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1 Executive Summary

Background

1.1 The Accountancy Training Board (Training Board) of the Vocational Training Council
(VTC) conducted a manpower survey for the accountancy sector from end-March to early-
August 2025, with the data reference date on 3 March 2025. This report presents the survey
findings of the latest manpower situation of the sector and proposes recommendations on the
manpower demand and training needs to different stakeholders of the sector, including

employers, employees and training providers by making reference to the business outlook.

Survey Coverage and Methodology

1.2 The survey covered around 41 175 companies in the accountancy sector. By
adopting the stratified random sampling method for selecting companies from the Central
Register of Establishments of the Census and Statistics Department, and the inclusion of
supplementary samples recommended by the Training Board, a total of 1 519 companies were

selected for the survey.

1.3 A pack of survey documents was given to each sampled company. The selected
companies were asked to complete a questionnaire, which comprised two parts. Part I
collected quantitative manpower information by job levels and by principal jobs, and Part II
collected supplementary information related to the sector’s manpower situation. The
respondents were asked to provide manpower information of their companies based on a list of
principal jobs, which were defined by the Training Board with detailed job descriptions given

for each job.

1.4 During the fieldwork period between end-March and early-August 2025, enumerators
assisted the respondents to complete the questionnaire through phone calls or on-site visits.
The data collection and enumeration processes were closely monitored and data was verified
to ensure quality and accuracy. Among the 613 valid sampled companies, 569 were

successfully enumerated which contributed to an effective response rate of 92.8%".

! Sampled companies which had ceased operation, not employed any relevant technical staff, nil reply to the

survey, etc. were classified as invalid samples.



Manpower Projection Methodology

1.5 The Training Board adopted the approach of statistical modelling for projecting the
manpower demand of the accountancy sector for the period from 2026 to 2029. The statistical
model was built by considering relevant economic indicators which reflected important
changes in the local economy, demography and labour market. Details of the projection
methodology are provided in Appendix 8.



Findings

Number of Full-time Emplovees and Full-time Vacancies

1.6 Among the 106 905 full-time employees in the accountancy sector, the majority of
them were working in commercial and services companies, educational institutes (69 344 full-
time employees or 64.9%) and accountancy firms (26 576 full-time employees or 24.9%) as at
3 March 2025. (Table 1.1)

1.7 Analysed by job level, most of full-time employees were employed as
clerks/associates (56 684 full-time employees or 53.0%). Relatively fewer were employed at
the managerial level (27 557 full-time employees or 25.8%) and as supervisors/seniors (21 966
full-time employees or 20.5%). (Table 1.1)

Table 1.1

4 057 2 041 3763 9 861 5467 11171 26 576
(15 3%)  (7.7%) (14.2%) (37.1%) (20.6%) (42.0%) (0. 3%) [24.9%]

Number of Employees by Branch and Job Level (as of 3 March 2025)

70 432 476 978 1415 2 466 3 4862
(14%)  (8.9%) (9.8%) (20.1%)  (29.1%)  (50.7%)  (0.1%) [4.5%]

952 6 280 8 496 15728 13742 39256 618 69 344
(14%)  (9.1%)  (123%)  (227%)  (19.8%)  (56.6%)  (0.9%)  [64.9%]

42 325 623 990 1342 3791 0 6123
0.7%)  (53%)  (10.2%) (162%)  (21.9%)  (61.9%)  (0.0%) [5.7%]

5121 9078 13 358 27557 21 966 56 684 698 106 905
4.8%) (8.5%) (12.5%) (25.8%) (20.5%)  (53.0%) (0.7%) [100.0%]
() indicates % of total no. of full-time employees by respective job level.

[ ]indicates % of total no. of full-time employees by respective branch.



1.8 As of 3 March 2025, a total of 1 256 full-time vacancies were reported in the
accountancy sector, representing a vacancy rate of 1.2% (i.e. full-time vacancies as a
percentage of the total number of full-time employees and full-time vacancies). Most of the
vacancies were found in accountancy firms (943 full-time vacancies), followed by vacancies
in commercial and services companies, educational institutes (154 full-time vacancies) and
government departments, NGOs and statutory bodies (150 full-time vacancies). In terms of
the vacancy rate, higher vacancy rates were registered in accountancy firms (3.4%) and
government departments, NGOs and statutory bodies (3.0%). (Chart 1.1)

Chart 1.1 Vacancies by Branch
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(2) Figures marked with the symbol “ ” refer to relatively higher vacancy rates than the overall rate.



1.9 Analysed by job level, most of the full-time vacancies were recorded for

clerks/associates (822 full-time vacancies), followed by supervisors/seniors (281 full-time

vacancies). (Chart 1.2)

Chart 1.2 Vacancies by Job Level I
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Staff Turnover

1.10
the past 12 months.

Employers reported that there were 8 826 full-time employees left their companies in
The turnover rate (i.e. the number of full-time employees left as a
percentage of the total number of full-time posts) was 8.2%. Analysed by job level,
clerks/associates registered the largest number of full-time employees left (5 046 full-time
employees) whereas supervisors/seniors registered the highest turnover rate (9.7%). (Table

1.2)

Table 1.2 Full-Time Employees Left in the Past 12 Months and Turnover Rate by Job Level

Job Level Number of Employees Left Turnover Rate*
Managerial level 1616 5.8%

e el D

- Senior Manager/ Financial Controller 676 7.4%

- Manager 790 5.9%
Supervisor/ Senior 2149 9.7%
Clerk/ Associate 5046 8.8%
Trainer/ Teacher 15 2.1%
Total 8 826 8.2%

* Turnover rate = no. of full-time employees left in past 12 months /(no. of full-time employees + no. of full-time vacancies)

Preferred Education Level

1.11

level (96.2%) and trainers/teachers (99.7%) were preferred to have a first degree or above

In the accountancy sector, the majority of the full-time employees at the managerial
qualification. 51.1% of supervisors/seniors were preferred to have a first degree or above
qualification while 46.1% of clerks/associates were preferred to have a secondary 4 to 7

qualifications. (7able 1.3)

Table 1.3 Preferred Level of Education by Job Level

Job level First degree Sub- Diploma/ | Secondary 4 | Secondary 3 fli\lll(z;i(l)l{e
or above degree certificate to 7 or below employees

Managerial level 96.2% 3.8% 0.0% * 0.0% 27557

- Ié‘}’lf;}e;l/n’; ;’ZZ’%Z;ZZ ector/l 100.0% 0.0% 0.0% 0.0% 0.0% 5121

- Senior Manager/ Financial 100.0% N 0.0% 0.0% 0.0% 9078

Controller

- Manager 92.2% 7.8% 0.0% * 0.0% 13 358
Supervisor/ Senior 51.1% 19.9% 23.6% 5.3% 0.0% 21 966
Clerk/ Associate 9.0% 14.6% 29.5% 46.1% 0.8% 56 684
Trainer/ Teacher 99.7% 0.2% 0.0% 0.2% 0.0% 698

I:l denotes prominent ranges of the preferred level of education in the respective job level.

Note:

1. The sum of percentage may not equal to 100% due to rounding

2. *¥<0.05%




Training Requirements

1.12
level tended to focus on various management knowledge (such as “Principles & Practice of

In the accountancy sector, the training requirements for employees at the managerial

Management”, “Problem Solving & Decision Making” and “Leadership”) and job-related
The

training requirements for supervisors/seniors spread across management knowledge, job-

knowledge (such as “Financial Accounting”, “Cost and Management Accounting”).

related knowledge and generic/technological skills. While the various job-related knowledge

was the focus for clerks/associates, the various generic/technological skills were the core

training areas for trainers/teachers. (Table 1.4)

Table 1.4 Major Training Requirements

Problem Solving &

Decision Making Leadership

Leadership

- General management knowledge

Problem Solving &

Decision Making s

Dealing with
Conflict

- Job-related knowledge

Information

Principles & Prot_>lem
- Solving &
Practice of S
Management DG
Making
Strategic Principles & Information
Mana efnent Practice of Data Analytics Systems
g Management Application Skills

Automation
Human Resources Cybersecurity (RPA) and
Management Awareness Artificial
Intelligence (AI)

Systems
lication Skills

Robotic Process

in Accounting

Spoken English

English Writing

l:l Generic/technological skills



Manpower Analysis

Manpower Changes between 2021 and 2025

1.13 In the accountancy sector, the total number of full-time employees increased from
104 478 in 2021 to 106 905 in 2025 (+2 427 full-time employees; +2.3%). Analysed by
branch, increase in manpower was mainly registered in the “accountancy firms” (+1 523 full-
time employees; +6.1%), followed by “industrial companies” (+673 full-time employees;
+12.3%). (Chart 1.3)

Chart 1.3 Change in Full-Time Employees by Branch

Change Annual
vs 2021 change in %
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2021 5450
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1.14  Analysed by job level, a remarkable increase in manpower was registered for
clerks/associates (+3 873 full-time employees; +7.3%) while a decrease in manpower was

recorded for supervisors/seniors (-1 855 full-time employees; -7.8%). (Chart 1.4)

Chart 1.4 Change in Full-Time Employees by Job Level

Change Annual
vs 2021 change in %
I 11605
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. s I s 654
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2021 52811
Trainer/ Teach 2025 l 098 234 25.1% 7.0%
rainer/ Teacher 2021 032 - -25.1% -7.0%
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No. of full-time employees
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Manpower Projection and Annual Additional Manpower Requirements

1.15 Annual additional manpower requirements have taken into account the (i) projected
manpower trend and (ii) wastage rate of the sector (i.e. percentage of employees leaving the
sector permanently on an annual basis). A summary of annual additional manpower

requirements from 2026 to 2029 is shown in Table 1.5.

Table 1.5 Annual Additional Manpower Requirements from 2026 to 2029

Job level Annual Additional Manpower Requirements
Managerial 1360

Supervisor/ Senior 462

Clerk/ Associate 2183

Trainer/ Teacher 5

Demand for Accounting Personnel

1.16  In accordance with the annual additional manpower requirements from 2026-2029
listed in Table 1.5, the accountancy sector requires additional employees to take up 1 360
managerial positions, 462 supervisor/ senior positions, 2 183 clerk/ associate positions and 5
trainer/teacher positions. Regarding the analysis of preferred level of education of employees
by job level, the accountancy sector requires 1 715 (1277 +237 + 196 + 5) persons who possess
a first degree to take up positions of the above four job levels. In addition, the accountancy
sector needs to recruit 1 219 (52 + 202 + 964 + 1) persons who possess sub-
degree/diploma/certificate qualifications to take up positions of the above four job levels.
(Table 1.6)

Table 1.6 Preferred Level of Education of the Annual Additional Manpower of the
Accountancy Sector

Education Level No. of Employees Required in the Accountancy Sector

First Degree 1715

Sub-Degree/ Diploma/
Certificate 1219

Total 2934

11



Business Outlook

Steady Growth in Accounting Services Market

1.17 Despite global economic uncertainties, the accounting services market continues to
experience steady growth. It is forecasted to grow from US$636.03 billion in 2024 to
US$660.65 billion in 2025, reflecting a compound annual growth rate (CAGR) of 3.9%. The
market is further projected to reach US$800.68 billion by 2029, with a CAGR of 4.9%.

1.18 Hong Kong’s accounting sector plays a pivotal role in reinforcing the city’s status as
a global financial hub. Offering services such as auditing, taxation, financial management, and
advisory, the industry features a mix of global giants like the “Big Four” and small to medium-
sized practices. In 2023, Hong Kong’s exports of accounting, auditing, bookkeeping, and tax
consultancy services totaled HK$2.35 billion, a 0.3% increase from the previous year. By June
2024, the Hong Kong Institute of Certified Public Accountants (HKICPA) had 47,724 members,

reflecting its robust talent pool.

New Accounting Standards

1.19 The introduction of International Financial Reporting Standard 16 — Leases (IFRS
16) has presented challenges and opportunities for Hong Kong’s accounting professionals.
These new standards demand broader skill sets, including expertise in data collection, system
integration, and compliance. Companies managing extensive real estate portfolios, for instance,
require accountants with cross-functional capabilities to manage lease documentation and

ensure compliance.

1.20 Similarly, the launch of International Financial Reporting Standard 17 — Insurance
Contracts (IFRS 17) has reshaped the insurance industry’s reporting standards. This has
necessitated interdisciplinary collaboration among actuarial, IT, and finance professionals to
manage sophisticated models and system upgrades. Hong Kong’s adaptation of IFRS 17, the
Hong Kong Financial Reporting Standard 17 (HKFRS 17), further requires companies to adopt
new contractual measurement models and disclosure requirements, creating additional demand

for consulting and technical expertise.

1.21 These developments have expanded the role of accountants into areas such as financial
modeling, data analysis, and system integration, ensuring the industry remains aligned with

global standards.

Surging Regulatory Requirements

1.22 Evolving regulatory standards in Hong Kong, particularly in Anti-Money Laundering
(AML), Counter-Terrorist Financing (CTF), and Know Your Customer (KYC) frameworks,

12



have transformed the accounting landscape. Compliance has become a central focus, with firms
integrating robust systems and adopting Regulatory Technology (RegTech) solutions for due
diligence, transaction monitoring, and risk assessments. Accountants are increasingly required
to possess hybrid skill sets, blending financial expertise with knowledge in regulatory law,

forensic analysis, and data security.

1.23 The HKICPA has emphasised the importance of accountants as gatekeepers of
financial integrity, urging vigilance to prevent financial crimes. These changes have not only
elevated the profession’s role but also reshaped its talent pipeline, driving demand for

compliance-savvy and technologically adept professionals.

Transformation Driven by ESG Reporting

1.24 The rise of Environmental, Social, and Governance (ESG) reporting is redefining the
accounting profession in Hong Kong. Regulatory advancements, including the adoption of
Hong Kong Financial Reporting Standard S1 (HKFRS S1) and Hong Kong Financial Reporting
Standard S2 (HKFRS S2), have made ESG reporting a core priority. The Hong Kong Stock
Exchange (HKEX) has mandated listed companies to disclose Scope 1 and Scope 2 greenhouse

gas emissions starting from January 2025.

1.25 These changes have created demand for professionals skilled in ESG reporting,
sustainability assurance, and corporate governance. Accountants must now integrate non-
financial metrics, such as greenhouse gas emissions and social impact data, into financial
reporting frameworks. Smaller firms, which often lack resources, have turned to accounting
firms for specialised advisory services. By fostering expertise in ESG reporting, Hong Kong is

positioning itself as a leader in sustainable finance and corporate accountability.

Gateway Role in Connecting Mainland and the World

1.26 Under the “One Country, Two Systems” framework, Hong Kong continues to serve
as a “super connector” between the Chinese Mainland and the international market. The
Mainland and Hong Kong Closer Economic Partnership Agreement (CEPA) has played a vital
role in integrating the accounting industries of both regions. Recent amendments to CEPA have
streamlined qualification requirements, allowed cross-border recognition of professional
experience, and simplified market entry processes for Hong Kong accountants. These measures
have strengthened regional collaboration and positioned Hong Kong professionals as key
players in an integrated economic landscape. The Government’s GoGlobal initiative further
enhances Hong Kong’s role as a launchpad for Mainland enterprises expanding internationally,
creating greater demand for accounting and advisory services and reinforcing Hong Kong’s

position as a leading regional hub for professional services.

13



Impact of Hong Kong’s Family Office Development

1.27 The Government’s plan to position Hong Kong as a leading hub for family offices has
opened new opportunities for the accounting sector. Since the March 2023 Policy Statement,
tax incentives and support services have driven rapid growth, with over 2,700 single family
offices established by March 2024, surpassing the target of 200 before 2025. This progress
fuels demand for tax planning, compliance, investment structuring, and ESG reporting.
Accountants with cross-border expertise and client-focused service are essential as Hong Kong

strengthens its role as Asia’s premier financial centre.

The Evolving Talent Landscape

1.28 The accounting sector in Hong Kong is facing workforce challenges, including talent
shortages and shifting career preferences. Younger generations are increasingly drawn to
industries like technology and healthcare, which they perceive as more innovative. Additionally,
misconceptions about automation replacing accounting jobs have deterred some students from
entering the field. Addressing these perceptions and promoting the dynamic nature of

accounting roles will be critical in attracting fresh talent.

1.29 Retention has also become a challenge, with many young professionals seeking work-
life balance and alignment with personal values. To address this, the industry is fostering
supportive workplaces, offering flexible arrangements, and showcasing diverse career paths.
Global mobility trends have also contributed to talent gaps, as experienced professionals
explore opportunities abroad. This underscores the need for strategic talent development

initiatives to sustain growth in key areas such as auditing, taxation, and advisory services.

1.30  Digital transformation presents opportunities for accountants to expand their
capabilities. Technologies like artificial intelligence and blockchain are reshaping traditional
roles, creating new opportunities in compliance, ESG reporting, and interdisciplinary work.
Investment in education and upskilling is essential to equip professionals with the skills

required to thrive in this evolving environment.

Major Recommendations

1.31 Taking into account the business outlook and survey findings, the Training Board has

formulated the following recommendations.

Government

1.32 In response to steady market growth and an evolving talent landscape, the Government

14



is suggested to implement forward-looking strategic workforce planning. This involves data-
driven analysis of supply-demand dynamics and transparent intelligence publication to guide
targeted policies for local training, global talent attraction, and continuous upskilling.
Importantly, these efforts should encompass not only accounting experts but also renowned
academic professionals, in line with the Government’s initiative to promote Hong Kong as an
education hub. Such measures enhance the accounting sector’s adaptability to new
international standards and technological advancements, reinforcing Hong Kong’s

competitiveness.

1.33 To mitigate immediate talent shortages, intensify efforts to attract diverse
professionals from key international markets by promoting strategic advantages and
streamlining entry processes. Collaborate with universities to integrate future-focused topics
like data analytics, sustainable finance, and emerging technologies into education. Champion
upskilling in Al and data security through incentives to foster innovation and efficiency. Public-
private partnerships that align skill development with industry needs, such as regulatory
technology, will bridge skill gaps and ensure agility. This comprehensive approach secures

sustainable growth and Hong Kong’s status as a premier global financial hub.

Employers

1.34 To secure the long-term viability of the accounting profession, a holistic strategy is
essential. Begin by cultivating a modern, supportive work environment through intelligent
workload management, wellbeing initiatives, and automation to eliminate repetitive tasks,
fostering work-life balance and retention. Actively champion the profession’s evolution into
strategic advisory, technological integration, and sustainable practices to attract talent and
reshape perceptions. Align internal training with emerging trends via educational partnerships,
focusing on compliance and digital assurance for future-proof skills. Enhance practical learning
through structured workplace attachments, providing hands-on experience. Establish clear
mentorship and career progression pathways to support professional growth and loyalty. These
measures collectively build a resilient, skilled workforce, ensuring adaptability and

competitiveness in a dynamic global economy.

Employees

1.35 In the evolving accounting profession, practitioners must proactively engage in
continuous professional development to maintain competitiveness and relevance. This involves
staying current with new reporting standards, technological tools, and international trends
through self-directed learning. Key actions include actively developing proficiency in
emerging technologies like automation and data analytics to enhance efficiency and transition
to analytical and advisory roles. Specialising in future-focused areas such as sustainable finance

and digital assurance positions individuals as experts in high-demand fields. Strengthening

15



essential soft skills—communication, leadership, and adaptive thinking—is vital for effective
collaboration and client management. Furthermore, cultivating a global mindset with insights
into diverse business cultures and international frameworks prepares professionals for cross-
border work, aligning with Hong Kong’s global hub status. This holistic approach ensures

career resilience, growth, and the ability to deliver innovative services.

Education Institutes

1.36 To future-proof accounting education, curricula must be modernised with
contemporary content like data analytics, cybersecurity, and sustainable reporting, aligned with
global and local sector needs. Expanding opportunities for experiential learning through robust
industry partnerships is crucial. This includes real-world projects, internships, and engaging
subject matter experts from emerging sectors in teaching and curriculum development,
enabling students to learn firsthand from practitioners with current industry experience and
insights. Actively promoting the profession’s dynamic role in technology and advisory counters
outdated perceptions and attracts talent. Offering flexible, stackable micro-credentials in
emerging fields supports lifelong and specialised upskilling. Embedding global perspectives
and cross-cultural competence prepares graduates for international environments. Together,
these strategies ensure a resilient, skilled pipeline for Hong Kong’s evolving financial

landscape.
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2 Introduction
Background

2.1 The Accountancy Training Board (Training Board) of the Vocational Training Council
(VTC) is appointed by the Government of the Hong Kong Special Administrative Region
(HKSAR) to analyse the manpower situation and training needs of the accountancy sector.
The Training Board comprises members nominated by major trade associations, trade unions,
professional bodies, educational and training institutions and Government departments. The
Working Party of the Manpower Survey is formed by selected members of the Training Board.
The membership and terms of reference of the Training Board, as well as the members in the
Working Party are listed in Appendices 1, 2 and 3.

2.2 The manpower survey of the accountancy sector is conducted every four years,
followed by two periodic manpower updates supplemented with information collected from
focus groups and desk research to better reflect the changing trends of the manpower situation.
This manpower survey mainly focuses on the analysis of technical manpower, which refers to
the personnel who are expected to apply the industrial knowledge and technical skills required

to complete the work assigned.

2.3 Manpower data with respect to the survey reference date on 3 March 2025 was
collected from end-March to early-August 2025.  This report presents the survey findings and
analysis of the latest manpower situation in the accountancy sector and proposes
recommendations on manpower development to different stakeholders of the sector, including

employers, employees, and training providers by referring to the business outlook.
Objectives

24 The objectives of this manpower survey are:

(a) To collect up-to-date manpower information by branch, job level and principal

job in the accountancy sector;
(b) To assess the technical manpower structure;
(¢) To forecast the training requirements in the near future; and

(d) To recommend to the VTC and relevant stakeholders the talent development

strategies to meet the manpower needs.

17



Survey Coverage

2.5 The survey covered the following branches in the accountancy sector:

Branch 1: Accountancy Firms
Branch 2: Government Departments, NGOs and Statutory Bodies
Branch 3: Commercial and Services Companies, Educational Institutes

Branch 4: Industrial Companies

18



3 Methodology

Sample Design

3.1 Based on the Hong Kong Standard Industrial Classification list from the Census and
Statistics Department (C&SD) of the HKSAR Government, the survey covered around
41 175 companies in the accountancy sector. By adopting the stratified random sampling
method for selecting companies from the Central Register of Establishments of the C&SD, and
the inclusion of supplementary samples recommended by the Training Board, a total of 1 519

companies were selected for the survey.
Questionnaire Design

3.2 The questionnaire designed for the survey comprised two parts. Part I collected
quantitative manpower information by job levels and by principal jobs, and Part II collected
supplementary information related to the sector’s manpower situation. The list of principal
jobs was defined by the Training Board with detailed job descriptions given for each job, and

was classified into different job levels as follows:

(a) Managerial level
- Partner/principal/director/chief financial officer
- Senior manager/ financial controller
- Manager

(b) Supervisor/senior

(c) Clerk/associate

(d) Trainer/teacher

33 While job titles adopted in the companies might vary with the descriptions of the
principal jobs, respondents were asked to provide manpower information corresponding to the
job descriptions and the skill levels of the principal jobs. The definition of terms and the
survey documents, including a sample questionnaire, explanatory notes and job descriptions

for the principal jobs are given in Appendices 4 and 5.
Data Collection

3.4 Data collection was carried out between end-March and early-August 2025. A pack
of survey documents was given to each sampled company. The respondents of the companies
were asked to provide manpower information of their companies at the time of the survey with
the reference date on 3 March 2025. During the fieldwork period, enumerators assisted the

respondents to complete the questionnaire through phone calls or on-site visits.
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3.5 Various measures were taken to ensure the quality of the data collection process.
These included prior fieldwork preparation, thorough training of fieldwork staff, monitoring of
the fieldwork execution, measures to increase the response rate, checking of the completed
questionnaires, double data entry and validation and verification of the collected data. The

list of quality control measures is shown in Appendix 6.
Data Analysis

3.6 Among the 613 valid sampled companies, 569 were successfully enumerated which
contributed to an effective response rate of 92.8%2. Taking into account (a) the satisfactory
response rate of the individual sectors, (b) the satisfactory response rate from a majority of
prominent and sizeable companies, and (c) the grossing-up of the sample results based on the
statistically-grounded method, it could be concluded that the survey findings presented in this
report contributed to a significant level of representativeness of the accountancy sector. The
response rate achieved for individual sectors was also adequate to produce a meaningful

breakdown by branch. The response profile is shown in Appendix 7.
Manpower Projection Methodology

3.7 The Training Board adopted the approach of statistical modelling for projecting the
manpower demand of the accountancy sector for the period from 2026 to 2029.  The statistical
model was built by considering relevant economic indicators which reflect important changes
in the local economy, demography, and labour market. Details of the projection methodology

are provided in Appendix 8.

2 Sampled companies which had ceased operation, not employed any relevant technical staff, nil reply to the

survey, etc. were classified as invalid samples.
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4 Survey Findings

Full-time Employees

4.1 The accountancy sector recorded 106 905 full-time employees and 1 256 full-time
vacancies as at the survey reference date (3 March 2025). Aggregating the number of full-

time employees and full-time vacancies, it was estimated that there was a total of 108 161 full-
time posts. (Chart 4.1)

Chart4.1 Manpower Situation

Full-time
employees:

Full-time

vacancies:
1256

106 905

Number of full-time posts as of Mar 2025
(Full-time employees + Full-time vacancies):
106 905 +1 256 =108 161

Note: “Full-time vacancies” refer to those unfilled, immediately available job openings for which the establishment is actively trying to recruit
personnel as at survey reference date.
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4.2 Among the 106 905 full-time employees in the accountancy sector, 64.9% were
working in commercial and services companies, educational institutes and 24.9% in
accountancy firms. Analysed by job level, 53.0% were employed as clerks/associates while
25.8% were employed at the managerial level and 20.5% were employed as supervisors/seniors.
(Charts 4.2 - 4.3)

Chart4.2 Employees by Branch

Industrial
Companies
5.7% Accountancy Firms
(6 123) 24.9%
(26 576)
Full-time
i Government
S Cqmme(:jrmal anq employeeS: Departments, NGOs
ervices Companies, - ’ )
Educational 106 905 and Statutoory Bodies
Institutes 4.5%
64.9% (4 862)
(69 344)
Chart 4.3 Employees by Job Level |
Partner/ Principal/
Director/ Chief
. Financial Officer
Traln%r/7};eacher 4.8% Senior Manager/ Managerial level
7o (5121) Financial Controller —— 25.8%
(698) 8.5% (27 557)
/(9 078)
Manager
12.5%
— (13358)
Full-time
employees:
106 905
Clerk/ Associate
0,
33.0% / \ Supervisor/ Senior
(56 684) 20.5%
(21 966)
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Full-time Vacancies

4.3 As at 3 March 2025, a total of 1 256 full-time vacancies were reported in the
accountancy sector, representing a vacancy rate of 1.2% (i.e. full-time vacancies as a
percentage of the total number of full-time employees and full-time vacancies). Most of the
vacancies were found in accountancy firms (943 full-time vacancies), followed by vacancies
in commercial and services companies, educational institutes (154 full-time vacancies) and
government departments, NGOs and statutory bodies (150 full-time vacancies). In terms of
the vacancy rate, higher vacancy rates were registered in accountancy firms (3.4%) and
government departments, NGOs and statutory bodies (3.0%). (Chart 4.4)

Chart 4.4 Vacancies by Branch

Commercial and Industrigl
Services Companies, Companies
Educational 9

Government

Institutes [0.1%]
154 \
[0.2%]
Departments, NGOs

and Statutory Bodies
150 N

Accountancy

[3.0%] % Full-time Firms
: 943
vacancies [3.4%] %
1256

[1.2%]

Notes:

(3) Figuresin[ ] brackets indicate the Vacancy rate = No. of full-time vacancies

No. of full-time employees + No. of full-time vacancies

(4) Figures marked with the symbol “ ” refer to relatively higher vacancy rates than the overall rate.
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4.4 Analysed by job level, most of the full-time vacancies were recorded for

clerks/associates (822 full-time vacancies), followed by supervisors/seniors (281 full-time

vacancies). (Chart4.5)

Chart 4.5 Vacancies by Job Level

Partner/ Principal/
Director/ Chief

Financial Officer .
7 Senior Manager/

[0.1%] Financial Controller

Trainer/ Teacher
3
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38
Manager J
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(08w

Full-time
vacancies

1256
[1.2%]

Supervisor/
Senior
281
[1.3%]

Clerk/ Associate
822
[1.4%]

No. of full-time vacancies

Notes: Figures in brackets indicate the Vacancy rate =
8 I Y No. of full-time employees + No. of full-time vacancies
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Average Monthly Income

4.5

The average monthly income for full-time employees in the accountancy sector is

mainly in the range of $35,001 - $50,000 for employees at the managerial level (51.9%) and
trainers/teachers (80.6%), followed by $25,001 - $35,000 for supervisors/seniors (65.7%) and

$15,001 - $25,000 for clerks/associates (74.6%). (Table 4.1)
Table 4.1 Average Monthly Income by Job Level
No. of
Job level Above | $80,001 - | $50,001 - | $35,001 - | $25,001 - | $15,001 - |$15,000 or| full-time
$100,000 | $100,000 | $80,000 $50,000 $35,000 $25,000 below | employees
Managerial level 8.5% 5.7% 33.1% 51.9% 0.8% 0.0% 0.0% 27 557
- Partner/ Principal/ Director/ o o % o o o o
Chief Financial Officer 25.6% 13.8% 51.0% 9.6% 0.0% 0.0% 0.0% 5121
- Senior Manager/ Financial 11.8% 5.1% 47.8% | 34.8% 0.5% 0.0% 0.0% 9078
Controller
- Manager 0.0% 3.1% 16.4% 79.2% 1.3% 0.0% 0.0% 13 358
Supervisor/ Senior 0.0% 0.0% 0.0% 25.7% 65.7% 8.6% 0.0% 21 966
Clerk/ Associate 0.0% 0.0% 0.0% 0.3% 4.6% 74.6% 20.6% 56 684
Trainer/ Teacher 2.6% 0.0% 16.8% 80.6% 0.0% 0.0% 0.0% 698

denotes prominent ranges of the monthly income in the respective job level.

Note: * Less than 0.05%

Preferred Education Level

4.6

In the accountancy sector, the majority of the full-time employees at the managerial

level (96.2%) and trainers/teachers (99.7%) were preferred to have a first degree or above

qualification.

51.1% of supervisors/seniors were preferred to have a first degree or above

qualification while 46.1% of clerks/associates were preferred to have a secondary 4 to 7

qualifications.

(Table 4.2)

Table 4.2 Preferred Level of Education by Job Level

Job level First degree Sub- Diploma/ | Secondary 4 | Secondary 3 flll\lll(i'tiomfe
or above degree certificate to 7 or below employees

Managerial level 96.2% 3.8% 0.0% * 0.0% 27 557

- ZZZ;’,QIZHI; ;’Zl‘;’fgj%’zz cctor/l - 100.0% 0.0% 0.0% 0.0% 0.0% 5121

- Senior Manager/ Financial 100.0% " 0.0% 0.0% 0.0% 9078

Controller

- Manager 92.2% 7.8% 0.0% * 0.0% 13 358
Supervisor/ Senior 51.1% 19.9% 23.6% 5.3% 0.0% 21966
Clerk/ Associate 9.0% 14.6% 29.5% 46.1% 0.8% 56 634
Trainer/ Teacher 99.7% 0.2% 0.0% 0.2% 0.0% 698

|:| denotes prominent ranges of the preferred level of education in the respective job level.

Note:

1. The sum of percentage may not equal to 100% due to rounding

2. *<0.05%
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Preferred and Required Professional Qualification

4.7
the required professional qualification for the respective levels of employees.

In the survey, employers were asked about the preferred professional qualification and
In general, the
percentages of the preferred and required professional qualification were similar, implying that
there was not much gap existed. For employees at the managerial level, about two-thirds were
preferred/required a qualified accountant qualification (65.6% preferred; 68.0% required)
while about one-quarter were preferred/required a CPA (Practising) qualification (25.1%
preferred; 26.3% required). For supervisors/seniors, about one-third were preferred/required
a qualified accountant qualification (35.4% preferred; 39.7% required) while more than half
were not preferred/required a professional qualification (57.9% not preferred; 54.3% not
required).  Most clerks/associates and trainers/teachers were not preferred/required a
professional qualification (97.9% not preferred; 96.4% not required and 85.5% not preferred;

76.0% not required respectively). (Table 4.3)

Table 4.3 Preferred and Required Professional Qualification by Job Level

Preferred professional qualification Required professional qualification
Not require Not require
Job level professional professional | No. of
CPA Qualified |qualifications] CPA Qualified |qualifications| full-time
(Practising) | Accountant [shown above] (Practising) | Accountant [shown above|employees
Managerial level 25.1% 65.6% 9.3% 26.3% 68.0% 5.7% 27 557
- Partner/ Principal/ Director/
Chief Financial Officer 65.0% 34.8% 0.2% 58.4% 41.4% 0.2% 5121
- enior Manager/ Financial 23.3% 75.0% 1.7% 28.8% 68.6% 2.6% 9078
- Manager 10.7% 71.3% 18.0% 12.1% 78.0% 9.9% 13 358
Supervisor/ Senior 6.6% 35.4% 57.9% 6.0% 39.7% 54.3% 21 966
Clerk/ Associate 0.0% 2.1% 97.9% 0.2% 3.4% 96.4% 56 684
Trainer/ Teacher 2.6% 11.9% 85.5% 2.2% 21.8% 76.0% 698

denotes prominent ranges of the preferred and required professional qualification in the respective job level.

Preferred Years of Experience

4.8

level (58.6%) and trainers/teachers (57.7%) in the accountancy sector were preferred to have 6

Regarding the years of experience, most of the full-time employees at the managerial
years to less than 10 years of experience. 90.1% of supervisors/seniors were preferred to have
3 years to less than 6 years of experience while 88.9% of clerks/associates were preferred to

have less than 3 years of experience. (Table 4.4)

Table 4.4 Preferred Years of Experience by Job Level

10 years or 6 years to less 3 years to less Less than 3 No. of full-time
Job level above than 10 years than 6 years years employees
Managerial level 18.4% 58.6% 22.5% 0.5% 27557
- Partner/ Principal/ Director/
Chief Financial Officer 64.0% 35.0% 1.0% 0.0% 5121
- Senior Manager/ Financial
Controller 8 18.3% 78.7% 3.1% 0.0% 9078
- Manager 0.6% 54.3% 44.1% 1.0% 13 358
Supervisor/ Senior * 3.8% 90.1% 6.1% 21 966
Clerk/ Associate * 0.3% 10.7% 88.9% 56 684
Trainer/ Teacher 0.0% 57.7% 37.0% 5.3% 698

I:l denotes prominent ranges of the preferred years of experience in the respective job level.

Note:

1. The sum of percentage may not equal to 100% due to rounding

2. *¥<0.05%
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Age Range of Full-time Employees

4.9 In the accountancy sector, the major age range of full-time employees is aged 31 - 45

(50.1%), followed by 46 - 60 (35.3%).
aged 61 or above (3.5%).

(Chart 4.6)

Relatively fewer were aged 30 or below (11.1%) and

4.10  Analysed by branch, the proportion of the younger age of 30 or below was relatively

larger for accountancy firms (26.8%).

46 or above was relatively larger for the industrial companies (51.4%).

Chart 4.6 Age Range of Full-time Employees

3.5%

35.3%

50.1%

11.1%

Overall

5.1%

23.5%

44.6%

26.8%

Accountancy
Firms

0:3%

29.5%

55.1%

15.1%

Government
Department, NGOs and
Statutory Bodies

2.9%

38.7%

52.8%

5.6%

Commercial
and Services
Companies,
Educational
Institutes

Note: (1) Percentage are calculated on the basis of total number of full-time employees.
(2) No data was collected in 2021 survey, thus no comparison is available.
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Full-time Employees Left and Recruited

4.11 Employers reported that there were 8 826 full-time employees left their companies in
the past 12 months. The turnover rate (i.e. the number of full-time employees left as a
percentage of the total number of full-time posts) was 8.2%. Analysed by job level,
clerks/associates registered the largest number of full-time employees left (5 046 full-time
employees) whereas the turnover rate was the highest for supervisors/seniors (9.7%). (Table
4.5)

Table 4.5 Full-Time Employees Left in the Past 12 Months and Turnover Rate by Job Level

Job Level Number of Employees Left Turnover Rate*
Managerial level 1616 5.8%

e el D

- Senior Manager/ Financial Controller 676 7.4%

- Manager 790 5.9%
Supervisor/ Senior 2149 9.7%
Clerk/ Associate 5046 8.8%
Trainer/ Teacher 15 2.1%
Total 8 826 8.2%

* Turnover rate = no. of full-time employees left in past 12 months /(no. of full-time employees + no. of full-time vacancies)

4.12  70.8% of clerks/associates had worked for less than 3 years before leaving and 71.6%
of supervisors/seniors had worked for 1 year to less than 5 years before leaving. For time
employees at the managerial level, 37.2% had worked for 5 years to less than 10 years while
26.9% had worked for 1 year to less than 3 years. (Table 4.6)

Table 4.6 Years of Service of Employees Before Leaving their Companies by Job Level

Year of Service of Employees Before Leaving
10 years or 5 years to less 3 years to less 1 year to less
Job level above than 10 years than S years than 3 years | Less than 1 year
Managerial level 16.0% 37.2% 13.4% 26.9% 6.6%
- Partner/ Principal/
Director/ Chief Financial 37.3% 22.0% 14.7% 22.0% 4.0%
Officer
- Senior Manager/ Financial 12.9% 51.2% 5204 26.6% 41%
Controller
- Manager 14.6% 28.1% 20.1% 28.1% 9.1%
Supervisor/ Senior 10.3% 4.9% 36.2% 35.4% 13.2%
Clerk/ Associate 13.9% 52% 10.1% 44.0% 26.9%
Trainer/ Teacher 26.7% 6.7% 20.0% 20.0% 26.7%

l:l denotes prominent ranges of the years of service before leaving in the respective job level.
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4.13

On the other hand, a total of 7 540 full-time employees were recruited in the past 12

months, with the majority being clerks/associates (4 901 full-time employees) and

supervisors/seniors (2 016 full-time employees).

In general, most of the new recruits were

recruited from an accounting position of another company (73.7%) while 11.4% was recruited

from fresh graduates of accounting discipline.

(Table 4.7)

Table 4.7 Staff Recruited in the Past 12 Months by Job Level

From an accounting From fresh From fresh Total number of new
Job level position of another graduates of graduates of non- .
5 S 3 Yo fal recruits
company accounting discipline|accounting discipline
. 444 0 0
Managerial level (73.5%) (0.0%) (0.0%) 604
- Partner/ Principal/ 37 0 0
Director/ Chief Financial o o o 66
Officer (56.1%) (0.0%) (0.0%)
- Senior Manager/ Financial 116 0 0 176
Controller (65.9%) (0.0%) (0.0%)
291 0 0
- Manager (80.4%) (0.0%) (0.0%) 362
. . 1828 4 0
Supervisor/ Senior (90.7%) (0.2%) (0.0%) 2016
. 3265 857 450
Clerk/ Associate (66.6%) (17.5%) (9.2%) 4901
. 19 0 0
Trainer/ Teacher (100.0%) (0.0%) (0.0%) 19
5556 861 450
Overall (73.7%) (11.4%) (6.0%) 7540

Note: () indicates % of total no. of new recruits by respective job level

4.14

admission schemes in Hong Kong. (Chart 4.7)

Chart 4.7

Schemes in Hong Kong

92.5%

Yes
7.5%

29

7.5% of new recruits were non-local talents and professionals through talent

Whether Recruited Non-local Talents and Professionals Through Talent Admission



4.15 Most of the new employees at the managerial level (58.6%) and trainers/teachers
(84.2%) were qualified accountants. The corresponding proportion was much smaller for
supervisors/seniors (16.9%) and clerks/associates (0.7%). (Table 4.8)

Table 4.8 Recruits of Qualified Accountant by Job Level

Job level As qualified accountants Total number of new recruits
. 354
Managerial level (58.6%) 604
- Partner/ Principal/ Director/ 38 66
Chief Financial Officer (57.6%)
- Senior Manager/ Financial 118 176
Controller (67.0%)
- Manager 198 362
& (54.7%)
Supervisor/ Senior 341 2016
upervisor/ Senio (16.9%)
. 36
Clerk/ Associate (0.7%) 4901
. 16
Trainer/ Teacher (84.2%) 19
747
Overall (9.9%) 7 540

Note: () indicates % of total no. of new recruits by respective job level
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Recruitment Difficulties

4.16 In the accountancy sector, there were not many companies engaged in recruitment
exercise in the past 12 months, with the highest percentage recorded for clerks/associates (7.8%)
as compared with employees at other levels (0.1% - 2.4%). (Charts 4.8, 4.9)

4.17  Among those companies engaged in the recruitment exercises of the respective job
levels, the percentages of companies encountering recruitment difficulties was relatively higher
for recruiting employees at the managerial level (39%) and trainers/teachers (49%). The
corresponding proportion was much smaller for recruiting supervisors/seniors (27%) and
clerks/associates (26%). (Charts 4.8, 4.9)

4.18 The recruitment difficulties encountered when recruiting employees at the managerial
level were mainly “working conditions/ remuneration package could not meet recruits’
expectations” (84%) and “lack of candidates with relevant experience and training” (76%).
The major difficulty encountered for recruiting trainers/teachers and supervisors/seniors was
“working conditions/ remuneration package could not meet recruits’ expectations” (97% and
93% respectively), while for clerks/associates was “lack of candidates with relevant experience
and training” (76%). (Charts 4.8, 4.9)
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Chart 4.8

Major Difficulties Encountered in Recruitment in Past 12 Months

(Managerial Level)
Partner/ Principal/
Director/ Chief Senior Manager/
Managerial level Financial Officer Financial Controller Manager
Did .not encounter difficulties in 539, 449% 529, 579,
recruitment
Encountered difficulties in
recruitment 47% - 56% 48% 43%
Difficulties (multiple)
Working conditions/remuneration
package could not meet recruits’ 84% _ 93% 85% 80%
expectations
Lack of candidates with relevant
experience 76% F 64% 85% 75%
and training
0% 50%  100% 0% 50%  100% 0% 50% 100% 0%  50% 100%
No. of comp with recrui t 114 25 54 92
(% of comp with recruii ): (0.3%) (0.1%) 0.2%) (0.3%)
Chart 4.9 Major Difficulties Encountered in Recruitment in Past 12 Months
(Supervisor/Senior, Clerk/ Associate, Trainer/ Teacher)
Supervisor/Senior Clerk/ Associate Trainer/ Teacher
Did not encounter difficulties in 73% 74% 51%
recruitment
Encountered difficulties in recruitment 27% 26% -49%
Difficulties (multiple)
Working condltmns/?er’nuneratlog package 93% 33% 97%
could not meet recruits’ expectations
Lack of gandidates with relevant experience 14% 76% 6%
and training
0% 50% 100% 0% 50%  100% 0%  50% 100%
No. of comp with recruii t 842 2724 65
(% of companies with recrui ): (2.4%) (7.8%) (0.2%)

Notes: (1) Percentages of difficulties in recruitment are calculated on the basis of companies having the recruitment difficulties in particular job level.

(2) Respondents are allowed to select more than one difficulty.
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Factors Useful to Attract New Entrants to the Sector
4.19  Employers were asked to indicate the factors that they considered useful to attract new
entrants to the accountancy sector. “Financial support for professional development™ (81.8%)

was the major factor considered useful to attract new entrants to the industry, followed by
“educational grants and scholarships” (34.0%). (Chart 4.10)

Chart4.10 Factors Useful to Attract New Entrants to the Industry
Financial support for dprofessmnal _ 81.8%
evelopment
Educational grants and scholarships _ 34.0%

Public awareness campaigns - 12.0%

Grants and incentives for digital - 11.8%
transformation training '

Immigration policies to encourage o
. . 4.3%
international talent

0% 25% 50% 75% 100%

Notes: 1) Percentage are calculated on the basis of total number of companies.

(2) Respondents are allowed to select top three factors.
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Employers’ Views on Business Volume in the Next 12 Months

4.20 In the survey, employers were asked about their views on the expected change in
business volume of their companies in the next 12 months. About seven in ten (71.7%) of the
companies expected the business volume to remain stable, while 9.0% to be worsen and 0.8%
to be better for the coming year. Among the employers of the various sectors, the percentages
of expecting the business to be worsen were relatively higher for commercial and services

companies, educational institutes (9.4%). (Chart 4.11)

4.21 The major reason for expecting worsen business volume cited was “trade war,

unsatisfactory economy and business environment”.

Chart 4.11 Views on Business Volume in the Next 12 Months

0.8% i 0.9% 0.8%
7% i 75.0% UESD 76.9%
i Better
: LLID Stable
E Worsen
Main reason of expectation | .
i Uncertain
® Trade war, unsatisfactory €——= 9.0% i 7.5% 9.4% 6.1%
economy and business ; : —
environment 18.5% | 165% 18.9% 16.9%
Overall i Accountancy Firms Government Commercial and Industrial
E Departments, Services Companies
! NGOs and Companies,
: Statutory Bodies Educational
| Institutes

Note : Percentage are calculated on the basis of total number of companies by respective sectors
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Expected Change in Number of Full-time Employees in the Next 12 Months

4.22 When asked to indicate the expected change in the number of full-time employees of
their companies in the next 12 months, the vast majority (96.5%) expected the number of full-
time employees to remain the same. 2.1% expected an increase in the number of full-time

employees; whereas 1.4% expected a decrease. (Chart 4.12)

Chart4.12 Views on Number of Full-time Employees in the Next 12 Months

2.1% : 1.4% 23% 0.1%
96.5% . 97.5% 100.0% 96.1% 99.9%
E Increase
: Same
: ® Decrease
Ad% L _la% 6%
Overall : Accountancy Government Commercial and Industrial
Firms Departments, Services Companies
: NGOs and Companies,
I Statutory Bodies Educational
i Institutes

Note : Percentage are calculated on the basis of total number of companies by respective sectors
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Operation in Chinese Mainland

4.23 At the time of survey, only 9.6% of companies had operation in Chinese Mainland.

Among those companies, 5.6% had accounting-related functions transferred to the office in

Chinese Mainland. (Chart 4.13a)

Chart4.13a  Whether Have Operation in Chinese Mainland

Have operation in
Chinese Mainland
9.6%

Total number of
companies:
35155

No operation in Chinese
Mainland
90.4%

4.24  Analysed by employment size, the proportion having operation in Chinese Mainland

was relatively larger for companies with 200 employees or above (13.2%) and 50 to 199

employees (11.4%). (Chart 4.13b)

Mainland
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Chart4.13b  Whether Have Operation in Chinese Mainland by Employment Size
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4.25 Most companies had operation in Chinese Mainland had arranged their
supervisors/seniors and employees at the managerial level to travel to Chinese Mainland

(75.1% and 48.5% respectively) and only 5.9% arranged clerks/associates to station in Chinese

Mainland. (7able 4.9)

Table 4.9 Whether Employees Stationed in or Travelling to Chinese Mainland

No. of companies having

Job Level Stationed# in Travelling to operation in Chinese
Chinese Mainland Chinese Mainland Mainland and with such
level of staff

Managerial level 2.0% 48.5% 1098

- 11;;:}:;}’1160}; fg%gfl/ Director/ Chief 1.9% 11.3% 160

- Senior Manager/ Financial Controller 0.9% 70.2% 681

- Manager 1.9% 48.0% 948
Supervisor/ Senior 0.9% 75.1% 2629
Clerk/ Associate 5.9% 1.4% 1 805
Trainer/ Teacher 0.0% 0.0% 2

Note: # Employees who stay in Chinese Mainland for 50% or above of the working time are classified under “Stationed in

Chinese Mainland”
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426  Among those companies with operation in Chinese Mainland, only 6.2% had recruited
additional Hong Kong accounting employees as a result of the development in Chinese
Mainland operation and a mere 1.0% had provided training of the existing Hong Kong
accounting employees to deal with Chinese Mainland operation in terms of control,

communication skills and Chinese Mainland regulations. (Chart 4.14)

Chart 4.14 Arrangement to Deal with Chinese Mainland Operation

Recruitment of additional Hong Kong accounting employees

0,
as a result of development in Chinese Mainland operations 6:2%
To provide training of the existing Hong Kong accounting
employees to deal with Chinese Mainland operations in 1.0%
terms of control, communication skills and Chinese :
Mainland regulations
0% 10% 20% 30% 40% 50%

No. of companies with Mainland Operation: 3 355

Notes: (1) Percentage are calculated on the basis of total number of companies having operation in Chinese Mainland

(2) Respondents are allowed to select one or more options
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Training Requirements

4.27 In the accountancy sector, the training requirements for employees at the managerial
level tended to focus on various management knowledge (such as “Principles & Practice of
Management”, “Problem Solving & Decision Making” and “Leadership”) and job-related
knowledge (such as “Financial Accounting”, “Cost and Management Accounting”). The
training requirements for supervisors/seniors spread across management knowledge, job-
related knowledge and generic/technological skills. While the various job-related knowledge
was the focus for clerks/associates, the various generic/technological skills were the core

training areas for trainers/teachers. (Table 4.10)

Table 4.10 Major Training

Information
Systems
Application Skills

Data Analytics

Robotic Process

Automation
Cybersecurity (RPA) and
Awareness Artificial
Intelligence (AI)

in Accounting

Information
Systems
Application Skills

Spoken English

English Writing

- General management knowledge - Job-related knowledge I:l Generic/technological skills
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S Manpower Analysis

Manpower Changes between 2021 and 2025

Change in Full-time Employees

5.1 In the accountancy sector, the total number of full-time employees increased from
104 478 in 2021 to 106 905 in 2025 (+2 427 full-time employees; +2.3%). Analysed by
branch, increase in manpower was mainly registered in the “accountancy firms” (+1 523 full-
time employees; +6.1%), followed by “industrial companies” (+673 full-time employees;
+12.3%). (Chart 5.1)

Chart 5.1 Change in Full-Time Employees by Branch

Change Annual
vs 2021 change in %
Overall +2 427 +2.3% +0.6%
- 2021 104 478
2025 26 576
Accountancy Firms - +1 523 +6.1% +1.5%
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Government Departments, NGOs 2021 73 975 231 +0-3% 1%
and Statutory Bodies
) ) 2025 . 6123
Industrial Companies +673 +12.3% +3.0%

2021 5450
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5.2 Analysed by job level, a remarkable increase in manpower was registered for
clerks/associates (+3 873 full-time employees; +7.3%) while a decrease in manpower was

recorded for supervisors/seniors (-1 855 full-time employees; -7.8%). (Chart 5.2)

Chart 5.2 Change in Full-Time Employees by Job Level

Change Annual
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Change in Full-time Vacancies

53 The total number of full-time vacancies increased from 986 in 2021 to 1 256 in 2025
(+270 full-time vacancies; +27.4%). Analysed by branch, increase in full-time vacancies was
found in “accountancy firms” (from 548 to 943; +395 full-time vacancies). On the other hand,
decrease in full-time vacancies was recorded in “commercial and services companies,
educational institutes, government departments, NGOs and statutory bodies” (from 414 to 304;
-110 full-time vacancies). (Chart 5.3)

Chart 5.3 Change in Full-Time Vacancies by Branch
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54 Analysed by job level, increase in full-time vacancies was mainly recorded for
clerks/associates (from 602 to 822; +220 full-time vacancies). (Chart 5.4)

Chart 5.4 Change in Full-Time Vacancies by Job Level
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Changes in Preferred Level of Education

5.5 Compared with the 2021 survey, changes in the preferred level of education among

different job levels are highlighted below: (7able 5.1)

Employees at managerial level, trainers/teachers and supervisors/seniors: the
majority remained to prefer first degree or above qualification but indicated a
sign of increasing preference (95.8% in 2021 to 96.2% in 2025; 87.8% in 2021
t0 99.7% in 2025; and 42.1% in 2021 to 51.1% in 2025); and

Clerks/associates: the majority remained to prefer secondary 4 to 7 qualification

(42.7% in 2021 and 46.1% in 2025).

Table 5.1 Preferred Education Level

First degree or Diploma/ Secondary 4 to | Secondary 3 or
Jubice] ey above Sub-degree certificate 7 below
2025 96.2% 3.8% 0.0% * 0.0%
Managerial level
2021 95.8% 4.2% 0.0% 0.0% 0.0%
- Pariner/ Principal/| 2025 100.0% 0.0% 0.0% 0.0% 0.0%
Director/ Chief
Financial Officer 2021 100.0% 0.0% 0.0% 0.0% 0.0%
- Senior Manager/ 2025 100.0% * 0.0% 0.0% 0.0%
Financial
Controller 2021 99.9% 0.1% 0.0% 0.0% 0.0%
2025 92.2% 7.8% 0.0% * 0.0%
- Manager
2021 89.8% 10.2% 0.0% 0.0% 0.0%
2025 51.1% 19.9% 23.6% 5.3% 0.0%
Supervisor/ Senior
2021 42.1% 18.1% 29.9% 9.9% 0.0%
2025 9.0% 14.6% 29.5% 46.1% 0.8%
Clerk/ Associate
2021 11.1% 9.3% 36.9% 42.7% 0.0%
2025 99.7% 0.2% 0.0% 0.2% 0.0%
Trainer/ Teacher
2021 87.8% 12.1% 0.0% 0.1% 0.0%

|:| denotes prominent ranges of the preferred level of education in the respective job level.

Note:
1. The sum of percentage may not equal to 100% due to rounding

2. *<0.05%
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Changes in Preferred Years of Experience

5.6 Compared with the 2021 survey, changes in the preferred years of experience varied
(Table 5.2)

among different job levels.

- Managerial level: the majority remained to prefer 6 years to less than 10 years

of experience (57.2% in 2021 and 58.6% in 2025);

- Supervisors/seniors: the preference of 6 years to less than 10 years of experience
shifted downward (25.9% in 2021 to 3.8% in 2025) and expanded in the
preference of 3 years to less than 6 years of experience (56.1% in 2021 to 90.1%

in 2025);

- Clerks/associates: the preference of 3 years to less than 6 years of experience
shifted downward (35.7% in 2021 to 10.7% in 2025) and expanded in the
preference of less than 3 years of experience (62.8% in 2021 to 88.9% in 2025);

and

- Trainers/teachers: shifted upward from 3 years to less than 6 years (53.0% in
2021) to 6 years to less than 10 years of experience (57.7% in 2025).

Table 5.2 Preferred Years of Experience

Job level Year 10 years or 6 years to less | 3 years to less Less than 3
more than 10 years | than 6 years years
. 2025 18.4% 58.6% 22.5% 0.5%
Managerial level
2021 26.8% 57.2% 16.0% 0.0%
- Partner/ Principal/ Director/ 2025 64.0% 35.0% 1.0% 0.0%
Chief Financial Officer 2021 82.0% 17.4% 0.6% 0.0%
- Senior Manager/ Financial 2025 18.3% 78.7% 3.1% 0.0%
Controller 2021 23.9% 71.3% 4.8% 0.0%
~ Manacer 2025 0.6% 54.3% 44.1% 1.0%
g 2021 3.0% 62.2% 34.7% 0.1%
. . 2025 * 3.8% 90.1% 6.1%
Supervisor/ Senior
2021 0.2% 25.9% 56.1% 17.8%
) 2025 * 0.3% 10.7% 88.9%
Clerk/ Associate
2021 0.0% 1.4% 35.7% 62.8%
. 2025 0.0% 57.7% 37.0% 5.3%
Trainer/ Teacher
2021 3.1% 34.3% 53.0% 9.6%

l:l denotes prominent ranges of the preferred years of experience in the respective job level.

Note:

1. The sum of percentage may not equal to 100% due to rounding

2. *<0.05%
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Business Outlook

5.7 The 2025 Manpower Survey Report has been compiled to provide readers with
valuable insights into the manpower situation and training needs of practitioners in the
accounting sector. It is important to note that, since the survey’s fieldwork was conducted with
areference date of 3 March 2025, changes in external factors such as geopolitical developments,
regulatory reforms, fluctuations in economic cycles, technological advancements, shifts in
global economic conditions, and cross-border trade initiatives, may influence the projected
supply and demand for manpower in the accounting sector. Readers are therefore advised to

exercise caution when using the survey findings as reference material.

Steady Growth in Accounting Services Market

5.8 Despite the economic uncertainties and numerous challenges, the global accounting
services market is experiencing steady growth. It is projected to increase from US$636.03
billion in 2024 to US$660.65 billion in 2025, demonstrating a compound annual growth rate
(CAGR) of 3.9%. The market is further expected to reach US$800.68 billion in 2029, with a
CAGR of 4.9%.P!

5.9 The accounting sector in Hong Kong serves as a cornerstone of the city’s status as a
global financial hub. It provides a range of services, including auditing, taxation, financial
management and advisory, to their clients. The industry is characterised by a mix of “Big Four”
international firms and numerous small to medium-sized practices, creating a competitive
landscape. In 2023, Hong Kong’s exports of accounting, auditing, book-keeping and tax
consultancy services reached HK$2.35 billion, representing a 0.3% increase from the previous
year and accounting for 0.31% of Hong Kong’s total services exports [l As of November 2024,

the Hong Kong Institute of Certified Public Accountants (HKICPA) has over 47,000 members
(5]

New Accounting Standards

5.10 The implementation of new reporting standards, such as the International Financial
Reporting Standard 16 — Leases (IFRS 16) and its local adaptation, HKFRS 16, has
significantly impacted manpower requirements in Hong Kong’s accounting sector. By

increasing the complexity of lease accounting, these standards have created demand for

* The Business Research Company, 5 September 2025. Accounting Services Global Market Report 2025.
Available at: https://www.giiresearch.com/report/tbrc1807795-accounting-services-global-market-
report.html [Accessed: 7 October 2025].

* HKTDC Research, 25 April 2025. Accounting Industry in Hong Kong.

Available at: https://research.hktdc.com/en/article/MzExMzMOOTcw [Accessed: 7 October 2025].

> Hong Kong Institute of Certified Public Accountants (HKICPA) (2025) Overview.

Available at: https://www.hkicpa.org.hk/en/About-us/Organization/Overview [Accessed: 13 November
2025].
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professionals with broader skill sets. Organisations now require expertise that extends beyond
traditional accounting to include cross-functional collaboration across procurement, operations,
and IT to support data collection, system integration, and compliance !¢, The centralisation of
lease documentation, particularly for companies managing extensive real estate portfolios, has
further highlighted the need for specialists in data management, technology, and project

coordination to ensure successful implementation and ongoing compliance.

5.11 Similarly, the introduction of International Financial Reporting Standard 17 —
Insurance Contracts (IFRS 17) and its local adaptation, HKFRS 17, has fundamentally
reshaped the insurance industry’s reporting landscape, particularly for multinational companies
and insurance groups. These standards demand expertise across actuarial, IT, and finance
functions to manage sophisticated contractual models and implement system upgrades.
Insurers have invested heavily in system testing and compliance, with strong collaboration
between actuarial, finance, and IT teams being critical for success. The Actuary Magazine has
emphasised the importance of interdisciplinary talent to address the complexities of IFRS 17
and HKFRS 17, ensuring smooth implementation and ongoing alignment with these new
regulatory requirements [ B8] Furthermore, professionals must develop the ability to interpret
and apply complex regulatory frameworks such as IFRS 17 and HKFRS 17, integrate
accounting systems with actuarial and IT tools, and ensure compliance with stringent disclosure
requirements. Consequently, the demand for consulting services has surged, pushing
accountants to expand their capabilities beyond traditional accounting into advanced skills such
as financial modeling, data analysis, and system integration to meet the complexities of these

new standards.

5.12 The successful implementation of these standards has far-reaching implications for
the business outlook in Hong Kong’s accounting sector. By driving innovation and fostering
new skill sets, these changes offer opportunities for firms to position themselves as leaders in
compliance and advisory services. However, they also highlight the importance of cultivating

a resilient talent pipeline equipped to navigate the complexities of modern accounting.

Surging Regulatory Requirements

5.13 The continuous enhancement of regulatory requirements in Hong Kong has been a

driving force behind the transformation of the accounting sector, reshaping its development

6 3E Accounting Limited. (7 January 2021) Your Guide to Understanding the Implementation of IFRS 16 in
Hong Kong. Available at: https://www.3ecpa.com.hk/blog/implementation-of-ifrs-16-in-hong-kong/
[Accessed: 8 October 2025].

7 Jiang, Y. and Dai, Z. (December 2020) IFRS 17 Implementation - Key considerations for insurance
companies in China and Hong Kong. The Actuary. December 2020. Available at:
https://www.theactuarymagazine.org/ifrs-17-implementation/ [Accessed: 8 October 2025].

8 Dan, M. (March 2025) IFRS 17 Implementation Experience Sharing. The Actuary Magazine. March 2025.
Available at: https://www.theactuarymagazine.org/ifrs-17-implementation-experience-sharing/ [Accessed: 8
October 2025].
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trajectory and redefining manpower needs. As regulatory standards evolve, particularly in Anti-
Money Laundering (AML), Counter-Terrorist Financing (CTF), and Know Your Customer
(KYC) has profoundly influenced the development of the accounting sector in Hong Kong.
These frameworks have now become key to the profession’s everyday work and long-term
goals. Accounting firms are expected to integrate robust compliance systems into their service
offerings, transforming traditional roles into multidisciplinary functions that blend financial
expertise with regulatory vigilance. This shift has led to the emergence of specialised
compliance teams and the adoption of Regulatory Technology (RegTech) solutions to automate
due diligence, transaction monitoring, and risk assessments. As Hong Kong aligns with
international standards, the complexity of cross-border financial activities has further
intensified the need for accountants to possess a deep understanding of jurisdictional nuances
in AML/CTF legislation /.

5.14 In terms of manpower, the sector has experienced a surge in demand for professionals
equipped with hybrid skill sets, combining accounting qualifications with knowledge in
regulatory law, forensic analysis, and data security. HKICPA has emphasised the role of
accountants as gatekeepers of the financial system, urging vigilance and ethical responsibility
to prevent unwitting involvement in financial crime '), This regulatory evolution has not only
elevated the profession’s role in safeguarding financial integrity but also reshaped its talent
pipeline, requiring a new generation of professionals who are agile, compliance-savvy, and

technologically adept.

Transformation Driven by ESG Reporting

5.15 The implementation of Environmental, Social, and Governance (ESG) reporting is
transforming Hong Kong’s accounting sector, reshaping its development and redefining
manpower requirements. Regulatory advancements, such as the adoption of Hong Kong
Financial Reporting Standard S1: General Requirements for Disclosure of Sustainability-
related Financial Information (HKFRS S1) and Hong Kong Financial Reporting Standard S2
Climate-related Disclosures (HKFRS S2) in alignment with the International Sustainability
Standards Board (ISSB), have made ESG reporting a core priority. The Hong Kong Stock
Exchange (HKEX) has also mandated listed companies to disclose Scope 1 and Scope 2
greenhouse gas emissions starting from financial years beginning on or after 1 January 2025

[11] These changes aim to enhance the transparency and comparability of sustainability

° HKMA. (n.d.) Anti-Money Laundering and Counter-Financing of Terrorism.

Available at: https://www.hkma.gov.hk/eng/key-functions/banking/anti-money-laundering-and-counter-
financing-of-terrorism/ [Accessed: 8 October 2025].

10 HKICPA. (2024) Accountants’ role in safeguarding Hong Kong against money laundering and terrorist
financing. 25 July. Available at: https://www.hkicpa.org.hk/en/Become-a-Hong-Kong-CPA/QP-Student-
support-and-benefits/Prospective-CPA/Accountants-Role-In-Safeguarding-Hong-Kong-Against-Money-
Laundering-And-Terrorist-Financing [Accessed: 8 October 2025].

"' Hong Kong Exchanges and Clearing Limited (HKEX) (2024) Exchange Publishes Conclusions on Climate

Disclosure Requirements. 19 April. Available at: https://www.hkex.com.hk/News/Regulatory-
Announcements/2024/240419news?sc lang=en [Accessed: 8 October 2025].
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disclosures, aligning with global best practices.

5.16 This shift has led to an increased demand for professionals with expertise in ESG
reporting, sustainability assurance, and corporate governance consulting 12, Accountants are
now required to integrate non-financial metrics, such as greenhouse gas emissions and social
impact data, into financial reporting ['3]. Firms must also support businesses in conducting
materiality assessments, setting measurable ESG targets, and developing robust data
management systems ['4]. Smaller companies, however, face challenges in meeting these
requirements due to limited resources, creating opportunities for accounting firms to provide

specialised advisory services.

5.17 By fostering expertise in ESG reporting, Hong Kong’s accounting sector is positioning
itself as a key driver of sustainable development within the region. These advancements not
only enhance corporate accountability but also strengthen Hong Kong’s reputation as a leading

international financial centre committed to sustainability ['%!.

Gateway Role in Connecting Mainland and World

5.18 Under “One Country, Two Systems”, Hong Kong, as an international financial centre,
continues to leverage its unique position of being connected to both the Mainland and the rest
of the world, serving as a “super connector” and ‘“super value-adder”. The HKSAR
Government has actively engaged in visits to various countries and regions, enhancing external
promotion of the city’s strengths and opportunities, which has created valuable prospects for

the accounting sector.

5.19 The development of the accounting sector in Hong Kong has been significantly
influenced by closer economic ties with the Mainland, facilitated by the Mainland and Hong
Kong Closer Economic Partnership Agreement (CEPA). The expansion of CEPA in 2023 to

cover 153 service sectors, including accounting, has created new opportunities ['%). The 2024

12 HSBC Commercial Banking. (26 November 2024) How the Accounting Industry is Creating Value for
Businesses in the Wave of Sustainable Development. Available at: https://www.business.hsbc.com.hk/en-
gb/insights/sustainability/how-the-accounting-industry-is-creating-value-for-businesses-in-the-wave-of-
sustainable-development [Accessed: 8 October 2025].

13" AB Magazine. (January 2024) Hong Kong’s ESG ambition. Available at:

https://abmagazine.accaglobal.com/global/articles/2024/jan/acca/hong-kong-s-esg-ambition.html

[Accessed: 8 October 2025].

GreenCo ESG Advisory Sustainability Consulting. HKEX ESG Reporting Requirements. Available at:

https://greenco-esg.com/hkex-esg-reporting-requirements/ [Accessed: 8 October 2025].

The Government of Hong Kong Special Administrative Region. (10 December 2024) Government launches

roadmap on sustainability disclosure in Hong Kong. Available at:

https://www.info.gov.hk/gia/general/202412/10/P2024121000243.htm [Accessed: 8 October 2025].

16 The State Council of the People’s Republic of China, 3 March 2025. Hong Kong accelerates integration
into national development as CEPA enters new stage. Available at:
https://english.www.gov.cn/news/202503/03/content WS67c4e41fc6d0868f4e8f03c8.html [Accessed: 7
October 2025].
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Amendment Agreement II introduced streamlined qualification requirements, cross-border
recognition of professional experience, and simplified registration processes, making it easier
for Hong Kong accountants to operate in the Mainland. Furthermore, the removal of the three-
year operation requirement in 2025 has further eased market entry for Hong Kong firms!!”,
The allowance of Hong Kong law and arbitration in Mainland contracts has also enhanced legal
clarity, fostering stronger regional integration!'®!. These developments have positioned Hong
Kong accountants at the forefront of a more unified and increasingly integrated economic

landscape.

5.20 The GoGlobal initiative, led by the Government, enhances Hong Kong’s role as a
strategic launchpad for Mainland enterprises’ international expansion. This will substantially
increase demand for accounting, assurance, and advisory services, fostering new cross-border
opportunities for local accountants. Consequently, it will strengthen Hong Kong’s position as
a premier regional hub for professional services, supporting enterprises in their transition

towards high-quality global growth.

Impact of Hong Kong's Family Office Development

5.21 The Government’s plan to make Hong Kong a leading hub for family offices has
created new growth opportunities for the accounting sector. Since the Policy Statement on
Developing Family Office Businesses in Hong Kong was released in March 2023 1] the
Government has introduced tax benefits and support services through the FamilyOfficeHK
team. By March 2024, more than 2,700 single family offices had been set up in Hong Kong,

and the Government had already achieved its goal of attracting 200 new offices before 2025
[20]

5.22 This strong progress has led to a higher demand for accounting, audit, and advisory
work. Many family offices now need professional support in tax planning, compliance,

investment structuring, and ESG reporting. Accountants are also expected to understand cross-

7 Hong Kong Special Administrative Region Government, 28 February 2025. Second agreement concerning
amendment to CEPA agreement on trade in services to be implemented on March 1.

Available at: https://www.info.gov.hk/gia/general/202502/28/P2025022800296.htm [Accessed: 7 October
2025].

18 Herbert Smith Freehills Kramer, 26 February 2025. New rules on governing law and arbitration for
contracts involving Greater Bay Area enterprises with Hong Kong and Macau investors.

Available at: https://www.hsfkramer.com/notes/arbitration/2025-02/new-rules-on-governing-law-and-
arbitration-for-contracts-involving-greater-bay-area-enterprises-with-hong-kong-and-macau-investors
[Accessed: 7 October 2025].

! Financial Services and the Treasury Bureau (2023) Policy Statement on Developing Family Office
Businesses in Hong Kong, 24 March. Government of the Hong Kong Special Administrative Region.
Available at: https://gia.info.gov.hk/general/202303/24/P2023032300717 415645 1 1679627481405.pdf
[Accessed: 21 November 2025].

2 HKSAR Government (2024) Wealth for Good in Hong Kong Summit concludes, reinforcing the city's
global leadership in family office industry (with photos), 27 March.

Available at: https://www.info.gov.hk/gia/general/202403/27/P2024032700489.htm [Accessed: 21
November 2025].
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border business, international tax rules, and family wealth management. According to the South
China Morning Post, citing the latest Knight Frank Wealth Report, Hong Kong remains one of
the world’s foremost wealth hubs, with one in every 176 residents holding assets
exceeding US$10 million ?!!. This shows the city’s rising appeal for global investors. As a
result, there is growing demand for qualified accounting professionals who can offer
international expertise and customer-focused service, helping Hong Kong strengthen its status

as a major financial and business centre in Asia.

The Evolving Talent Landscape

5.23 Hong Kong’s accounting sector is undergoing a period of transformation, shaped by
changing workforce dynamics and evolving industry demands. While the sector faces
challenges such as talent shortages and shifting career preferences, these developments also

present opportunities to modernise the profession and ensure its long-term sustainability.

5.24 One key trend is the declining number of young people entering the field. Many are
increasingly drawn to emerging industries such as technology, healthcare, and supply chain
management, which are perceived as more innovative and exciting [??]. Additionally,
misconceptions about the impact of technology on accounting roles, such as the belief that
automation may replace human expertise, have deterred some students from pursuing

s [23

accounting careers 1231, Addressing these perceptions and highlighting the profession’s dynamic

and indispensable nature will be critical to attracting fresh talent.

5.25 For young professionals already in the field, evolving career aspirations emphasise
the importance of work-life balance and alignment with personal values. The demanding nature
of accounting roles, particularly in auditing, has led to retention challenges. By fostering
supportive work environments, offering flexible arrangements, and showcasing diverse career
paths within the profession, the industry can better align with the expectations of the next

generation.

5.26 Global mobility has also contributed to talent gaps, as experienced professionals
pursue opportunities abroad. This trend underscores the importance of cultivating a resilient

local workforce and implementing strategic talent development initiatives to support continuity

21 Arcibal, C. (5 March 2025) Hong Kong still among the world’s top wealth hubs, according to Knight Frank
report, South China Morning Post, 5 March.
Available at: https://www.scmp.com/property/article/3301202/hong-kong-still-among-worlds-top-wealth-
hubs-according-knight-frank-report [Accessed: 21 November 2025].

22 Randstad Hong Kong (2024) 2024 Market Outlook and Salary Guide.
Available at: https://www.randstad.com.hk/s3fs-media/hk/public/2024-02/randstad-hong-kong-2024-
market-outlook-and-salary-guide-professional-report.pdf [Accessed: 13 October 2025].

2 HKICPA (2023) Addressing the talent shortage in accounting.
Available at: https://aplus.hkicpa.org.hk/oct-23-addressing-the-talent-shortage-in-accounting/ [Accessed:
13 October 2025].
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and growth in key areas such as auditing, taxation, and advisory services!>¥ [°],

5.27 At the same time, the ongoing digital transformation of the accounting industry is
creating exciting opportunities for professionals to expand their skill sets and take on emerging
roles. The adoption of technologies like artificial intelligence, alongside the growing focus on
compliance, environmental, social, and governance (ESG) reporting, and interdisciplinary
expertise, is reshaping the accounting landscape. Investments in education, training, and
upskilling will be essential to equipping professionals with the capabilities to thrive in this
evolving environment. Notably, over a third of businesses in Hong Kong identify skills
development as a key enabler for embracing new technologies and accelerating digital

transformation 2%,

528  To address current and future workforce needs, the government and industry
stakeholders are taking proactive measures. For instance, the inclusion of accounting on Hong
Kong’s Talent List in March 2025 aims to attract international professionals to fill immediate
gaps. In parallel, the HKSAR Government’s commitment to developing Hong Kong as a
regional education hub is strengthening the pipeline of qualified talent by enhancing tertiary
accounting programmes, research collaboration, and cross-border learning opportunities.
These , together with initiatives such as government subsidies for students pursuing accounting
qualifications, enhanced training programmes, and more flexible work arrangements, are
promoting the profession’s diverse career pathways and improving workplace culture.
Collectively, these strategies help position the accounting sector for sustainable, high-quality
growth 271,

5.29 Looking ahead, collaboration between the government, industry leaders, and
educational institutions will be critical to addressing workforce challenges and ensuring the
accounting sector remains competitive. By modernising recruitment strategies, fostering
supportive workplaces, and investing in talent development, Hong Kong’s accounting sector is

well-positioned to seize new opportunities and uphold its reputation as a global financial leader.

? Charterhouse Asia (2023) Talent Drain in Hong Kong.

Available at: https://www.charterhouse.com.hk/blog/2023/06/talent-drain-in-hong-

kong?source =google.com [Accessed: 13 October 2025].

South China Morning Post (19 July 2023) Shortage of audit professionals will ‘affect Hong Kong’s position
as a fundraising centre’, industry body says, asks government to recruit overseas auditors.

Available at: https://www.scmp.com/business/article/3228197/shortage-audit-professionals-will-affect-

hong-kongs-position-fundraising-centre-industry-body-says [Accessed: 13 October 2025].

CPA Australia via Media OutReach Newswire (11 August 2022) Hong Kong businesses embrace digital
transformation yet talent shortage bites. Available at: https://www.media-outreach.com/news/hong-
kong/2022/08/11/155907/cpa-australia-hong-kong-businesses-embrace-digital-transformation-yet-talent-
shortage-bites/ [Accessed: 13 October 2025].

27 Confederation of Asian and Pacific Accountants (CAPA) (1 July 2025) Addressing Talent Shortage in
Asia’s Accounting Profession: Strategies for Attraction and Retention. Available at: https://www.capa-
apac.org/addressing-talent-shortage-in-asias-accounting-profession-strategies-for-attraction-and-retention/
[Accessed: 13 October 2025].
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Manpower Projection and Annual Additional Manpower Requirement

Manpower Projection

530 By making reference to relevant economic indicators which reflect important changes
in the local economy, demography and labour market, the manpower trend for 2026-2029 is

shown in Table 5.3 below. Further details of the manpower projection methodology are shown

in Appendix 8.

Table 5.3 Manpower Trend for 2026-2029
Year Manpower Demand
2025 108 161
2026 108 989 (+0.77%)
2027 109 738 (+0.69%)
2028 110 405 (+0.61%)
2029 110 994 (+0.53%)

() refer to the percentage of annual change over preceding year

Annual Additional Manpower Requirements

5.31 By taking into consideration the (i) projected manpower trend and (ii) wastage rate of
the sector (i.e. percentage of employees leaving the sector permanently on an annual basis), the
additional annual requirements from 2026 to 2029 are shown in Table 5.4 below.

Table 5.4 Annual Additional Manpower Requirements from 2026 to 2029

Additional Annual Manpower Requirements
Year Manpower Industry Total
Wastage Rate Trend Leavers (a) +(b)
of the Sector (a) (b)
Managerial 4.2% 181 1179 1360
Supervisor/Senior 1.4% 146 316 462
Clerk/Associate 3.1% 377 1 806 2183
Trainer/Teacher 0.0%* 5 0 5

Note: * The wastage rate was zero as the total number of new recruits exceeded total number of employees left.
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Demand for Accounting Personnel

5.32 In accordance with the annual additional manpower requirements from 2026-2029
listed in Table 5.4, the accountancy sector requires additional employees to take up 1 360
managerial positions, 462 supervisor/ senior positions, 2 183 clerk/ associate positions, and 5
trainer/teacher positions. Regarding the analysis of preferred level of education of employees
by job level as shown in Table 4.2 in paragraph 4.7, the accountancy sector requires 1 715 (1
277 + 237+ 196 + 5) persons who possess a first degree to take up positions of the above four
job levels. In addition, the accountancy sector needs to recruit 1 219 (52 + 202 + 964 + 1)
persons who possess sub-degree / diploma / certificate qualifications to take up positions of the

above four job levels. (Table 5.5)

5.33

Table 5.5 Preferred Level of Education of the Annual Additional Manpower of the
Accountancy Sector

Education Level No. of Employees Required in the Accountancy Sector
First Degree 1715

Sub-Degree/ Diploma/ 1219

Certificate

Total 2934
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6 Recommendations

6.1 Drawing on the survey findings and analysis of manpower trends, and taking into
account factors such as the business outlook, manpower projection, and feedback from the
Training Board, a set of recommendations on manpower development has been formulated for

consideration by stakeholders across the accountancy sector.

Government

Strengthen Global Talent Attraction and Integration

6.2 To address immediate talent shortages and support sustained growth, enhancing
efforts to attract accounting professionals from key international markets is essential. This
includes not only accounting experts but also, in response to the Government's initiative to
promote Hong Kong as an education hub, renowned academic professionals. Such efforts
would bolster this educational drive and ensure students receive the highest quality of teaching.
A diversified talent pool introduces varied expertise and innovative perspectives, enriching the
local profession’s capabilities. By promoting Hong Kong’s strategic advantages and
streamlining entry processes, the city can better position itself as a dynamic, world-class
financial centre. This focused approach to integrating global talent will not only mitigate skill
gaps but also reinforce Hong Kong’s competitiveness and connectivity within the global

economy.

Invest in Future-Oriented Education and Training Collaborations

6.3 Collaborates with education institutes and professional bodies to modernise
accounting education. Integrating future-focused topics like data analytics, sustainable finance,
and emerging technologies into core curricula will equip the next generation for a digital and
complex business environment. Supporting scholarships and continuous learning incentives
ensures a diverse and agile workforce, directly addressing the talent pipeline challenges

highlighted by ongoing sector transformation.

Champion Sector-Wide Upskilling for Digital Transformation

6.4 In response to the accelerating pace of digitalisation, the Government could champion
upskilling initiatives in advanced technologies such as Al and data security. Providing
incentives for professionals to gain expertise in these areas enhances the sector’s capacity for
innovation and efficiency. This proactive support ensures the workforce can leverage new tools

to meet evolving clients and regulatory expectations, securing the profession’s future relevance.
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Employers

Cultivate a Modern and Supportive Work Environment

6.5 Prioritising the cultivation of a supportive and flexible work environment is
fundamental to addressing retention challenges. Introducing intelligent workload management,
wellbeing initiatives, and leveraging automation to eliminate repetitive tasks are critical steps.
These measures directly respond to evolving employee expectations for work-life balance,
thereby fostering loyalty and stability essential for navigating periods of significant change and

growth within the sector.

Champion the Profession’s Evolving and Strategic Role

6.6 Employers are encouraged to actively champion the accounting profession’s dynamic
evolution beyond traditional functions. Highlighting its critical role in strategic advisory,
technological integration, and sustainable business practices can reshape perceptions. This
rebranding is essential to attract new talent and counter misconceptions, ensuring a robust

pipeline of professionals inspired by the career’s future-facing and impactful nature.

Align Internal Training with Emerging Industry Trends

6.7 Partnering with educational institutions to ensure internal training programmes reflect
the latest industry trends is highly recommended. Focusing on areas such as new compliance
requirements and digital assurance techniques ensures that both new and existing staff possess
relevant, future-proof skills. This commitment to continuous internal development is vital for

maintaining a competitive edge and operational excellence in a rapidly changing landscape.

Strengthening Practical Learning and Career Development

6.8 Developing structured workplace attachment and mentorship programmes through
strengthened collaboration with educational institutions and industry partners is recommended.
By offering authentic, hands-on experience in contemporary practice areas and pairing new
talent with experienced mentors, this initiative effectively bridges the gap between theory and
practice while supporting professional integration. Establishing clear and transparent career
progression pathways into specialisms such as advisory and analytics will further enhance

employee retention and demonstrate a strong commitment to long-term talent development.
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Employees

Proactively Engage in Continuous Professional Development

6.9 Practitioners are suggested to proactively engage in continuous learning to stay abreast
of new reporting standards, technological tools, and international trends. This commitment to
self-directed development is the cornerstone of maintaining personal competitiveness and
relevance. It ensures the ability to provide high-value services and adapt successfully to the

profession’s ongoing evolution, securing long-term career growth and stability.

Develop Skills in Emerging Technologies and Future-Focused Areas

6.10  Building proficiency in emerging technologies such as automation and data analytics,
while developing expertise in future-focused fields like sustainable finance and cybersecurity
and risk management, is essential for long-term success. Embracing these skills not only
enhances efficiency and shifts work towards higher-value analytical and advisory roles but also
aligns career growth with evolving market demands, ensuring professional resilience in a

rapidly changing accounting landscape.

Strengthen Essential Soft Skills for Collaborative Impact

6.11 With the increasing complexity of business projects, strengthening soft skills such as
communication, leadership, and adaptive thinking is highly recommended. These
competencies are vital for effective interdisciplinary collaboration and client management.
Enhancing these human-centric skills complements technical expertise and is critical for

delivering impactful results in a team-oriented professional environment.

Build a Global Mindset for Cross-Border Effectiveness

6.12 Developing a global mindset, with an understanding of diverse business cultures and
international frameworks, is increasingly important. Engaging with international perspectives
prepares professionals for cross-border work and enhances their ability to serve a global
clientele. This competency aligns perfectly with Hong Kong’s role as an international hub and

is a significant asset for career advancement.
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Education Institutes

Future-Proof Accounting Education

6.13 Continually modernising accounting curricula to integrate contemporary subjects such
as data analytics, cybersecurity, and sustainable reporting, while embedding global
perspectives and cross-cultural competencies, is essential to preparing graduates for the
evolving demands of the profession. Collaboration with industry ensures course content
remains relevant and forward-looking, equipping students with skills that reflect both
international developments and the specific needs of Hong Kong’s dynamic financial sector.
Exchange programmes and exposure to global business practices will further enhance

graduates’ ability to operate effectively in diverse and international professional environments.

Integrate Extensive Experiential and Work-Integrated Learning

6.14  Expanding opportunities for experiential learning through robust industry partnerships
is crucial. This includes engaging subject-matter experts from emerging sectors in teaching and
curriculum development, enabling students to learn firsthand from practitioners with current
industry experience and insights. Incorporating real-world projects, simulations, and structured
internships into programmes bridges the critical gap between academic knowledge and
professional practice. This direct exposure to modern accounting challenges significantly
enhances graduates’ readiness and employability, making them valuable assets to the profession

from their first day.

Actively Promote the Profession’s Dynamic Future

6.15 Institutes should actively promote a modern, accurate image of the accounting
profession through targeted outreach and events. Highlighting its strategic role in technology,
sustainability, and business advisory is key to inspiring the next generation. This effort is vital
to counter outdated perceptions and attract a diverse and talented cohort of students, securing

a strong future pipeline for the sector.

Offer Flexible and Stackable Micro-Credential Pathways

6.16 Implementing flexible micro-credential programmes in specialised, emerging fields
supports the need for lifelong learning. These stackable qualifications allow students and
working professionals to efficiently upskill in specific, high-demand areas at their own pace.
This innovative educational model makes learning more accessible and ensures the workforce

can remain agile and responsive to future industry shifts.
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Membership of the Accountancy Training Board

Chairperson
Ms Jasmine LEE Shun-yi
Mr Roy LO Wa-kei !

Members

Mr Ivan AU

Mr CHAN Yiu-bong

Mr Calvin CHAU, JP

Ms Rosanna CHOI Yi-tak, MH !
Ms Fran HUNG Suk-fan

Mr KAM Chi-sing

Ms Denise KWAN Yin-lam

Mr Wayne LAU

Mr Teddy LIU Kwok-tai

Dr Paul MAN Ho-yin !

Dr the Hon Webster NG Kam-wah, JP 2
Mr SIU Yiu-wo 2

Ms SO Yuen-ting 2

Mr Paul TAI Lun

Mr TONG Tsz-kwan !

Mr Edmund WONG Chun-sek
Mr WONG Kwok-hong 2

Ms Alice WONG Nga-lai !

Mr Desmond WONG Wai-leung
Mr WONG Wai-lun !

Mr WU Chun-sing

Appendix 1

Chairman of Accounting and Financial Reporting Council (or his / her representative)

Director of Accounting Services (or his / her representative)
Commissioner for Labour (or his / her representative)
Executive Director of the Vocational Training Council (or his representative)

Secretary
Ms Pamela LAU Yin-mei

Note: ' up to 31 March 2025
2 since 1 April 2025
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10.

11.

12.

Appendix 2

Terms of Reference of Accountancy Training Board

To determine the manpower demand of the industry, including the collection and
analysis of relevant manpower and student/trainee statistics and information on
socio-economic, technological and labour market developments.

To assess and review whether the manpower supply for the industry matches with
the manpower demand.

To recommend to the Vocational Training Council (the Council) the development
of vocational and professional education and training (VPET) facilities to meet the
assessed manpower demand.

To advise the Council on the strategic development and quality assurance of its
programmes in the relevant disciplines.

To prescribe job specifications for the principal jobs in the industry defining the
skills and knowledge and advise on relevant training programme specifying the
time a trainee needs to spend on each skill element.

To tender advice in respect of skill assessments, trade tests and certification, if
appropriate, for in-service workers, apprentices and trainees, for the purpose of
ascertaining that the specified skill standards have been attained.

To advise on the conduct of skill competitions in key trades in the industry for the
promotion of VPET as well as participation in international competitions.

To liaise with relevant bodies, including employers, employers’ associations, trade
unions, professional institutions, training and educational institutions and
government departments, on matters pertaining to the development and promotion
of VPET in the industry.

To organise seminars/conferences/symposia on VPET for the industry.

To advise on the publicity relating to the activities of the Training Board and
relevant VPET programmes of the Council.

To submit to the Council an annual report on the Training Board’s work and its
recommendations on the strategies for programmes in the relevant disciplines.

To undertake any other functions delegated by the Council in accordance with
Section 7 of the Vocational Training Council Ordinance.
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Appendix 3

Membership of Working Party on Manpower Survey

Convenor
Ms Jasmine LEE Shun-yi 2
Mr Roy LO Wa-kei !

Members

Mr CHAN Yiu-bong

Mr Calvin CHAU, JP

Mr TONG Tsz-kwan !

Mr Edmund WONG Chun-sek
Mr WONG Kwok-hong 2

Mr WONG Man-kit

Mr Desmond WONG Wai-leung

Executive Director of Vocational Training Council (or his representative)

Secretary
Ms Pamela LAU Yin-mei

Note: ! up to 31 March 2025
% since 1 April 2025
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Appendix 4

Definition of Terms

Full-time employees “Full-time employees” refers to persons who works at least 18
hours per week for four weeks or more and are under the payroll
of the sampled company / company for the specified job,
disregarding whether the full-time employees are deployed to

work in other places (including the Chinese Mainland).

Vacancies “Vacancies” refers to those unfilled, immediately available job
openings for which the company is actively trying to recruit

personnel at the time of survey.

Vacancy rate “Vacancy rate” refers to Vacancies as a percentage of the total

number of full-time employees and Vacancies.

Turnover rate “Turnover rate” refers to the number of full-time employees left

as a percentage of the total number of full-time employees and

Vacancies.
Average monthly “Average monthly income” refers to the average monthly income
income during the past 12 months before enumeration, including basic

wages, regular overtime pay, cost of living allowance, meal
allowance, housing allowance, travel allowance,, commission
and bonus etc.. It is an average figure among full-time employees

engaging in the same principal job.

Postgraduate degree “Postgraduate degree” refers to a higher degree(s) (e.g. master
degree) offered by local or non-local education institutions, or

equivalent.

First Degree “First degree” refers to the first degree(s) offered by local or non-

local education institutions, or equivalent.

Sub-degree “Sub-degree” refers to the Associate Degree, Higher Diploma,
Professional Diploma, Higher Certificate, Endorsement
Certificate, Associateship or equivalent programmes offered by

local or non-local institutions.
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Diploma / Certificate

Secondary 4 to 7

Secondary 3 or below

“Diploma / Certificate” refers to technical and vocational
education programmes, including Diploma / Certificate courses,
Diploma of Foundation Studies, Diploma of Vocational

Education and programmes at the craft level or equivalent.

“Secondary 4 to 7” refers to the education programmes under the
Hong Kong Certificate of Education Examination (HKCEE), the
Hong Kong Diploma of Secondary Education (HKDSE)

Examination, Diploma Yi Jin, or equivalent.

“Secondary 3 or below” refers to secondary 3 or below, or

equivalent.
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Survey Documents
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Vocational Training Council B %34 &

Appendix 5A
Headquarters (Industry Partnership) @ EE(1T¥ &) Survey Invitation Letter
30F, Billion Plaza Il, 10 Cheung Yue Street, Cheung Sha Wan, Kowloon, Hong Kong
ERNERDERMHLORERES 2301
www.vtc.edu.hk

AC/4/2(2025)

VTC

14 March 2025
Dear Sir/Madam,

2025 Manpower Survey of the
Accountancy (AC) Sector

The Accountancy Training Board (the Training Board) of the Vocational Training Council (VTC), is
responsible for matters pertaining to manpower training in the industry. To collect the latest manpower
information for formulating recommendations on future manpower training, the Training Board will conduct
the above survey from March to May 2025. [ am writing to enlist your kind assistance by providing the
relevant information to the survey and your co-operation would be much appreciated.

I enclose the following documents for your reference and completion:

(a) The Questionnaire;
(b) Explanatory Notes (Appendix A); and
(c) Job Descriptions for Principal Jobs (Appendix B).

The VTC has appointed MOV Data Collection Center Ltd (MOV) to conduct the above survey.
During the survey period, the enumerator of MOV will contact your company for the survey and answer the
questions you may have. If necessary, visit will be made to your company to assist in completing and
collecting the questionnaire. Alternatively, you may return the copy of the completed questionnaire to MOV
via fax (3900 1122) or email (vtc@mov.com.hk).

I wish to assure you that the information provided will be handled in strict confidence and published
on an aggregate basis without reference to individual companies.

The salient findings and the survey report will be uploaded to the Manpower Survey Information
System of the VTC after completion of the survey. The link is as follows:

https://manpower-survey.vtc.edu.hk/

o}

If you have any queries, please feel free to contact the following hotline during 9:30 a.m. to 6:00 p.m.
from Monday to Friday :

< For matters regarding completion and return of questionnaire(s), please contact Ms. Polly CHAN
of MOV on 3900 1176.

< In case you want to approach the VTC directly, please contact Mr. Boris TAM of the VTC

Manpower Survey (Statistical Team) on 3907 6865.
Yours faithfully,

(Roy LO Wa-kei)
Chairman
Accountancy Training Board

Encl.
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30F, Billion Plaza Il, 10 Cheung Yue Street, Cheung Sha Wan, Kowloon, Hong Kong
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www.vtc.edu.hk
AC/4/2(2025)
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Appendix 5B Questionnaire Serial No.

bt #% SBfHE

CONFIDENTIAL BUA B R D Rk
WHEN ENTERED WITH DATA % =

/T VOCATIONAL TRAINING COUNCIL
‘ c BEJ KRB

THE 2025 MANPOWER SURVEY OF THE ACCOUNTANCY SECTOR
GEtHE2025FE NTHE

The 2025 Manpower Survey of the Accountancy Sector aims at collecting manpower information of the industry concerned for
formulating recommendations on future manpower training. Please provide the information of your company as at 3 March
2025 by answering the questionnaire. Thank you.

B ET3E2025F A\ JJHAE S EBEEN A AR ER » WHZ I AR AT SRHIET 8 s - /g B0 FRE
2025E3H3HMI A I B EE LR S - ZHE(E -

Company Information

AEER

(For official use)
Industry Code

NATURE OF BUSINESS # % 4 & :

I:I Accounting Firms g5 BT
Government Departments, Non-governmental Organisations and Statutory Bodies Bt fF 8T ~ JEBURHERERE E4HE
I:I Government Department |:| Non-governmental organisations and statutory bodies
BURFERR FEBUR IR A E 4H 4%
Commercial and Services Companies B3 & BB /AE]
I:I Wholesale, Retail & Import / Export traders, Catering & Hotels |:| Transport, Storage & Communication
HEH A3, B B, B AR 1, B A
I:I Information and Communications I:I Financing and Insurance
B R R s Rl Rl
|:| Real Estate and Business Services |:| Legal and Management Consultancy
LUEYSGEE i 5o A RCE TR
|:| Community, Social & Personal Services |:| Secondary and Primary schools
Tk, g A BR%S HhER B/ N
Industrial Companies T3/ H]
|:| Electricity, Gas & Water |:| Manufacturing
B IRRSOKIR BliG
I:I Construction
s
I:I Others, please specify Hfth, F5EFEH
TOTAL NO. OF PERSONS ENGAGED g & & A\ #:
Details of Contact Person Jf4& A EEL *
NAME OF PERSON TO CONTACT: POSITION:
RPN ek Az
TEL. NO.: - FAX NO. :
Eh & S E
E-MAIL
&8 I

* The information provided will be used for the purpose of this and subsequent manpower surveys.

Prte EEFHFTER KR HRA I EZ/T
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Survey Reference Date : 3" March 2025
Gzt B3A - 2025 4£3H3H

Part I — Manpower Information

F—Etr — AJfER

Please complete columns ‘B’ to ‘E’ of the questionnaire according to the list of principal jobs by referring to the Appendix B for job
description of individual job.

AR SR T e RS - 25 5% B AR S TR HY TR

Principal Jobs (Full-time employees) TZERB% (2BER)

HIAER RN S B 2 B fill -

Please refer to the Appendix A for column explanations.

HSHHS A RS ETERH -

A (B) ©) ©) ®
Prjl“?%)ﬁ%: \l%)b | No. of No. of Average Monthly Income # Range Type of Prof(lessmnal Quallf:jcatlon of
T A Employees as at Survey | Vacancies as at Survey P4 i ey Employees Require
(see A dix B) Reference Date Reference Date cod SRR (& BBk BB IR
ee Appendix ode
(2Bal$% B) AEGETEHAAY TEREFEIE | G %{_’j;
= pass SH It
RS A ZEGRER ! ;%iﬁo or below 1  CPA (Practising)
= i o
2 $15,001 - $25,000 HOR BTG il
3 $25.001 - $35.000 2 Qualified Accountant
4 $35’001 $50’000 (e.g. members of the HKICPA
' Ioed or other accounting bodies
Please enter a zero ‘0’ in the box if there is no 5 $50,001 - $80,000 é\:é’?;fggfg;]ﬁ (I@%z[[ ')
employee /vacancy. s 3}?&32;133%%800 ﬁ%@ggﬂg@@
N2, == , xE A0 o y 5 - =
ANLHIRE /2= > HEIEHEAEA 0 BLL WA e ERm e 2)
Job 3 Not require professional
Code qualifications shown above
E;H,Eﬁ fieds LA
S
Job Title A (3 employees and
e.g:| 2 vacancies) 3 2 4 2
BT | BRALFR (3£ (R B2fHZENR)

Partner/ Principal/ Director/
101 | Chief Financial Officer

B NEEE RS E

Senior Manager/ Financial
201 [Controller
SR S AR

Manager

301

401 Supervisor/ Senior
TE

501 |Clerk/ Associate
&

Trainer/ Teacher
ETlIPNE

60

—

OTHER RELEVANT STAFF HAtfHEHIA B

For Official Use

# Includes basic salary, overtime pay, cost of living allowance, meal allowance, housing allowance, travel allowance, commission

and bonus.

EEH WA CIFTIEGHT ~ 20F TR ~ F0B0ERG ~ BERERL ~ R ~ IRTTAEIS ~
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Part 11
S_Ey

Expected Change in Future
RKRE(L

1. When comparing with the current situation, please indicate your views on the expected change of the following
in the next 12 months. (Please tick in the box as appropriate)
HRBAE - e BEAFREHMERRSTZMEA R NI Z FHIHE(L - GEEEERVRSIE v 75k)

0] Business volume (i) Number of Full-time employees
SERHH e TH#HE
Oow [+ w o [+«
D (b) Stable I:l (b) Same
D (c) %/)Yic%sen _ % I:l (© gﬁggease _ %
D (d) Uncertain
AEE

Please indicate the reasons leading to “better” or “worse”

A BB

2. Other than the principal jobs in Part I, please indicate the new job position(s) that will be introduced in the future (if any) in order to
meet the emerging trends of the industry. If existing jobs are foreseen to undergo drastic changes in job duties/job specifications,
please also provide the information in the table below. (Please tick in the box as appropriate)

PREE—EBITATIHIAVIRAL AN - BTE . BEATIRRE G5 I AWFAI(AE) - IECETTERR EEES - WA A BT
TR G AV EAESE » JREEIHE TR - GEEEEIISAIELE “v7" 5%)

Job title New Job Existing Job Job Descriptions / Changes in Job Duties/Specifications
TRz 275 AL BABAL RRALFEAT / B e L e R R 88

[]

[]

[]

[]

[]

[]

Current Employees

HER

3. Please indicate the age range distribution of full-time employees related to Accountancy Sector.

AR BAE EEE S BE BRI -
30 or below 31-45 46 - 60 61 or above
30 pRELL T 31 % 45 5% 46 % 605 61 el b

%

%

%

%
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New Recruitment

RS

4, Please state the number of full-time employees newly recruited in the past 12 months.
sy BATEMEE A E A NFERER e B A% -

Partner/
Principal/ Senior
Dgﬁ(i:(te(f)r/ Mﬁgﬁ%fg Manager Suger\_/isor/ Clerk/ Trainer/
Financial Controller Pl enior | Associate liaCheL
Officer L KT TE B s IUN=
B NMER | hiseEEs
EHEVBE

(a) Total new recruits

EEELEL N 14

(b) Number of new recruits from

HridsEET > RKE

(i) an accounting position of another company

SN E A G &

(ii) Fresh graduates of accounting discipline

[EEE R 2 B AR

(iii) Fresh graduates of non-accounting discipline
JEESF et et SRR
(c) Number of new recruits who are qualified
accountants (e.g., members of the HKICPA or other
accounting bodies)
BEESEHT (OESE R A g S A g
ERS & B) BUEH R B AR
(d) Number of new recruits of non-local talents and
professionals through talent admission scheme(s)* in
Hong Kong
BEEEARS A SRS A A AR
* refers to the Top Talent Pass Scheme, General Employment Policy, Admission Scheme for Mainland Talents and Professionals, Quality Migrant
Admission Scheme, Technology Talent Admission Scheme, Immigration Arrangements for Non-local Graduates and the Admission Scheme for the Second
Generation of Chinese Hong Kong Permanent Residents
TEE g AT B TEE ] T AREEEER ) RIGA PN 1] - BHNT ALET#] - FHEA S A B8]~ TR 7 EDEE L
HE ~ B A PEFEZ BRI RSB a3 -

Employees L eft

B TR

5. Please state the number of full-time employees left in the past 12 months.
FHIL BAFEMEE S A R SR BB -

(a) Partner/ Principal/ Director/ Chief
Financial Officer
B NEEE T FE

(b) Senior Manager/ Financial Controller
o AR A P s A

(c) Manager (d) Supervisor/ Senior
s FE

(e) Clerical/ Associate (f) Trainer/ Teacher
XE HIAAR
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Years of Service of Resigned Employees

BRRRRTHY LR R

6. Please indicate the number of resigned employees according to their years of service before they left the company.

A B EEER R B\ B (e B E AT P AR -
Partner/ - . .
Principal/ Director/ _Senlqr Manager/ Manager Super\_nsor/ CIer!(/ Trainer/
Chief Einancial Officer Financial Controller P Senior Associate Teacher
N e o | R AREEER S S AR & FE XE EHIAR
S N S E h
(a) Lessthan 1 year
DI 1A
(b) 1 year to less than 3 years
1EZE/DF 34
(c) 3yearsto less than 5 years
3FEZE/DJA S E
(d) 5 years to less than 10 years
5 FZ/DJ 10 £
(e) 10 years or above
10 =L |

Preferred Professional qualification, Level of Education and Years of Experience of Employees

BEEEANEELGR - BEEEREREER

7. Please choose preferred Professional qualification, Level of Education and Years of Experience of full-time employees.

of e R B H AT R

HETEE AR -

Job level

Tk

Partner/
Principal/ Director/
Chief Financial Officer
EYNEEEREHE

Senior Manager/
Financial Controller
[ ety el

Manager
sl

Supervisor/
Senior
TE

Clerk/
Associate

XE

Trainer/
Teacher
BIIANE

(a) Professional Qualification of Employees (Please tick “v”” 1 box for each job level)

BEEREER (FHIFH V" E—T)

(i) CPA (Practising)
BEE AT

[]

[]

[]

[]

[]

[]

(if) Qualified Accountant (e.g.,
members of the HKICPA or other
accounting bodies)

GRS (P10 EEG
AEHEMEGETEHSE B)

[]

[]

[]

[]

[]

(iii) Not require professional
qualifications shown above
AR Ll

[]

[]

[]

[]

[]

(b) Level of Education (Please tick “v”’
BEEE (GREE Y BE—E)

1 box for each job level)

(i) Postgraduate Degree
bZEA 22 A

(if) First Degree
B2y

(iii) Sub-degree (e.g. Higher Diploma)
RIS (P8R o0E)

(iv) Diploma/Certificate
X E

(v) Secondary 4to7
gzt

(vi) Secondary 3 or below

P=siLLT

OO O

(c) Years of Experience (Please tick “v”’ 1 box for each job level)

HHRREE (SREEES Y BT

(i) 10 years or more

THELLE

(ii) 6 years to less than 10 years

NEETELT

(iii) 3 years to less than 6 years

ZHEENELT

(iv) Less than 3 years

=FLT

No such level of staff
B WRERE T

LN 0 0 O

oot jgoogon

Lo oot

oo n jgoodon

oo n jgoodon

LD L oot
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Recruitment Difficulties

EElESt

8. Please indicate the difficulties encountered in recruitment of full-time employees of your company in the past 12 months.
Fath EAEEBEATEHHE 2R E ST R R R EE o

Partner/

Princinal/ Director/ Senior Manager/ Manaaer Supervisor/  Clerk/ Trainer/
Chief FiFr)1anciaI Officer Financial Controller g«_@é Senior Associate Teacher
AR T AR e TE XE AR

G NS TEE
(@ No recruitment was taken place (incl. no
recruitment due to no such level of staff)

S IR ARk BT T4 ] L] ] L] L L

HHEFTENS)

(b) Recruitment was taken place and did not

i« B L] L] I I I

(c) Recruitment was taken place and the
difficulties encountered were:

(You may tick “v” one or more options.)
FHEN - BT R ER
(GBS —TH - )

() Insufficient accountancy graduates
from tertiary institutions

o EpER gt A AR

(ii)  Lack of candidates with relevant
experience and training
2 SRR 3 kT [] [] [ ] [ ] [] []
FASE

(iif) ~ Working conditions/remuneration
package could not meet recruits’

Egr%g%t;}gn/s HRAERT & I:' I:‘ D D I:‘ D

SRR R K

(iv)  Other (Please Specify)

stity (209) ] ] ] 0 O [
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Business in the Mainland

PIHSEES

9. (a) Does your company have operation in the Mainland as of 3™ March 2025?
1£2025%3H3H » BEATMERNMAILHER ?

D Yes H \:] No 4% => Please go to question 10 FERkZ22E 10 &

(b) Has any of the accounting-related functions of your company been transferred to the office in the Mainland?
BAER ARSI ST EREAY T RS 2 N R RE 7

D Yes H \:] No J&5H

(c) Are there any employees of your company stationed or travelling to the Mainland for work?
BAFEEEH B TANER 2= TIE ?

With Employees

HAL
Job level Stationed* in the Mainland Travelling to the Mainland
Tl REAEAM TN H =
(i)  Partner/ Principal/ Director/ Chief Financial Officer D I:‘
G NGBS TS E
(if)  Senior Manager/ Financial Controller
SRS lupr el D I:‘
(iii)  Manager
g [] []
(iv) Supervisor/ Senior
e ] ]
(v) Clerk/ Associate
g [] []
(vi) Trainer/ Teacher
IR D I:‘

* Employees who stay in the Mainland for 50% or above of the working time are classified under “Stationed in the Mainland”.

R R RIS AR T RRII R (G H AR R o 2 ek

(d) Does your company :

HAFEE
Yes No
o7 e
(i) recruit additional Hong Kong accounting employees as a result of development in
Mainland operation. D D
PRIt R SE B AU I At &5t R & -
(ii) train the existing Hong Kong accounting employees to deal with Mainland
operations in terms of control, communication skills and Mainland regulations.
RIRFEP M ETS TR ELE TR  IEHOT Ry M % 7 R B A B [ ] [ ]
SRR -
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Training Needs
Bl B=

10. Please indicate the training areas required to deal with the emerging trend and development of the accountancy sector by choosing
the corresponding codes. (You may choose up to five options for each job level.)
R ERRERST - fa R BT/ - IECE GRS ke - (BIBERTEBR S TIH < )
Training Areas
Bl
1 2 3 4 5

Partner/Principal/Director/Chief
Financial Officer

BB NEEEREVWBE
Senior Manager/ Financial Controller
e AR AR A s 4

Manager
S

Supervisor/ Senior
FTE

Clerk/ Associate

XE

Trainer/ Teacher
2N =
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General Management Knowledge

Job-related Knowledge

Generic / Technological Skills

AR AR WA B I REERE
Code Training Areas Code Training Areas Code Training Areas
&t HleRE G e &yt SIeREE
101 Principles & Practice of Management 201 Financial Accounting 301 English Writing
BRI PUpACE RNEE
102 Problem Solving & Decision Making 202 Cost and Management Accounting 302 Spoken English
fig R RE RO SR AT EH & JLREEE
103 Strategic Management 203 Internal Control and Compliance 303 Chinese Writing
SR PIEREREE ~ BRI TRIMRSEE G OCEE
104 Marketing Management 204 Tax Compliance and Planning 304 Cantonese
TS E R R RIRR R [ B
105 Quality Management 205 Auditing 305 Putonghua
R i IS
106 Risk Management 206 Business Law 306 Interpersonal Skills
Jee\ g B RS NIRRT
107 Stress Management 207 Company Law and Practice 307 Marketing/Selling Skills
BRI DNERENE iR 7 v s ]
108 Crisis Management 208 Economics and Statistics 308 Presentation Skills
fEtE KORERTNARRTE: BT
109 Human Resources Management 209 Financial Management 309 Business Storytelling
A& A e PASERCE
110 Leadership 210 Management Information System 310 Cross-Accounting Functional Training
HEARE EHENAS EatEr s e
111 Team Building 211 PRC Accounting System 311 Communication Skills
L] e avA Pt ErEt i b #5553
112 Motivation 212 PRC Taxation System 312 Negotiation Skills
B PR S I BTG
113 Coaching & Counseling 213 Updates on Accounting and 313 Persuasion Techniques
| ol R B T Reporting Standards s 3]
114 Dealing with Conflict st R e 314 Information Systems Application Skills
P iy ZE (e.g. %0 HKFRS/IFRS, B ASIERETS
115 Implementing Change HKASI/IAS, SME FRF, etc.) (e.g. Accounting Software, Data
Wefrss s 214 Accrued-based Accounting Management Systems, ERP Systems,
116 Time Management fESt e Document Management Systems, etc.
IS 215 Financial Instruments Fan - ErEtEcEs - BIREE AL - ¥
117 1SO Audit SR TH BFRBRS - U EHERGE)
1SO 2% 216 Common Law Jurisdiction 315 Robotic Process Automation (RPA) and
118 Public Relations g AT A E Artificial Intelligence (Al) in Accounting
NI 217 China Business Studies G TEAEBRZ A BB T
119 Performance Management o [B JEH
EET 218 Corporate Financing 316 Blockchain
120 Analytic Skills FERE [z
S3HTRE 219  ESG (Strategy / Reporting) 317  Cloud -Base Accounting Application
121 Project Management REE - e RN EEE RIS/ Tt e
HEEHE &) 318  Cybersecurity Awareness
W
319 Data Analytics
Lie ey
320 Professional Etiquette
e S
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11.  Which of the following measures does your company prefer to attract new entrants to the accountancy sector?
(You may tick “v” one or more options.)

BAFER AL TYREHEE A RGEE NG ? (A5 EEHR—H - )

oot

Educational Grants and Scholarships
HEhEeNEE S

Financial Support for Professional Development
HEEE)

Grants and Incentives for Digital Transformation Training
GRS Y B B

Immigration Policies to Encourage International Talent
S ENERPE A HIRS REUR

Public Awareness Campaigns

DR EHSEN

Others, please specify :

HoAthr, 5555EH

End of Questionnaire. Thank You for Your Co-operation.

E&5E 0 ZMETE -
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Appendix 5C.

Explanatory Notes to the Questionnaire
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Appendix A
B 5% A

The 2025 Manpower Survey of the Accountancy Sector

X 2025 FANHEE

Explanatory Notes

B &%
Part |
E—Ekn
1. Principal Jobs - Column ‘A’

2.

F EB ‘A’

(@) Please go through column ‘A’ and mark those principal jobs applicable to your company. For detailed
job descriptions for principal jobs, please refer to Appendix B.
GO A MW ERUEAY BEAFINEERG - ARESEArY TR

AL B -

(b) Please note that some of the job titles may not be the same as those used in your company. Please
classify an employee according to his/her major duty and supply the required information if the jobs have
similar or related functions.

RERNE B TREANR BAFERRA - FREEENEEREME - 58 TRERHERAR
AR AHAT IR FI - See TR &t -

(c) In the event that an employee’s duties in your company are split between two or more job titles, please
use the job title that best describes his/her principal responsibility.
W BAFHE LGRS IAME » 555 A AE S + SR YRR -

(d)  Please add in column ‘A’ titles of any principal jobs not mentioned in job descriptions (Appendix B); briefly
describe them with respect of the appropriate job categories.

W BAESAEEEN E RS RN LER (8% B) > sF—HHEA A i AT
B TR A e TR

Number of Employees as at Survey Reference Date (Excl. trainees) - Column ‘B’

gLt HIHM e & A8 (Zall & BRAM) ‘B’

For each principal job, please fill in the total number of full-time employees (excluding trainees) as at the survey
reference date.
“Full-Time Employees” refer to those working full-time (i.e. at least 4 weeks a month, and not less than 18 hours
each week) under the payroll of the company. These include proprietors and partners working full-time for the
company. These definitions also apply to ‘full-time employee(s)’ appearing in other parts of the questionnaire.
A BAFNET IR RV EE 2 S H 2 e 2% (ZHIERRN) -

"ERES ) BE EAFENEBTE (BEH&PWE - 8EA DR/ UNE) 192 A8 - HbasE
TEAFIN B LIFRR EREB A - FERANFTHHRN " 2lER ) 556 €FR0E -

Number of Vacancies as at Survey Reference Date - Column ‘C’

FE & Et B AY 22 B 20 ‘C il

Please fill in the number of existing full-time vacancies as at the Survey Reference Date. ‘Vacancies’ refer to those
unfilled, immediately available job openings for which the company is actively trying to recruit personnel as at the
survey reference date.

FHEEESS NS - ETERBN 2B EGE - T Z6E EHEZBRURST2E H R
72 > ZHILZIEA o M B IERE A IS A B E A
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Part | (continued)

Sty (8

4, Average Monthly Remuneration Package of Employees (Excl. trainees) - Column ‘D’

BRZEHFIHM (ZIlEHRD) ‘D’ i

Please enter the code of the average monthly remuneration package during the past 12 months for each principal job
of a full-time employee(s). This should include basic salary, overtime pay, cost of living allowance, meal allowance,
housing allowance, travel allowance, commission and bonus. If you have more than one employee doing the same
job, please enter the average range.

A D MEASEEERG EREERE 12 ([H A5 HEIEHMAETE - S aREE - @i TIEE
A~ ARTERAG - RERDRRS - FBREIRR - TRITERR - S RIELL - 11 BEAFEAE SN —HEBIE(TE —E 2
% REEECEIUA -

5. Type of Professional Qualification of Employees Required - Column ‘E’

& B oK B2 & 1% HY R A ‘E 1

Please enter the code of type of professional qualification for each principal job of employees should have.

SAEE MR A BN F]EE Ry {8 T B R SR B B AR AR 4wt -
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Part 11
EE

6.

Question 1 - Expected Change in Future

il 1 — AR

When comparing with the current situation, please indicate your views on the expected change in the next 12 months.

FEETABIAE » it AT HMERA (B A AL -

M Business volume and provide the reasons leading to the better or worsen.

SRR R S [ R R A -

(i) Number of Full-time employees

A THH

Question 2 — New Job Position

fERE 2 — i

€  Please indicate the new job position(s) that will be introduced in the future (if any) in order to meet the
emerging trends of the industry.

e BEAFERKR G AL (0A) - A& 750 s -
€ Please indicate the existing jobs that are foreseen to undergo drastic changes in job duties/job specifications.
A THE TR A Bk 755 5 T E A L B RS A B A TR 1L -

Question 3 - Age Distribution of Employees
RE 3 — (B BF# 710

Please indicate the age range distribution of full-time employees related to Accountancy Sector.

G AT PG R A 5 -

Question 4 - New Recruitment

Ml 4 — s e 5

€ Please fill in the total number of full-time employees who were newly recruited in the past 12 months.

IR BAEMEBE T EH S e ke SR -

€@ Please fill in the number of new recruits from an accounting position of another company.

AR BAFEHHEE T > KE SO EME g B E R 2N -

& Please fill in the number of new recruits from fresh graduates of accounting discipline.

HIEE BAFEHGHEES - KEEEGEHER 2 R LN ER AR -

€@ Please fill in the number of new recruits from fresh graduates of non-accounting discipline.

HIEE BEAFEHGHEET - RKEEEIFE R B R A -

€ Please fill in the number of new recruits who are qualified accountants (e.g., members of the HKICPA or other
accounting bodies).

AR BAERGHEE T BeERE iSRG A gt G ER S BRI E A -

& Please fill in the number of new recruits of non-local talents and professionals through talent admission
scheme(s) in Hong Kong.

SR BAEHGHEE T o EEE BRGNS S E R R AR A E -

* refers to the Top Talent Pass Scheme, General Employment Policy, Admission Scheme for Mainland Talents and Professionals, Quality
Migrant Admission Scheme, Technology Talent Admission Scheme, Immigration Arrangements for Non-local Graduates and the Admission
Scheme for the Second Generation of Chinese Hong Kong Permanent Residents

TEEIT AT BT T551H] - T —ARBLAEBFE ) RGNS 513 - BHFANT ALGF ] - FHRANS ASZZ1F] - TR B AT
BRFELH A PR TR X E R E ] -
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Part 11 (continued)

FE M (8D

10.

11.

12.

13.

Question 5 — Employees who had left the Company
RE 5 — ELgki(E B

Please fill in the number of full-time employees who had left in the past 12 months.

FHEHE HARBEETIZMEAN > eRdE S AVEER AR -

Question 6 — Years of Service of Resigned Employees

el 6 — BEMATEY TIEFH

Please indicate the number of resigned employees according to their years of service before they left the company.

VI B E R (e B\ Bu% (e B ERER AT TIEFH -

Question 7 — Preferred Professional qualification, Level of Education and Years of Experience of Full-Time

Employees
M 7 — 2BEBEANEEER - AEEE MHEEE

Please indicate the preferred professional qualification, level of education and years of experience of full-time
employees.

HEEeRE R EANEERR - BEEEHREESR -

Definition of Preferred Level of Education:

HEAERENES

4 “Postgraduate Degree” refers to higher degrees (e.g. master degrees) offered by local or non-local education
institutions, or equivalent.

TSR BIEAMBIEA B E A FREVSERA (WELEA) > NEEHEEE -

L 2 “First Degree” refers to first degrees offered by local or non-local education institutions, or equivalent.
TR B EEIEAR B S A TRV LR EFEHEEE -

4 “Sub-degree” refers to Associate Degrees, Higher Diplomas, Professional Diplomas, Higher Certificates,
Endorsement Certificates, Associateship or equivalent programmes offered by local or non-local education
institutions.

"RISAL , BAEAMEEGEAMEE A TR L - SRR - FESUR - SETE - MiEEE
Bt ei[E FERALE -

€  “Diploma/Certificate” refers to technical and vocational education programmes including Diploma/Certificate
courses, Diploma of Foundation Studies, Diploma of Vocational Education and programmes at the craft level,
or equivalent.
TR EEE BRI KIBSE R EIME L SUR, R E BRI SR - BEOUR R TR HYERE
NEFEHERE -

2 “Secondary 4 to 7” refers to Secondary 4-7, covering the education programmes in relation to the Hong Kong
Certificate of Education Examination (HKCEE), the Hong Kong Diploma of Secondary Education (HKDSE)
Examination, Diploma of Applied Education (DAE), or equivalent.

ThES T BT UETC (BEEERTEEY  HEPEUEREHE - EAEE S CESHRNY
LEME) NEFHEREE -

L 2 “Secondary 3 or below” refers to Secondary 3 or below, or equivalent.

TR =ELIT ) BRI =BT SEEHEEE

Question 8 — Recruitment Difficulties

T 8 — FHHSIAEE

Please indicate the difficulties encountered in the recruitment of full-time employees of your company in the past 12
months.

e BEAFMEBE WA ERE g SR B SN E -
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Part 11 (continued)

FE M (8D

14. Question 9 - Business in the Mainland

e 9 — PIHESETS

Please indicate that if:

s

(a) your company has operation in the Mainland;

BAEHENMA AR

(b) any of the accounting-related functions of your company has been transferred to the office in the Mainland;

BRI R S ESTAERAY T FERS 2 R

(c) there are any employees of your company stationed or travelling to the Mainland for work;

BAEGGH B TN REE S ZTIAH T F

(d) your company recruits additional Hong Kong accounting employees and trains the existing Hong Kong
accounting employees as a result of development in Mainland operation.

BN EIE A AR N 3 SR TS T HE A & = 1 B R SRR A st & -

15. Question 10, 11 — Training Needs
F‘%E‘E 10 ~ 11 — ixuz%‘}”%;,%

Question 10) Please indicate the training areas required to deal with the emerging trend and development of
the accountancy sector by choosing the corresponding codes.

R 10) sF IR SRR RE - 15 (e RFTRRZAVIEIEE - DURC & &at SRAHT I E, R 38 i -

Question 11) Please indicate the measures that your company prefers to attract new entrants to the
accountancy sector.

R 11) SFEHER A FRE A SR A A G R SEAVIEE -
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Appendix 5D.

Job Descriptions for Principal Jobs
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Appendix B
bff &% B

2025 Manpower Survey of the Accountancy Sector
EEFE2025F A NTHRE

Description for the Principal Jobs

The Accountancy Sector

AT BB T IFR Y

Code Principal Job Job Description
& 5t EFEBB T 1E &t 56
101 Partners/Principals/ Owners, partners, principals or directors of accounting firms who are
Directors/Chief Financial | responsible for the administration and management of the accounting firms.
Officers This category also includes those professionally qualified persons like chief
financial officers working in commercial, servicing and industrial
establishments.
BN BFEY | GETEEBITRIR L - & A S AR BB TR E TR
BE Y PN VINDRCF M 5y RO YN = B FeiE SR E e e S
BEBNERETHE -
201 Senior Managers/ Persons responsible for some or all of the following functions:
Financial Controllers/ (1) supervision and co-ordination of the activities of accounting, auditing
and financial personnel,;
301 Managers (2) establishment and implementation of accounting, auditing and

SR SEvg gt

S

financial policies;
(3) design, evaluation and implementation of accounting systems;
(4) preparation and consolidation of financial or costingreports;
(5) preparation of budgets and forecasts;
(6) implementation of budgetary control, cash control and creditcontrol;
(7) internal control and audit; and
(8) treasury control and administration.

They are normally professionally qualified persons and can include chief
accountants, financial accountants, group accountants, management
accountants, auditors, treasurers and controllers.

Senior Managers/Financial Controllers should normally have at least five
years’ accounting managerial experience.

Managers have less than five years’ accounting managerial experience.

JHAHE M B E IAF

(1) EEHERGFEGET - BBV BARRI T
() HIEEHEITE S - REBBEBOR |

() fHlE ~ FHEEETE L |

(4) 4RGSR AR

(5) 4mEVBORE TN ;

(6) FHTTHE - e REEEHETE

(1) PEPEE RAZE K

(8) EREEVEHHIE IAE -

HR A R BEEEER R ARCOREEGEED - B et
EEEEtal - EEEERT  AZEED - SRR

R AREE - AL e E AL -

&H# - BAELUT et E Hass -
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Code
4

Principal Job
EFEBE

Job Description
T fE 5 BA

401

Supervisors/Seniors

4
g

Persons who normally perform some of the functions of Senior
Managers/Financial Controllers/Managers as listed above. They are usually
under the supervision of a manager, and are often themselves in charge of one
or more subordinates. They include assistants to the managerial posts, e.g.,
assistants to cost accountants, audit supervisors/seniors and chief clerks.

—REE PYISR A R RiEEHERIER I o MM E RS
— AR - A A —REEH T E - TER AR EFELHE)
B Planp A gt EigE - % BMEERXEEE -

501

Clerks/Associates

Persons who are normally engaged in compiling, classifying and recording
data, verifying records, posting entries, balancing books and preparing
reports. They include accounting clerks, data input clerks, junior audit
staff/staff accountants, tax juniors and similar positions.

AR ERRE - R OBk RiRaCsk - AR - PHEIRE MR

W R A BEREEE A BRASCE - REE - B R A
AL -

601

Trainers/Teachers

=N

Persons who are engaged to train or teach people to perform accounting or
accounting-related functions.

R EEE RS AR TAE -
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Appendix 6
Quality Control Measures

Prior to fieldwork preparation
*  Collect contact information of the sampled companies

*  Group sampled companies to the same business organisation

Thorough training of fieldwork staff
*  Industry briefing workshop by VTC

* Intensive briefing and training sessions by MOV in consultation with VTC

Monitoring of the fieldwork execution
*  Well-trained enumerators who are experienced in conducting company surveys
*  Closely monitor fieldwork progress and work of enumerators

*  Debriefing sessions twice a week

Measures to increase the response rate
e  Strategic directions given by VTC

*  Assistance from the Training Boards and trade associations, etc.

Checking of the completed questionnaires
*  Sample check of completed questionnaires by an independent team of QC checkers

*  100% vetting of the completed questionnaires by VTC

Double data entry and data validation
*  Double data entry system

*  Validation of collected data via computer programming and systems
Data analysis by VTC

*  Comparison of survey findings with last round

*  Benchmarking with relevant manpower information (if deemed appropriate)
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Response Profile

Appendix 7

(b)

b)/(a
No. of valid companies
response

cases® successfully rate
Branch enumerated
Accountancy Firms 191 165 86.4%
Gov;mment Departments, NGOs and Statutory 20 14 70 0%
Bodies
Commercial and Services Companies, o
Educational Institutes 286 284 99.3%
Industrial Companies 116 106 91.4%
Overall 613 569 92.8%

Note: * Excluding companies which had ceased operation, had not employed any relevant technical staff,

etc. at the time of survey.
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Appendix 8

Manpower Projection Methodology

Labour Market Analysis

1. The Labour Market Analysis approach examines a group of key statistical data which
reflects important changes in the local economy, demography, and labour market. It then selects
some data as independent variables to build a statistical model that can be used to project

manpower demand in the economic sector under study.

2. The building of a statistical model comprises two main steps: (i) diagnostic and (i1)
prognostic. In the diagnostic step, two sets of economic indicators will be considered. Set |
comprises core statistics in the National Accounts (e.g. Gross Domestic Products (GDP) and
its components) of Hong Kong, providing information about key economic activities. Set II
comprises economic indicators with more disaggregate information about the economy, such
as consumption, investment, trade, tourism, property and related activities, labour market, etc.
The economic indicators relevant to the industry are statistically tested for multi-collinearity
before grouping into principal components. In the prognostic step, the principal components

are used to build and maintain the statistical models for manpower projection.
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Statistical Tables
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Appendix 9

Fif 859
Table 9.1 Manpower Statistics by job level by sector
F9.1  HBE K FTVREIOHI A ST
Number of Number of
Employees as at | Vacancies as at
Survey Reference|Survey Reference
Date Date
Sector Job level E&GET HIHHE | E&rat Bz
P8 TR SAB BREH
Accounting Firms 101 Partner/ Principal/ Director/ Chief Financial Officer 4057 0
STEIEE AT E N R E
Senior Manager/ Financial Controller
OV | s o >
Manager
301 ] 3763 59
Subtotal of managerial level
SRRt 2l i
401 Su;;emsor/ Senior 5467 161
&
501 Clei.k/ Associate 1171 700
XE
Trainer/ Teacher
601 i g e 77 0
HHAS
Total
26576 943
L4
Government Departments, NGOs and 101 Partner/ Principal/ Director/ Chief Financial Officer 70 7
Statutory Bodies e N EEWEE
BURFERRT ~ JEBUF RS R A e 4 4% 201 Senior Manager/ Financial Controller 432 »
AR A s A
Manager
301 s 476 20
Subtotal of managerial level
SRR 7 Y
401 Sup;erwsor/ Senior 1415 71
&
501 Cleik/ Associate 2466 38
XE
Trainer/ Teacher
601 i f e 3 0
BEAE
Total
4862 150
Commerce and Services Companies, 101 Partner/ Principal/ Director/ Chief Financial Officer 952 0
Educational Institutes G N E IS E
PN IRFITNE] ~ G 201 Senior Manager/ Financial Controller 6280 0
e AR A s AR
Manager
301 s 8496 26
Subtotal of managerial level
SgEEgy st D7 %
Supervisor/ Senior
401 P 13742 48
T
501 Cle:lk/ Associate 39256 77
XE
Trainer/ Teacher
601 1 e 618 3
HIAE
Total
69344 154
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Appendix 9

Fif 859
Table 9.1 Manpower Statistics by job level by sector
F9.1  HBE K FTVREIOHI A ST
Number of Number of

Employees as at
Survey Reference

Vacancies as at
Survey Reference

Date Date
Sector Job level T4 HINE | Bt HENE
P AR B AR s
Industrial Companies 101 Partner/ Principal/ Director/ Chief Financial Officer 4 0
TN S NEEEHEMEE
Senior Manager/ Financial Controller
O | - :
Manager
301 ] 623 0
Subtotal of managerial level 990 |
IR/ NG
Supervisor/ Senior
401 P 1342 1
TE
501 Cleik/ Associate 3791 7
NE
Trainer/ Teacher
601 N - 0 0
BEEIAE
Total
6123 9
L
All Sectores 101 Partner/ Principal/ Director/ Chief Financial Officer 5121 7
Eov ik S NGB EREMRE
Senior Manager/ Financial Controller
201 - 9078 38
AR A A AR
Manager
301 13358 105
&Kz
Subtotal of managerial level
. 27557 150
SEE G N
Supervisor/ Senior
401 21966 281
FE
Clerk/ Associate
501 56684 822
X8
Trainer/ Teacher
601 N 698 3
AR
Total
106905 1256
HEE
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Table 9.2 Percentage distribution of average monthly income / preferred and required professional qualification / preferred level of education / preferred years
of relevant experience of full-time employees by job level

9.2

(a) Percentage distribution of average monthly income of full-time employees by job level

BETESEEIT N2 BER 281 BSRHEE 5t

BTSRRI NERER SR WSHE / BEXEBRNERER / BANEEREE / ERNAREENT At

Appendix 9
B89

Total number
Average Monthly Income $15,000 or $15,001 - $25,001 - $35,001 - $50,001 - $80,001 - Over $100,000 | of full-time
ES3ER k| below RS $25,000 $35,000 $50,000 $80,000 $100,000 Bk employees
EBEEBAR
Partner/ Principal/ Director/ Chief Financial
Officer 0.0% 0.0% 0.0% 9.6% 51.0% 13.8% 25.6% 5121
EYNBEEREMEE
Senior Manager/ Financial Controller o o o o o o o
AT R A 0.0% 0.0% 0.5% 34.8% 47.8% 5.1% 11.8% 9078
gﬁgg” 0.0% 0.0% 1.3% 79.2% 16.4% 3.1% 0.0% 13358
g;‘sg;e“al level 0.0% 0.0% 0.8% 51.9% 33.1% 5.7% 8.5% 27557
Supervisor/ Senior 0.0% 8.6% 65.7% 25.7% 0.0% 0.0% 0.0% 21966
IN‘—?
B
C'eék/ Associate 20.6% 74.6% 4.6% 0.3% 0.0% 0.0% 0.0% 56684
T!S: :‘U'I“E“é Teacher 0.0% 0.0% 0.0% 80.6% 16.8% 0.0% 2.6% 698

(b) Percentage distribution of preferred and required professional qualification of full-time employees by job level

ETREGE I 2RE R EE RERSERERNE ST

Preferred Professional Qualification of

full-time employees

Required Professional Qualification of
Full-time Employees

2BE B HANERER 2E BEEREHEREE
Not require Not require
professional professional
qualifications qualifications | Total number
Preferred and Required Professional CPA Qualified shown above CPA Qualified shown above of full-time
Qualification (Practising) Accountant TR Rl (Practising) Accountant R it employees
aEREEE R SR | erpianten | SRt | sopetan | owiegster | s | ewm
Partner/ Principal/ Director/ Chief Financial
Officer 65.0% 34.8% 0.2% 58.4% 41.4% 0.2% 5121
o N AR E RS
=} WE ITTL
Senior Manager/ Financial Controller
P TR B o 23.3% 75.0% 1.7% 28.8% 68.6% 2.6% 9078
xég‘ger 10.7% 71.3% 18.0% 12.1% 78.0% 9.9% 13358
Managerial level o o o o o o
swEmR 25.1% 65.6% 9.3% 26.3% 68.0% 5.7% 27557
i}g”‘“f’ Senior 6.6% 35.4% 57.9% 6.0% 39.7% 54.3% 21966
E
gg‘/ Associate 0.0% 2.1% 97.9% 0.2% 3.4% 96.4% 56684
Trainer/ Teacher
2.6 11.99 .59 2.29 21.89 .09
- 6% 9% 85.5% % 8% 76.0% 698
(¢) Percentage distribution of preferred level of education of full-time employees by job level
RSB N 2RESEANREREENE S
. . Total number
Preferred Level of Education Pos];gel'gi(lzate First Degree Sub-degree Dlploilzl:t/fertlf Second: rydto Seco;gﬁ) l;:; 3or of full-time
BEEENEEER Py SR04 =1L=dig 5 = employees
Y =5k
BHICAEER Y XEEE HPHOERE | =T VYN
Partner/ Principal/ Director/ Chief Financial
Officer 4.9% 95.1% 0.0% 0.0% 0.0% 0.0% 5121
EBN B B R E
[=] §
Senior Manager/ Financial Controller
. 0.8% 99.2% 0.0% 0.0% 0.0% 0.0% 9078
AR AR B TR AR ° i ° ° ° °
gg’g” 2.5% 89.7% 7.8% 0.0% 0.0% 0.0% 13358
‘s“;%g;e“al fevel 2.4% 93.8% 3.8% 0.0% 0.0% 0.0% 27557
Si"féf”'s"r/ Senior 0.0% 51.1% 19.9% 23.6% 5.3% 0.0% 21966
C'eék/ Associate 0.0% 9.0% 14.6% 29.5% 46.1% 0.8% 56684
Trainer/ Teacher
s A B 0.3% 99.4% 0.2% 0.0% 0.2% 0.0% 698
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Table 9.2 Percentage distribution of average monthly income / preferred and required professional qualification / preferred level of education / preferred years
of relevant experience of full-time employees by job level

#92  BETREQESNERERZERAVSFH / EEKCEBENWERER / EANBEEE  ERNAREENT St

(d) Percentage distribution of preferred years of relevant experience of full-time employees by job level

BTSRRI N2 BER A HMERENE ST

10 6 years to less | 3 years to less Less than 3 Total number
Preferred Years of Relevant Experience }r]rf::: or than 10 years | than 6 years essearasn of full-time
REAANENES ey o | NFEHE | SEEAE | 00 | employees
T T - =TS AR

Partner/ Principal/ Director/ Chief Financial
Officer 64.0% 35.0% 1.0% 0.0% 5121
BN BB E
Senior Manager/ Financial Controller

18.3% 78.7% 3.1% 0.0% 9078
SR AR A R i ° i °
gﬁgg” 0.6% 54.3% 44.1% 1.0% 13358
g%‘;g;“ ial level 18.4% 58.6% 22.5% 0.5% 27557
;’g”‘s"” Senior 0.0% 3.8% 90.1% 6.1% 21966
Clerld Associate 0.0% 0.3% 10.7% 88.9% 56684
Trainer/ Teacher

0.0% 57.7% 37.0% 5.3% 698
BIAE
Note:
As a percentage of total number of employees by corresponding job level
i

WA T SR S T 7%
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Code

10

—_

102

103

104

105

106

107

108

109

110

11

112

11

W

114

115

116

Appendix 9

Fys%9
Table 9.3 Percentage distribution and ranking of training needs for full-time employees by job level
BB NERE THREERRMENE 2R
Percentage Ranking
Btk Ez )
Partner/ Partner/
Principal/ Principal/
Director/ Senior Director/ Senior
Chief Manager/ Chief Manager/
Financial Financial Financial Financial
Officer Controller Supervisor/ Clerk/ Trainer/ Officer Controller Supervisor/ Clerk/ Trainer/
Training Areas G NHERS | S AEER A | Manager Senior Associate Teacher [|&% N\/4EEL/| =4 &CH/F | Manager Senior Associate Teacher
gl I E TaEE s TE XE HIAE | 5EUHE TAaEs sl TE XE FIIAR
A. General Management Knowledge
— R B A
Principles & Practice of Management o o o o o o
TR S0 B BT 31.9% 33.6% 2.3% 0.1% 0.0% 0.0% 1 2 21 42 46 29
Problem Solving & Decision Making
N b st 23.7% 44.8% 4.0% 15.8% 0.6% 1.2% 4 1 18 4 25 11
TR B SR ’ ’ ’ ’ ’ ’
;g;i%‘;;mgemem 31.4% 1.5% 2.4% 0.1% 0.0% 0.4% 2 18 20 45 46 16
E
Marketing M t
FETE ;‘;; anagemen 0.8% 0.4% 0.7% 0.0% 0.0% 0.0% 23 33 28 50 46 29
Zill=}
Quality Management o o o o o o
RS 11.9% 10.3% 0.3% 0.1% 0.0% 0.0% 7 6 36 38 35 29
Risk M
sk Management 8.9% 7.9% 17.0% 1.8% 0.0% 0.4% 9 14 6 24 33 16
JE R E R
St M t
Er;’jsiﬁénagemen 8.2% 1.1% 8.8% 12.8% 0.7% 12% 1 19 12 7 23 11
Crisis Management
b 8.6% 3.2% 9.9% 1.4% 0.0% 0.0% 10 17 9 26 36 29
Human Resources Management 1.1% 9.9% 21.0% 3.2% 0.0% 0.0% 20 7 3 21 46 29
N NEREH o o o o - o
L hi
ég;ﬂsﬁg 4.6% 13.6% 20.9% 1.5% 0.0% 0.0% 14 5 4 25 46 29
Team Building o o o o o 5
B Ty 1.2% 0.5% 0.6% 0.9% 0.0% 0.0% 19 29 29 28 38 29
Motivati
Q%E;Vam’“ 0.3% 0.8% 8.9% 6.2% 0.0% 0.4% 28 20 1 1 36 16
b
Coaching & Counseling
s 0.49 8.99 10.89 9.39 0.09 0.09 26 9 8 10 46 29
Al B T ¢ ’ ’ ’ . ’
Dealing with Conflict
B 0.1% 0.2% 0.9% 15.1% 0.0% 0.0% 38 36 24 5 46 29
;g?;zgmg Change 2.6% 0.6% 0.1% 0.1% 0.0% 0.4% 17 27 39 ) 43 16
Time M:
ime Management 4.8% 0.5% 3.6% 11.9% 0.7% 0.0% 13 28 19 8 24 29
e
%(;‘Audlt 0.0% 0.3% 0.6% 0.3% 0.0% 0.0% 44 35 30 32 46 29
%
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118
119
120

121

201
202
203
204
205
206
207
208
209
210

21

212

Appendix 9

Fys%9
Table 9.3 Percentage distribution and ranking of training needs for full-time employees by job level
BB NERE THREERRMENE 2R
Percentage Ranking
Btk Ez )
Partner/ Partner/
Principal/ Principal/
Director/ Senior Director/ Senior
Chief Manager/ Chief Manager/
Financial Financial Financial Financial
Officer Controller Supervisor/ Clerk/ Trainer/ Officer Controller Supervisor/ Clerk/ Trainer/
Training Areas G NHERS | S AEER A | Manager Senior Associate Teacher [|&% N\/4EEL/| =4 &CH/F | Manager Senior Associate Teacher
3 e BRI | e ] B A | maa | Emis | mew 4 £ A | HIAA
Public Relati
/t‘zéﬁ {,;a ons 0.1% 0.1% 0.2% 0.1% 0.0% 0.0% 38 42 37 39 46 29
ANPANEANGN
fj;f;gi!f‘“ Management 0.2% 0.4% 0.4% 0.1% 0.0% 0.0% 31 31 31 40 46 29
SRE
Analytic Skill
nalytic Skills 1.1% 0.2% 1.2% 0.0% 0.0% 0.0% 20 39 2 46 43 29
T EE
Project Management 9.0% 8.5% 4.1% 0.3% 0.0% 0.0% 8 11 17 33 43 29
THHEH
B. Job-related Knowledge
T AIH:
Fi ial A ti
E%;néﬁ ccounting 24.9% 26.5% 32.4% 21.5% 58.0% 13.7% 3 3 2 1 1 6
Cost and Management Accounting
. S T o 11.9% 18.1% 32.9% 9.5% 32.0% 0.0% 6 4 1 9 2 29
ARG Rt ’ ’ ’ ’ ’ ’
Internal Control and Compliance
" e SN 0.3% 0.2% 1.0% 2.5% 1.0% 0.0% 29 37 23 22 19 29
BB SR ~ (R TR G ’ ’ ’ ’ ’ ’
Tax Compliance and Planning
196 AL - 0.2% 0.2% 0.3% 5.1% 1.6% 0.4% 30 40 33 15 15 16
R AIR 1 S ’ ’ ’ ’ ’ ’
%ui;t;lg 13.8% 8.6% 14.1% 5.4% 12.8% 0.4% 5 10 7 12 3 16
R
Busi L
%’;“;S{;_ aw 2.0% 9.4% 6.3% 3.2% 2.4% 0.0% 18 8 15 19 i} 29
Company Law and Practice 0.6% 0.8% 0.7% 4.2% 0.9% 0.0% 25 21 27 17 20 29
ANEERER o o o o o o
Economics and Statistics
T 0.0% 0.1% 0.8% 0.6% 0.1% 0.8% 48 42 26 30 32 14
Financial Management
3.09 8.29 18.89 5.29 9.59 0.4 15 12 5 13 5 16
pig e & . i . i &
M Infi i
Management Information System 0.1% 0.5% 0.0% 3.9% 0.4% 0.4% 35 29 46 18 27 16
B ER A
PRC Accounting System
R N 0.0% 0.7% 6.0% 0.3% 1.5% 0.0% 44 23 16 35 16 29
Py Erat i ’ ’ ’ ’ ’ ’
PRC Taxation System
" 0.0% 0.7% 0.1% 0.0% 0.0% 0.0% 44 24 42 52 42 29
PISRR TS ’ ’ ’ ’ ’ ’
Updates on Accounting and Reporting Standards
. . 5 5.1% 8.2% 7.0% 1.2% 8.4% 58.2% 12 12 14 27 6 1
T st A e ’ ’ ’ ’ ’ ’
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Table 9.3 Percentage distribution and ranking of training needs for full-time employees by job level
BB 2 A TR BRENE o thAH4
Percentage Ranking
Btk B4
Partner/ Partner/
Principal/ Principal/
Director/ Senior Director/ Senior
Chief Manager/ Chief Manager/
Financial Financial Financial Financial
Officer Controller Supervisor/ Clerk/ Trainer/ Officer Controller Supervisor/ Clerk/ Trainer/
Training Areas G NHERS | S AEER A | Manager Senior Associate Teacher | &% \/4EEL/| 4k &8/ MaEager Senior Associate Teacher
3 kg MEE | e | g T wa | mlaa | wewmee | pem | gm i wA | slAA
A “based Accounti
Fg:;;z‘g:ed ceounting 0.0% 0.0% 0.9% 2.3% 8.2% 13.3% 48 50 25 23 7 7
Financial Instruments
. 0.0% 0.0% 0.3% 0.0% 0.0% 0.0% 48 54 33 56 46 29
BETHE
3 —
fg}“_““;;];;;;g‘c on 0.0% 0.7% 0.0% 0.0% 0.0% 0.0% 48 25 50 54 46 29
=] e pray =4 iy TN
S;l";:,’f;ge; Studies 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 48 54 50 56 46 29
=k 75 5 Kl
te Financi
2’;‘;}; mnancing 0.0% 0.4% 0.0% 0.0% 0.0% 0.0% 44 31 46 54 46 29
FRHELHE
ESG (Strategy / Reporting) o o o o o o
U - 0 /A ST (R ) 0.9% 0.1% 0.1% 0.2% 0.0% 1.2% 2 41 42 37 46 11
C. Generic / Technological Skills
WA /BT EE
English Writing o o o o o o
sy 0.2% 0.1% 0.0% 0.1% 1.4% 22.3% 32 42 46 40 17 5
~ =
Spoken English o o o o o o
somgr 0.0% 0.0% 0.0% 42% 2.1% 23.0% 48 50 50 16 12 4
~HC =5 0
gjh;e_;egw riting 0.1% 0.1% 0.0% 0.0% 0.0% 0.0% 33 42 50 56 33 29
B A
?;‘%2%“6 0.0% 0.0% 0.0% 0.0% 0.2% 0.0% 48 54 50 56 31 29
=S ol
E;‘g;gﬁh“a 0.1% 0.1% 0.0% 0.0% 2.0% 3.1% 33 ) 50 46 14 10
=] al
nterpersonal Skills 0.0% 0.0% 0.1% 0.2% 0.8% 13.3% 48 54 42 36 21 7
PN ilesea] - - - o or e
ﬁg;é‘gf;ggéﬁgs 0.1% 0.1% 0.0% 0.1% 0.8% 0.4% 35 47 50 42 2 16
Presentation Skills 0.1% 0.1% 0.2% 0.3% 0.0% 0.8% 38 47 37 31 39 14
SHETRCTT
g;’;g;%smytelhng 0.7% 0.2% 0.0% 0.0% 0.2% 0.0% 24 37 50 48 30 29
Cross-Accounting Functional Training
N . 0.0% 0.0% 0.1% 0.3% 0.3% 0.4% 48 49 45 33 28 16
A e | i ’ i ’ i ’
fggg’%‘camn Skills 0.1% 0.0% 0.0% 3.2% 7.8% 13.3% 38 50 49 19 9 7
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Table 9.3 Percentage distribution and ranking of training needs for full-time employees by job level
£93 HEBGEONERE THEEENE LR
Percentage Ranking
Btk Ez )
Partner/ Partner/
Principal/ Principal/
Director/ Senior Director/ Senior
Chief Manager/ Chief Manager/
Financial Financial Financial Financial
Officer Controller Supervisor/ Clerk/ Trainer/ Officer Controller Supervisor/ Clerk/ Trainer/
Training Areas G NHERS | S AEER A | Manager Senior Associate Teacher [|&% N\/4EEL/| =4 &CH/F | Manager Senior Associate Teacher
3 e BRI | e ] B A | maa | Emis | mew 4 £ A | HIAA
Negotiati kill
. jﬁ}j}g I;?“ Skills 0.0% 0.6% 0.0% 0.0% 0.5% 0.4% 48 26 50 50 26 16
R
313 gi;?;gl Techniques 0.0% 0.0% 0.4% 0.0% 0.0% 0.0% 48 54 32 52 39 29
Information Systems Application Skills N o N o o N
314|200 2 R 0.1% 0.0% 9.6% 5.2% 11.0% 35.5% 38 50 10 14 4 2
Robotic Process Automation (RPA) and Artificial
Intelligence (AI) in Accounting 2.8% 0.4% 8.7% 0.7% 8.0% 24.2% 16 34 13 29 8 3
35| EEHT RIS i B S e A TR AEE A
316 BEI‘;E%}WH 0.0% 0.0% 0.0% 0.0% 2.0% 0.0% 48 54 50 48 13 29
1 -Base A ting Applicati
., ;;;jﬁ;;;ﬂ%“o”“ 1he Apphication 0.1% 5.1% 0.1% 14.8% 11% 0.4% 35 16 41 6 18 16
218 fﬁyﬁbggggzgwmnm 0.4% 5.5% 0.3% 18.2% 2.6% 0.0% 27 15 35 3 10 29
Data Analyti
1o g;ﬁ;aﬁyﬂcs 0.1% 0.8% 0.1% 18.5% 0.2% 0.4% 38 22 40 2 29 16
£
Professional Etiquette o o o o o N
30| m e 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 48 54 50 56 41 29
No training is required
AT 4.1% 2.6% 8.3% 13.3% 12.7% 1.6%
Number of companies with such level of staff]
2990 5009 6876 10148 27535 260
RARKESHETHATHE
Note:

(1) Percentages are calculated on the basis of total number of companies with such level of staff’
(2) May choose up to five options for each job level

Y

(1) B AR LLR BTG S5k 5 THI 2 A8 H A 5 -

(2) BBR AR S AH
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