Paying IT Staff in 2026: A Practical PSLE-Style
Scorecard for CBD and Finance Employers

Master IT Salary Decisions: What You'll Achieve in 30 Days

In the next 30 days you'll build a repeatable system to price IT hires that stops emotional bidding wars, prevents chronic
underpaying, and helps you keep good people who actually meet business goals. You will walk away with:

* a PSLE-style scorecard to rank candidates objectively;

* a clear formula that maps scores to fair base salary offers and total employer cost;

* a short checklist of documents, market benchmarks and legal items you must check before offering pay;
¢ a playbook for negotiating offers and avoiding common mistakes that cost double over time.

This is not theory. It assumes you hire in Singapore CBD/finance, you care about CPF and statutory costs, and you want concrete
numbers you can plug into an offer today:.

Before You Start: Documents, Benchmarks and Tools to Price IT Roles

Get these things ready. Missing one will wreck the calculation or invite HR nightmares.

¢ Job description with clear level (junior, mid, senior, lead) and 3 core responsibilities ranked.

e Market benchmark for the role in 2026 Singapore finance/CBD market. If you don't have a paid survey, use fresh job
boards and recruiter feedback. Typical monthly medians (rule of thumb): junior S$4,500—6,000, mid S$6,000—-10,000,
senior S$10,000—16,000, lead/principal S$16,000-25,000.

¢ Statutory rates and ceilings (CPF employer contribution, Ordinary Wage ceiling, Skills Development Levy). CPF
employer contribution for employees under 55 is roughly 17% on Ordinary Wages up to the S$6,000 monthly ceiling -
check cpf.gov.sg before you finalise offers.

* Bonus policy (monthly, 13th month, discretionary bonus range) and payout timing.

¢ Total-cost calculator (simple spreadsheet) with fields: base monthly, annual bonus, employer CPF, SDL (0.25% of
monthly wages), variable pay pool, equity or RSUs, and one-off hiring costs.

¢ Candidate evidence pack — CV, project portfolio, take-home test results, interview notes, and completed PSLE-style
scorecard.

Tools: Excel/Sheets template, salary benchmark sources, and a basic offer letter template that includes CPF and probation terms.

Your IT Pay Framework: 7 Steps from Scorecard Setup to Offer

Make a system and stick to it. This 7-step roadmap uses a PSLE-like scoring model you can apply across roles.

1. Define four assessment pillars
o Technical competency (equivalent to PSLE Math).
o System design and architecture (PSLE Science).
o Communication and stakeholder management (PSLE English).
o Growth mindset and team fit (PSLE Mother Tongue - cultural fit).
2. Score each pillar using an AL-style scale — ALI to AL8 where AL1 is best (1 point) and ALS is weakest (8 points).
Sum of four pillars gives a score S between 4 (best) and 32 (worst).
3. Normalize performance. Use this formula:

P=(32-S)/(32-4)=(32-1S)/28. Pranges 0 to 1, where 1 is top candidate.



4. Decide your market median M for the role (monthly). Example: senior backend developer median M = S$12,000.
5. Apply a salary multiplier. Base multiplier formula:

Multiplier = Floor + Spread * P. Suggested default: Floor = 0.85, Spread = 0.50. That gives offers from 85% to 135% of
M depending on score.

6. Adjust for urgency and scarcity. Add an urgency factor U (0 to 0.10) based on hiring urgency and market scarcity. If
you are rushing, U = 0.05 to 0.10. If you control the market, U = 0.

7. Calculate employer total cost. Monthly employer cost = Base Salary + Employer CPF (apply OW ceiling rules) + SDL
(0.25% of wages) + estimated monthly share of annual bonuses and equity. Convert to annual for budgeting,

Example calculation

Role: Senior backend developer. Market median M = S$12,000. Candidate scores: Technical AL2 (2), Design AL2 (2),
Communication AL3 (3), Fit AL2 (2). Sum S = 9.

P=(32-9)/28=23/28=0.821. Multiplier = 0.85 + 0.50 * 0.821 = 0.85 + 0.411 = https//www.salary.sg/2026/list-of-
singapore-it-jobs-and-their-salary-2026-a-practical- guide- for-cbd-finance-employers/ 1.261. Offer base = 1.261 * 12,000 =
S$15,132 per month.

Employer CPF: employer pays ~17% on OW up to S$6,000 = S$1,020 for that portion. For wages above S$6,000, CPF
treatment differs and some employers top-up or allocate via Additional Wages. For budgeting, add SDL ~0.25% * 15,132 =
S$38.

Annual base = 15,132 * 12 = S$181,584. Add one-month bonus (common in finance tech) = S$15,132. Total annual cash =
S$196,716. Employer CPF estimate (simplified) = 1,020 * 12 = S§$12,240 plus potential AW CPF contributions. So total
employer cash cost ~ S$208k. Exact CPF depends on wage composition and statutory ceilings.

Score-to-multiplier quick table

AL Sum (S)Normalized PMultiplier (0.85 + 0.5P) 4 (top)1.001.35 120.7141.21 160.5711.14 200.4291.06 280.1430.92 32
(weak)0.000.85

Quick self-assessment quiz

Answer these to see whether to loosen the multiplier or stand firm.

e Hiring urgency: 1 (can wait) to 5 (must start yesterday).
¢ Market scarcity for skill: 1 (plenty) to 5 (rare).
* Internal replacement cost: 1 (easy hire) to 5 (critical person leaving).



Add the three numbers. Iftotal >= 12, add U = 0.08 to your multiplier. If total between 8 and 11, U= 0.04. If<8, U= 0.

Avoid These 7 Hiring Mistakes That Make You Overpay or Lose Talent

Here are the traps that cost money and morale.

1. No consistent scoring — subjective gut calls lead to pay creep. Use the PSLE-style scorecard to justify numbers.

2. Using headline salary without total-cost view — you’ll commit to hidden costs like CPF ceiling anomalies, bonuses
and sign-on amounts.

3. Overbidding early — the first offer sets an expectation. Keep a disciplined band tied to score.

. Ignoring market shifts — tech demand can move quickly; refiesh median M every quarter for critical roles.

5. Paying purely for credentials — certifications look pretty but don’t always move the needle. Score recent impact higher
than distant qualifications.

6. Failing to document negotiations — ambiguous promises create disputes on promotion timing and bonus payout.

7. Forgetting non-cash levers — equity, learning budget and flexible hours can close gaps without inflating fixed costs.

A

Pro-Level Pay Tweaks: Bonuses, Equity, and Career Ladders that Save
Cash

When budgets are tight, structure matters. Here are advanced levers finance/CBD employers use to get results without
unnecessary payroll inflation.

¢ Split fixed and variable — keep base conservative and offer a target bonus (e.g., 20% ofbase) tied to measurable KPIs
like uptime, delivery velocity or business outcomes.

¢ Use probationary adjustments — pay 90% of final offer during probation then bump after signed performance
acceptance. This requires clear sign-off metrics.

e Offer staged increases — smaller mnitial offer + guaranteed raise at 6 months if scorecard metrics are met.

* Equity or RSUs — give equity to align long-term incentives. For finance firms, RSUs vesting over 3 years is common.
Factor dilution into headcount cost model.

¢ Career ladder transparency — publish salary bands per level. This cuts negotiation time and reduces the appearance of
unfairness.

* Time-limited signing bonuses — a one-off sign-on to close a deal is cheaper than a permanent base increase.

Example: Using variable pay to save fixed cost

Candidate expects S$15,000 base. You offer S$13,500 base + 15% target bonus (on-target earnings = S$15,525). If they miss
targets you only pay a portion. This reduces fixed-cost risk while keeping expected earnings competitive.

When Your Scorecard Fails: Troubleshooting Offer Rejections and Salary
Disputes

Even a clean system will hit snags. Here’s how to react fast without breaking the bank.



¢ Candidate rejects offer citing competing salary — ask for the competing offer details. If it's materially higher, ask
whether they can match some non-cash items. If you must move, use a one-time sign-on to bridge the gap instead of
repricing every role.

e Manager wants a higher band — require the manager to present the productivity delta the candidate brings. If evidence
is qualitative, tie the uplift to a 6-month review tied to measurable outcomes.

¢ Candidate disputes score — show the evidence: test results, interview notes, and how each pillar was scored. If the
scorecard lost credibility, revise scoring criteria and re-interview if needed.

* Offer accepted then salary dispute later — maintain written offer terms including CPF, probation bump, and bonus
trigger conditions. Ambiguity is the biggest cause of disputes.

Quick troubleshooting checklist

¢ Confirm CPF and statutory amounts with payroll before finalising offer.
» Keep negotiation terms in writing; avoid verbal "promises".
* Track time-to-hire and offer-acceptance rates by score bucket; if high-rejection in top buckets, your multipliers are off.

Interactive Self-Assessment: Are Your Offers Market-Competitive?

Run this quick nteractive check mentally or in your spreadsheet.

1. Pick a role and set M (market median).

2. Score the candidate S (4 to 32) using AL1-ALS for the four pillars.

3. Compute P= (32 - S) / 28 and Multiplier = 0.85 + 0.50 * P.

4. Ask three urgency questions from the quiz earlier and add U accordingly.

5. Final offer = M * (Multiplier + U).

6. Estimate monthly employer cost = Final offer + Employer CPF (approx 17% up to S$6,000) + SDL 0.25% + monthly
bonus accrual.

Ifthe final offer raises total cost above hiring budget, you have three options: reduce fixed base and increase variable, extend
time-to-hire, or reassess whether the role can be filled internally or outsourced.

Final note

This PSLE-style system forces objective comparisons. It will not remove every negotiation or market shock, and it does assume
you keep median M updated. Use it as a governance tool to stop random pay creep and to defend offers when your finance team
asks why you paid someone S$X. You will make mistakes; make them documented and measurable so the next decision is
smarter.



Want the spreadsheet template and a printable scorecard? Ask and I'll give you a ready-made sheet you can drop into your hiring
process.



