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Thank you

This report has been compiled using data gathered between November  
2015 and January 2016. The findings of our gender diversity report are 
based on a survey of over 11,500 male and female respondents from  
across the world (57% female, 42% male and 1% preferring not to say). 

We have used country specific data where there was a minimum of  
100 responses per country: Australia, Belgium, Brazil, Canada, Chile,  
China, Colombia, Czech Republic, France, Germany, Italy, Japan, Malaysia, 
Mexico, the Netherlands, New Zealand, Poland, Portugal, Russia, Singapore, 
Spain, Sweden, United Arab Emirates, United Kingdom, United States.

We would like to express our gratitude to all of the respondents who  
provided their valuable insight. Your contribution has allowed us to  
produce this comprehensive report which will help influence and  
shape business decisions.
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FOREWORD
As Managing Director of Asia at Hays, I feel I have a responsibility to make an impact on 
improving the world of work in our region. More needs to be done to address issues prevalent 
in our labour markets and gender diversity is one such issue I’m surprised by the lack of 
advancement on.

In Asia, there is a lot to be proud of such as Prime Minister 
Shinzo Abe’s ‘Abenomics’ growth strategy in Japan which 
has a goal of having women in 30 per cent of leadership 
positions by 2020. And in Malaysia, Prime Minister Najib 
Razak launched the “30% Club” to help the country 
achieve its target of tripling the percentage of women on 
companies’ boards to 30 per cent this year. But there really 
is a long way to go. 

According to the findings within this report, most people in 
senior leadership roles are still men and fewer women aspire 
to a top leadership position in their career than men. These 
are disheartening findings and show that more progress 
needs to be made to truly achieve gender equality in the 
workforce. 

I guess I struggle to understand why it’s still a pipe dream. 
Throughout my career I have been given equal opportunity, 
but then again maybe I’ve just been fortunate to have 
worked for a company and with people where gender was 
never an issue. 

I started working at Hays in 1994 as an Associate 
Recruitment Consultant, and over the course of 22 years, 
have embraced every opportunity and moved around the 
world, from the UK to Australia to Japan and now China.

With every move, Hays allowed me to develop and learn 
new skills, which enabled me to progress to my current 
role. Career paths at Hays are determined by our individual 
performance so I never questioned my ability to progress as 
I was able to control that through the results I achieved. 

Being named in the ‘2015 International 50’ as well as ‘Global 
Power 100 Women in Staffing’ lists are accolades I’m very 
proud of and want to be able to put to good use to inspire 
women in the workplace and improve gender diversity.

I believe more workplaces need to highlight female role 
models, change organisational policy and give better board 
backing for diversity issues.

But one of the most practical measures that every 
organisation can do to alleviate the imbalance is to establish 

performance-related policies. As I and others at Hays have 
experienced, this ensures that people progress based on 
their performance alone. It helps remove bias and build a 
culture of meritocracy.

The business case for diversity is strong, not only does 
a pipeline of female talent broaden the talent pool, it 
strengthens the problem solving abilities of an organisation, 
with a greater range of knowledge and experience to be 
shared.

That’s something I’ve learnt in my role managing 20 
different nationalities of our 600 staff across Asia. Diversity 
of gender, or age or nationality for that matter, breeds 
diversity of thought and the most innovative solutions. 

Everyone, presented with the opportunity and access to the 
right development, training, systems and tools they need to 
excel can take control of their own success and destiny, as I 
have done in my career. 

It’s also up to you as an individual how high you set your 
sights and how far you are willing to go. To the women 
reading this, don’t sell yourself short and think of your 
gender as a barrier to success, I along with many other 
successful female leaders are living proof that it is not. 

Christine Wright 
Managing Director, Hays Asia
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INTRODUCTION
Time and time again it has been proven that more 
diverse organisations not only outperform those 
which are less diverse, but are also most likely to 
attract and retain the most talented professionals. 

In addition, the link between women in the workplace and a country’s 
economic growth is closely connected. Despite this, globally women 
are not paid or rewarded equally to their male colleagues and remain 
underrepresented in the workplace, as well as proportionally less 
represented in senior roles. 

In compiling this report and recommendations, we spoke to over 
11,500 women and men, asking their opinion and views on women  
in the world of work today.

While the findings vary by country and by sector, we have discovered 
common themes and sometimes surprising results about what can 
be done by business leaders today to ensure that women continue to 
advance in their careers and achieve better representation at senior 
levels. Our findings are also accompanied with insight from a number 
of successful women at the top of their professions, who share their 
experience from both a personal and professional perspective.

Although gender diversity has improved and we have seen less of a 
disparity in the views and experiences between men and women, when 
compared to our 2015 report, our research shows that organisations 
can still do significantly more to narrow the gap. They hold the key 
to advancing women in the workplace and have an opportunity and 
responsibility to close the gender divide. 

We want to make business leaders, and the talented women they 
employ, aware of the issues affecting gender equality in the workplace. 
In doing so, we hope to provide advice on how the divide between 
genders can be narrowed. 

We hope you find these findings both useful and informative and we 
look forward to discussing them with you.

Yvonne Smyth 
Global Head of Diversity, Hays

If we can inspire or help one female with  
her career progression then this is a great result. 
Similarly, if we draw attention to companies on how 
they can support their female talent and shift the 
dial, then this would be wonderful. 

Victoria Jarman 
Non-Executive Board Director, Hays
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What role would you need to have to consider yourself successful?

Analysing these results in more detail, specifically looking 
at female management, we can see that 40% of all female 
managers aspire to reach director level. Out of all female 
directors 29% aspire to reach MD/CEO position. Finally 
59% of all females in an MD/CEO role are happy at this level. 
This is a very encouraging percentage as it shows that once 
women make it to MD/CEO level they are happy with their 
role and feel satisfied with their career. 

Globally we can see that once women have progressed 
from manager to director, they are more likely to have the 
ambition to progress to MD/CEO level. Women have the 

aspiration to move up in business, however women are still 
underrepresented in management roles and in more senior 
positions. This shows companies need to focus on internal 
initiatives aimed at retaining and developing female talent, 
such as clear and individual career development plans, to 
encourage and enable more women to move into senior 
positions. Improving and maintaining gender diversity is 
not just about how many women are on boards today but 
ensuring a substantial number of women are moving into 
manager roles and higher, so that there is a sustainable 
pipeline of women to select from when hiring for senior roles.

79% of respondents stated that the most senior person within their organisation was male

In addition, 67% of respondents stated that their line 
manager was also male and 46% of respondents stated that 
their colleagues were mostly male. Given the predominance 
of men in leadership roles, it is perhaps not surprising that 
women are underrepresented in management roles and 
in more senior positions. However our survey shows that 
despite this, female and male ambition for management  
and director roles are nearly identical. 

We must therefore conclude that a lack of female leaders is 
not due to a low level of female ambition but rather, the way 
in which companies structure and organise themselves when 
it comes to promoting talent. These processes are having a 
disproportionately negative impact on women being able 
to realise their ambitions and progress their careers. This 
section of the report will explore the differences in female 
and male ambition. 

Globally 12% of women aspire to reach an MD/CEO position 
compared to 18% of men. However when we include those 
who aspire to reach director level ambition is equal between 
genders. Just over 40% of women aspire to reach director 
or MD/CEO level similar to 40% of men. This shows that 
there is little difference between male and female ambition 

for reaching senior positions. Women are actually more 
ambitious to reach manager and director level but there is 
a slight drop for MD/CEO compared to men. Despite this, 
significantly more men are in senior positions compared to 
women and this increasingly unequal male to female ratio in 
turn impacts on further opportunities for women. 

Director MD/CEO Manager 

MD/CEO 2 3 59

 How does female ambition affect the talent pipeline?

Director

Director MD/CEO 

Manager 

Manager 

17

2 25 29

40 12

Senior leaders are typically male

AMBITION

(Career aspirations of female respondents)

(The top 3 roles chosen by respondents)

ManagerDirector

25%29%

MD/CEO

12%

ManagerDirector

18%22%

MD/CEO

18%
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AMBITION AT  
A GLOBAL LEVEL
Malaysia (28%), Colombia (22%), UAE (18%) and Japan (17%) 
have the highest percentage of female respondents stating 
they would need to reach MD/CEO level in order to feel 
successful in their careers. Germany (7%), the United States 
(7%), Belgium (5%), the Netherlands (4%) and the Czech 
Republic (3%) have the lowest percentage of females stating 
they need to be a MD/CEO in order to feel successful.

Developed European markets and the United States are 
lagging behind other nations when it comes to female 
ambition in business. It is clear that there is no correlation 
between female ambition and developed markets. This is 
surprising as gender diversity has been debated for longer in 
developed markets and has been clearly linked to improved 
business performance.

MALAYSIA
 Highest female  

ambition for MD/CEOCZECH REPUBLIC
Lowest female  
ambition for MD/CEO

FRANCE
Highest overall ambition 
for both men and women

PORTUGAL
Highest female ambition 
for director position

POLAND
Largest gap between 
men and women

Director MD/CEO Manager 

CHINA
Lowest overall ambition  
for both men and women
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How does age impact ambition? 

Under 25 

26-40
41-54

55+ years

Under 25 

26-40
41-54

55+ years

There is no significant difference in ambition between men 
and women across age groups, until the 55+ years age 
bracket. Consistently more women than men aspire to reach 
manager or director roles up to 55+ years. This shows that 
although women do have the ambition to achieve manager 
and director positions they are not getting there as globally, 

67% of respondents stated their line manager was male. 
Women are not moving into these roles. However, we hope 
the continued focus on improving the female talent pipeline 
will help to rectify this and we will see an increase in the 
number of women reaching the most senior positions.

Financial services has the highest percentage of females 
stating they would need to reach MD/CEO level in order to 
feel successful in their careers, while manufacturing has the 
lowest percentage.

Top financial firms have historically had to fight for the  
best talent that schools, colleges and universities have  
to offer. Many firms have offered attractive financial 
incentives to secure this talent, which may contribute to  
the financial services sector attracting a large number  
of ambitious females.

A gender diverse workforce should reflect and be 
proportionate to the number of women entering a sector. 
It is therefore perhaps not surprising that manufacturing 
as a sector does not fare so well, being typically male 
dominated. There are traditionally fewer women in this 
sector and therefore fewer senior female leaders. This  
may explain why women working in manufacturing feel  
a lack of ambition to reach MD/CEO level, because there  
are fewer role models for them to aspire to. 

Director MD/CEO Manager 

31

25

25

16

23

17

24

25

25

19

29

22

30

23

22

19

12

16

12

18

12

20

8

12

How does ambition differ by sector?

Director MD/CEO 

Professional Services

Manager 

Retail

Construction/Property/Engineering

Financial Services

Advertising/Media

Hospitality/Travel/Entertainment

23

21

23

15

8

10

25

29

30

23

22

26

16

14

14

19

20

25

18

24

28

7

23

16

28

29

29

20

22

24

14

11

13

30

13

21

Transport/Distribution

Mining/Resources/Energy

IT/Telecoms 

Public Sector/Not-for-profit

Manufacturing 26

17

32

28

28

25

26

29

19

20

18

29

24

28 

32

25

19

11

10

10

11

17

26

10

26 

22 20

9

11

22 
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(Career aspirations of respondents)

(Career aspirations of respondents)
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SELF-PROMOTION

Only 47% of women feel they have the opportunity to self-promote and communicate  
their ambitions in the workplace, compared to 53% of men

Promoting achievements and accomplishments to 
colleagues and line managers is regarded as difficult for 
both men and women globally, as is communicating their 
ambitions. This is significant as being able to promote your 
achievements in the workplace and linking these to career 
ambitions is a key part of successful career development. 

If women feel less confident in being able to assert 
their accomplishments, it will impact negatively on their 
development. Whilst women need to be advised that self-
promotion is important, organisations should also do more 
to help women voice their achievements.

Women feel they cannot self-promote in the workplace

How does self-promotion differ globally?

UAE 39

Portugal 41

New Zealand 41

United Kingdom 42

Malaysia 42

Sweden 46

United States 46

Russia 46

The Netherlands 50

Australia 51

Czech Republic 55

Mexico 63

Belgium 64

Colombia 65

Brazil 66

Poland 65

41

47

48

57

57

57

58

61

60

63

69

65

64

73

80

100% 100%50% 50%0% 0%

(Respondents who feel they can self-promote)

Chile 48

46France 53

72

37Japan 35

37

Spain 27

China 42

43Germany 33

37

37

Singapore 36

Canada 43

45

69

SPAIN
The lowest percentage of  
self-promotion for both men  
and women

MEXICO 
Highest number of 
respondents who feel 
they can self-promote

BRAZIL 
Highest number of 
women who feel they 
can self-promote

NEW ZEALAND
Largest difference in opinion 
between men and women (28%)

47% 
Of women globally feel  
they can self-promote 

53% 
Of men globally feel  
they can self-promote 

When we look at male and female responses combined, 
in 13 out of 25 countries surveyed, fewer than 50% of men 
and women feel they have the opportunity to self-promote 
and communicate their ambitions: Spain (32%), Singapore 
(36%), Japan (37%), China (38%), Germany (40%), Portugal 
(41%), Italy (43%), Malaysia (43%), the UK (45%), Russia 
(47%), the United States (47%), and the UAE (48%). This 
shows that there are global differences but that feeling 
unable to self-promote and communicate ambition is shared 
across all continents, many jurisdictions and economies. 

Similar to the results in the ambition section we can see 
that employees do not feel they have more opportunities to 
self-promote and communicate their ambitions in developed 
markets, where the gender diversity debate may be considered 
more established and better understood. The United States 
and Germany are at the bottom of the list again. As self-
promotion is a crucial part of career development and is a 
concern for both males and females globally, companies 
should address this by changing or creating internal processes 
and by providing more training to managers and leaders 
around enabling these discussions.
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Over half (52%) of women who have a female line manager 
feel they have the opportunity to self-promote and 
communicate their ambitions sufficiently; this percentage 
drops to 45% if they have a male line manager. The fact that 
a line manager may be female or male has no impact on 
whether a man feels he has the opportunity to self-promote 
sufficiently and communicate his ambitions (53% for both). 

If women feel more confident in promoting themselves to a 
female line manager and can in turn progress their careers 
more effectively, then we believe that having more female 
representation in management and leadership positions will 
have a positive impact on improving women’s opportunities 
in the workplace.

In all sectors except advertising (50%), construction (52%), 
retail (52%) and professional services (59%) fewer than 
50% of respondents feel they have the opportunity to 
self-promote and communicate their career ambitions 
sufficiently. Self-promotion is still relatively low in these 
sectors demonstrating that the ability to promote 
accomplishments is a difficulty for all respondents. 

This challenge is made even more pressing when we look at 
the percentages by gender. The largest disparity in male and 
females feeling they have the opportunity to self-promote 
sufficiently is found in construction at 15%. Mining has the 
second largest disparity at 10%. This shows women are 
less assertive in typically male dominated industries. It is 
necessary for companies in these industries to be aware 
that women are unlikely to feel they can self-promote and 
communicate their ambitions. There will also be fewer role 
models in these sectors. 

Female line managerMale line manager

52%45%
Female line managerMale line manager

53%53%

How does a line manager impact self-promotion?

How does self-promotion differ by sector?

46

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

49

52

Advertising/Media

Hospitality/Travel /Entertainment

Construction/Property/Engineering

IT/Telecoms

Financial Services

Manufacturing

Mining/Resources/Energy

Retail

Professional Services

Transport/Distribution

Public Sector/Not-for-profit

44

59

47

51

41

42

45

50

48

49

41

51

56

64

40

52

49

57

49

(Respondents who feel they can self-promote)

(Respondents who feel they can self-promote)
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How does equal pay differ by sector?

Sectors with the highest percentage of both male and 
female respondents who think there is equal pay between 
genders are professional services (72%) and the public 
sector (68%). 

Looking at the results by gender, professional services  
and the public sector are still at the top of the list and have 
the highest percentages of women who believe they are 
paid equally regardless of gender. 

56

81

Advertising/Media

Hospitality/Travel/Entertainment

Construction/Property/Engineering

IT/Telecoms

Financial Services

Manufacturing

Mining/Resources/Energy

Retail

Professional Services

Transport/Distribution

Public Sector/Not-for-profit 

45

76

53

77

58

66

54

80

50

75

47

75

67

82

60

89

57

75

50

76

78% of males stated that they think there is equal pay between genders  
compared to 56% of females

There is still a major disparity in opinion on equal pay between the sexes

(Respondents who think they are equally paid)

EQUAL PAY
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How does a line manager impact the perception of equal pay?

How have perceptions of equal pay changed year on year?

Women with a female line manager are more likely to feel 
that their equally capable colleagues are paid/rewarded in 
an equal manner regardless of gender (66%) compared to 
those who have a male line manager (49%). Men are much 
more likely than women to feel that their equally capable 
colleagues are paid/rewarded in an equal manner regardless 
of gender. In fact, 80% of men think there is equal pay 
between genders if they have a female line manager and 
77% think this if they have a male line manager. 

Similar to the findings around self-promotion, having more 
females in senior positions will create optimism amongst 
female staff about the opportunity and reality of equal pay 
in the workplace. Employers therefore need to be aware of 
the difference having a male or female line manager can 
have on how employees, especially women, feel about  
equal pay. 

WomenMen

56%78
WomenMen

55%82% %

Female line managerMale line manager

66%49%
Female line managerMale line manager

80%77%

20152016

When we compare the year-on-year results we can see 
that there is still a major disparity in opinion on this issue 
between the sexes. This year, 78% of males stated that 
they think there is equal pay between genders compared 
to 56% of females. In 2015, 82% of males stated that they 
thought there was equal pay between genders compared 
to 55% of females.

This shows that more men are becoming aware of some of 
the concerns that have been expressed about the existence 
of a gender pay gap. This 4% difference year on year when 
taken globally is significant; however more awareness and 
support from current male leaders will once again be needed 
if positive changes are to be made around narrowing the 
gender pay gap. 

64% 64%
of respondents globally think there 
is equal pay between genders 

of respondents globally thought there  
was equal pay between genders

(Respondents who think they are equally paid)

(Respondents who think they are equally paid)
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UNITED STATES
The Largest disparity 
between male and 
female perceptions  
of equal pay 

FRANCE
Smallest disparity 
between male and 
female perceptions 
of equal pay

CZECH REPUBLIC
The highest percentage  
of both male and female  
respondents who think 
there is equal pay  
between genders

CHILE
The lowest 
percentage of 
female respondents 
who think there is 
equal pay between 
genders 

EQUAL PAY 
A GLOBAL PERSPECTIVE
When looking at perceptions of equal pay and the 
percentages of male and female respondents who believe 
there is equal pay between genders, we see countries  
such as Chile (49%), the United States (52%) and Spain 
(58%) falling behind Malaysia (71%), Colombia (71%)  
and Singapore (72%). Traditionally the United States  
and European businesses lead the way with promoting 
equal pay. However these results show that once again,

despite having a well-established debate around gender 
pay differences in these countries, employees still feel that 
they are not paid equally.

There are still large disparities between male and female 
responses in most countries especially Australia, Chile and 
the United States. Male workers in these markets are the 
least aware that there is a gender pay gap when compared 
to their female counterparts. 
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China + 3% 63% 60%

France - 6% 69% 75%

Malaysia - 13% 66% 79%

Japan - 16% 50% 66%

Colombia - 19% 62% 81%

Singapore - 20% 63% 83%

Czech Republic - 21% 63% 84%

Russia - 21% 60% 81%

Sweden - 21% 52% 73%

Mexico - 23% 57% 80%

Portugal - 23% 53% 80%

United Arab Emirates - 23% 53% 76%

Poland - 24% 64% 88%

Belgium - 28% 52% 80%

Canada - 28% 49% 77%

The Netherlands - 28% 48% 76%

Spain - 28% 44% 72%

Brazil - 29% 51% 80%

United Kingdom - 30% 56% 86%

Germany - 33% 44% 77%

New Zealand - 34% 54% 88%

Australia - 41% 50% 91%

Chile - 41% 29% 70%

United States - 43% 32% 75%

Do you think you and your equally capable colleagues are paid  
/rewarded in an equal manner regardless of gender? 

-/+

AUSTRALIA
The highest percentage of male 
respondents who think there is  
equal pay between genders

CHINA
The only country where more 
female respondents compared to 
male respondents think there is 
equal pay between genders

(Respondents who answered yes)
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WomenMen

55%77
WomenMen

52%79% %

CAREER OPPORTUNITIES

Does a line manager change perceptions of career opportunities?

As seen previously, a male or female line manager impacts 
female perception of career opportunities, similar to the 
perception around equal pay. There is significant difference 
in opinion as 66% of women with a female line manager 
think the same career opportunities are open to equally 
capable colleagues regardless of gender, compared to 48% 
with a male line manager. Once again men are less likely 
to perceive a difference as 79% feel that the same career 
opportunities are open to equally capable colleagues 
regardless of gender if they have a female line manager, 
compared to 76% if they have a male line manager.

These results emphasise the importance of female 
role models in the workplace. Not only does a female 
line manager increase a woman’s perception of career 
opportunities but it also increases her perception of equal 
pay. A lack of female representation in management roles 
or higher will have a detrimental effect on this. Companies 
must focus on increasing the number of female staff in 
senior positions and should also work to communicate 
career opportunities effectively to all staff. 

Female line managerMale line manager

66%48%
Female line managerMale line manager

79%76%

77% of males believe that the same career opportunities are available regardless  
of gender compared to 55% of females 

20152016

64% 61%
of respondents globally believe that the same career 
opportunities are available regardless of gender

of respondents globally believed that the same career 
opportunities were available regardless of gender

How have perceptions of career opportunities changed year on year?

As with perceptions of equal pay, there is a significant 
difference between male and female opinion about 
opportunities in the workplace. However globally there  
was a 3% narrowing of the gap between the views of  
men and women year on year, with more men likely to  
feel there is a difference between the opportunities 
available for men and women.

This is moving in the right direction as it is important that 
men are more aware of the differences in perceptions of 
equal career opportunities perceived by men and women. 
This increased understanding will hopefully influence decision 
makers so that more can be done to narrow this gap further. 
Companies, as a minimum, need to ensure that career 
opportunities are communicated effectively to all employees 
to avoid a difference in the perception between genders.

There is a large disparity in opinion on career opportunities between the sexes

(Respondents who think there are equal career opportunities regardless of gender)

(Respondents who think there are equal career opportunities regardless of gender)
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GENDER DIVERSITY POLICIES

Gender diversity policies increase positivity

The results show that a gender diversity policy increases 
positivity in three key areas: employee self-promotion, 
perception of equal pay and career opportunities. If there  
is a gender diversity policy in place employees are more 
likely to feel they can self-promote and communicate 
their ambitions, more likely to think they are paid equally 
and feel that the same career opportunities are available 
regardless of gender.

Despite this, there is a 3% decrease in employees stating 
their company has a gender diversity policy compared 
to last year. Employers must refocus their efforts in 
implementing gender diversity policies and ensure that  
these are clearly communicated.

SELF-
PROMOTION

SELF-
PROMOTION

EQUAL PAY EQUAL PAY

YesNo

58%30
YesNo

46%42% %

YesNo

69%31
YesNo

60%40% %

YesNo

67%33
YesNo

60%40% %

Respondents stating their organisation 
has formal gender diversity policies 

and practices in place

Respondents stating their organisation 
does not have formal gender diversity 

policies and practices in place

CAREER
OPPORTUNITIES

CAREER
OPPORTUNITIES

Respondents working for a company with a gender diversity policy in place are more likely  
to think there is equal pay between genders

Globally our respondents reported a lack of gender diversity 
policies in organisations and awareness of these policies has 
decreased year on year. This is significant as respondents 
who stated their organisation has formal gender diversity 
policies and practices in place feel more positive about  
their ambition, pay and career opportunities. 

The existence of gender diversity polices have a positive 
impact on both men and women. Therefore employers must 
ensure they have gender diversity policies in place and that 
these are communicated clearly to employees. 

Gender diversity policies increase positivity in the workplace
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15%
Training programmes 
to support diversity 
awareness 

Which gender diversity initiatives are most effective?

Respondents said that companies should be focusing on 
flexible working practices (33%) and education across 
the organisation to change workplace culture (23%). 
Gaining backing from the board around gender diversity 
issues (21%) and positive action for women applying to 
management roles or above (21%) were also regarded  
as effective. 

Flexible working was listed as the most effective initiative. 
This will help men and women with family commitments, 
enable working from home, part-time or condensed hours 
and support an employee’s work-life balance. Companies 
should offer flexible working to both men and women, in 
doing so any commitments outside of work can be shared 
equally between genders and help to create a more gender 
balanced workforce. 

YesNo

28%44%

Not sure

28%

YesNo

31%49%

Not sure

20%

Globally most employees do not think that their company has a gender diversity policy in place

When we compare the year-on-year results we can see that 
there continues to be a lack of policies in place or a lack of 
employee awareness of these policies. This year the majority 
of respondents said that their organisation either did not 
have a gender diversity policy in place (44%) or weren’t sure 
(28%). Out of the respondents who said their organisation 

had a formal gender diversity policy in place, 32% said it 
was adhered to well. In 2015, 49% of respondents said their 
organisation did not have a gender diversity policy in place 
and 20% weren’t sure. 31% of respondents who said their 
organisation had a formal gender diversity policy in place 
said that it was adhered to well.

20152016

21%
Female mentoring 
and sponsorship 
programmes 

20%
A gender  
diversity policy

16%
Making changes to 
recruitment practices 
and policies 

20%
Highlighting 
female role 
models 

7%
Quotas in areas of 
identified shortage 

9%
An internal professional 
female employee 
network 

33%
Flexible working 
practices 

23%
Education across the 
organisation to change 
workplace culture 

21%
Positive action for 
women applying for 
management roles  
or above 

21%
Backing from the  
board around gender 
diversity issues 



REGIONAL REPORT 
ASIA
Do you aspire to reach a top leadership position in your career? 

Please select the seniority level you believe you would need to reach at the end of your career to consider  
yourself successful: 

Ambition

Director

MD/CEO 

Manager 

Director

MD/CEO 

Manager 

37%
of all respondents in 
Asia said they wanted to 
reach manager or director 
level

16%

27%

22%

17%

22%

11%
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Do you feel you have the opportunity in your current role to sufficiently promote  
yourself and communicate your ambitions? 

Self-promotion

NoYes

39 %38 %
NoYes

44%39%

Do you think you and your equally capable colleagues are paid/rewarded in an equal manner regardless of gender?

Equal pay

65%
of all respondents 
in Asia said yes

60%

71%

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

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

(Respondents who said yes)

62 75
Yes

%
Yes

%
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Does your organisation have any formal gender diversity 
policies and practices in place?

Do you think the same career opportunities are open to equally capable colleagues regardless of gender? 

Career opportunities

Gender diversity policies 

How well are these adhered to do you think? 

Which of the following do you think would be most effective in terms of improving gender diversity 
across your world of work? 

27%32% 24%
A gender diversity policyFlexible working practices Education across the organisation 

to change workplace culture

63%
of all respondents 
in Asia said yes

56%

70%

(Respondents who said yes)

YesNo

31 %45%

Not sure

24%

WellFairly well

31 %57 %

Not well at all 

12 %



COUNTRY REPORT 
SINGAPORE
Do you aspire to reach a top leadership position in your career? 

Please select the seniority level you believe you would need to reach at the end of your career to consider  
yourself successful: 

Ambition

Director

MD/CEO 

Manager 

Director

MD/CEO 

Manager 

49%
of all respondents in 
Singapore said they 
wanted to reach manager 
or director level

21%

33%

31%

12%

28%

11%
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61 84
Yes

%
Yes

%

Do you feel you have the opportunity in your current role to sufficiently promote  
yourself and communicate your ambitions? 

Self-promotion

NoYes

43 %36%
NoYes

46  %37 %

Do you think you and your equally capable colleagues are paid/rewarded in an equal manner regardless of gender?

Equal pay

72%
of all respondents 
in Singapore said 
yes

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

(Respondents who said yes)

63%

83%

0% 20% 60%40% 80% 100%
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Does your organisation have any formal gender diversity 
policies and practices in place?

Do you think the same career opportunities are open to equally capable colleagues regardless of gender? 

Career opportunities

Gender diversity policies 

How well are these adhered to do you think? 

71%
of all respondents 
in Singapore said 
yes

(Respondents who said yes)

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

65%

79%

YesNo

28 %45%

Not sure

27%

WellFairly well

29%62%

Not well at all 

9 %

Which of the following do you think would be most effective in terms of improving gender diversity 
across your world of work? 

37% 31%
Flexible working practices A gender diversity policy

30%
Backing from the  
board around gender 
diversity issues 
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CONCLUSION
While we have seen slight improvements in perceptions of 
equal pay and career opportunities year on year, in many  
cases employers are still not doing enough to narrow the 
gender divide in the workplace. 

While the gender of a line manager should have no impact on male or female 
employees, employers need to be aware of the effect that a male and female line 
manager can have on how employees feel about their perceived ability to self-
promote, their career opportunities and pay. Furthermore as management and 
senior roles are still typically male dominated, there is a lack of role models which 
is detrimental to female ambition. As this report has shown, a female line manager 
increases a woman’s perception of equal pay and equal career opportunities. 
Companies should be aware of the importance of role models to female employees. 

There remains a significant difference in the opinions of men and women around 
gender diversity issues in the workplace, as 22% of men compared to 44% of 
women think that equally capable male and female colleagues are not paid or 
rewarded in an equal manner. Additionally 23% of men compared to 45% of women 
do not believe that the same career opportunities are available to all, regardless of 
gender. This shows that on the whole men do not recognise that there is a gender 
diversity problem in the workplace. There is a slight improvement however when  
we compare the year-on-year results, so it appears that more men are becoming 
aware of the issues around equal pay and career opportunities.

Developed European markets and the United States are lagging behind other 
nations when it comes to female ambition in business. In Spain (32%), the United 
States (47%) and the UK (45%) fewer women think they have the opportunity to 
promote themselves or communicate their ambitions. Women in emerging markets 
feel much more confident in furthering their careers, such as Brazil (68%) and 
Mexico (71%).

Employers need to recognise the commercial and societal benefits of a more 
gender diverse workforce and prioritise actions that will improve gender diversity. 
Additionally men need to recognise that there is a significant difference between 
men and women’s perception of gender diversity and want to tackle these issues. 
Without backing from male colleagues it will be much harder to work towards 
gender equality in the workplace.

We see the actions of countries, cultures and companies contributing to building 
of a more gender diverse workforce. The introduction of new legislation by 
governments also maintains pressure on companies to make changes. The 
implementation of gender diversity initiatives, as well as government legislation,  
will continue to position gender diversity as a necessity for businesses and thus  
play a part in helping to narrow the gender divide. 
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RECOMMENDATIONS

FOCUS ON EMPLOYEE  
SELF-PROMOTION 
Globally men and women across all sectors do not feel they have the opportunity 
to self-promote and communicate their ambitions. Employers need to make 
changes to internal processes to ensure opportunities are communicated 
successfully and that those who wish to put themselves forward have sufficient 
opportunity to do so. Managers need to have more training so they are able to 
recognise and draw out the skills and ambitions of colleagues around them. If the 
majority of the workforce feel they cannot self-promote and communicate their 
ambitions this will have a negative effect on motivation and career satisfaction.

2
IMPLEMENT AND COMMUNICATE  
GENDER DIVERSITY POLICIES 
Men and women who work for organisations with gender diversity policies 
and practices in place feel more positive about their ambition, pay and career 
opportunities. However 72% of respondents said that their organisations do 
not have policies in place, or as employees they are not aware of these policies. 
Employers must ensure they have gender diversity policies in place and that 
the existence of these policies and the opportunities that they provide, are 
communicated effectively to employees in the organisation.

3

ENCOURAGE FEMALE 
AMBITION
As shown in our report, women have the ambition to move up in the workplace 
(page 3) but the number of women in senior positions is still low. Employers  
need to develop a clear career development plan for management levels and  
above and communicate these plans, so that women are encouraged and 
supported in developing their careers. This will help ensure companies have 
a sustainable pipeline of talented and ambitious women moving into senior 
management/leadership roles.

1
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INTERVIEW WITH  
A LEADING WOMAN

Shalynn graduated with a Bachelor’s 
Degree (First Class Honours) in Banking & 
Finance and Accountancy from the Nanyang 
Technological University of Singapore 
and has been at Hays for four years now. 
Prior to joining Hays, Shalynn was a 
Corporate Finance Analyst at a boutique US 
investment bank. 

She started her recruitment career at 
Hays recruiting for positions within the 
accountancy & finance space for the 
banking and financial services sector, with 
a strong focus on local and Asian banks. 
In the last two years, Shalynn has further 
specialised into internal audit recruitment 
for the banking and financial services sector. 
She places professionals into business and 
IT audit roles, across junior- to senior-level 
positions. As a Team Manager, Shalynn also 
manages the audit, risk and compliance 
team at Hays in Singapore.

Tell us about your progression into your management 
role?

I joined Hays in July 2012 as a Researcher and never 
thought I would have the opportunity to progress into a 
leadership position just shortly over 2 years into my time 
with Hays. However, Hays has provided me with many 
opportunities along the way to start coaching others and 
developing my leadership skills, including being a Systems 
Expert for the Singapore office and providing ad-hoc 

training to new associate consultants in the business. This, 
coupled with other leadership training has helped me 
ease into my current position as Team Manager for the 
audit, risk and compliance team, which is a newly-created 
business unit in Singapore.

Did you always aspire to reach a leadership role in your 
career? 

Yes, I have always gravitated towards leadership positions 
even when I was still in school. I was the Chairman of Choir 
in my secondary school days, the Business Manager for 
my university’s Freshmen Welcome Day, and the Treasurer 
of the University Mountaineering Club. I have always felt 
that being in a leadership role would give me personal 
development and allow natural progression for me in my 
career.

Our survey revealed that globally 12% of women feel that 
to be successful they would need to reach an MD/CEO 
position. Compared to 18% of men. Does this surprise 
you? 

No, it does not. Leadership takes many forms and I don’t 
believe that reaching an MD/CEO position is a benchmark 
to measure success. There are leaders below MD/CEOs 
who are still excellent at what they do and great leaders 
in terms of training and coaching junior employees. I also 
believe that women have become more career-minded 
over the last decade and will continue to do so, resulting in 
a closer gap between the current 12% and 18%. 

In your opinion is there a difference between how men 
and women plan to progress in their careers? 

Yes, I still see some differences, though definitely not 
as drastic as a decade ago. I do still know of female 
professionals who place their family ahead of their careers 
upon starting one, and hence are unwilling to move into a 
leadership position. However, I have never felt that family 
and career are mutually exclusive, and there are many 
successful female professionals in leadership positions who 
are also excellent wives and mothers to their children. I 
believe that a large part of career progression planning for 
women is dependent on the support that they get from 
their families, in particular their partners.

Have you encountered any gender specific challenges or 
obstacles in your career?

Personally I’ve not encountered much. However, I have 
noticed that women, especially in Asia, lack the confidence 
or are uncomfortable in voicing their opinions, particularly 
in confrontational situations. 

Globally, 44% of respondents said that their organisation 
did not have formal gender policies in place and 28% 
weren’t sure. Are you surprised by this? Do you think this 

Shalynn Lerr  
Team Manager 
Hays Singapore
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is the same in Singapore?

No, I am not hugely surprised by the results. I think it would be the 
same in Singapore. Gender diversity and policies are still a relatively 
new topic in Singapore and I believe only the larger MNCs have 
gender policies in place. There is still much room for improvement 
here when it comes to gender policies.

Globally, 45% of women do not think they have the same career 
opportunities as men. What do you think about this?

I believe it is true to a certain extent, though it is also a matter of 
fighting for what you want in your career. If you believe you are 
comparable, if not better, than a male counterpart, you should be 
given an avenue to voice your thoughts should you not receive the 
same career progression opportunities. This is where I believe gender 
policies would come into play to help improve gender diversity in the 
workforce.

Globally respondents (both male and female) believe that the 
following initiatives will have the biggest impact on gender 
diversity in the workplace: flexible working practices and education 
across the organisation to change workplace culture. What do you 
think about this? 

I agree. Flexible working practices have become increasingly popular 
and are a key consideration for female job seekers when deciding 
whether to join an organisation. Education across organisations to 
change workplace culture is important though I believe this is not 
actively practiced in most organisations in Singapore. Companies 
should work towards these policies to drive gender diversity as 
Singapore will continue to see the growing importance of gender 
diversity in the years to come.

Globally, 64% of respondents, both male and female, think there is 
equal pay between genders. This is the same percentage compared 
to last year. Does this surprise you?

No, it does not surprise me. Pay equality is a big part of gender 
equality and I believe it will take more than a year for perceptions 
to improve. It would be more accurate to look at the results over a 
longer period of time. With the increased focus on gender diversity 
globally, I hope the gap will close in time to come.

The gender pay gap is a hot topic at the moment. In the UK there 
are plans to bring forward rules to make firms with more than 
250 workers reveal whether they pay men more than women. 
What impact do you think this will have on gender diversity in the 
workplace?  

There would be pros and cons to this, with pros being the greater 
transparency and parity between men and women. However, this 
may cause inefficiencies to some extent as it may dilute meritocracy 
in the workforce.

Do you have any advice for female professionals who are in, or are 
looking to work in, a management or leadership role?

Be confident and do not be afraid to speak up. People will naturally 
respect you when you have good ideas and are able to articulate 
your thoughts well. I believe this is the main challenge many female 
professionals face, especially in Asian culture where many of us are 
brought up in non-confrontational environments. 
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INTERVIEW WITH  
A LEADING WOMAN

Ai Lin Tay is General Manager of Global 
Human Resources at NYK Global Liner 
Division and has been in the role since June 
2015. Ai Lin leads the HR function globally 
across five regions including the US, Europe, 
Japan, East Asia and South West Asia & 
Oceania. Before joining NYK, she worked 
at Philips Electronics Singapore as the HR 
Director for Design, Asia and Consumer 
Lifestyle, APAC.

Tell us about your progression into your leadership role?

I graduated from the National University of Singapore 
with a Degree in Business Administration, with a major 
in marketing. Upon graduation I was given a leadership 
role at an organisation in the transport industry and 
headed four departments (HR, Admin, Finance and Driver 
Management). The role provided me with great learning 
opportunities and allowed me to sharpen my skills in 
stakeholder management and networking. I had four direct 
reports and had to manage upwards reporting to senior 
management. This was an excellent challenge for a young 
graduate. My first manager was very supportive and he was 
always willing to share and teach. Being an eager young 
graduate, my senior colleagues gave me a lot of advice and 
many of them became informal coaches.  

After five years in transport, I joined the IT industry and 
was in charge of building the customer care department 
from scratch. This provided me with great experience such 
as implementing new processes to build a new team. After 
two years I joined a US petroleum company as HR Manager.

In 1998, I joined Philips Electronics Singapore. Over the 
next 17 years, I was the HR Business Partner across several 
sectors and functions and started my regional career 
in 2005 with the design function in Asia. I was able to 

learn and grow in Philips and the organisation had good 
talent programmes in place to encourage progression for 
performers. While learning on the job, I also took part-
time post-graduate studies in HRM and compensation & 
benefits.

In June last year, I joined my current company, the Global 
Liner Division, the shipping wing of NYK Group, as the GM 
for Global HR Management. Throughout my career, I made 
a conscious effort to gain experience working in companies 
of various industries and cultures. These included a local 
MNC, a US company, a European company and now a 
Japanese company. 

As we progress into leadership roles it is important for men 
and women to understand that respect and trust have to 
be earned, they are not given. To quote Sheryl Sandberg, 
COO of Facebook, women must lean in and be willing to 
contribute and take ownership of their roles. Confidence is 
key. We must appreciate our abilities and the contributions 
we can make to any organisation. 

Did you always aspire to reach a leadership role in your 
career? 

I am a perfectionist and have always pushed myself. I want 
to contribute and make a difference to the company I am 
working in. Therefore, assuming leadership roles was a 
natural development for me. 

In Singapore 43% of women do not feel they have the 
opportunity in their current role to sufficiently promote 
themselves and communicate their ambitions, compared 
to 46% of men. Does this surprise you?

Women need to be more competitive, it is a chicken and 
egg situation. On the one hand women may feel they 
don’t have the opportunity to express themselves and 
communicate. But how many of us are able to talk to our 
managers freely about our ambitions?

It is important to spend time to think about what we 
want in our career and what we like about our job. I 
strongly encourage employees to make this known to their 
managers at least during performance dialogue. 

When we look at the transport/distribution sector 
globally the percentage for women decreases to 39%. 
What is your experience of gender diversity in this 
industry?

We know from studies and statistics that only 5% of the 
CEOs in Fortune 500 companies are women and only 15% 
of executive positions are held by women. Thus, it is an 
issue faced by all companies and countries globally.

There are three main reasons why we need to consciously 
drive gender diversity. Women are becoming more and 
more educated, with more women holding degrees, 

Ai Lin Tay 
General Manager,  
Global Human Resources
NYK Group – Global Liner 
Division 
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masters and even doctoral qualifications. There is a war for 
talent, so let’s expand our talent pool by including females 
in leadership roles.

Women tend to influence buying behaviours, so it is 
important to have women in business to better target 
customers.

It is also accepted that companies benefit from increased 
organisational effectiveness when they increase leadership 
opportunities for women. Both genders can complement 
each other and devise better business strategies when 
working together. Furthermore, I find that women tend 
to be more ‘in work’ focused and think about connecting 
employees to improve engagement.

Our survey revealed that globally 12% of women feel that 
to be successful they would need to reach an MD/CEO 
position. Compared to 18% of men. Does this surprise 
you? 

Generally women tend to be more conservative compared 
to men, especially in Asian cultures. Men tend to be more 
ambitious, so when comparing one’s definition of success, 
a man is more likely to state MD/CEO. For many women, 
perhaps being a strategist or business partner is enough to 
satisfy their ambition. 

In your opinion is there a difference between how men 
and women plan to progress in their careers? Do you 
think that there are any differences within the transport/
distribution sector?

Though there are some industries such as technology and 
engineering that are male dominated, when it comes to 
career progression, I believe it is more about mind-set 
rather than industry. We can have policies that support 
work-life harmony, but at the end of the day, it is the 
mind-set of managers and incumbents that has to change. 
Support from family is also very important and I was lucky 
to have great support from my family and husband.  

Have you encountered any gender specific challenges or 
obstacles in your career?

When I was younger, I did encounter seniors or expatriates 
who tested my job knowledge and problem solving skills. 
As mentioned, trust and respect have to be earned and 
not given. I am happy to say I managed to earn their trust 
and respect. I am fortunate that throughout my career I 
have been given lots of opportunities to further learn and 
develop myself.

Globally, 44% of respondents said that their organisation 
did not have formal gender policies in place and 28% 
weren’t sure. Are you surprised by this? Do you think this 
is the same in Singapore?

In recent years, there is greater awareness of gender 
diversity and cross generation diversity. Not many 
companies have formal policies in place. Larger global 
organisations are more focused on employer branding 
and do adopt diversity policies compared to smaller 
organisations where this isn’t a priority. Gender diversity is 
about men embracing and understanding women, whether 
he is a husband, manager or co-worker. 

Globally, 45% of women do not think they have the same 
career opportunities as men. What do you think about 
this?

I think career opportunities are about culture and mind-
set; this is why it will be harder to drive gender diversity 

in some countries compared to others. It takes time to 
change stereotypes and perceptions. If HR professionals, 
together with company CEOs and top management, push 
for diversity and inclusion and make it a top priority, then 
change will start to take place. 

As an HR professional, besides focusing on employee 
engagement and talent development, driving diversity 
sits high on my agenda. Though NYK Group is a Japanese 
company, we are also recognising the need for diversity 
to enable us to be a truly global company. Our corporate 
officers in our NYK board in Tokyo were all males and in 
1999, we had our first female corporate officer. A second 
female corporate officer was appointed in June 2015. In 
our liner division, we are making a conscious effort to hire 
more female leaders and develop local successors. 

Globally respondents (both male and female) believe 
that the following initiatives will have the biggest impact 
on gender diversity in the workplace: flexible working 
practices and education across the organisation to 
change workplace culture. What do you think about this? 
What initiatives exist in your company?

I would agree with this to a certain extent but I am a 
believer that change must come from within. Take the 
analogy of hatching a chick. We can’t keep knocking the 
shell of the egg to bring out the chick. The egg will break 
and the chick will not survive! The chick must be ready 
to push from within. I truly believe in this when driving 
cultural change. We can have the best policies in place but 
if men do not embrace them and if women do not step up, 
the policies will not be optimised and we will not see any 
transformation. 

Globally, 64% of respondents, both male and female, 
think there is equal pay between genders. This is the same 
percentage compared to last year. Does this surprise you?

As an HR professional, I make offers and recommend pay 
increases based on job scope, experience and capabilities, 
not based on gender differences. If every HR professional 
and manager practices the same, this percentage is not 
surprising. There is a war for talent so companies will have 
to reward based on merit. This is the only way forward.

The gender pay gap is a hot topic at the moment. In the 
UK there are plans to bring forward rules to make firms 
with more than 250 workers reveal whether they pay men 
more than women. What impact do you think this will 
have on gender diversity in the workplace?  

Gender diversity will not necessarily improve by publishing 
salaries. It is more important that companies are aware of 
a pay gap and make an effort to attract and retain talent 
based on performance. On the other hand, nothing is free. 
To have a better career we simply need to work hard, stay 
current, commit, contribute and be open to trends and 
labour market conditions. This will mean that when the 
right opportunity arises we are in a position to seize it.

Do you have any advice for female professionals who are 
in, or are looking to work in, a management or leadership 
role?

As women, we must step up, stay current, lean in, commit 
and be confident. Seek support from your family, friends 
and colleagues. We don’t have to stick to a set plan, it is 
more important to learn from experience and be able to 
adapt and stay agile. We are not only needed by our family 
and our company but society also needs us!
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Listed below are the main offices for each of our countries of operation.  
To find your local office, please visit haysplc.com

Australia
T: +61 (0)2 8226 9600 
F: +61 (0)2 9233 1110 
Level 11, Chifley Tower 
2 Chifley Square 
Sydney NSW 2000 
info@hays.com.au 
hays.com.au 

Austria
T: +43 1 535 34 43 0 
F: +43 1 535 34 43 299 
Europaplatz 3/5 
1150 Vienna 
info@hays.at 
hays.at 

Belgium
T: +32 (0)56 653600 
F: +32 (0)56 228761 
Harelbeeksestraat 81 
B-8520 Kuurne 
info@hays.be 
hays.be 

Brazil
T: +55 11 3046 9800 
F: +55 11 3046 9820 
Rua Pequetita 
215 – 13° andar 
Sao Paulo, SP 
04552-060 
comunicacao@hays.com.br 
hays.com.br 

Canada
T: +1 416 367 4297 
F: +1 416 203 1923 
6 Adelaide Street East 
Suite 600, Toronto, Ontario 
M5C 1H6 
recruit@hays.com 
hays.ca 

Chile
T: +56 (2) 449 1340  
F: +56 (2) 449 1340 
Cerro El Plomo 5630  
Of. 1701  
P.O. 7560742, Las Condes  
Santiago 
chile@hays.cl 
hays.cl

China
T: +86 (0)21 2322 9600 
F: +86 (0)21 5382 4947 
Unit 3001 
Wheelock Square 
No. 1717 West Nan Jing Road  
Shanghai 200040 
shanghai@hays.cn 
hays.cn

Colombia
T: +57 (1) 742 25 02 
F: +57 (1) 742 00 28 
Paralelo 108 
Autopista Norte # 108-27 
Torre 2 – Oficina 1105 
Bogotá D.C. 
colombia@hays.com.co 
hays.com.co

Czech Republic
T: +420 225 001 711 
F: +420 225 001 723 
Olivova 4/2096 
110 00 Praha 1 
prague@hays.cz 
hays.cz

Denmark
T: +45 33 38 32 00
F: +45 33 38 32 99
Kongens Nytorv 8
DK-1050 København K 
info@hays.dk
hays.dk

France
T: +33 (0)1 42 99 16 99 
F: +33 (0)1 42 99 16 93 
147 Boulevard Haussmann 
75008 Paris 
paris@hays.fr 
hays.fr

Germany
T: +49 (0)621 1788 0 
F: +49 (0)621 1788 1299 
Willy-Brandt-Platz 1-3 
68161 Mannheim 
info@hays.de 
hays.de

Hong Kong
T: +852 2521 8884 
F: +852 2521 8499 
6604-06,66/F, ICC, 1 Austin 
Road West, West Kowloon,
Hong Kong
hongkong@hays.com.hk 
hays.com.hk

Hungary
T: +36 1 501 2400
F: +36 1 501 2402
Bank Center
Gránit torony
Szabadság tér 7.
1054 Budapest
hungary@hays.hu
hays.hu

India
T: +91 124 475 2500 
11th Floor, Building 9b  
DLF Cyber City  
Gurgaon 122002 
hays.com 

Ireland
T: +353 (0)1 897 2481 
F: +353 (0)1 670 4738 
2 Dawson Street 
Dublin 2 
info@hays.ie 
hays.ie

Italy
T: +39 (0)2 888 931 
F: +39 (0)2 888 93 41 
Corso Italia, 13 
20122 Milano 
milano@hays.it 
hays.it 

Japan
T: +81 (0)3 3560 1188 
F: +81 (0)3 3560 1189 
Izumi Garden Tower 28F 
1-6-1 Roppongi 
Minato-ku 
Tokyo, 106-6028 
japan@hays.co.jp 
hays.co.jp 

Luxembourg
T: +352 268 654 
F: +352 268 654 10 
65 Avenue de la Gare
L-1611 Luxembourg 
luxembourg@hays.com 
hays.lu 

Malaysia
T: +603 2786 8600 
F: +603 2786 8601 
Level 23 
Menara 3 Petronas 
KLCC 50088 
Kuala Lumpur 
kualalumpur@hays.com.my 
hays.com.my

Mexico
T: +52 (55) 52 49 25 00 
F: +52 (55) 52 02 76 01 
Paseo de las Palmas 405 
Torre Optima 1 
Piso 10 
Lomas de Chapultepec 
11 000 Mexico DF 
mexico@hays.com.mx 
hays.com.mx 

The Netherlands
T: +31 (0)20 3630 310 
F: +31 (0)20 3630 316 
H.J.E. Wenckebachweg 210 
1096 AS Amsterdam 
service@hays.nl 
hays.nl 

New Zealand
T: +64 (0)9 377 4774 
F: +64 (0)9 377 5855 
Level 12, PWC Tower 
188 Quay Street 
Auckland 1010 
info@hays.net.nz 
hays.net.nz 

Poland
T: +48 (0)22 584 56 50 
F: +48 (0)22 584 56 51 
Ul. Złota 59 
00-120 Warszawa 
info@hays.pl 
hays.pl 

Portugal
T: +351 21 782 6560 
F: +351 21 782 6566 
Avenida da República 
90 – 1º 
Fracção 4, 1600-206 
Lisboa 
lisboa@hays.pt 
hays.pt

Russia
T: +7 495 228 2208 
F: +7 495 228 2500 
Citydel Business Center 
9, Zemlyanoy Val 
105 064 Moscow 
moscow@hays.ru 
hays.ru

Singapore
T: +65 (0) 6223 4535 
F: +65 (0) 6223 6235 
80 Raffles Place 
#27-20 UOB Plaza 2 
Singapore 048624 
singapore@hays.com.sg 
hays.com.sg 

Spain
T: +34 91 456 69 98
F: +34 91 443 0770 
Plaza de Colón 2 
Torre 2, Planta 3 
28046 Madrid 
madrid@hays.es 
hays.es 

Sweden
T: +46 (0)8 588 043 00 
F: +46 (0)8 588 043 99 
Stureplan 4C 
11435 Stockholm 
stockholm@hays.com 
hays.se 

Switzerland
T: +41 (0)44 2255 000 
F: +41 (0)44 2255 299 
Nüschelerstr. 32 
8001 Zürich 
info@hays.ch 
hays.ch

United Arab Emirates
T: +971 (0)4 559 5800
F: +971 (0)4 368 6794 
Block 19, 1st Floor  
Office F-02 
Knowledge Village 
P.O. Box 500340, Dubai 
dubai@hays.com 
hays.ae 

United Kingdom
T: +44 (0)20 3465 0000 
F: +44 (0)20 7510 5050 
4th Floor 
107 Cheapside 
London 
EC2V 6DB 
customerservice@hays.com 
hays.co.uk

USA
T: +1 813 936-7004
F: +1 813 936-2925
4300 West Cypress Street
Suite 900
Tampa FL 33607 USA 
recruit-us@hays.com 
hays-us.com
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