patients. More and more medical institutions will set up their own data centers, with the help of big data
framework, using artificial intelligence and real-world cases to explore the value behind medical data.

Meanwhile, the whole life science industry will formally move towards industrialization, improve the production efficiency of
the core process and the compliance of the production line with the current cognitive technology, so as to meet the growing
market demand. On the other hand, accurate and quantitative life will be another trend in 2022. In the genetic era, people are
keener to understand their health status at the genetic level. All these are inseparable from the contribution of the life science
industry.

T SHRRRERMES ZMAITLAFRORK

Industry convergence, multi-disciplinary talents shortage

RENREFETAENTHER, ¥RTETHRRNZGH; RN, HRARNHASREFEDTEXTWENERSAR. T
HBEFRRS|IAENINZNAT BN, ERANEHAT HFEAMANESMHEE, MESHBMIAAENTUFERELTUNERS
BEEAN.

The recurrence of the epidemic has generated a large number of market demand and brought about the improvement of the
medical system, while the emergence and breakthrough of new technologies have led to the development and upgrading of
related industrial chains. A variety of new trends in the industry began to attract a large number of foreign capital and talents,
traditional medical talents also began to transform to the emerging pharmaceutical field, and more cross-disciplinary talents
are bringing more professional management and operation methods to the industry.
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EaElFE ®

CGP Insight
Life Science

SEBRIEME, EHRFTUATRTRIK

Global epidemic prevention expands demand for talents in life science industry

CGP £HAHIHRRETR, “BENKMABHUANMRASIE, FEEGRPITIRAENERSAANSEIRIR. AT FERZIRE
TIMHERE, TEESNRFURESHRIMRR, MAKET FRMREEMES. ~

EER, T ESCMEEREMME, URHRE, Wat. TUHNSANHRBERARE EEMEEGRPTUNERE, RROE
SR TS HIE ARG R EAEN S AMREN L RIIB.

According to the CGP Group Marketing Insights, with the impact of the epidemic and the maturity and acceleration of
commercialization, the life science industry has become the hottest industry sector in recent years. Talents need to maintain
their sensitivity to the industry at all times and improve their digital skills and professional abilities in popular sectors, such as
cognitive healthcare.

In recent years, the speed and scale of innovation in the industry, as well as the emergence of new technologies, such as
automation and industrial robots, have affected the development of the life science industry to a great extent. The life science
industry will face unprecedented challenges and more exciting opportunities for development in the future.
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®

CGP Insight

AZFEER {1

DIFFICULT TO HIRE

RPN
DIFFICULT TO COMPETE

Chief Techical Officer
BHEEAE

Chief Scientific Officer
HERZER

R&D Director
AR

RA Director
/Iﬂﬂ-'h\“ﬁ

Medical Director

Exsls

Notes: Roles with limited qualified candidates while HR and company has less

bargain power during recruitment process.

BRERAIRZFEFHNEEBE, FEFHNREARTRAERETE. HR RAR

AFEEHH.

75

Sales Director

HESS

Marketing Director
ﬁiiﬁlu\l@lﬁ

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc

ERRUBABHEFMHNMES, REARFH. HR RABLATFESHH.
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NGS - ERZ:lF

Years of Annual Package Range N'eed
Position Title BR{i &5 Experience (RMB) &3 Indicator

Mk EFEEL (0-100)

Min Med Max FRIEH

CTO/CSO HERAE /BEREEE 15 years + 1.2M 1.8M 2.5M 95
R&D Director 51748 8 years + 600K 800K M 90
R&D Manager R ZIE 5years + 350K 450K 550K 88
Bioinformatics Director EMERER 10 years + M 1.2M 1.4M 85
Bioinformatics Manager EYEREE 4 years + 400K 545K 650K 80
Medical Director EF2 15 years + 600K 800K 1.5M 90
Medical Manager EFEE 5years + 300K 520K 600K 95
Sales Director HERE 10 years + 800 M 1.2M 80
Regional Sales Manager XIFHELRE 6 years + 400K 510K 600K 90
Marketing Director minakE 10 years + 600K 700K 800K 85
Product Manager EmEE 3years + 300K 350K 400K 85
Manufacturing Director ko SV 10 years + 600K 700K 800K 82
Regulatory Director e TSV 10 years + 600K 900K M 92

*ER BATHRMRE (FEERNSERMEF) , ETHRGMAYMES, WEFE, BHEIRART.

*B/ME. BifE. KRKE

* BRIET RAAAETIPNERIZE, 80 DRTFHKTE, HHEEUNFRMATHEERT, NTF 80 RRBUFRNFHHLEATHEE. k2, KT 80 RTEEIER
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.

%



2022 SALARY TRENDS —— Mainland China

CGPGROUP

Unleashing Global Talent

Medical Device (Non Commercial) - Efresti ( JEdLZ3E)

Annual Package Range (RMB) &5

Years of . ] Need
Position Title & &R Experience | Min | Med | Max [ Min | Med | Max | Indicator

Mk (0-100)

Local Company Foreign Company
b S /N ShERE

R&D Vice president RRBIZE 20 years + M 1.4M 2M 2M 2.3M 2.6M 60
R&D Director RREE 18 years + 800K 1.1M 1.2M M 1.5M 2M 70
R&D Manager REZE 10years + 350K 495K 600K 500K 750K 900K 60
Production Director SR 18 years + 400K 650K 700K 700K 900K 1.5M 70
Production Manager e =35 12 years + 350K 425K 500K 450K 550K 600K 60
Quality Director BRERK 18 years + 400K 450K 600K 700K M 1.3M 82
Quality Manager REEE 7years + 250K 325K 430K 350K 450K 520K 88
Regulatory Director AR 15 years + 600K 700K 900K 700K 1.1M 1.5M 90
Regulatory Manager ERREIE 8 years + 300K 420K 500K 400 500K 580K 93
Clinical Director 773584 12 years + 500K 720K 1.2M 700K 1.2M 1.5M 95
Clinical Manager IREREEIE 7 years + 300K 395K 450K 450K 530K 580K 98

T

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.
*BME. PUfE. RKME

*

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum
* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80

indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.

FRIET: RTATETGHHERIEE, 80 FRTTHYKTE, URRBEUNFRMALTHNKERT, )T 80 RREUFBRNFHHEATNEE, k2, AF 80 KRR IER
AT, T ERENATHTTRR.



2022 SALARY TRENDS

Medical Device (Commercial) - Efrzsig (WS3)

Years of Annual Package Range N'eed
Position Title BR{ii & #F Experience (RMB) 5 Indicator
Mk SR (0-100)
Min Med Max FRIE
Chief Marketing Officer HEEHE 15 years + 2M 2.5M 3M 82
Marketing Director mipas 12 years + M 1.3M 1.5M 82
Marketing Manager HipEE 8 years + 600K 740K 900K 80
Market Research Manager miHEREE 3years + 300K 490K 700K 80
Brand Director mhE B 12 years + M M 1.4M 90
Brand Manager mhE EF L1 5years + 400K 500K 800K 90
Corporate Communication Director ~ {ZiBSU5 12 years + M 1.8M 2.5M 82
Product Manager FEREE 5years + 400K 500K 800K 90
Chief Commercial Officer HEBSE 15 years + 2.5M 3.3M 4M 84
Sales VP HERISE 15 years + 2.5M 2.8M 3M 92
Sales Director HERE 10 years + M 1.5M 2M 92
Sales Manager HELE 7 years + 500K 700K 900K 85
BD Manager A SSHRREIE 7 years + 500K 700K 900K 82
Strategy Director HEEE SR 7 years + M 1.5M 2M 90
Commercial Operation Director BLEERE 8years + M 1.3M 1.5M 85
GA Manager K28 5years + 400K 800K 800K 91
Market Access Manager miHENEE 5years + 400K 800K 800K 90
Medical Affairs Manager EFXE5EE 5years + 400K 700K 800K 90
Pricing Manager EMEE 5years + 400K 620K 800K 90

*Ef BAIENRE (FEERNRERMBFN) , EHRALNMET, NEFE, KHRURART.

*B/ME. BifE. KRKE

* BRIET RAAAETIPNERIZE, 80 DRTFHKTE, HHEEUNFRMATHEERT, NTF 80 RRBUFRNFHHLEATHEE. k2, KT 80 RTEEIER
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Unleashing Global Talent

IVD (Non Commercial) - {52l (JEdk52E)

Annual Package Range (RMB) &%

Years of Need
Position Title ER{i1 & B Experience | Min Med | Max | Min | Med | Max | Indicator

YNIZ:3 1 (0-100)

Local Company Foreign Company
b S /N ShERE

R&D Vice president RARIZE 20 years + M 1.9M 3M 1.8M 2M 2.6M 70
R&D Director RREE 15 years + 800K M 1.2M M 1.5M 2M 90
R&D Manager REZE 10years + 350K 425K 500K 600K 650K 700K 60
Production Director SR 18 years + 400K 660K 900K 700K 800K 1.2M 82
Production Manager e =35 10 years + 250K 325K 400K 400K 500K 600K 82
Quality Director BRERK 15years + 400K 510K 600K T00K 810K 900K 85
Quality Manager REEE 10 years + 300K 350K 400K 400K 500K 600K 85
Regulatory Director AR 12 years + 500K 660K 800K 800K 950K 1.5M 90
Regulatory Manager ERREIE 8 years + 300K 400K 500K 500K 650K 700K 95
Clinial Director 773584 12 years + 800K 1.2M 1.5M M 1.4M 1.6M 90
Clinial Manager IREREEIE 6 years + 350K 475K 600K 400K 560K 700K 90

IVD (Commercial) {E5M2HlE (1k533)

Years of Annual Package Range &% N'eed
Position Title BRI & #R Experience Indicator

MAkEE#5 (0-100)

Min Med Max FRIEH

Sales Director HESE 15 years + M 1.3M 1.5M 82
Sales Manager HELE 8 years + 500K 750K M 82
Marketing Director minasE 15years + 1.2M 1.3M 1.5M 80
Product Manager FEmEE 5years + 400K 640K 900K 80
Application Manager WAZEZSE 8years + 500K 650K 800K 81
Service Manager R4 8 years + 500K 640K 800K 80

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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2022 SALARY TRENDS

M5 Bzh ik Bt
Machinery & Automation

HHSALAHIENIR, RIS BREA A R

Manufacturing upgrades accelerate transformation of machinery and automation talents

BB, FIENBEESEREAR. FEEETE~MiE, BT 2MBRENERKEL, ELREFRBNIFET,
FEMNRHMEBRENERRE, HP, REFASKEELHZL, HANLLHIEXEEN. F2REENRZMZT, HER L
WE MR FERELEIL.

ERTHELER, SZNENEM—RIFIELARENISER, Sintm il R0 bbME~LamUsuEntfIERERA. UEAT
mafl, FELFELFMEERNT ANFERAME, FiELNERARBERFSHTHR,

In the post-epidemic era, the trend of manufacturing automation is becoming more and more obvious. With the progress of
resumption of work and production, the automation industry has shown a rapid growth momentum. In the context of the
global economic recession, the liquidity policies of various countries are in a loose state. Among them, as the core of the global
manufacturing industry, the proportion of China's supply is increasing significantly. Under the influence of the global epidemic,
manufacturing enterprises have an increasingly strong demand for mechanical automation.

The global market is gradually picking up, and correspondingly, a new round of manufacturing upgrades is coming, and
the proportion of high-end integrated products and the proportion of automation transformation of production lines are
increasing. Taking the domestic market as an example, China's economy is in the stage of transitioning from the incremental
era to the stock era, and the upgrading of manufacturing industry is also in progress.

EREFER, HEREWIRKRAEER

Manufacturing enterprises seek automation transformation

7£2021 F, BIEWARHRHNTIREXRANRA, ~REERAGHL. SHf. FiY, RELKEENREMESREBEEHE),
ERRS Bep it L EIRFREOBEEOMN, 4TI BmEnaMEARIIIE,

BREIE~ N&ENECERSE, ﬁ?%#tﬁiﬁ&#%‘ﬁﬁﬁf*ﬁ; FEY, BRAHSBINEHELLRE, SHEANEISWAHEOBMNE,
; 54 S g
’ )4 3 4
In 2021, the upgrade of th manhfacturing industry has driven the increase in equipment investment, and the products have
: in'gegrateg. At the same time, driven by the shift of the global manufacturing industry to the
omestic machinery and automation industry faced a historical window period for upgrading, and
faced the
|




2022 SALARY TRENDS — Mainland China CGPGROUP

Unleashing Global Talent

M5Bz o

Machinery & Automation

HHSALFARHIENR, RIS BRIEA TR

Manufacturing upgrades accelerate transformation of machinery and automation talents

BRGNS KRR T BRI NSH#ERR, AT ETG LIERHR, SAEVSTAFBARMABERARFERSN, EERLN~R,
EMHBEAAMAR. MELRRNEEERT, R EWRKNEREFRILRZIBIR M,

In the post-epidemic era, machine replacement accelerated, and the market size has reached 100 billion level. High-quality
brands in the domestic market are rising rapidly, and high-end manufacturing application scenarios continue to expand the
incremental market. Meanwhile, in the context of global economic recovery, the export market is expected to further expand.

B REN, BHAFERDHLE L™ AR

Technological dividends promote manufacturing industry upgrades

BT 4.0 B, TIBEUSHFUBRIAAREERFIE~VHIXBERR, MHHEMSELPEER. REBZHRR, W TFHFTLHNSR
SEMRREEEETM,

£2022 &, KImHBEN~RSHEEUNEF ORI RBEREREA, EREFHFTNIZRENTEKRTHEEEA. Eit, SEL &%
WEmBRE., WE, FEMEFREESER, FHUBMEEFRAESRATIRE, NTRMRE, BERSERR,

BEE 5G RARBHEHNE K, M—RRRAFIBSEIRN, M5 SRRERENME , ER 8 EMR=RNESEESEWIFTH—ST K,
FRERAKTRERA, MEREE~LHE. SRR IVES, BEARE~ LR BHHEAR.

Entering the era of Industry 4.0, industrial automation and digitization are considered to be the key technologies of the
intelligent manufacturing industry, and machinery is the largest and most important sector in the midstream of the
manufacturing industry, which has a direct impact on the prosperity and demand of downstream industries.

In 2022, end consumers' demand for product diversification and customization will continue to increase, which will lead
to a corresponding increase in the technological difficulty and manufacturing level of the production process. Therefore,
manufacturers will put forward higher requirements for product quality, efficiency, precision and cost, and gradually replace
traditional manual operations with automated production, thereby reducing errors and safety risks.

With the advancement and popularization of 5G technology, a new round of technological dividends will be released. With
the intensification of the global wave of core shortage, domestic semiconductor ecological enterprises with independent
intellectual property rights will further expand, the level of process technology will continue to improve, and the process of
equipment localization will be accelerated. The combination of diverse technology industries will help the manufacturing
industry complete the automatic upgrade.
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NS Bz o

Machinery & Automation

HHSALAHIENIR, RIS BREA A R

Manufacturing upgrades accelerate transformation of machinery and automation talents

FHEAFARHIEMR, WFAFHFEIEMIHRESER

High requirements on the learning adaptability of talents

MEERREWHAER, Ik BEHLEFIRERA, HREHkESESR. TUHNRA, WAANERBEZ RS, BENSBAFE
BRI ARNER, ATHIRISRELSLERT,

CGP £HATIHRRER, “ENFELAR, RETHEREWVHNEDUREE, AWATHER, ATEZBDXITIHEELRR,
=B, BERETENEIRMES, IRFEE, UHREITIWRES. ”

K& BRIEH BN RETRN, AT ZEREENEESHREA, MRMUSRENSERREAANENRENSRIEEIGHRLSg. MK
BERRRWIGHREANRMB TEMBEF, WAL RRBHREFBVBI Ao

With the upgrading of the domestic manufacturing industry, the proportion of industrial automation continues to increase,
more and more high-end and professional jobs will be created, and the requirements on talents will also rise. With the
popularization of automation technologies such as robots, the positions and functions of talents will also change.

CGP Group's Marketing Insight shows that the upgrading of the domestic manufacturing industry has increased the degree of
automation of manufacturing enterprises and the requirements for talents. Talents should pay close attention on emerging
manufacturing technologies, improve knowledge reserves in the fields of automation and intelligence, and make a smooth
transition to stabilize their competitiveness in the industry.

As automation progresses, the skills gap between talent will grow. The creation of new roles and functions means that talents'

existing skills and experience are being challenged. The demand for new skills will also bring more substantial compensation
and benefits, which means both opportunities and challenges to talents.
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NS Bz o

Machinery & Automation

AZFEER {1 RF IR

DIFFICULT TO HIRE DIFFICULT TO COMPETE

R&D Engineer/Manager/Director Sourcing Manager
AN/ 28/ 28 RMLZIR
Process Engineer/Manager Production Manager
TZIiEm/&F18 e 3
Automation Engineer Operation Manager
Baif T2 BERE
MES Engineer Project Manager
MES Tz mB&E
Engineering Manager Plant Manager
Ti2L3E &
@ e 6 0 O

Notes: Roles with limited qualified candidates while HR and company has less Notes: Roles with poured qualified candidates while many candidates compete
bargain power during recruitment process. for one job. HR and company has more bargain power during recruitment proc
BERUIRZAESFHHNES, FERHNREATRAEETE. HR RAF ess.

AFEEHH. BRRUBRENEFHNEEE, BEARSHIL. HR RARAFESHH.
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R&D - IR

Annual Package Range (RMB) &
Years of Need
iti i O43] Experience H : Indicator
Position Title BRfii & #F Min Med | Max Min Med | Max
Mk (0-100)
. oy . oy %**Eﬁ
Tier 1 Cities —#kfiTs | Tier 2 Cities Z£kiih
R&D Director RS 15 years + 750K 975K 1.2M 450K 625K 800K 82
R&D Manager EEE 10 years + 450K 575K T00K 300K 410K 500K 85
R&D Supervisor MEREE 7 years + 250K 335K 400K 180K 250K 320K 88
R&D Engineer & T2 3years+ 150K 195K 200K 100K 170K 200K 92
Production - £
Production Director Rl 12 years + 550K 690K 850K 320K 400K 500K 80
Production Manager 28 9years + 350K 475K 600K 230K 315K 400K 82
Production Supervisor EFEEE 6years+ 150K 200K 260K 130K 185K 240K 82
Production Engineer T2 3years + 100K 150K 200K 90K 110K 150K 82
° o mm e
Operation - 1Z'F
=
Operations Director BEERE 15 years + 900K 1.1M 1.3M 550K 670K 800K 82
Operations Manager EERE 10 years + 500K 660K 800K 300K 380K 450K 85

84

*EH BATHENMRE (FEERNREEMET) , BBl

*B/ME. PIfE. KRKE

, WERE, BHBEIRART.

* BRI RRATETIPNERIZE. 80 ARTEHKE, BHEEVHNFERMAANHERTF, NF 80 REEUWFRNFHHEATHNEE, k2, AT 80 RFBEIRR

AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Sales & Marketing - 117 & $55

CGPGROUP

Unleashing Global Talent

Annual Package Range (RMB) &%
Years of Need
iti i O43] Experience H : Indicator
Position Title BR{ii & R Min Med | Max Min Med | Max
Mk EE# (0-100)
. oy s . oy > %**Eﬁ
Tier 1 Cities —#&3im | Tier 2 Cities Z&&im

Sales VP HERIDH 15years + 1.5M 2M 2.5M 85
Sales Director HESE 15years + 700K 960K 1.2M 500K 660K 800K 88
Sales Manager HERE 10 years + 400K 535K 650K 250K 420K 550K 90
Sales Supervisor HETE 7years + 200K 275K 350K 180K 230K 280K 88
BD Director WEF R B 12 years + 500K 760K M 88
BD Manager WEFREZE Tyears + 350K 450K 550K 250K 375K 500K 88
Marketing Director HHEE 10 years + 500K 640K 800K 350K 465K 600K 80
Marketing Manager hipEE 5years + 350K 465K 600K 200K 315K 450K 80
Service Sales Director HESHET 15 years + 650K 885K 1.1M 480K 640K 780K 88
Service Sales Manager HEXFEE 10 years + 380K 515K 630K 230K 385K 520K 90
Service Sales Supervisor HEZIFEE 7 years + 180K 260K 320K 160K 220K 260K 88
Application Manager RAZIFEE 10 years + 500K 600K 700K 350K 460K 550K 89
Application Engineer RAZIFTIER 5years + 300K 395K 450K 200K 310K 380K 92

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.

*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum
* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Pharmaceutical
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hilZy

Pharmaceutical

CGPGROUP

Unleashing Global Talent

®

CGP Insight

AZFEER {1

DIFFICULT TO HIRE

BD Director
W SHRES N

Digital Marketing Manager
HFEHEZE

Portfolio Manager
FERELEIEAE

HEOR Manager
PEEFFFEE

Notes: Roles with limited qualified candidates while HR and company has less
bargain power during recruitment process.

BEERURZAESEFHHNES, FERHNREATRAEETE. HR RAF
WFEHHH.

87

RFAZIRL
DIFFICULT TO COMPETE

Business Unit Head
BV ERfA S

National Sales Director
SEHEERR

Marketing Director
iR

Training Director
IS

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc
ess.

BRRUBRENEFMNEEE, BEARSHIL. HR RARAFESHH.
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Research & Clinical - (FR 5llGFK

Annual Package Range (RMB) &#;
Years of he ed
Position Title BR{iI B #R Experience | Min | Med | Max | Min | Med | Max I?g-lfgg)c))r
M2 FRIEH
Local Company Foreign Company ™
b N /N SERE
Chief of Drug Discovery HREGYHRAER 20 years + 2M 2.5M 3M 2M 3.1M 4M 82
Drug Discovery Director YRR RS 10 years + 500K T40K M 600K 1.2M 1.5M 80
Drug Discovery Scientist YRR ER 5years + 200K 390K 600K 300K 550K 800K 82
Chief of Pre Clinical BEIEKEHER 20 years + 2M 2.5M 3M 2M 2.5M 3M 83
Pre Clinical Director [0S 10 years + 500K 740M M 800K 1.2M 1.5M 80
Pre Clinical Manger IRPRAIHALZIE 5years + 300K 440K 600K 400K 600K 800K 82
Chief of Clinical Development HEBRKFRER 20 years + 2M 2.5M 3M 2M 3.1M 4™ 90
Clinical Development Director (233 % 28 10 years + M 1.5M 2M 1.2M 1.6M 2M 82
Clinical Development Manger IEPRTF & 4212 5years + 300K 540K 800K 400K 650K 900K 81
Regulatory VP MBS 20 years + M 2M 3M 1.5M 2.3M 3M 82
Regulatory Director SEMRE 10 years + 500K T40K M 800K 1.5M 2M 80
Regulatory Manger AR 5years + 200K 390K 600K 500K 650K 800K 80
° ° =
Production & Quality - £F=5FHE
Chief of Process Development HEIRBIZEXR 20 years + 2M 2.5M 3M 2M 3.1M 4aMm 91
Process Development Director BREIZEE 10 years + M 1.3M 1.5M 1.2M 1.6M 2M 92
Process Development Scientist HBRIZER 5years + 200K 400K 600K 300K 460K 600K 88
Chief of Manufacture EFEREE 20 years + 2M 2.3M 2.5M 2M 2.5M 3M 84
Manufacture Director EFERE 10 years + 500K 650K 800K 600K 800K M 82
Manufacture Engineer EFETRIA 5years + 200K 400K 600K 300K 510K 700K 82
Quality VP FERSH 20 years + M 1.3M 1.5M 2M+ 90
Quality Director BRERK 15 years + 800K 910K M M 1.1M 1.2M 90
Quality Manager FREZE 8years + 200K 360K 500K 300K 460K 600K 92
Analytical VP SRR 20 years + 1.5M 1.8M 2M 2M+ 84
Analytical Director bariif<y 10 years + 800K 900K M M 1.1M 1.2M 84
Analytical Manager DINEE 8years+ 200K 340K 500K 300K 450K 600K 84

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

*Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Pharma Commercial - BERF X,

CGPGROUP

Unleashing Global Talent

Annual Package Range (RMB) &%
Years of f ; Ingﬁ:‘::or
Position Title BR{I&#5 Experience | Min | Med | Max | Min | Med | Max | %/ "0
M2 FRIEH
Local Company Foreign Company
b S /N ShERE
Chief Commercial Officer HEBSE 20 years + 3M 4M 5M 4M 5M ™ 80
Commercial VP EHRISH 15 years + 1.5M 2M 2.5M 2M 3M 3.5M 80
BD VP BD El2& 15years + 1.5M 2.5M 3M 2M 3M 5M 85
BD Director BD 2 10 years + 600K M 2.5M T00K 1.2M 3M 85
BD Manager BD £32 Syears + 400K 500K 700K 450K 600K 800K 90
Market Access VP (Central) TIHENBIBE (FR) 18 years + 1.5M 2M 3M 2M 3M 3.5M 75
Market Access Director (Central) TIHENBE (FR) 10 years + M 1.5M 1.8M 1.5M 1.8M 2M 78
Marketing VP SRR 18 years + 1.5M 2M 2.5M 2M 3M 4M 80
Marketing Director HiRE 15 years + 800K M 1.5M M 1.5M 2M 85
Marketing Manager THinRE 10 years + 600K 800K M 800K LY 1.2M 85
Local Marketing Director/Lead Xigmipals / ARmA 12 years + 600K 800K M 800K M 1.5M 80
Local Marketing Manager XigHiHEE 5years + 300K 400K 600K 350K 450K 600K 85
National Sales Director LEHERE 15 years + M 1.2M 1.5M 1.5M 1.8M 2M 85
Regional Sales Manager AXHELZE 10 years + 500K 800K M 800K M 1.3M 85
Training Director EIIER RS 15 years + 800K M 1.2M M 1.2M 1.5M 78
SFE Director HESRUEMBY 15years + 800K M 1.2M M 1.2M 1.5M 78
KA Director XEEF RS 15years + 700K M 1.3M 900K 1.3M 1.5M 75

89

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.
*BME. PUfE. RKME

*

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.
* Min.: Minimum, Med.: Medium, Max.: Maximum
* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80

indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.

FRIET: RTATETGHHERIEE, 80 FRTTHYKTE, URRBEUNFRMALTHNKERT, )T 80 RREUFBRNFHHEATNEE, k2, AF 80 KRR IER
AT, T ERENATHTTRR.
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EES5EZm o
Retails & Luxury

HIILBIRIMH RS

Keep steady growth to compensate for shifting consumption

2020 FEHKEFE@MBERK 23%, PEFGFHULLE 3460 2T FEREIELLLY 48% I1EE, X—HETBHEFR=ZE GDP [
Lt 0.7% HYIEHE,

PENEZEFELARL T i RlRER, BRI RENTERER. HEFINFHRIAZGEL, FELERE, EXEGR
BREERIRIL LTS, HNESMBEMXE, EFREEMANRMER, MEERE=FNIEZE, SATEENHNE. SEIEM
HEENHFEE.

WEREME, BR&LHAMRRZEN, WREARE,. MEX—2H, XRREFSRE=TUFEEH T LERRE, BREETH
MohpSml—ERE. 2R Fil. BVRSES, REAHN “GERERE” BHEATHHEREANTREUS AT EAZE,

In 2020, the global luxury market value plummeted by 23%, but the Chinese market achieved a year-on-year increase of about
48% with an annual revenue of nearly 346 billion yuan, which far exceeded the 0.7% year-on-year increase in China's GDP in the
first three quarters.

China's luxury manufacturing industry has always been at the low-yield end of the industrial chain, and domestic foundries
can only trade production capacity for survival. It is not only the manufacturing that is treated differently, but also the online
channel. Major luxury retailers have set up online platforms such as official websites and Tmall in China but excluded them
from brand management, most of them choose the third-party operation outsourcing service. Online channel doesn’ t share
the supply chain, business entities and sales pricing with offline counters, and is managed separately.

For Brands, building their own online teams is time-consuming, and they lack experience in it. Seizing this opportunity, the
development of China's luxury tertiary industry is not only conducive to the transformation of the industrial structure, but
will also spawn numerous market segments and employment — leasing, finance, training, business services, etc.. The brand's
"online FMCG strategy" will bring many vacancies and promotion opportunities to talents promotion in the domestic market.
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Unleashing Global Talent

SES5EBS e
Retails & Luxury

HIILBIRIMHERRS

Keep steady growth to compensate for shifting consumption

EREFERER, MAEARHEERHERES

Two modes help compensate for shifting consumption

2021 5, ERESR-VEBEEFAESMEAB LR, HPHRIMRLEREERAER,

—ZBd (ZFEBR) HIFHHREIHE, BERELIEHE, 2020 £, BRNPEHHIRHILE 173 27T, ELEK 47.87%, “E
BARMEX" BUEEMFTSIIEE 00 EAR, MEFRPMS, dH~LEFREERFEERBEEFERNRLR, HEARKEMHE
Bk, EFAREEFHANER, 2021 F, EEMEEERD TR EETHES LR, KM THEHH~ENR .

_RERRKZESEFEAN, _ATURZELHA. FRABEEFWRITTESEIME, BARMENR, SHMEEK, 2021 F, SRE
EWLHURBEERL, MARHEE TR, BEREE L. WX MERNER? SERBSEmiEET LER S, #HBER~m,
WBESNRELEEFITERATT. SRR, ZgHaERELA, REER. PAFE. EEMEEEERSHN=RUSHE U
BRIV ESEETAanNSXFARIE,

In 2021, the domestic luxury industry followed the laws of economy and showed a cyclical progression, with two major
characteristics in the market and employment side.

Firstly, second-hand luxury industry stimulated consumption, and activated self-employment groups. In 2020, the market
size of the domestic second-hand luxury industry has surged to 17.3 billion yuan with a year-on-year increase of 47.87%.
The consumption concept of "buying the right one is better than buying the expensive one" has fully penetrated into Gen Z.
In terms of the business cycle, the domestic second-hand luxury industry is exactly at the intersection of live streaming and
post-epidemic economic recovery. Its development is in line with the level of consumption as well as the requirements of the
domestic system. In 2021, live streaming and physical stores promoted the simultaneous development of online and offline
business, and achieved an increase in the output value of the second-hand luxury market.

The second, co-branding has penetrated into the young crowd, and the transaction volume in the secondary market has
increased. Traditional luxury companies are less inclusive to designers, emphasizing the brand tone and weakening individual
claims. In 2021, sales of classic designs with high reserved value have surged, while sales of new designs have declined, and
inventory of historical designs has increased. How to make up for this consumption gap? Luxury companies began to cooperate
with sports brands and other industries to launch co-branded products, connecting two markets with a high value preservation
rate. Meanwhile, the output value of the secondary market has risen sharply, and professional buyers, intermediary platforms,
appraisers and other highly vertical tertiary industries positions worked as freelancers or affiliated platforms.
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Keep steady growth to compensate for shifting consumption

FESINEE ==k A7 EEHaiK

Channel diversification accelerates talent structure optimization

2022 5, ESLFELBNE#AANE DRENR, SRERRELF=FIAZTEY, BEFRENFLENIIECRERENEESSEN
REERRE, AERAEEFAEXZENINR, MECENRMEER. SESENERNEETECREPETIEIRNRKDE —F
BEfeil. AIFIEETABIRRERMMENE LRE, #—PHIRETEEREE, EHUTHEFEEN, ECMRFRKEHNE LR
$HEYMX,

MERFURRESREHFUREE—EXK, BHEFEEAZER, WHRANL L IBFRE—NRSHE, KRSHWERENHAS T
EERAAGHBE, HRMEWNEFNREEERTINIEEMN, MIEERMEECBNEEEN. AILER, FEHNAIRE
LA EZIEIRE#H— S INE 2022 FEERE==IHNATES,

XA FERNE=ZF=URS, EEREZFLUERMIRESENMLEERES. EZHNBZENRSEERASRUNEEER S,
ERSHAFHHZ A, BRTRRULEIRBNNERAITIARENHEERATE, MEMIZERSIN, ALTHEEER. ESR.
R MESHE WA, LURRESERF BB REF LR EER,

In 2022, luxury industry will accelerate its entry into the online FMCG era, and brands urgently need to improve the talent
structure of the tertiary industry. The industrial attributes of its own traffic make it easy for luxury goods to get millions of
traffic on Tmall's live broadcast debut, but behind the excitement is not the carnival of transaction volume, but serious brand
anxiety. The high penetration of the Internet has exposed the biggest problem that luxury brands are facing in the Chinese
market — the channel crisis. The OEM industry chain has entered some brands' official websites and foreign online channels,
further reducing the volume of offline counters and weakening their significance, making luxury retailers enter the era of FMCG
passinely.

Branding digital construction and brand channel digital transformation are related to a certain extent, but there are also huge
differences. FMCG online industry chain is not a single party A market, and numerous highly targeted subdivision operations
have spillover effects. When the brands face the job structure of the complicated FMCG industry, they don't even know how it
works. Hence, the unformed employment standards and difficult-to-quantify assessment indicators will further accelerate the
talent competition in the luxury tertiary industry in 2022.

Different from the traditional tertiary industry services, the luxury tertiary industry has higher requirements for practitioners in
terms of brand standards. The competition among third-party agencies will turn into the structural competition for segmented
positions. Before the closed service loop is formed, the first organization to complete the position structure will become
the industry standard setter or leaders. In addition to basic operation services, the market segments also includes highly
knowledgeable professional groups such as finance, data analysis, and traders, who help brands develop high-quality online
resources in the form of inter-segment cooperation.
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DIFFICULT TO HIRE

RPN
DIFFICULT TO COMPETE

CRM Manager
BFRXRERE

E-marketing Manager
R mHiEIE

E-merchandising Manager
B EHEE

E-commerce Director
BRI

E-commerce VP
R SES

Merchandising Director

LR YA

Notes: Roles with limited qualified candidates while HR and company has less

bargain power during recruitment process.

BRERAIRZFEFHNEEE, FEFHNREABTRAERETE. HR RAF

AFEEHH.
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Retail Marketing Manager
SEHIHEFIE

PR Manager
NREZFE

Brand Communication Manager
mhRfEIBLE IR

Area Manager
XigeEiE

Retail Director
FERN

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc
ess.

BRRUBRENEFMNEEE, REARSHI. HR RARAFESHH.
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Marketing - 1%
o asor | AT RegeRanee | or
Position Title BR{i &R Experience
PN %:2 ¢ (0-100)

Min Med Max FRIEH
CMO/ Marketing VP BEEEHE | TR 15 years + 3Mm 5M 90
Marketing Director mipEsE 10 years + 1.2M 2M 3M 95
Marketing Manager (overall) minEE 6 years + 600K 820K M 95
PR Manager NXREE 6 years + 500K 660K M 85
CRM Manager BERXRAEEEZE 5years + 600K 800K M 100
Retail Marketing Manager SETHIHEE 6 years + 400K 620K M 85
Digital Manager HFEE 5years + 400K 610K M 95
Store Development VP [ERARREBEH 15 years + 2.5M+ 80
Store Development Director ERHERRE 10 years + 1.2M 2M 3M 95
Store Development Manger [EHEREE 5years + 400K 620K 800K 95
Visual Merchandising Director ~ I EHSK 10 years + 800K 1.2M 2M 90
Visual Merchandising Manger M EHEE 6 years + 400K 610K 800K 85
Construction Director TEEE 10 years + 1M+ 90
Construction Manger TiREE 6 years + 400K 610K 800K 85

*ER BATHRMRE (FEERNSERMEF) , ETHRGMAYMES, WEFE, BHEIRART.

*B/ME. BifE. KRKE

* BRIET RAAAETIPNERIZE, 80 DRTFHKTE, HHEEUNFRMATHEERT, NTF 80 RRBUFRNFHHLEATHEE. k2, KT 80 RTEEIER
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Years of Annual Package Range fE# N'eed
Position Title BRI & #R Experience Indicator
Mk ¥R (0-100)
Min Med Max FRIEH
Merchandising VP AmEl S 20 years + 2M 2.5M 3M 80
Merchandising Director Amals 15 years + M 1.6M 2M 90
Merchandising Manager B mEE 8 years + 400K 560K 700K 85
Luxury Buyer E5mEY 5years + 200K 320k 400K 90
Ecommerce Merchandising Director ~ EBEEREY 12 years + 800K 1.2M 1.5M 95
Ecommerce Merchandising Manager BB IR 6 years + 350K 550K 800K 90
Planning & Allocation Director IR & BEER R R 15 years + 800K 1.2M 1.5M 93
Planning & Allocation Manager IR & BLER4EEE 8 years + 400K 570K 700K 93
Planning Director tRIEsE 15 years + 800K 1.2M 2M 88
Planning Manager THREE 8 years + 300K 460K 800k 85
Allocation Director EtR Rl 15 years + 600K M 1.2M 70
Allocation Manager [Gyazstd 8 years + 250K 350K 600K 80
° \Y 4 el — ]
Sales Operation - $HEIiEE
Wholesale VP AR 20 years + 1.5M 2M+ 3M 90
Wholesale Director kB 15 years + 1.2M 1.7M 2M 95
Wholesale Manager & ez1E 6 years + 500K 660K 800K 90
Retail VP SERISR 18 years + 1.2M 2M+ 3M 85
Retail Director SERKE 12 years + 1.2M 1.6M 2M 90
Retail Manager TEEE 8 years + 700K 970K 1.2M 95

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.

*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80

indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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° 3
Supply Chain - &5
v ¢ Annual Package Range Need
. N ears o (RMB) & Indicator
Position Title BR i & R Experience
ML £ (0-100)
Min Med Max FRIEH
Supply Chain VP R R S5 20 years + 2M+ 90
Supply Chain Director E AT SY 15 years + M 1.6M 2M 95
Supply Chain Manager R fEEIR 8 years + 400K 510K 600K 90
Logistics Director MImBk 15years + M 1.6M 2M 95
Logistics Manager YImEIE 8 years + 300K 460K 600K 85
Warehousing Manager CfEEE 8 years + 300K 460K 600K 85
Transportation Manager BinEE 8 years + 300K 460K 600K 85
Demand Planning Manager ERitxEE 8 years + 300K 450K 600K 85

*ER BATHRMRE (FEERNSERMEF) , ETHRMALMES, WEFE, BHEIRART.

*B/ME. BifE. KRKE

* BRIET RAAAETIPNERIZE, 80 DRTFHKTE, HHEEUNFRMATHEERT, NTF 80 RRBUFRNFHHLEATHEE. k2, KT 80 RTEEIER
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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o fearsof | ATURSECenSe | entor
Position Title BR{i &R Experience
Mk ¥R (0-100)

Min Med Max FRIE
Ecommerce VP/ GM HEEIRE/ BRE  20years+ 2.5M+ 95
Ecommerce Director/ Senior Director  HERME /S&KEH  15years+ 1.5M 1.9M 2.2M 95
Ecommerce Manager/ Senior Manager HEBE&IE /| SREFE 8- 12years 600K 910K 12M 90
Ecommerce Operation Director BEEERK 12 years + 1M+ 95
Ecommerce Operation Manager BEIEELE 6 years + 500K+ 90
Ecommerce Merchandising Director BEEHRS 12 years + 1M+ 95
Ecommerce Merchandising Manager BEEHAE 6 years + 600K+ 90
Ecommerce Content/Creative Director EBERA/SIEEBY  12years+ 1M+ 95
Ecommerce Content/Creative Manager HBERZE / IEEZE 6 years+ 600K+ 90

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.

*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80

indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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DIFFICULT TO HIRE
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Douyin Operation Head
HEEREEEERTA

Media Head
BITIRMERIE | Ak

Ecommerce Director
BESN

Private Sphere Operation Poisitions
FhIHEE KU

Notes: Roles with limited qualified candidates while HR and company has less
bargain power during recruitment process.

BRERURZHEFANNEE, FEFHNREATRAEETE. HRRAR
FE=AHH.

PR
DIFFICULT TO COMPETE

Trade Marketing Positions
BRRITEHRK(L

Regional Sales Positions
X sHE R

KA Positions
EREFP XK

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc

ess.
ERRUEABHERANNESE, BEARSFHN. HR RABDXRTFESTH.



2022 SALARY TRENDS
° S|’
Sales & Marketing - & 517
Annual Package Range fE#

Years of
Position Title BRI B R Experience Min Med Max

MAkEE

Tier 1 Cities —£ i

GM/ BU Head/ Commercial Head 15-20 years 1.2-1.5M 1.5-3M 4-5M
CMO 10-15years 800K-1M 1-1.5M 1.5-2.5M
Marketing Director 8-15years 600K-1M 800K-1.2M 1.5-1.8M
Marketing Manager/Brand Manager 6-10 years 400-500K 500-700K 700-900K
Marketing Research/BI/CMI Manager 5-10 years 30-400K 500-700K 700-900K
Media Manager/AD/D 3-8 years 20-300K 300-500K 500-800K
Design/Creative Manager/AD/D 5-15 years 300-400K 500-700K 800-1.2M
Ecommerce Manager/AD/D 3-12 years 300-400K 500-700K 800-1.2M
KA Manager/AD/D 5-15 years 300-400K 500-700K 800-1.2M
Sales Operation Manager/Sr Manager/AD 5-15 years 250-350K 350-500K 500-600K

*ER BATHRMRE (FEERNSERMEF) , ETHRGMAYMES, WEFE, BHEIRART.

*B/ME. BifE. KRKE

* BRIET RAAAETIPNERIZE, 80 DRTFHKTE, HHEEUNFRMATHEERT, NTF 80 RRBUFRNFHHLEATHEE. k2, KT 80 RTEEIER
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Annual Package Range F# Need
Position Title BRI & #R Min Med Max Indicator
(0-100)

Tier 2 Cities —4&im BRIEH
BEE /BUBORA/BFSHEA 50
BETHE 50
miHEE o
WiHEE | mREE 20
WIHIAER | 5 | SRS ITEE 30
RAEEBIRKE/ BE 100
®it/ QIREE /BIR /B 80
BELHE /BRE/ S8 20
BERZE | BREE /BIRE 60
HETERE | BREE /BIRE =

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.

*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.

101



,In__zé(ﬁl t downstr S
- Sé [ a D !
_/ industry have by /ght benefits to; e

2022 SALARY TRENDS

Y 4
FFHF >
Semiconductor

FRAEUEXE, ATEENSES

Unbalanced semiconductor supply and demand leads to inflated talent opportunities

2018 &, PXREAZHITM. HP, REFRXRARRER, MEZONBRENRERKEE, PRIFLSME, Th. Bit. ATHE. K
RS, i, ERG. FSEFNE, XERESERNRANYGELSE, FERTFREETMEANSHEBLTR “GEF
BIRFIHE

FSHERFEREIZD, ERFIHNER, ¥ SATUREREFZAMITIZ —, HEAREERHE—MERBR L RKFOZOIER.

HEMFR, EREHENSTLE, FPEIJ;F!Z%Z{, ERZRMENABEEEETH T T, TEEFN. TANMHRFESESFTL, $
EfEBERNERESH, BITIEEEEMS.

In 2018, the Sino-US trade war started, in which the increase in commodity tariffs was only a superficial action, while the core
contest was in the technology track, involving semiconductors, chips, batteries, artificial intelligence (Al), big data and other
fields. Among them, in the fields of software, semiconductors, etc., the United States has taken the advantage of years of
technological blockade, and China has often been in a disadvantageous situation because it didn’ t have self-developed chips.

Semiconductors are the core of electronic products and the cornerstone of the information industry. The semiconductor
industry is one of the pillar industries of the national economy, and its degree of development is a core indicator to measure
the level of scientific and technological development of a country.

Over the past three years, on the battlefield without arms, China has been advancing its strengths in the field of science and
technology to be at the forefront of the world. In industries such as smartphones, drones and new energy vehicles, China has
strong international competitiveness, and some industries are even far ahead.

FSETUMRIE, LPRHARESK

The semiconductor industry has broad prospects, and the investment enthusiasm is high

By

2021 £, 'Fiﬁ‘iilﬁ«‘-gﬂzk?ﬂkfk‘l%\:ﬁﬁ?*‘%{?tﬁﬁﬂj‘”E%ﬂﬂiiﬁﬂﬁﬂﬂvz B—ERM, FAM 56 NERIMAFTINEFAFSETHITHE
RisF, mERRE 3l 1] E%ﬁﬁr‘\ﬁﬁﬁiﬂ'ﬂﬁﬁiﬁﬂﬁﬂﬂ,ﬁ BEFSMTIHRR TREE K.

/ .,
MITIERE, lﬁﬁé%ﬁ%lﬂ” qz\\-e AIEEE%?WIE’JZ&E%DL? SREFUFURRUESINR. MFESBERFRENRANZOA
ﬁE"‘Bﬁ, ﬁH Fﬁjﬁlﬁmﬁ%~ B ﬁﬁ?s%%f:nn\ 56 RAEMIZMSF, RLRFEEIFETRAEKZEL,
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FRHUERE, ATEENSES

Unbalanced semiconductor supply and demand leads to inflated talent opportunities

F SRR TFAFEERTL, ¥ FREROEEREXBERSHIMNF. SalRRARESK, KSHESEEWERINE GRS HRONE,
iEid IPO B BUIMRY S E

Semiconductors are a capital-intensive industry, and the demand for production expansion requires substantial capital
support. Currently, the investment enthusiasm in the industry is high, and most semiconductor companies want to seize the
opportunities brought by "lack of self-developed chips" and accelerate their expansion through IPO financing.

EMHNRE, RENEE~LiH#E

Restructuring the supply chain, China accelerates the process of localization

LIRESK 80% HMHLRIRTIN, EF-BEtdFED, BT RBEUFER, UREFAEWEINHEBERSRABRERR, T
BEMZAHYMEN, FSEUFTERITHR, HEERZUKE, ELHEST, PEEMEFLSEFWENGNMER~LHE, MBER.
BAR. BRMATESHERINRRRDN,

FEELREANSHH#OEMESETY, RETESSHNFESEFIERER—MRRISLE, 5K, AH—SRBERNESEN
BUERR, THRINEZRE, EERRRESN, BREXBEHET RN ISESMTU L RIBEEMR.

HEl “BRER BE, BFSERARMSKED, PERITEMIRE O, R SEEREIINIR P EE2IRE SA AR FEP i H SRR,

80% of the global semiconductor supply comes from Asia. Excessive concentration of production bases and large-scale
semiconductor factories have made major countries such as the United States and European countries deeply uneasy about
the security of their supply chains. Affected by the COVID-19 and technology blockade, the balance of semiconductor supply
and demand has been broken, and the supply chain has fluctuated violently. In this context, China has been accelerating the
process of localization of the semiconductor industry chain and supply chain, and continues to inject development momentum
from multiple dimensions such as policy, technology, resources, and capital.

China is the world's largest chip importer and consumer market. Without China's participation, there would be no
complete semiconductor industry chain. In recent years, in order to further encourage the overall development of domestic
semiconductors, break foreign monopolies, and enhance technological competitiveness, relevant state ministries and
commissions have issued a series of policies and regulations to support and guide the development of the semiconductor
industry.

The current "Moore cycle" is slowing down, and the domestic substitution is booming. China should seize the strategic window
period and use the new national system to accelerate China's substantial breakthroughs in the global semiconductor supply
chain.
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Unbalanced semiconductor supply and demand leads to inflated talent opportunities

AT EENEES, NRI—HZH

Faced with inflated opportunities, talents shouldn't be greedy for temporary gains

WFXEHEERTL, AZRETEFHIEFER. BRRESHF AT SROBE 307, BWFRSER. RIBBFERATHELSE
SREIE, 2020 FRITREEE 15% Bt

CGP £H EBHAZEREE, FSATUREFARA Norman Lau ®RiR, “THSEHNAAE2SBESEAATHHR—EREL,
MBEAFTHNZEIRK. BERMNKRINREAZDFE=D offer, ZHEEFE+. RTHNBHNERQF. FLATEMUR
BRFHRMFBIETAL 25, —EMNADABBEFHFATIZEESTER, ”

RE¥SHTIWERRE, BZ Norman BIAAEZRAET TR, 17007 REFIZEMER, Ml thiiZEdeEEl
MR ERBEAT, KIHRKMREF,

ERSA. SHESERENKEFNEIZHRARSTENERR, MPEEEN 56, Al loT MIEFHTEF T —RARAH#ITRERSE,
LSk, #eeiR. 5G M. BiEMTUMBEMEARRN “MEE BFoESEmilERnsEEK,

FEATEE, BT 5. RAERAT, EAEENZBEITEHFEE. RAFMEFIKE. B2 ANFRRHESEEEFEITAL,

For such a sophisticated industry, the supply of talents is far below market demand. At present, the total shortage of chip
talents in China is as high as 300,000. Domestic leading semiconductor chip companies, such as Semiconductor Manufacturing
International Corporation (SMIC) and Shenzhen HiSilicon, have a staff turnover rate of more than 15% in 2020.

According to Norman Lau, General Manager of CGP Group's Shanghai office and head of the semiconductor industry
recruitment team, "the market recovery and talent shortage have led to certain chaos in the labor market, and there is great
bargaining space for high-quality talent. Usually, the candidates we contact have at least three or four offers, some of them
have nearly ten. In addition to well-known multinational companies and local companies offering generous remuneration to
snatch talents, some emerging small companies are also entering the market to share the cake."

Despite the vigorous development of the semiconductor industry, Norman suggests that talents should focus on one field,
and not be short-sighted for immediate benefits, while companies should retain talents through well-developed training and
incentive systems, achieving a virtuous circle.

While technological improvements in high-end chips, advanced semiconductor equipment, and wafer manufacturing processes
take time, China is investing heavily in next-generation technologies such as 5G, Al, Internet of Things (loT) and quantum
computing. "New infrastructure" represented by high-speed rail, new energy, 5G networks, electric vehicles and industrial loT
will drive the semiconductor industry to grow rapidly.

In terms of talents, in addition to attracting and introducing international talents, it is more important to cultivate local talents

through measures such as reforming the education system, improving the level of compensation and benefits, and completing
enterprises' human resources management system.
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DIFFICULT TO HIRE

RPN
DIFFICULT TO COMPETE

Analog Design Engineer
RPN+ T2

RF Design Engineer
SSRig it T2

CPU Architect
CPU ZE2Hgf

SI Engineer
ESTBIETIEm

Notes: Roles with limited qualified candidates while HR and company has less

bargain power during recruitment process.

BRERAIRZFEFHNEEBE, FEFHNREARTRAERETE. HR RAR

AFEEHH.
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Analog Design Engineer
RINIZIT T2

RF Design Engineer
S5mig it T2

CPU Architect
CPU Z2Hgf

Sl Engineer
ESTBETIE

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc

BRRUBRENEFHNEEE, BEARSHIL. HR RARAFESHH.
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R&D - IR

Annual Package Range (RMB) &

Years of Need
- . 04 Experience . . Indicator
Position Title BRfii & #F Min Med | Max Min Med | Max
Mk EE# (0-100)
. oy > . oy %**E#
Tier 1 Cities —#&tHi5 | Tier 2 Cities —£&tHih
R&D Director HRRBE 15 years + M 1.5M 2M 800K 1.5M 1.8M 80
R&D Manager HREZEE 10 years + 700K 1.5M 1.8M 600K M 1.2M 83
R&D Engineer & T2 3years+ 380K 500K 700K 260K 350K 500K 90
° 3
Supply Chain - 75
N

Supply Chain VP R B 18 years + 1.2M 1.4M 1.5M 700K 850K M 81
Supply Chain Director RSN 10 years + 800K M 1.2M 500K 750K M 85
Supply Chain Manger HREEIE 5years + 400K 560K 700K 300K 400K 500K 87
Purchasing Manager RMEE 6 years + 300K 400K 500K 200K 310K 400K 88
Purchasing Supervisor KUEE 3years+ 150K 175K 200K 120K 170K 200K 88
Planning Manager ithiZE 4years + 180K 240K 300K 150K 205M 260K 85
Planner HRIER 2 years + 120K 160K 200K 100K 140K 180K 85
B2B E-commerce Head BFESREVSHTEA 12 years + 800K M 1.2M 90
B2B E-commerce Director BEFESRERK 8years + 600K 760K 900K 300K 460K 600K 90
B2B E-commerce Manger BFESRERRE 5years+ 300K 435K 550K 200K 310K 400K 90

*Fi BAIRNMRE (FEERNSERMET) , KHRASMET, WERE, EHRURART.

*B/ME. PIfE. KRKE
* BRI RRATETIPNERIZE. 80 ARTEHKE, BHEEVHNFERMAANHERF. NF 80 REEUWFRNFHHELATNEE, k2, AT 80 RFBEIRR

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

AT, T EXENATHARRE.

* Min.: Minimum, Med.: Medium, Max.: Maximum
* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Unleashing Global Talent

Annual Package Range (RMB) &%
Years of Need
iti i O43] Experience H : Indicator
Position Title BR{ii & R Min Med | Max Min Med | Max
ML (0-100)
. R . . R FREHR

Tier 1 Cities —#&3im | Tier 2 Cities Z&&im
Production Director Tt <V 15 years + 1.5M 2M 3M 1.2M 1.5M 2M 80
Production Manager e 751 10 years + 800K 1.2M 2M 800K M 1.3M 82
Production Supervisor EEEE 6 years + 600K M 1.2M 600K 800K 1.2M 82
Process Engineering Director IZR4 15years + 1.5M 2M 3M 1.2M 1.8M 2.5M 79
Process Engineering Manager TIZ438 9years + 800K 1.2M 2M 600K 800K 1.5M 81
Process Engineering Supervisor TIZ2xE 6years + 600K M 1.2M 600K 800K M 84

- e
Sales & Marketing - 3H&

Sales VP HERIBE 15 years + 2M 2.5M 3M 1.5M 2M 2.5M
Sales Director HERK 12 years + 1.2M 1.5M 2M M 1.5M 2M 85
Sales Manager HELRE 10 years + 800K M 1.2M 800K M 1.2M 85
Sales Supervisor HEXTE 6 years + 600K 800K M 600K 800K M 90
Application Manager RAZIFEE 10 years + 800K 1.2M 2M 800K M 1.5M 90
Application Engineer BAZIS T2 5years + 600K 800K M 600K 800K M 89
Marketing Director hmiHBE 10 years + M 1.5M 2M 800K 1.2M 1.5M 92
Marketing Manager HiHEE Tyears + 800K 1.2M 1.5M 600K M 1.2M 83

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.

*BME. PUfE. RKME

* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

AT, T ERENATHTTRR.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Supply Chain Management

BRERSTUARESHRAEBZEELIAZL EIR

Trade recovery and industrial upgrades make supply chain management face talent shortage

B 2020 FRIERELUER, £RSM—EHIEMELKEZPNEAE, EESKREFNTHELSSIME. SRUNENRESTE
BHEEMBUANERMERREESR, —HXTFERMEMEN KRS SHBEEGT, SRKEMHEEFRBEXERES,

Since the outbreak of the epidemic in 2020, supply chain tensions and even interruptions have occurred in many places around
the world, making the uncertainty of the global economy continue to increase. The depth and breadth of the global supply
chain will face a complete restructure along with the trend of international politics. A "big reshuffle" movement on the global
supply chain is imperative, and the global regionalized supply chain system will also be reorganized.

RN E R MR A P R S KPEBASERE D

Supply chain management effectively improves supply chain flexibility and risk prevention capabilities

HEHERELRAZNGk, EEERAMSSRESHTHRBNARNLREL. TREXWT, RAASHERIUENE, HHFERE
ERMENKIRERY, HRTHNERERNKR; MEMENE. ANRESYRERNMA, AEVEEEEHFRTESNER, #
R ERIRAT NFERAGET K, FEREENALERE. AEERITE, XREM 56 FMHRANRBIN, BIpHMEERGORE
E4:E BRI S

Supply chain management is the lifeblood of global trade, but its complexity and globality cause its weak risk resistance
attribute. Under the influence of the epidemic, the sharp rise in international shipping prices and the large fluctuations in
market demand have also brought huge fluctuations to the supply chain industry; meanwhile, the soaring prices of raw
materials, labor and logistics costs have put forward higher requirements for the operation and management of enterprises.
The demand for talents in supply chain management is expanding, and with the emergence of new technologies such as
artificial intelligence, big data cloud computing, blockchain and 5G, enterprise supply chain management will encounter more
opportunities and chal"lepg"es.\
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1#@%&%*2 CGP Ingf
Supply Chain Management

ABERSEUARESHRMESIRHMA T RER

Trade recovery and industrial upgrades make supply chain management face talent shortage

HE5EREE SRR B BB ERFAR

Supply chain upgrades as global trade recovers

£ 2021 &, PEZRBEHENMARBH—SRENE, EFHSEDNERERER. RSEHELAREERERS, BEZMEIER,
SFIRKE)T “FERE" , MRRREASRA, BT HEEEBNATER,

RERBHEARZEBEL L, BIEEERARIINENEENE, HEBREETUNEREHRURAMML, ELKREZFHERNKX
HET, B HEEESNEVEFIEYR, BET K. SRTFLIESEFRER, FRIT TRIERE, KASHEWEEFES|#HEN
SEEIESRIABMA RSN, NIREAFE, MXBEAT EREVEI AR —ER,

YeRAZEHEMIERRAE, 2RTHNEREREGITIRK, BERSERGH P RE, MZMROIELX FHEESE
EENTENTER, Wit 2022 £, £XEMECGEHRPMER, XEGRRBEFAENETSRI—NEBNEFER. UHERF,
2030 FIBEMBBALE; BHIRITRES, BORSIVHAAERS 20% £4. Bit, HEENARSUSHHERNRAIE IS EEHMEE
BT No

In 2021, China's success in epidemic prevention and control has been further consolidated, and economic and social activities
and residents' consumption of goods and services have returned to normal. The impact of the epidemic has gradually subsided,
economic growth has returned to "China speed", and logistics demand has increased simultaneously, driving the demand for
talents in supply chain management.

As trade shifts to online during the epidemic, cross-border e-commerce has become an important force in stabilizing foreign
trade. Supply chain management can provide systematic planning for cross-border e-commerce, and help corporates achieve
orderly income increase and steady expansion in the context of the gradual recovery of global trade. Due to the shortage of
global semiconductor production capacity and the slowdown in the intelligent transformation of traditional factories, most
companies choose to introduce supply chain management to adjust the supply chain structure, thereby increasing profits, and
this has become another path for traditional enterprises to achieve industrial upgrade.

When global trade recovers from the adverse effects of supply chain shortage, the consumer demand in the global market will
be fully released, and cross-border trade will be further developed, followed by enterprises' more intensive demand for supply
chain management. In 2022, the world is expected to accelerate the construction of a carbon-neutral system, making air, which
was originally costless, an important factor of production. Taking China as an example, the carbon peak will be reached in
2030; if the plan is implemented, the cost of the entire manufacturing industry will increase by about 20 %. Therefore, the cost
increase brought by the upgrade of the supply chain urgently requires the intervention of supply chain management.
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ABERSFUARESHMESIEHMAZ RER

Trade recovery and industrial upgrades make supply chain management face talent shortage

SRHHHRIEM, HEEAFROEX

Huge talent shortage in supply chain area as the global market demand increases

TLRENTHERLIKTY, WENFEREBEERTUNAL. BFHIT, BeIEAMNMEATROAXE 4307, —Lit5F 500
SRR AR E IR AR RV R 8137 7 & B S EIE PO, ES I EIRFIE A S EIRA AR S FRe i N B H RV T IR A K = 8],

CGP £H BN AEREZE, HUBERITIREFARA Norman Lau ®R, “SIKMHINEHFWFELMS, BNENE, BEHk,
HEUVAEERRSMENZORSFHRAMNEERSEMN, BXMUEATHRRESHLEAN, BZMRHEELIEER AT ERE

”»

o

MRS I EREMENTS, MUMEERTIESMEIVERE SRS, XEPERARRNEEEERRRAL HEE.
Fitt, EAFERFREFRATIRBEAANERN, EMZASEFHNEERAT NN,

REBFMMBERTIWFEIERAAER, BERMEMILEARNAENS, KARXEREMER. MEHMEERRECNRE, Tt
SREWATHER, WFAZMS, REHNFERTIWONIREN, FHFEATHHPRENNL,

Whether it is the domestic market or the global market, there is an urgent need for talents in the supply chain management
industry. According to statistics, the current domestic supply chain talent shortage has reached 4.3 million. Some Fortune 500
companies and large domestic companies have established their own supply chain management centers. More enterprises are
aware of the infinite growth space that the strategic cooperation they have with supply chain management can bring.

According to Norman Lau, the General Manager of CGP Group Shanghai Office and the Head of recruitment team in supply chain
management industry, the recovery of the global market is both an opportunity and a challenge for companies. "When the core
competitiveness of enterprises in the field of cross-border trade is tilted towards supply chain management, the demand for
talents in related fields will skyrocket, and there will be a global shortage of talents", Norman said.

The competition of enterprises is actually the competition of supply chains, and the supply chain management industry
can help enterprises to form their own core advantages, which is inseparable from the reserve of high-quality supply chain
management talents. Therefore, while continuing to absorb high-quality talents in the market, enterprises should also have the
ability to cultivate supply chain management talents.

Although the supply chain management industry is in serious talent shortage currently, yet, from the perspective of the
development of the entire industry, it is still in the development stage. With the development of supply chain management
theory, the industry will elevate the requirements for talents. For talents, keeping up with the knowledge update of the supply
chain management industry can help gain bargaining power in the talent market.
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HHEEE e
Supply Chain Management

AZFEER {1 RF IR

DIFFICULT TO HIRE DIFFICULT TO COMPETE

Quality Head Procurement Director
FREfn=EA KWz A
Logistic solution head EHS Head
R AR MRRERREE

Notes: Roles with limited qualified candidates while HR and company has less Notes: Roles with poured qualified candidates while many candidates compete
bargain power during recruitment process. for one job. HR and company has more bargain power during recruitment proc
BERUIRZAESFHHNES, FERHNREATRAEETE. HR RAF ess.

AFEHHH. ERRUBARBMAFHNNIEE, REARFHIL HR MABATFESTH.
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Supply Chain Management - {75 E 12

Annual Package Range fE#

Years of
Position Title BR{i &R Experience Min Med Max

ML F 5

Tier 1 Cities —£&iith

Head of Procurement 15+ 1.2M 1.5M 2M
Supply Chain Head 15+ 1M 1.3M 1.8M
Quality Head 20+ 850k 1.1M 1.5M
Logistic manager 10+ 500k 700K 900K
(Sr)Planninig manager 10+ 550K 750K 950K
Manufactory Head 20+ 1M 1.3M 1.8M

*EH BATHENRE FEERNRERMET) , BHRCVSMNET, WETE, KHEURART.

*B/ME. BifE. KRKE

* BRI RRATETIPNERIZE. 80 ARTTHKE, BHEBEVHNFERMAANHERFT. NF 80 REEUWFRNFHH EATHNHE, k2, AT 80 RFBEIUER
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Unleashing Global Talent

Annual Package Range E§r
Need
Position Title BRI Z#R Min Med Max Indicator
(0-100)

Tier 2 Cities —£ktHimh HRER
RKMAREA M 1.3M 1.5M 95
HEZEERTEA 800k M 1.3M 85
BREARRA 800k M 1.2M 90
YrweEIg 400k 600K 850K 75
IHRIZE 500K 650K 750K 80
FhEARA 800K M 1.2M 80

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.
*BME. PUfE. RKME
* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

AT, T ERENATHTTRR.

* Min.: Minimum, Med.: Medium, Max.: Maximum
* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
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Travel & Leisure

FTUEREHTR, EERAAERTIREN

Industry shows signs of recovery, compound talents become competitive

ZEREREN, SRERFRFLSWATRE 70% £4, SETFTEREEHEMTEIGNHEURES ERKITREMSE, EiRkT
WHTE 2021 F 6. 7T MALAT RETR, UERTHHF, FEKFEABREEZREEEE 70% KIKE, EHBEKFEIMETF 70%, Xt
BhREE MR A I T R,

Affected by the epidemic, the total global international tourism revenue has dropped by about 70 %. Thanks to the progress
made in the global vaccination efforts and the relaxation of travel restrictions in some countries, the international travel market
has shown signs of rebound in June and July 2021. In the domestic market, for example, the number of tourists has returned
to 70% of the level in previous years, but the consumption level is lower than 70%, which means that the domestic tourism
industry structure has been downgraded.

SHIRFILEREE, SEFER—MHRITE

Epidemic prevention standards contribute to show tourism recovery

7£2021 &, ERENKNERRRFTILFAGRS, EZRTiHAZIMOBEIZHRSERT, UKRSLM Delta # Omicron BIHIE,
R EFHHTEERKEE, SITANMAURSIRERERTRIRE, SRR SR P REE,

BHEEN 2022 &, £HIRFHIHEATRARERE LRIRENES, #EESEEERNINRUREEBEERNRITEER, E8ERS
PHEMEIR T, @KRFHSEEESE _SEMRBFESIIRN, MRIREMHIE K,

BRARBESHEKKENZNSE, BELLEE, HAEHUESETAENES, KNEEDEERRET MRS HFMRSURR, Eit
AIRIER RIS AIE LA, —ERE LBURENSRKFEEFNRM. SERE, TRISENEMUMREREME, SRR
HREEFEMTEEERTRE. F—ReMIEMNAEDEMNE, ULEBEEERERS .

In 2021, the international tourism industry in the post-epidemic era began to recover, but due to the uneven vaccination rates
around the world, the emergeﬁce of virus variants Delta and Omicron, the impact of soaring oil prices and disruptions to global
supply chains, the pace of “g\lopal tourism recovery was slow.
; i 1 5 )
In 2022, the gloBal'touri_ market _is still largely under the control of the epidemic. With the deepening of vaccination
popularization and the increasingly loose travel policies of various countries, under the premise of steady epidemic prevention
in various codhtrie;g”{he global tourism f11a_rket is expected to have a retaliatory growth when the peak season arrives in the
second quarter. | | R
H A | AN
F Al?pough e global tourism ma

{eﬁlsygf and the ion déma_nd has been released in the phase of small-scale market recovery.

},-,/Z-:/)Th,e fore, per eapi i '\\di_t\ureVWi\ll increase significantly, weakening the impact of the epidemic
y ' /oﬁ/ al touri w ain exteMe whole, at a stage where the epidemic is difficult to end in a short

v F L, . g . "

/. eriod of time, recovery of the global tourlsm“nglu\stry depends on countries helping consumers restore confidence

and-coordination dn travel. estrictié‘?m%{d unified safety and health protocols.
R \\\ \ e —

\dué iQ the epidemic, consumers have also accumulated a lot of savings during
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Travel & Leisure

TUENEHTR, EARAAERATIREN

Industry shows signs of recovery, compound talents become competitive

SIECETLENEERR, EFFIRMIFRERER

Customized tours meet the needs of the market

A ROABRENFEAZRNXEUER, URNAXZEXKEXHNEZEE. (FARBESEERTREMRTENTIZ—, Rk
EFERTLUERTLMN, MEEEBE, URFRANRAEES, AEHAENTRATR, BHEHSENHIZFR,

HUhEdZAf, 2021 FEEFEE~EEZR—BRAE, ESEANMBRIRT, d8KFEBRSELATT, RIEKATE 5
— A ERETEALR; ERERENME, ABINREWHRTHHEABKELSR, $IET —RINBXKFRE, ARHHERTS
RMTESEE, XERDBNARESERKFTIZE 2021 F2MHERENTR.

BN 2022 FF, £RESWROXFIERRIHRIRERNKFTT. SMRNERHEREEL, BRREENTE, FeMHNENTEYE
RERE, KETINMRXRFUER, BETINH—PER, TRBEESEUNIFRT, ABRFMREFNSEEES| SKERHER
MNAE. FEERFTINAELCNERCENEE, RIFSIEEEMBANEENSN, B, ERFTHETERERAMES, H
HARMN S HREHGERNB. MHZASRE, BFER. MERER. ®KiE KAEikiE deiREHNEERIME,

The essence of tourism development is the cultural display of natural resources and the exploration of cultural significance of
humanistic resources. As one of the most severely affected industries in the context of the normalization of the epidemic, the
tourism industry is changing the previous industry rules and thinking model, and using the in-depth customization of travel
routes to meet the different needs of consumers and adapt to the current changeable market environment.

Taking the Chinese market as an example, 2021 was the 100th anniversary of the founding of the Communist Party of China.
With the support of multiple dividends and policies, "Red Tour" have fully occupied the market, with a year-on-year increase
of about 7 times. Another direction was tourism around the city; in the stage of repeated epidemics, most cultural and tourism
companies have developed tourism resources around the city and formulated a series of suburban tourism projects, providing
more choices for the urban micro-vacation market. The development of these new projects made the domestic tourism market
show signs of recovery in 2021.

Entering 2022, the attention brought by the Winter Olympics will greatly boost the domestic tourism market. Compared with
the severe international epidemic, the domestic epidemic is relatively controllable, which ensures the integrity of the supply
chain and maintains the supply and demand relationship in the tourism market. With the further recovery of the market, in the
context of the normalization of the epidemic, the strategy of "internal circulation" and "dual circulation" will guide the tourism
market to a new direction. As the trends of localization and short-distance trips become more significant, tourism will be more
integrated into life and the countryside than in previous years. Surrounding tours, excursions and urban vacations will become
the new normal, providing opportunities for urban leisure and rural tourism. From the perspective of market segmentation,
digital intelligence, immersive experience, night tours, ice and snow tourism, and "Red Tour" will remain popular projects.
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FTUEREHTR, EERAAERTIREN

Industry shows signs of recovery, compound talents become competitive

AATHURGE, EERAAERTH

Talent market shrinks, compound talents more favored

ZIRTFLIKEIHTLTIT, RFTUAARRASHE, SBTLENTFRE—ATHRUBERESZSRA. FEMNRUERAYEREE, ¥H
B A\FMFEEB, SUETHPUREREAATHNSFE, BaifikiFT L ESESNERNEARAS, BEEHFEWIRERE,
WEF AT EE,

EUMERERNTHZIFRET, XERARFENESREATHEREH—PT K. B, BRRFTINAT TEZRERAL, WENS
BRAAT. RitEMREXLIBAA. REAL. BEATE, RZSER. TAMEMERIENALT, EXKME, RIEEF. XUSE
Fr LSRRG, AT HLEBEFEETR,

CGP £HMIZARET, “MEEREFFEAR, XUFIFERLFH PR, 2HIRFTERBESNT —MHRENXER, KK
HWHZENER. BRIAENKERATNZERIESTIKENRRN, SEMAMMUINRE, TERFRIKERR, ASTL.
EABAARE, AEEINNY TRENITIRSEN, ”

Constrained by the downturn of the global tourism industry, the demand for talents in the tourism industry shrinks
simultaneously, resulting in a gradual increase in the industry's job requirements for individuals. The functions originally
realized by the two positions will be undertaken by a single individual. Different from the previous market where skillsets are
regarded as the division of talents, the current tourism industry is more eager for multi-functional compound talents, which
not only helps enterprises reduce costs, but also facilitates talent management.

In the context of the current domestic market environment, the demand for compound talents in the cultural tourism and
leisure industry will be further expanded. At present, the talents in the domestic tourism market are mainly skilled talents,
such as planning and consulting talents, creative design and visual communication talents, investment talents and operation
talents. There is a lack of high-quality, practical and innovative talents. In areas with deep industrial forms, such as cultural and
tourism integration, night tourism economy, and cultural exhibition, there is also a shortage of talent supply.

CGP Group's Marketing Insight shows that, with the continuous development of the domestic economy, the demand for cultural
industries will be further enhanced. The development of the global tourism industry is entering a key point of transformation,
and the potential is huge. At present, a large number of skilled talents should have more exposure to skills in other fields while
ensuring their own professional standards, improve their professional skill system, and transform to diversified and compound
talents, so as to equip themselves with career competitiveness that suits the current industrial development.
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®

CGP Insight

AZFEER {1

DIFFICULT TO HIRE

Operation Management
EEEHE

Product Innovation
= mmBRSS CIFR

Data Analyze
KEIE SR

API Connectivity
AR

Commercial Strategy
EXEEFR K

Project Management
DBE%EEE

Notes: Roles with limited qualified candidates while HR and company has less
bargain power during recruitment process.

BERUIRZAESFHHNES, FERHNREATRAEETE. HR RAF
AFEHHH.
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RPN
DIFFICULT TO COMPETE

Sales Markeitng Management
hinHE

F&B Director
EZ WY <

Revenue Management
Wzt EIE

E commerce Management
BHZEEE

Trade Marketing
RIEHE

Digital Marketing
HrEH

Notes: Roles with poured qualified candidates while many candidates compete
for one job. HR and company has more bargain power during recruitment proc
ess.

BRRUBRENEFHNEEE, BEARSHIL. HR RARAFESHH.
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Cultural & Tourism, Destination - 3Xjk, Bt

Years of Annual Package Range &% Need
Position Title BR{ii & #R Experience Indicator

Mk EFEL (0-100)

Min Med Max FRIEH

Operation Director EBEERK 10 years+ 500K 700K M 80
Operation VP BEEIER 15 years+ 700K 1-1.2M 1.5M 70
General manager Bz 12-15 years+ 800K 1.3M 1.8M 70
PR Director AP ISV 10 years+ 600K 800K M 60
Marketing Director miEsE 10 years+ 650K 800K M 60
Head of Sales&Marketing mHEHESR 15 years+ 700K Y 1.5M 50
Senior Digital Marketing Manager ~ BFEHZZFEE 8-10 years+ 450K 600K 700K 90
Strategic Planning Director EREE ALK B A 10 years+ 700M 900M 1.2m 70
Product VP =& VP 12-15years+ 800K 1.2M 1.6M 50
Director of Retail Business SEIERE 10 years+ 550K 700K M 40
F&B Consultant BIRma] 10 years+ 550K 700K 900K 40

*ER BATHRMRE (FEERNSERMEF) , ETHRGMAYMES, WEFE, BHEIRART.

*B/ME. BifE. KRKE

* BRIET RAAAETIPNERIZE, 80 DRTFHKTE, HHEEUNFRMATHEERT, NTF 80 RRBUFRNFHHLEATHEE. k2, KT 80 RTEEIER
AT, T EXENATHARRE.

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

* Min.: Minimum, Med.: Medium, Max.: Maximum

* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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Hotels & Resorts Group, Cruise Line, Travel Technology Service Provider

BIEERSER, B3, MRFHIARRSE

Years of Annual Package Range &% Need
Position Title BR{iI & #x Experience Indicator

PN %25 ¢ (0-100)

Min Med Max FREH

General Manager R 15 years+ 650K 800K 1.2-1.5M 70
Product/Service Innovation Manager =& / IRSSBIFFEZIE 10 years+ 400K 550K 700K 80
Revenue Director KamEE RS 15 years+ 650K 800K M 80
Revenue Manager WK EIREE 10 years+ 350K 500K 600K 80
E commerce Senior manager BEEZERRER 10 years+ 400K 500K 700K 80
Media Campaign Manager PEIRIGRETE 10 years+ 300K 400K 550K 70
Senior BD Manager, digital BFUUSHEEE  12-15years+ 400K 550K 700K 70
F&B Director EESE 10 years+ 500K 700K M 70
Director of Rooms BESRE 10 years+ 450K 600K 800K 50
Procurement Director IS 10 years+ 600K 800K M 50
Procurement Manager KEE 10 years+ 300K 450K 600K 40
Chief Strategic Consultant B FE GBS R) 15 years+ M 1.5M 2M+ 50

*F e BAIENEE (FEERNIEEMET) , ZHRAYtism, WEhE, SHRURART.
*BME. PUfE. RKME
* BRI RRATETZPNERZE. 80 DRTFIKE, BREEWHERMATNHEERF, NTF 80 RRBUFRNFHH EATHEE. k2, AT 80 RRBEIER

* Annual Package: Basic Salary + Standard Bonus (excluding stocks or other benefits), use local currency, ex: use RMB In China.

AT, T ERENATHTTRR.

* Min.: Minimum, Med.: Medium, Max.: Maximum
* Need Indicator: A metric to measure the need of the specific position or talent within the market. A score of 80 indicates an average demand or need. A score below 80
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indicates an oversupply in the market. A score above 80 indicates an urgent need, or a scarcity in the market.
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