
THE BUSINESS of attracting and retaining
talent in China, the world’s most populous
and fast-growing economy, is proving a
major challenge for employers currently
operating or wishing to expand there.
Notwithstanding contradictory estimates

of the numbers of Chinese college
graduates – some say four to five million,
others put it as high as seven million, there
is general agreement about the shortage
among them of the kinds of skills
multinational companies are looking for.
According to Richard Wellins (pictured

right), senior vice president of
Development Dimensions International
(DDI), the problem is compounded by very
low rates of employee engagement among
Chinese workers (8 per cent as against
approximately 20 per cent in the United
States) and increasing labour turnover
(14-20 per cent as against 6-8 per cent
in the US).
A recent survey conducted by DDI in

association with the US Society for Human

Resource
Management
(SHRM) revealed
61 per cent of
Chinese employees
ready to leave
their positions and
a further 25 per
cent who would
do so if they
could.
Turnover has

become a way of life in China, Wellins
told last month’s SHRM Global conference:
73 per cent surveyed said they had
resigned from their last job and 22 per
cent said they were likely to leave their
current jobs within a year, a figure that
rose to over 30 per cent in respect of
mid-level employees and executives.
However there was a discrepancy

between the factors which HR people
thought mattered to employees and
those employees themselves cited.

For example, HR people ranked
‘opportunities to learn and grow’ and
compensation as respectively 1 and 2 in
terms of importance for employee
satisfaction, whereas employees rated
these sixth and nineteenth!
Most important for employees were ‘a

good manager/boss’ (ranked third by HR
people), followed by ‘an organisation you
feel proud to work for’ (seventh for HR
people).
In fact 72 per cent of HR people

surveyed said they considered retaining
and engaging employees to be a critical
skill but only 41 per cent of them thought
they had mastered it. Moreover 44 per
cent of companies had no means of
tracking the effectiveness of their retention
efforts!
SHRM research director Steve Williams

added that the companies lacked proactive
talent management systems; the business
seemed much too haphazard. He advocated
strong links with colleges and the
development of internship programmes,
holding managers accountable for
attracting and retaining staff by linking
this to their pay and corporate objectives
and implementing a systematic method
of measuring retention, through labour
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The WFPMA is seeking nominations for next
year’s Georges Petitpas Award for an outstanding
contribution to global HR thinking and practice.

What distinguishes Petitpas from the various
national awards for HR excellence, says judging
panel chairman Geoff Armstrong, is the degree
to which the winner has had international impact
and influence.

In addition to people management and
development practitioners, researchers, writers and
teachers, he told WorldLink, the panel welcomes
candidates from both the political and the social
stages who are “taking forward the active
engagement of people in shaping a better world.”

Previous winners have included personnel guru
Dave Ulrich and ILO Director General Juan Somavia,
as well as key players in the development of the
WFPMA and its member organisations.

Criteria that will guide the judging panel,
which is made up of the five continental association
presidents plus Armstrong, include:
� The difference the person and their work has

been seen to have made to the sucess or
effectiveness of one or more employing
organisations

� The degree to which their contribution is readily
recognised by HR professionals around the world

� The extent to which it has advanced the
international state of knowledge and
understanding of people management and
development.

The award of a crystal globe will be presented
to the winner at the World Congress in London,
England, next April.

All entries must be endorsed by one of the five
continental associations in WFPMA membership
and submitted to the Secretariat by 31st August
2007 on this year’s nomination form which can
be downloaded from the Federation website at
www.wfpma.com/paward1.html

Nominations invited for
PETITPAS 2008

China syndrome
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