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L LON TITLE. 

"AN EXAMINATION OF RECENT TRENDS IN APPROACH TO H.R.M. 
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PARTICULAR REFERENCE TO THE INFLUENCE OF HONG KONG'S 
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flL PROPOSAL FOR DISSERTATION: 
(AS LODGED 30 AUGUST 1996) 

(TOGETHER WITH NOTIFICATION OF INTENTION TO SUBMIT) 

The specific research question to be addressed in relation to the above 
proposal concerns establishing whether or not the approaches to H.R.M. in 
Hong Kong have changed over the last few years; either as a matter of 
natural development, or in anticipation of July 1997, or through a 
combination of these. 

It is obvious, in this respect, that the cultures of Hong Kong and China are 
quite different in many ways and that the ways of doing business are 
consequently also different. It is then reasonable to assume, therefore, that 
business operators in Hong Kong are aware of these differences, and that 
many would have some contingency planning in place to address these 
issues after July 1997. 

These cultural differences are likely to be evidenced as well in the structure 
of organisations operating in each culture, and in the way in which their 
human resources are managed. 

Whether or not one system of management seems superior to the other is a 
question to be addressed; as also is the matter of, and implications of, any 
change in Hong Kong practices which may have been introduced in 
anticipation of expected changed circumstances prior and subsequent to 
July 1997. 

The purpose of the research is to identify and quantify any such recent 
changes, and to reach appropriate conclusions about their extent, 
desirability and likely effects. These conclusions will later be of practical 
use to the authors of this document in conjunction with their planned future 
vocation in Hong Kong. This includes establishment of a consultancy, 
lobbying and advisory service; to be focussed on international investment 
activities to and from Asia. 

6111  14 
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ABSTRACT: 

Both authors have been quite intimately familiar with Hong Kong for more than 

a decade now, and have a strong, ongoing interest in the future of the Territory; 

particularly in the light of the resumption of rule by China in July 1997. As part 

of a wider interest in the future well being of Hong Kong, the authors decided to 

focus on some aspects of its HRM environment as a dynamic and representative 

example of business community trends. This was chosen in view of the authors' 

belief that 1997 will result in a significant influx of university qualified and other 

PRC nationals into Hong Kong. They surmise further that this may devalue the 

labour market; in terms of wages, conditions, corporate behaviour and a spread 

of qualification pre-requisites down the management chain. 

The aim of the research, therefore, was to look for objective and subjective 

evidence which may prove or invalidate the above premise. A questionnaire was 

presented to various Hong Kong industry representatives; seeking quantitative 

background data on their organisations and qualitative assessments of likely 

trends in the medium term future. Personal interviews of these respondents were 

conducted in Hong Kong during November 1996, concurrent with questionnaire 

completion. In order as well to place findings in an appropriate context, the 

authors also undertook literature and anecdotal research into Hong Kong's past 

history, present culture and business practices. The latter particularly focussed 

on written works concerning HRM in Hong Kong and was then viewed in con-

junction with a general overview of modern, international HRM practices. 
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Conclusions which can be drawn from findings in this regard are that large corp-

orations in Hong Kong are aware of modem HRM practices and are now going 

through a process of natural evolution using such practices where appropriate. It 

was not possible, though, to gain much useful forecasting of expectations from 

this sector as the topic of 1997 was very sensitive. It was evident, however, that 

the influence of the small Chinese family business in Hong Kong was pervasive 

and represented the cultural norm. This sector is unlikely to follow many of the 

Western HRM processes in the foreseeable future except in respect of a need 

for cross-cultural training, as also highlighted by several respondents. It is clear, 

in this regard, that the cultures of Hong Kong and PRC Chinese may share many 

similar roots but there are also many important differences. 

While the research undertaken on this occasion neither proved nor disproved the 

authors' hypothesis, it was valuable in identifying directions for further research 

and means by which data collection may be improved. In view of the sensitivity 

of the topic it is clear that further research should focus almost entirely on an 

objective data base, showing actual statistics over time, so that some reasonable 

statistical projections can be made. Respondents would undoubtably feel much 

more comfortable with such an approach also, and are therefore likely to be 

more cooperative in providing data. 

As an interesting by-product, this research also indicated trends in attitude and 

workforce composition of university graduates, which clearly demonstrated the 

importance of such qualifications in Hong Kong, and which the authors propose 

to make available to the Education authorities there. 

PAGE 6. 
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ILNTRODUCTi[ON: 

0 Background: Hong Kong After 1997. 

On 1 July 1997, after some 99 years as a British colony at its present physical 

extent, Hong Kong will revert to rule by China. Not withstanding the public 

signing of various formal agreements between Britain and the People's Republic 

of China (PRC), the precise form of that new rule remains a largely unknown 

factor even now; only a few months away from that transition. 

Various assurances have been given, however, by Government officials of the 

People's Republic, to the effect that a system of "one country, two laws" will 

apply, and that the status-quo will be largely maintained for fifty years. This 

implies that a capitalist / entrepreneurial business environment, and regional 

financial centre operations, will continue during that period and that it should be 

a case of "business as usual". 

From the authors' personal knowledge of Hong Kong, and in consultation with 

many of its business and other residents, it would seem that almost no-one 

believes any suggestions of a total status-quo. Many do believe though, possibly 

more as an exercise in wishful thinking, that the PRC will keep interference in 

the business environment to a minimum; so as to avoid damage to the "goose 

laying the golden eggs". 

P1&Rc ; 
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Less than twenty years ago the Chinese Government established a new city, 

including a new special economic zone, at the previous small fishing village of 

Shenzhen, which directly abuts the border of Hong Kong's New Territories with 

mainland China. Shenzhen was established to mirror and complement Hong 

Kong and actually now supplies a major part of Hong Kong's daily food, house-

hold goods and water needs. It seems clear, from personal knowledge and from 

discussion with senior Chinese political officials, that China would like to regard 

the whole of Shenzhen and Hong Kong as a combined special economic zone. 

This would at least be to the extent of continuing to develop Shenzhen concurr-

ently with and modelled on Hong Kong, with extensive shipping port, manufac-

turing industries and its own international airport. As well, increasingly, Hong 

Kong and southern China are becoming a single, large, integrated market of 

more than seventy million consumers. 

Whether or not Hong Kong's administration and / or practical operation can or 

will be "expanded" to include Shenzhen formally, or in a defacto manner, is a 

moot point. There is sufficient pragmatism in China though, at some levels, for 

the Government to recognise the practical benefits of "capitalism", and to selec-

tively expose appropriate officials to its "virtues" through their location in the 

various special economic zones in China and to overseas postings. A "captive" 

Hong Kong would continue to be an ideal, and increasingly more attractive, 

training ground for such officials. 

GENZBERGER, HINKELMAN, ET. AL., 1994, PAGE 45. 

k 
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It is firmly believed that the PRC Government will be unable to resist relocating 

many of its brighter, better educated and more business minded officials and 

citizens to Hong Kong for this purpose. Hong Kong employers are then likely to 

be confronted by a growing pool of job aspirants from mainland China, many 

with graduate and post-graduate university qualifications, competing with an 

existing pooi of Hong Kong residents. Even not withstanding that PRC employ-

ees may (at least initially) have much lower salary and condition expectations 

than their Hong Kong counterparts, many employers will feel politically obliged 

as well to discreetly (or overtly) engage in some positive discrimination recruit-

ment practices. 

Not surprisingly, even over the last two years, there is substantial anecdotal 

evidence, from first-hand observations to the authors, that many businesses are 

making a special effort to be seen to be supportive of China and the pending 

change. Stories also abound in the Hong Kong business community, mostly 

without specific substantiating detail, of some business principals expressing 

anti-China sentiments and having their business suffer allegedly as a result of 

pressure exerted by China connections. There is no doubt that there is an under-

lying environment of fear in the Hong Kong business community about what 

1997 will bring, even though the public face shown is normally one of cautious 

optimism about the future. 

Should this scenario of mass relocations to Hong Kong eventuate; the likely 

effects could include a significant devaluation of current salary and condition 

structures. 

PAiE 9 
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It could result as well in a much wider spread of tertiary-qualified employees 

down management structures; also having strategic political implications for top 

management, with some significant shift in culture balance, perceived acceptable 

business practices and work ethics in the business environment. 

It is with these potential dilemmas and complicating factors in mind that this 

dissertation focuses on aspects such as recruitment, salaries, supervision and 

succession planning; and the possible effects on these areas likely to accrue 

from a reversion to rule by China. The insurance industry was chosen as a good 

representative example of big business in Hong Kong, and is an industry with 

which the authors are familiar. This study was originally to have been limited to 

representatives of this particular industry, in order that resulting comparisons & 

analyses of data collected would be consistent and may be more valid through 

comparing like with like. Research was subsequently extended, however, into 

other areas of industry in Hong Kong to provide a wider and more comprehen-

sive overview. 

The research is important as an indicator to those existing and potential future 

business operators in Hong Kong of actual trends in HRM practices in this 

period leading up to 1 July 1997, and of attitudes in the business community to 

likely effects of the resumption of rule by China. Statistical by-products of the 

research will be interesting as well; in terms of identifying various management 

and recruitment approaches, and employee nationality and qualification mixes, 

which may be expected within the Hong Kong business community. 

pRc 1r 
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0 Methods of Research. 

Both authors have been intimately familiar with the Hong Kong business comm-

unity over the last fourteen years in particular. Winnie Chen has worked in Hong 

Kong's insurance industry for some eight years at management levels and, later, 

with a manufacturing, investment and trading company. Alan Sprigg has visited 

Hong Kong in both official & private capacities around thirty five times, mainly 

with delegations seeking to develop trade and investment opportunities, and has 

visited various provinces of China, for meetings with government and corporate 

officials, more than twenty five times. 

Both have actively maintained contacts and friendships with influential people in 

these areas and, therefore, are well aware of the general range of feelings and 

perceptions within the business community about the resumption of rule by 

China. The problem though is that these are perceptions only, and there seemed 

to be a lack of objective data on what effect this may actually be having on 

current business and future planning. 

As an indicator of wider change, it was decided to research specific aspects of 

HRM activity in Hong Kong to see if actual changes were evident. To narrow 

the focus further, and to assist in making the results consistent and manageable, 

it was initially decided to concentrate on one industry; that of insurance (see List 

of Companies at Appendix 1). 

PAGF 11 
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The method chosen to carry out this research was firstly to complement the 

authors' personal knowledge of Hong Kong's business community, and its 

recent social, cultural and political developments, and their studies into man-

agement practices. This was effected by researching various secondary infor-

mation sources. These sources included references on general HRM practices, 

specific further works on the apparent application of HRM practices in Hong 

Kong, and publications which related to the reversion to rule by China and its 

likely implications. 

Such sources provided an expanded insight into what may be expected in an 

examination of the topic concerned, and gave a guide as to what questions 

should appropriately be asked. 

In order to obtain data from primary sources it was decided to develop a comp-

rehensive questionnaire, focussing on recruitment, salaries, supervision and 

succession planning aspects, and seeking a combination of objective and sub-

jective responses. This included thirty seven questions of varying complexity 

and numerous multiple responses such as "how many and why?". A copy of 

this questionnaire is included at Appendix 3. 

The sensitivity of the exercise was appreciated and, to reassure respondents, 

assurances were given of confidentiality. The process was made as personal as 

possible also, with individually addressed letters (see Appendix 2.), multiple 

phone calls, advance fax questionnaire copies and face to face final interviews. 

P&W 19 
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Respondents were told that their replies would still be valuable even if they did 

not wish to answer all questions, and an offer was made to send them a copy of 

the eventual summary of findings if they so wished. 

On arrival in Hong Kong, however, only six insurance company representatives 

were eventually available to complete questionnaires. It was then decided to 

extend the research to include a category of non-insurance industry respondents 

in order to obtain a wider overview of Hong Kong's business community. Resp-

onses from a total of fifteen companies have been summarised at Appendices 4, 

5 & 6; showing statistical results from all industries, insurance and the non-

insurance industries respectively. 

Having summarised and analysed both the statistical and subjective results of 

the questionnaire and interview processes, further reference has then been made 

to secondary data sources. Particular attention is given in this regard to material 

directly relevant to results and responses obtained from Hong Kong interviews. 

Findings have then been presented sequentially in terms of objective outcomes, 

an interpretation of these and of trends which are apparent, and an overview of 

the apparent consistency of those outcomes with generally accepted HRM prac-

tices and current theory. The exercise has then been summarised, with approp-

riate conclusions drawn, and suggestions are offered in terms of uses to which 

this research may be put and of directions for further research. Secondary data 

sources are, of course, appropriately referenced. 

PAGE 13. 
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0 Organisation of the Dissertation. 

Whilst the presentation of this dissertation does not sequentially follow the 

method adopted in its research and compilation it is, nevertheless, structured to 

give the reader a logical flow of information on the background, findings, concl-

usions and suggestions for further research. 

The long title clearly indicates the direction of the research and, when read in 

conjunction with the "Proposal" as originally submitted (Page 4), shows its 

intended purpose and relevance. A brief overview of the whole of this work, and 

its main findings, is included of course in the Abstract at Pages 5 & 6. 

In order to set the scene for the reader, the introduction provides more detailed 

information on the issues which are the subject of this research and a summary; 

both of the method by which the research has been undertaken and of why this 

approach has been adopted. So that the focus of this research may be put into 

some wider perspective, the authors have then provided an introductory over-

view of modem HRM practices, with particular attention to aspects which may 

be relevant to the interaction of different cultures and times of change. 

From an historical perspective, the reader is then given some general 

background on why and how the return to rule by China will take place. This is 

further narrowed by presenting some notes on cultural aspects of Hong Kong, 

and the outcome of some findings about specific HRM practices there, so the 

topic may be placed in that overall context. 

p(cc 1h. 
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The detailed mechanics of data collection, processing and analysis are then 

provided to establish the validity and effectiveness of collection methods used, 

and to indicate the reliability of statistical and other summaries derived from 

data obtained. Actual findings, apparent trends and observations about apparent 

consistency with accepted practices are then offered to the reader; followed by 

an overall summary and conclusions. 

In order, however, that this research may be of practical benefit; which is, after 

all, its primary purpose, suggestions are then offered on how and by whom these 

findings may best be implemented and used. Finally, for those who may wish to 

pursue the subject further, suggestions for complementary and / or additional 

research are made. 

This is so that lessons may be learned from mistakes made to date in approach, 

and from apparent ways in which the topic may be more effectively and 

efficiently approached in the future. 

Documentation used in the conduct of this research, including questionnaire pro-

forma and statistical result summaries, is attached as Appendices. These 

Appendices may be useful to future researchers; as a base from which to pursue 

further study, and in avoiding duplication of effort. Sources of secondary data 

are similarly documented, to assist in further study on this topic. 

PAGE 15. 
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YL REVIEW OF LITERATURE: 

0 Overview of Modern HRM Practices. 

Human Resource Management may be defined as "the management of the 

employment relationship with the purpose of enhancing the achievement of 

organisational objectives and goals". 2  It is particularly important to note in this 

respect that we are talking about the management of the relationship; not the 

management of the employees per Se. This definition also confirms the intention 

of HRM as being goal oriented, and that its objectives should match those of the 

organisation. 

Approaches to HRM have gone through several phases in its development over 

the years; some of which are briefly outlined as follows (using Australia as an 

example) in order to put current practices into some better perspective:- 

Industrial welfare officers appointed in conscripted labour 

factories during WW2.; with an emphasis on social work, community 

welfare and workers' amenities. 

Post-War entry into private industry of many welfare officers 

who were then used to assist in the rehabilitation of soldiers back into 

civilian life and occupations. 

2 CLARK, ROBERT, 1992, PAGE 13. 

PAGE 16. 
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0 Emphasis in the 1950's was on high efficiency as a paramount 

consideration, and the influence of welfare-trained staff declined as 

HRM came to be seen more as an extension of management than its 

previous employee welfare orientation. 

G The 1960's saw a broader meaning placed on HRM by industry 

and commerce, where thought was given to countering high staff turn-

over by better considering employee needs. HRM became a practice of 

managerial behaviour rather than personnel practices. 

9 Recent shifts in emphasis have seen movement away from 

concepts of human relations to one of human resources, where 

employees are regarded as components of corporate costs and 

management is concerned with their economic and effective 

utilisation. The results of this have been a lessening ofjob security 

generally and a response by government to protect employees by 

further regulating the employment relationship. 

The future of HRM is expected to be even more results-oriented 

including, as mentioned later in this Section, such aspects as customer 

based performance measures, and the linking of these with bonus and 

other remuneration arrangements, and an even more flexible approach to 

staffing levels and types of employment conditions. 

In considering an overview of modem HRM practices this must, of course, be 

from an international perspective. 

PAGE 17. 
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In this world of the multinational and global company, frequent international 

travel and contact by company executives, and the normal multi-cultural mix one 

normally encounters these days in almost any company in any country, it is no 

longer appropriate to expect the cultural practices and attitudes of the host 

country only to be adequate or effective. 

While there may be a range of basic rules for effective human interaction in the 

workplace, from a management perspective, these should be taken as a guide 

only and be tempered as necessary, and within reason, to suit the particular 

characteristics of different cultures. Within reason is mentioned as, in the Asian 

sub-continent, for example, it may be normal for a manager to demand that his 

female subordinates to get him a glass of water. It is not up to an Australian to 

say this is right or wrong, in that country, but it is certainly not appropriate 

behaviour in an Australian Public Service office (as once observed by one of the 

authors) and would lead to a predictable response by "junior" female staff. 

Similarly, and even within an Australian office, a culturally aware manager 

would try to avoid direct or public criticism of Asian staff, in deference to the 

significant (and possibly disproportionate to the seriousness of the "offence") 

loss of face which would result. 3  In Hong Kong such a culturally aware 

manager may try to make some allowance for an Australian's directness. 

In the light of these changed environments, therefore, many forward thinking 

firms have ongoing and specific programs of HRM training. 

GENZBERGER, HINKELMAN, ET. AL., 1994, PAGE 173. 

pRc ik 
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These will often include specific tuition on cross-cultural relations and 

implications; especially if the firm has any degree of overseas contact or 

dealings. For any companies with overseas offices or subsidiaries, or those 

planning to invest overseas, such training and the acquisition of an appropriate 

level of in-house expertise becomes absolutely essential. 

Not withstanding all of these above, apparently obvious observations, it has 

been noted that "the most neglected and perhaps most important decisions to be 

made concern the management of the firm's international human resources". 

This is, perhaps not totally surprising, given human nature, whereby people tend 

to see life from the perspective of their own culture, and to judge events and 

situations accordingly. In this increasingly global business environment, 

however, making decisions based on such a limited outlook invites failure. 

Traditionally the management of human resources was regarded, logically, as a 

clear function and responsibility of the firm's personnel department. In this more 

enlightened world though, a wide range of both middle and senior management 

is being drawn into active involvement in this aspect of operations, as this is 

increasingly being seen in terms of "competitive advantage". 

This view has been formally confirmed by specific studies which show there is 

specc convergence in the use of HRM for competitive advantage. 6 ifi  

MENDENHALL AND ODDOU, 1995, PAGE 8. 
MENDENHALL AND ODDOU, 1995, PAGE 12. 

6 MENDENHALL AND ODDOU, 1995, PAGE 13. 

PAGE 19. 
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In this late twentieth century, firms are realising more and more that their succ-

ess is dependent on a successful global presence and this global success is seen 

as being increasingly dependent on effective HRM, which is focussed on the 

international business and cultural environments. 

An interesting analogy given in this respect in Mendenhall and Oddou's text is 

that in the 1980's, when technology and capital became commodities in the 

various domestic markets, these had a significant equalising influence on the 

capacity of firms in those markets. Those which became smarter though, in their 

approach to managing their human resources, achieved a reputation that 

distinguished them from the others and which gave them the necessary comp-

etitive advantage to profit from this. 

Current players on the world business stage are finding similar situations; where 

technology, production systems and products are equally available to almost all 

and where some additional edge is needed. Increasingly they are focussing on 

HRM in order to gain this edge. 

It is further suggested in this regard that these approaches to international HRM 

may be considered in two main components; those being the body of knowledge 

and action:- 

@ that multinationalfirms may use in the allocation, dispersal, 

development and motivation of their international workforce, 

MENDENHALL AND ODDOU, 1995, PAGE 13. 

PACE 20. 
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and 

© which is concerned with the actual staffing and operation of the 

businesses in their overseas offices. 8 

The former focuses on such issues as expatriate assignment, payment schemes 

and repatriation. The latter needs much more detailed consideration; and looks 

at such issues as the understanding of differences in respective cultures which 

are associated with attracting, utilising and motivating individuals in that new 

environment of the overseas office. This extends as well, of course, into the way 

in which the firm and its representatives should interact with officials, residents 

and business contacts within that overseas community. 

Issues as well, such as marketing, advertising, public relations, and social 

obligations etc., are similarly important to understand in local contexts if the 

firm is to survive and prosper in its overseas environment. 

Mendenhall and Oddou also suggest that, in the achieving of this competitive 

advantage, it is useful to break down key HRM policies and practices into five 

major groupings, which include those fitting under general headings of culture; 

organ isation structure; performance management; resourcing; and 

communications & corporate responsibility. 9  Some comment on each of those, 

in terms of modem thinking and approaches, is offered as follows overleaf:- 

8 MENDENHALL AND ODDOU, 1995, PAGE 14. 
MENDENHALL AND ODDOU, 1995, PAGE 15. 

P4(F 91 
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0 CULTURE 

The two main features of this classification are, firstly, the need to create a 

culture of "empowerment" whereby all employees are made to feel where-ever 

possible that they are involved in, and have some responsibility for, the decision 

making processes of the organisation. Secondly, is the promulgation of diversity 

management policies and creating a culture of equality; whereby all employees 

are accorded equal respect. 

0 ORGANISATION STRUCTURE 

This refers to the various formal and informal relationships between the various 

individuals and work units within the organisation. This can take forms ranging 

from hierarchical to horizontal and "organic", depending on the nature of the 

business and the cultural and social environments in which it is operating. It 

would seem, however, that there is a general trend throughout the world away 

from; or at least reducing the number of levels in, the previously traditional 

hierarchical structures. 

0 PERFORMANCE MANAGEMENT 

Performance management links goal setting & rewards, coaching for perform-

ance, aspects of career development and performance evaluation & appraisal 

into an integrated process. 10  The specific aims of this process are to enhance 

customer service, quality of output, innovation and encourage reasonable risk 

taking behaviour on the part of managers in particular to maximise returns. 

10 MENDENHALL AND ODDOU, 1995, PAGE 16. 

PAGE 22. 
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0 RESOURCING 

This aspect focuses on the training, development and appropriate matching of 

employee resources to available technology & processes, and motivational 

enhancements which flow from such appropriate matching and training. The 

need as well to manage workforce size and mix are also necessary aspects of 

this resourcing responsibility. 

0 COMMUNICATIONS & CORPORATE RESPONSIBILITY 

In this context it is the communication philosophy being addressed (rather than 

communications technology) and the way in which responsibility is delegated 

and exercised within the firm. These cover both the internal and external 

capturing and flow of information throughout the organisation, and refer to the 

actual use to which that information is put; as well as the natural empowerment 

which information flows impart when they are appropriately distributed. This is 

an essential part of appreciating the external environment as well in terms of 

considering such issues as labour force quality, legal regulations, environmental 

concerns and social responsibilities etc.. 

Whilst all of the above are currently judged to be important areas of focus for 

firms, it is believed that this will pale into insignificance compared with the level 

of importance reached by the year 2000; especially for firms which operate in 

highly competitive environments. 

p;;ç 9q 
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This is expected to occur both in the light of ongoing advances in technology 

and process structures, and an increasing realisation by businesses throughout 

the world of the importance of their human resources. 11  Apart from flatter 

structures above-mentioned, and increased empowerment and equality, other 

trends becoming apparent in the international HRM scene include greater 

emphases on customer-based measures of performance and consequent 

remuneration, and more flexible and innovative staffing arrangements. It is 

becoming evident as well that most employees respond better to the needs of the 

firm if they are more intimately aware of its corporate strategies, goals and 

objectives. 

Hong Kong is similarly operating in both a multi-cultural and international 

environment; even in terms of itself and mainland China, and would do well to 

learn many of the lessons being promulgated for such circumstances. From the 

authors' own knowledge, many Hong Kong people also view many others, 

including "foreigners" and mainland Chinese, in terms of stereotypes and there is 

considerable prejudice against various other races. 

Perhaps if more Hong Kong citizens and business people tried to view their 

PRC and other counterparts from a "foreign" perspective, and vice versa, there 

would be much less in the way of strained relationships. Being all "Chinese", it 

is even easier for Hong Kong people to only see others from their own cultural 

perspective, and to then fall into the trap of seeing "different" as being somehow 

"wrong", or otherwise unacceptable. 

11 MENDENHALL AND ODDOU, 1995, PAGE 35. 
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In so far as formal research on aspects of international HRM is concerned, it 

would seem that this has "blossomed" in recent years, but this activity has 

tended to concentrate almost exclusively on the area of staffing. 12  The reasons 

given in this regard are mainly that experience has shown the very high cost at 

times of making the wrong staffing decisions. This is not only in terms of wasted 

salaries for non-performers, but also sometimes serious and irreparable damage 

caused to company reputations and profitability through inappropriate 

managerial and other staff behaviour. 

One of two specific aspects which have been generally targeted for this HRM 

research is the question of whether to employ parent company nationals or host 

(or third) country nationals in overseas branches, and the extent of any mix of 

these if this is deemed appropriate. The other area of specific research has 

involved considering the appropriate expatriate selection criteria for such 

overseas postings; both in terms of employee aptitude, experience and overall 

suitability, and that of his or her family, as this can be equally important in many 

positions. 

In so far as the HRM aspect of organisational environments is concerned, it is 

interesting that a publication ten years ago listed six factors deemed essential to 

a healthy organisational climate; at least in a Western business environment. 13 

These factors, as detailed overleaf, remain generally valid today, and are the 

focus of various current readings on modern approaches to HRM recommended 

for current practice. 

12 MENDENHALL AND ODDOU, 1995, PAGE 40. 
13 TIMM AND PETERSON, 1987, PAGE 104. 
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D Developing and maintaining relationships of TRUST amongst 

employees at all levels. 

© Involving employees from as many levels as possible in 

PARTICIPATIVE DECISION MAKING PROCESSES. 

© Encouraging a general atmosphere of SUPPORTIVENESS 

towards all employees and an atmosphere of open discussion. 

® Except as necessary for security, foster an OPENNESS IN 

DOWNWARD COMMUNICATION throughout the firim 

© Encouraging of managers to engage in effective LISTENING 

IN UPWARD COMMUNICATION with open minds .... and... 

© Foster CONCERN FOR HIGH PERFORMANCE GOALS 

in employees throughout the organisation; together with 

showing concern for other members of the organisation. 

Of the above six factors, issues of TRUST were deemed by far to be the most 

important ingredient of a healthy organisational climate. Other cultures, 

however, are likely to evidence different imperatives. 
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0 Reversion to Rule of H.K. by China. 

Dr. Ma Man Kei, Vice Chairman of the 8th National Committee of the Chinese 

People's Political Consultative Committee, offered the following comments in a 

Foreword to the Hong Kong Return to Motherland Commemorative Diary. 14 

"After the end of the Opium War in 1840, by forcing the Ching Dynasty 

with an unequal treaty, Hong Kong was ceded to the British Govern-

ment. Chinese people will not forget this part of the history. Getting back 

Hong Kong is a sacred wish for Chinese people for many years. It is 

until the beginning of the 80 's of this century that the Chinese leader, 

Deng Xiaoping creatively proposed the idea of 'One country, two 

systems'. Based on this principle, Sino-British Governments had reached 

an agreement in regarding Hong Kong 's problem on 19 Dec. 1984." 

This flavour of comment is followed in articles on each of the several hundred 

pages of this "diary" and is particularly interesting in that the list (with photos.) 

of advisers who contributed to the diary includes many of Hong Kong's "who's 

who" of business. Each of these businesses then has its name also printed on the 

cover of individually personalised copies for its clients. 

The approach is very indicative of the present rush in Hong Kong of businesses 

wishing to be seen to be supportive of the return to Chinese rule. 

14 WAHKWONG NEWSPAPER LIMITED, 1995, FOREWORD 
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The Joint Declaration of 19 December 1984 states that Hong Kong will become 

a Special Administrative Region (SAR) of the People's Republic of China, from 

midnight on 30 June 1997, and provides that its lifestyle will then remain 

unchanged for fifty years. It was agreed that the Territory would enjoy a high 

degree of autonomy, except in foreign and defence affairs. It was also agreed 

that, during this fifty years, China's socialist system and policies will not be 

practiced in the SAR. 15  Paramount Leader Deng Xiaoping, whose dream it was 

to see a returned Hong Kong, apparently died on Wednesday, 19 February 

1997. There are some, however, who believe he died some time ago and that the 

PRC Government has only now deemed it opportune to announce this! 

In all of this, however, one cannot help but think of some Australian analogies 

where, for example, a "one country, two laws" proposal has been a recent 

populist philosophy amongst some leading lights on Aboriginal policies. It 

sounds commendable in theory, but the practicalities of combining traditional 

law with English Common Law are such that it is invariably not feasible. One 

also thinks about various innovative Constitutional interpretations by the Comm-

onwealth Government, particularly in respect of external affairs powers, enab-

ling many intrusions into what have otherwise been strictly State affairs. 

Given the PRC exclusion of "foreign affairs" from Hong Kong's autonomy, and 

the Territory's high dependence on foreign trade and financial interaction for its 

day to day viability, China has an obvious loophole anytime it wishes. 

15 HONG KONG 1996, PAGE 402. 
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The Hong Kong business community would also be aware of the ease with 

which official agreements can be interpreted to suit those in power and even 

now, less than five months from reversion, there is still significant uncertainty 

about many visa, residency, passport and capital repatriation issues. 

Similar uncertainty also exists in respect of the extent to which recent trends and 

advances in democracy will be allowed to continue, and it seems clear that the 

whole of the present Legislative Council will be effectively abolished. The 

counterpart, non-elected one will apparently take over until new "elections" can 

take place, under PRC oversight, for a new Legislative Council. This is in spite 

of provisions included in the PRC proposed Basic Law for Hong Kong (of 1990) 

which "calls for both a more direct way of electing (the Legislative Council) and 

for giving that body greater powers." 16 

The Basic Law itself is an interesting exercise in negotiating cross-cultural 

agreements through its two potentially conflicting aspirations; those being "the 

preservation of the common law and the primacy (or at least equality) of the 

Chinese language. 17 

By this it is meant that the English language embodied in common law is full of 

nuances and particularly English meanings and concepts. Its translation into 

Chinese, which is a culture with its own separate picture of the world, has a 

strong probability, therefore, of losing or distorting its original meaning. No 

matter how expert the translation is, examples of semantic-syntactic gaps clearly 

demonstrate that symmetry rarely exists between languages. 18 

16 GENZBERGER, H1NKELMAN, ET. AL., 1994, PAGE 19. 
17 WACKS, RAYMOND, 1993, PAGE 190. 
' WACKS, RAYMOND, 1993, PAGE 201. 
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In terms of an historic overview, Hong Kong was actually founded as a settle-

ment under the British flag in 1841 and its major asset then was a "fine and 

sheltered anchorage". 19  Even now, however, Hong Kong is still described as a 

tiny entity with no resources other than its harbour and its geographic location 

on China's coast. 20  Victoria Harbour was strategically located on the Far East 

trade routes and soon thereafter became the hub of a rapidly expanding entrepot 

trade with China. By the end of the 1800's the British dominated Canton's 

foreign trade, but there was considerable conflict between the respective 

cultures; each of whom appeared to regard themselves as being the more ( or 

only) civilised party. 

Much of this trade also concerned opium and, as mentioned above, conflicts in 

this regard caused a threat of, and then some actual, hostilities between China 

and Britain. As an alternative to constrained living in factory area compounds 

near Canton (now Guangzhou), Britain demanded either a commercial treaty to 

put trade on an equal footing or the cession of a small island where the British 

could "live under their own flag, free from threats". 21 

An armed "expeditionary force" arrived from Britain in June 1840 to back up 

this demand. Hong Kong Island was subsequently ceded to Britain on 20 

January 1841 under the Convention of Chuenpi. Neither party was happy with 

the terms of this convention though and, after further hostilities including a 

threat to assault Nanjing in 1842, an extended treaty was signed. 

19 HONG KONG GOVT. [NFO. SERVICES DEPT., 1995, PAGE 404. 
20 GENZBERGER, HINKELMAN, ET. AL., 1994, PAGE 1. 
21 HONG KONG GOVT. INFO. SERVICES DEPT., 1995, PAGE 405. 
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There was ongoing tension between Britain and China resulting in renewed 

hostilities in the 1850's and, after further armed incursions, Britain was offered a 

perpetual lease of the Kowloon Peninsula on the mainland. After the Conven-

tion of Peking in 1860, however, this was then also ceded outright to Britain. A 

period of relative calm then followed until the defeat of China by Japan in 1895, 

and China's subsequent rescue by Europe from the worst consequences of this. 

As a result of this Britain sought further extensions of its land holdings and, on 

June 9, 1898 was granted a 99 year lease over what is now known as the New 

Territories; extending to the Shenzhen River. 22  Part of Kowloon City stayed 

under Chinese control for a while, but in December 1899 the British also took 

unilateral control of this remaining portion. These New Territories were 

declared to be part of the overall territory of Hong Kong, but were administered 

separately from the urban areas of Kowloon and Hong Kong Island. 

It is important to note from the above that, in effect, it is only a part of the total 

"Hong Kong" which was finally subject to the 99 year lease. The New 

Territories may well be useful to Hong Kong for residential expansion (with a 

population of some 2.4 million in the 1991 census) 23,  and some agricultural and 

industrial developments, but the main economic engines of Hong Kong are 

Kowloon and the Island. This is a source of much bitterness amongst many 

Hong Kong residents who felt that Britain had no right to throw them all to the 

tender mercies of the PRC. 

22 HONG KONG GOVT. INFO. SERVICES DEPT., 1995, PAGE 406. 
23 GENZBERGER, HINKELMAN, ET. AL., 1994, PAGE 142. 

P1R $1 



GBB 530 MBA DISSE1TAT10N WINNIE CI{EN & ALAN SFRIGG 1997 

Britain was only obliged in theory to return the New Territories to China, and 

even resistance to this would probably not have caused world indignation. Many 

residents felt they had a right to be treated the same as other British colonies, 

and had aspirations to independence if Britain wished to withdraw. 

A sense of betrayal and abandonment followed Britain's "magnanimous" offer 

to include the Island and Kowloon in the return package to China. Adjectives 

such as fearful, subdued, resigned, confused and angry all appropriately describe 

the feelings of Hong Kong citizens about the pending change, and these feelings 

must also be reflected in business attitudes and processes in anticipation of this. 

As a matter of interest as well, however, there is no doubt that China could have 

held Hong Kong to ransom at any time for many years now, without any need 

for military intervention, as Hong Kong's six million people are totally depend-

ent on China for around ninety percent of their daily food requirements and a 

majority of house-hold needs. 

Of more critical interest though is the fact that most of Hong Kong's water 

supply has been piped for many years now from a reservoir near the border but 

actually located within Shenzhen, and there is virtually no water holding area 

within Hong Kong. China's ultimate sanction on the question of Hong Kong has, 

for a long time, been simply to exercise its simple physical ability, if not its legal 

right, to turn off the tap! 

T1 
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0 Notes on Cultural Aspects of Hong Kong. 

The Hong Kong Chinese may not be considered by some as "overseas Chinese", 

given their proximity and physical connection with China. After some one 

hundred and fifty years as a British colony though it is evident there are many 

cultural differences (and similarities) between Hong Kong citizens and the main-

land Chinese. Hong Kong's present population is in the order of six million; the 

vast majority of whom (over ninety eight percent) are Chinese; with most of 

these being Cantonese. 24  Some sixty percent of the population is "native born". 

It is suggested as a general observation though, that "British colonialism is best 

characterised by its non-interventionism", unlike the high degree of nationalism 

instilled by the French, for example, in their colonies. 25  In spite of such intent-

ions, however, some cross- fertili sation of both cultural outlooks and charact-

eristics was inevitable; with a British Government, an English legal system, 

English as the official language, and as a result of contracted British public 

works influencing almost every previous major infrastructure development. 

Even the M.T.R. trains are all clearly "Made in England". To counter or balance 

these and other influences there is actually a "Recreation and Culture Branch" 

(RCB) of the Hong Kong Government, but its style of operation and pro-activity 

is said to be quite weak. 26  Perhaps though, as in many things, this is simply one 

more example of the general non-interventionist nature of the government in 

Hong Kong. 

24 GENZBERGER, H[NKELMAN, ET. AL., 1994, PAGE 3. 
25 CHENG AND LO, 1995, PAGE 528. 
26 CHENG AND LO, 1995, PAGE 536. 
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As indicated at 0 of this Section, concerning the reversion to Chinese rule, the 

colony was acquired by Britain through force. Especially since conclusion of the 

Second World War, however, Hong Kong has been prospering under a regime 

of low taxation and of minimalist government intervention in business. Personal 

tax rates average 15% , companies pay some 17.5% (less a range of generous 

deductions) and there is no with-holding tax on interest or fringe benefits tax. 27  

It became "a prominent exporter and trader in the world economy, and 

justifiably claimed to be the financial capital of Asia." 28  

Hong Kong's success was first given real impetus by industrialists, fleeing 

Shanghai after the Communist victory in China's civil war of the late 1940's. 29 

There were then later, ongoing desertions from China of business people, intell-

ectuals and others who were being persecuted by Mao's Red Guards but overall, 

achievements were made possible as well by the British and their systems of law 

and administration and their attitudes to business. Hong Kong now is the tenth 

largest trading economy in the world and its trade has consistently grown at an 

average annual rate of around twenty percent since 1982 30  and it is the primary 

broker for trade with China. The affluence in Hong Kong runs as well through 

the whole society, and is clearly manifested in high levels of mass consumption; 

oriented towards luxury goods and services, intensive media exposure and a 

proliferation of Chinese culturally based entertainment. 31  The latter includes 

prosperous music, film, television and live theatre industries. 

27 GENZBERGER, HINKELMAN, ET. AL., 1994, PAGE 45. 
28 HICKSON AND PUGH, 1995, PAGE 170. 
29 HICKSON AND PUGH, 1995, PAGE 170. 
30 GENZBERGER, HINKELMAN, ET. AL., 1994, PAGE 1. 
31 CHENG AND LO, 1995, PAGE 530. 
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In their book "Management Worldwide", Hickson and Pugh also suggest that a 

further important reason for Hong Kong's outstanding success is the nature of 

the Chinese businessman and his family. (See also Redding, G. The Spirit of 

Chinese Capitalism, 1990) The small Chinese firm is world renowned as well 

for its adaptability and, based firmly under such family control, does not tend or 

need to expand along the Western models of "increasingly professional and 

bureaucratic management and structure". 32  It also does not generally follow the 

frequently seen Japanese model of large conglomerates linked together. As a 

matter of interest, a graphical example of the "Spirit of Chinese Capitalism" as 

provided by Redding & Hsiao, in an article of 1990 titled "An Empirical Study 

of Overseas Chinese Managerial Ideology" is reproduced at Appendix 7. The 

same authors, in findings under the same title, also offer a summary of the ten 

principal characteristics of a Chinese family business, and these are reproduced 

as well for information at Appendix 8. 34 

The most often encountered expansion of such small firms in Hong Kong takes 

the form of proliferation, rather than growth, per se. A network of similar small 

businesses, controlled by other members of the family or close friends, tends to 

develop and flexibly move into and out of different markets as circumstances 

dictate. Funding for such expansion is rarely obtained from traditional banking 

sources but, rather, is normally sought from other family members or the very 

expensive, but unofficial, "curb markets". 31 

32 HICKSON AND PUGH, 1995, PAGE 170. 
33 BLUNT AND RICHARDS, 1993, PAGE 176. 
34 BLUNT AND RICHARDS, 1993, PAGE 182. 
35 BLUNT AND RICHARDS, 1993, PAGE 59. 
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Most such firms as well are too small to be directly associated with famous 

brand names, and most in the manufacturing sector are associated with the 

intermediate stages of processing, or the supply of components. In Hong Kong 

for example, in the plastics manufacturing industry alone, there are over fifty 

five thousand firms now operating; most of which have much less than fifty 

employees. 36 

Thus, these Chinese businesses have spread throughout many of the societies in 

which overseas Chinese have settled, and their combined wealth and contrib-

ution is quite enormous. The nature of their operations, however, is such that 

they are rarely well known outside of their own community and are rarely active 

in political or other public affairs. Their success is apparent though to others in 

the business community, especially after a little specific research into the extent 

of their activities and an extrapolation of likely combined turnovers. 

In many countries this has been a source of jealousy and has lead to much ill 

feeling and discrimination by local governments and indigenous peoples. 

Particular examples of very strong overseas Chinese influence on business 

communities can be found in Malaysia, Indonesia, Timor, Thailand and the 

Philippines, and in various other places. Indeed, the expatriate Chinese family 

business can be said to be "the dominant unit of economic action (in) most South 

East Asian countries." 37 

36 GENZBERGER, HII'JKELMAN, ET. AL., 1994, PAGE 75. 
37 BLIJNT AND RICHARDS, 1993, PAGE 57. 
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In response to this situation, the governments of Malaysia and Indonesia are 

especially well known for their overt discriminatory policies against their ethnic 

Chinese business communities (and other non-indigenous residents); not 

withstanding frequent criticism by the former of Australia's alleged racist 

attitudes on a range of issues. 

For the purpose of comparing the traits and inclinations of different cultures a 

well known researcher and writer on organisation theory, named G. Hofstede, 

developed a series of tables of different cultural characteristics. These tables 

were drawn from IBM data bases which held information on a large number of 

IBM employees in those various countries, as a result of surveys, conducted 

over seven different occupation categories in 1967 / 69 and 1971 / 38 The 

tables include data obtained from some fifty three countries, resulting from some 

seventy two thousand completed questionnaires. 

While this was the largest study of organisations and their personnel ever carried 

out, 39  there are some obvious and unfortunate omissions though, such as China 

and the (then) USSR, simply because IBM did not have any employees there to 

survey at that time. 

One of the "countries" surveyed was Hong Kong though, and the following 

extracts from Hofstede's resultant four tables are presented, together with details 

of some other cultures, to place the Hong Kong results into context as follows:- 

38 HICKSON AND PUGH, 1995, PAGE 22. 
39 HICKSON AND PUGH, 1995, PAGE 22. 

PAGE 37. 



GBB 530 MBA DISSERTATION WINNIE CHEN & ALAN SPRIGG 1997 

llOf$'TEQES TABLES 

POWAR.  DISTANCE 
'I HIGH POWER DISTANCE 

MALAYSIA 104 
HONG KONG 68 
AUSTRALIA 36 

ISRAEL 13 

LOW POWER DISTANCE 
Source: Hofstede, G. 1980 and 1991 

INDIVIDUALISM  IVI 

INDiVIDUALISTIC 
 

U.S.A. 91 
JAPAN 46 

HONG KONG 25 
INDONESIA 14 

COLLECT!VISTIC 
Source: Hofstede, G. 1980 and 1991 

MASCULLNITV 
JAPAN 95 

AUSTRALIA 61 
HONG KONG 57 

SWEDEN 5 
- 

FEMINiNITY 
Source: Hofstede, G. 1980 and 1991 

UNCERTAINTY AVOIDING 
GREECE 112 
JAPAN 92 

HONG KONG 29 
SINGAPORE 8 

UNCERTAINTY TOLERATING 
Source: Hofstede, G. 1980 and 1991 
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One table which, perhaps, could do with some further comment is that which 

deals with the question of "Power / Distance" (PD). This index was developed 

to show the extent to which subordinates feel afraid to disagree with their 

superiors and the extent to which such subordinates actually prefer their 

superiors to be directive, rather than consultative, in management style. 40 

Thus top managers in Malaysia, for example, act autocratic and paternalistic, 

and show external trappings of wealth and power, and are expected to act that 

way. Similar such behaviour in Australia though, is totally unacceptable and 

would cause immediate industrial problems in the workplace. 

Hong Kong's higher PD rating (68) than, say, Japan (54) and Taiwan (58) is 

suggested to be attributable to its status as a colony, and to previous imperial-

istic influences associated with this. 41  It is important as well, in considering all 

the above tables, that one should not be judgemental and suggest that higher or 

lower "scores" have some "better" or "worse" meaning. These different cultures 

are simply different. It is similarly important to also remember, however, that the 

above scores are generalisations only, and that there are behaviour ranges, from 

one extreme to the other, which can be found in individuals and sub-groups of 

any culture. 

Not withstanding these important qualifications though, it is still reasonably 

possible to assess in advance, from Hofstede's findings, the type of business 

structures, management styles and corporate cultures which are likely to be 

encountered and most successful in a given country. 

40 HICKSON AND PUGH, 1995, PAGE 23. 
41 HICKSON AND PUGH, 1995, PAGE 23. 
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This is particularly important to multi-national companies looking to establish 

overseas, as their traditional structures and management styles may be totally 

inappropriate in some other countries, and destined therefore to result in failure. 

Paternalistic and personalistic are therefore adjectives which are appropriate to 

describe Hong Kong's characteristic Chinese small businesses, and this is con-

sistent with its high power distance and generally collectivistic culture which has 

its roots in the traditions of mainland China. The owner is often the head of the 

family and he manages the business through direct personal involvement; acting 

like a "benevolent autocrat". 42 

Benevolence is offered in return for loyalty. This open paternalism does not 

have the stigma which might be attached to it in many of the more individualistic 

cultures though, and it is simply expected in Hong Kong that family members 

and friends will be "looked after". At the same time though this is not blind 

nepotism, as the abilities of such family members and friends is seriously taken 

into account in the allocation of senior or managerial roles. 

The typical heavy reliance on personal relationships results in low levels of 

formalisation and specialisation, rather than a proliferation of bureaucratic 

controls in the business environment. Accordingly, documentation such as 

written instructions, procedure manuals, reports, etc. are kept to a minimum; as 

also are the administrative sections and departments, found traditionally in 

Western corporations, which normally generate such paper work. 

42 HICKSON AND PUGH, 1995, PAGE 171. 
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Activity of a standardised nature is similarly less common, thereby resulting in 

fewer routine procedures, and there are normally less ancillary departments than 

are found in Western counterparts, such as those focusing on R&D, labour 

relations, public relations, and market research, etc.. 43 Some Hong Kong 

Chinese even now still view written contracts as more of a loose commitment to 

do business than a legally binding agreement, and they often see personal 

commitments as being much more important. An appropriate general obser- 

vation of Hong Kong business practices is that its economic ambience is quite 

cut-throat, but it is basically honest and that its practitioners are said to be 

" 41 always in a hurry and cutting corners to get the deal done." 

Personal links, normally on an informal basis, between the owner and other 

businessmen throughout the community, and the establishment of trust, are very 

important to the conduct of business in Hong Kong. In some of the larger firms 

though, such links may also be evidenced by the exchange of directorships in 

respective companies; "following personal networks rather than financial inter-

ests as in the West". 46  The average businessman in Hong Kong will also be 

active in the community through membership of various business and social 

associations and through regular attendance at social venues (such as the Jockey 

Club, Kowloon Club, Yacht Club etc.) where it is important to be seen to be 

mixing with the right people. From a management perspective, however, this 

small scale flexibility and an accessible boss can also have significant down-

sides; with frustrated middle managers having to refer all decisions to the top. 

43 HICKSON AND PUGH, 1995, PAGE 172. 
44 GENZBERGER, HINKELMAN, El. AL., 1994, PAGE 140. 
45 GENZBERGER, HINKELMAN, El. AL., 1994, PAGE 7. 
46 HICKSON AND PUGH, 1995, PAGE 171. 
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This limits opportunities for job satisfaction through meaningful contribution to 

the firm's success, and lower level (non-family) employees are even less likely 

to feel any degree of commitment to the firm. 47  The strong hands-on control 

exercised by owners of such businesses also effectively limits their potential 

growth 48  as there are only so many hours in the day, and too large a business 

would be physically impossible to control. It is suggested on balance, though, 

that this style has been successful overall. As a final overview of the Chinese 

family business, from a cross-cultural point of view, the following table high-

lights specific areas of difference likely to be noticed in comparing these with 

those structures normally found in some other cultures:- 

IENTER USEE iSL*tIRES 1______ 
LARGE 

JAPANESE 
ENTERPRISES 

KOREAN 
CHAEBOL 

CH1NESE 
FAMILV 

BUSINESS 

U.S. 
DIVERSIFIED 

CORPNS. 

ENTERPRISE SPECIAILISATION 
AND DEVELOPMENT  

BUSiNESS SPECIALISATION HIGH LOW HIGH LOW 
RELATIONAL CONTRACTING HIGH LOW MEDIUM LOW 
EVOLUTIONAR' STRATEGIES HIGH MEDIUM MEDIUM LOW 

AUTHOR1TV, LOYMTY AND 
THE DIVISION OF LABOUR  

PERSONAL AUTHORIfl' LOW HIGH HIGH LOW 
ENTERPRiSE LOYALTY HIGH MEDIUM MEDIUM LOW 
ROLE INDIVIDUATION LOW LOW LOW HIGH 

ENTERPRiSE COORDINATION  

HORIZONTAL COORDINATION HIGH LOW MEDIUM LOW 
VERTICAL COORDINATION HIGH HIGH LOW LOW 

Source: Whitley, R.D., Eastern Asian Enterprise Structures.  49 

47 HICKSON AND PUGH, 1995, PAGE 174. 
48 BLUNT AND RICHARDS, 1993, PAGE 58. 
49 BLUNT AND RICHARDS, 1993, PAGE 66. 

PA(sc Jj9) 



GBB 530 MBA DISSERTATiON WINNIE CHEN & ALAN SPRI&(i 1997 

0 HRM Practices in Hong Kong. 

An observation about Hong Kong, which generally coincides with the authors' 

views, is that typical expectations included descriptions such as "fast-paced, 

strong work ethic, long hours" etc. and that these expectations usually then 

matched eventual actual findings. 50 

Views were expressed by Westwood and Leung (1992) in the same article that, 

in fact, Hong Kong people may even work harder than expected and there was, 

as well, a higher than anticipated commitment to tasks. The article then goes on 

to imply though that these long hours may not, however, be as productive as 

they might be! 

Westwood and Leung suggest that not withstanding a long period of colonial 

rule, and a multitude of foreign influences, Hong Kong remains intrinsically 

Chinese and "deep aspects of Chinese culture persist". They suggest also that, 

even beyond the Chinese connection, the particular environment in Hong Kong 

may have created a quite unique combination of organisation and management 

structures and philosophies which "outsiders" may find much difficulty in prop-

erly understanding and relating to. 51 

Various other relevant observations arising from a 1992 survey conducted by the 

above, which seem consistent as well in part with some other published findings 

about Hong Kong Chinese, are as follows overleaf in point form:- 

50 HONG KONG BAPTIST COLLEGE, 1992, PAGE 160. 
51 HONG KONG BAPTIST COLLEGE, 1992, PAGE 161. 
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Minority adverse findings included feelings that Hong Kong people work 

hard but not smart; evidenced by late starts, long breaks, poor notion of service 

& quality, difficulty in prioritising. A strong work ethic was not evident in the 

public sector, they need strong financial incentives to work hard, they seem 

unwilling to take initiative, are often risk averse, lack creativity & vision, are 

generally inflexible, rule-bound, procedure-driven, and they resist change. 

On questions of face; suggested general inability to challenge or even to 

question authority, or to confront or to be confronted (with Westerners in Hong 

Kong conversely being uncomfortable with Chinese aloofness, their seeming 

lack of open discussion and ritual meetings where all was decided in advance). 

Westerners, by comparison, could easily appear to the Chinese to be too direct, 

very abrasive, and confrontational. 

On questions of authority, there was an inherent respect for seniors and, 

with the personality of leaders, things seemed to depend on the individual style 

and whims of those leaders; with systems often referring to "headship" rather 

than "leadership". Systems tended to be more informal than formal. 

On questions of communication, there was a strong feeling that there was 

a lower level of communication in the Chinese working environment, and that 

useful information was often withheld intentionally, and then selectively used as 

a form of power play. 
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I The cognitive style of Chinese was also thought to be different to many 

Westerners; with different styles of decision making, problem solving & lateral 

thinking. (Other studies in this regard also suggest that an inherent respect for 

seniors and teachers, unquestioning acceptance of tuition, and basic school 

learning by rote may all contribute to less flexibility generally evidenced by 

Asians in pursuing innovative thought processes.) 

Sexism and discrimination in Hong Kong are interesting in that, whilst 

Chinese culture is strongly patriarchal, there is still much equality in the work-

place; perhaps as a result of living in a hard environment, combined as well with 

the typical Chinese pragmatism. Hong Kong society is still very much male-

dominated but, in the workforce, if women can do the job they will often be 

given a fair chance to participate in that environment at senior levels. 

Many of the above, negative observations do not, however, seem to coincide 

with the high degree of success achieved by the Chinese in Hong Kong in the 

private sector. In so far as the specific focus of this research is concerned, 

however, available literature also indicates that Hong Kong is quite unique in 

various respects. Situations seem to prevail there which, because of its history 

and combination of cultural influences, do not fit the "normal" stereotype of 

pure Confucian and traditional Chinese influence on their business practices. 

Particularly in the light of formal Sino-British Declarations in 1984, relating to 

the proposed reversion to rule by China in 1997, the Hong Kong business and 

general communities have become even more artificial. 
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There has been much pre-occupation with attempts to protect capital, through 

company head office "relocations" and wholesale overseas immigration applic-

ations, and a noticeable hastening of effort to maximise profits while it is 

possible to do so as no-one can be sure of what will happen after July 1997. 

It is interesting to note as well, in terms of immigration activity, that many of the 

business patriarchs have retained their Hong Kong identity, and the focus of 

many overseas applications has been for their children; thereby covering as 

many bases as possible. A large number of those successful overseas passport 

applicants have also been returning to Hong Kong over the last few years, 

having now reasonably secured their residency and their capital, to participate in 

what may be the final "feast" of business activity up until the end of June 1997. 

All of this must also have a significant effect on the way in which business is 

conducted, externally and internally; including the way in which their employees 

are treated and how those employees then react in this heated and artificial 

environment. 

RECRUITMENT PROCESSES 

As a first indicator that the approach to HRM in Hong Kong may differ to that 

normally observed in "Western" business environments it is noted that less than 

half of businesses in Hong Kong conduct formal job analyses for their employ-

ees. 52  A job analysis is, of course, a procedure followed in order to determine 

the duties and skills requirements of a particular job, and which indicates the 

type of person who would be best suited to that job. 

52 BANNISTER, CHAN, ET.AL., 1996, PAGE 25. 
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Whilst formal such analyses may not be essential, as presumably the forty plus 

percent which do not use them are not all failures, they are nevertheless a logical 

tool which can assist in maximising the use of available resources, and in match-

ing appropriate employees to respective duties in the processes of promotion 

and recruitment. 

As suggested elsewhere in this exercise though, Hong Kong business people are 

often too busy getting on with the job of making money to be too bothered with 

many of the management approaches which seem to pre-occupy those in the 

West. The authors have observed as well that it is most unusual to see compan-

ies in Hong Kong becoming heavily involved in developing formal mission, goal 

and objective statements etc. to the extent which is popular now, for example, in 

Australian management approaches. 

Feedback from such Hong Kong managers is to the effect that they know what 

they are supposed to be doing, and that they would much rather be doing it than 

talking about how to do it! 

Traditionally, and in Hong Kong as well, existing employees are often the most 

significant source of firms' appointees; particularly in respect of management 

positions. There are numerous good reasons for this; including better staff 

motivation, enhanced morale and loyalty, efficiencies through lower staff turn-

overs and retention of training resource expenditure, reductions in training & 

needs for orientation, and better reliability by employing known performers. 

53 BANNISTER, CHAN, ET.AL., 1996, PAGE 31. 
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Such appointments are also frequently faster and much cheaper than pursuing 

external recruitment options. Two quite notable disadvantages of internal 

promotions, however, are the possibility of discontent among those not being 

selected for promotion (which may happen in any event) and, much more 

importantly, the risks which can accrue from the concept of "inbreeding" or lack 

of fresh blood and new ideas. 54 

In pursuing external sources for recruitment, Hong Kong employers utilise:- 55  

Recommendations by present employees or employers ' own 

acquaintances; 

Unsolicited applications; 

Direct links with universities, colleges and schools; 

Local Employment Service Offices under the Employment 

Services Division of the Hong Kong Labour Department; 

Professional bodies ' appointment services; 

(t) Private employment agencies; and 

(g) Advertising; 

....all of which may be divided into two classes; those which are inexpensive but 

offer limited choice, viz (a) to (e), and those which are quite expensive, but 

which then result in a wide range of choice (of unknowns) viz (f) and (g). 

54 BANNISTER, CHAN, ET.AL., 1996, PAGE 31. 
55 BANNISTER, CHAN, ET.AL., 1996, PAGE 32. 
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Recommendations and referrals are very popular in Hong Kong and this is 

sometimes encouraged by payment of "spotters fees" to staff as a reward for the 

introduction of a good recruit. 56  It is observed that, while this gives a limited 

field of choice, it costs very little and the candidates are often of good quality as 

existing staff are unlikely to recommend poor performers. 

This particularly suits Hong Kong as well as this is a very collectivistic society 

which relies heavily on the extended family concept. Given as well that more 

than eighty percent of Hong Kong companies employ less than twenty staff, 

such a method of recruitment for small organisations appears to be both efficient 

and effective. 

Unsolicited applications can also be a useful and cheap source of potential new 

employees but such applicants are of varied quality. Good connections are main-

tained with schools and universities, particularly by the larger Hong Kong emp-

loyers, but candidates are normally only available through this source once a 

year; which does not suit ad hoc recruitment requirements. 

Hong Kong's Labour Department offers free placement services and seems 

quite active; with a network of ten offices throughout the Territory. Employers 

find this service particularly attractive; not only because of its nil cost, but in 

view of the time saved by otherwise having to screen sometimes thousands of 

applicants for advertised vacant positions. Labour Department screening reduces 

this to much more manageable numbers.  57  

56 BANNISTER, CHAN, ET.AL., 1996, PAGE 32. 
57 BANNISTER, CHAN, ET.AL., 1996, PAGE 34. 
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This government service seems especially to suit positions related to production, 

clerical and service (waiter, etc.) areas. For more qualified requirements, many 

employers may look to utilise professional bodies; but these normally prefer that 

employers place advertisements in their journals rather than those bodies trying 

to provide an employment service per Se, as this would need both careful and 

expensive administration. 

Private agencies provide a much more formal, comprehensive and expensive 

service to employers. These are normally found in three main categories; those 

being Office Staff Employment Agencies, Selection Agencies for Senior Staff 

and Headhunting Services. All of these are reasonably expensive and are norm-

ally related to a percentage of salary (10% up to 30%). While these agencies are 

often successful in placing reasonable candidates they also have various disad-

vantages; including a lack of detailed knowledge of the employer's business and 

frequent lack of following up and validating their selections. This lack of valid-

ation processes often precludes possible service improvements and perpetuates 

any flaws in existing processes. 

Headhunting can also be valuable but there are many potentially dysfunctional 

side effects, both for the new employer and the firms being poached from. In a 

Chinese society this can be especially relevant to employers where harmonious 

business and personal relationships are much valued. 58  The acrimony which is 

often associated with headhunting can disturb these in a close community, where 

contacts and networking are the normal basis of conducting business. 

58 BANNISTER, CHAN, ET.AL., 1996, PAGE 37. 
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Advertising, however, is the generally most popular method of recruitment used 

in Hong Kong, where the vacancy is advertised publicly and candidates are 

invited to apply directly to the company. As in most big cities, there are several 

popular job advertisement publications in Hong Kong, and these include in 

particular the South China Morning Post, the Sing Tao Daily, the Hong Kong 

Standard, and Recruit. 

Several of these publications also offer computerised referral services whereby 

applicants can view data bases of positions vacant and employers can view 

resumes of job aspirants by category. Various of these also use the Internet and 

it is simple, for example, to see the South China Morning POst on this (although 

the actual search format is presently somewhat time consuming and clumsy). 

Hong Kong's seasonally adjusted unemployment rate normally ranges from two 

to two and a half percent 59  which, while very low by Western standards, is 

actually the product of a welfare system whose services are generally limited to 

the truly destitute. 

"Dole bludgers" are not at all a feature of Hong Kong's community and, 

basically, if you are at all capable of work you will have a job or go hungry. 

This approach has roots as well in the extended family concept whereby the old 

and weak are normally cared for by the extended family and this is not seen as a 

function of government by the people or by government. This is simply a further 

example of British non-intervention and of Chinese cultural expectations. 

59 BANNISTER, CHAN, ET.AL., 1996, PAGE 38. 
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Seasonal adjustments to these figures are necessary as well, especially around 

February, as this is the time at which traditional annual bonuses are normally 

paid; coinciding with Chinese New Year. Employees thinking of resigning will 

normally wait for their end of year bonus before moving on, and this normally 

results in a glut of vacancies at this time. As a general observation though Hong 

Kong has a large pool of well educated, semi to highly skilled workers who are 

experienced in a wide range of manufacturing, service and other fields. 60 

Having decided upon the type(s) of recruitment process to be followed, and 

having then received applications, appropriate selection procedures are then 

pursued. Those adopted by Hong Kong business are not dissimilar to most used 

in Western environments and, in fact, have some noticeable British Civil Service 

influence. Interview processes seem similarly consistent but there does appear to 

be keen interest in many forms of structured testing techniques; up to and 

including Graphology (handwriting) and Astrology. 61  An interesting recomm-

ended system for describing (and therefore comparing) candidates is a seven 

point plan, developed by Britain's National Institute of Industrial Psychology, 

which recommends assessment under the headings of:- 

(i) Physical make-up; (ii) Attainments; 

(iii) General intelligence; (iv) Special aptitudes; 

(v) Interests; (vi) Disposition; and 

(vii) Circumstances. 62 

60 GENZBERGER, H1NKELMAN, ET. AL., 1994, PAGE 1. 
61 BANNISTER, CHAN, ET.AL., 1996, PAGE 56. 
62 BANNISTER, CHAN, ET.AL., 1996, PAGE 61. 
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SALARY STRUCTURES 

A salary may be defined as a fixed periodical payment to other than a manual 

employee and, in Hong Kong, is expressed either in monthly or annual terms. 63 

Wages, on the other hand, are payments made to manual workers and are 

usually expressed in terms of a rate per hour. Workers are paid the hourly rate 

for each hour spent at work, but lateness often attracts "fines" in Hong Kong. 

Almost all workers, however, also receive payments over and above the basic 

rate; for reasons ranging from overtime, shift work, special additions (dirt 

money etc.), merit, cost of living allowances, policy allowances (eg. for 

temporarily scarce categories of employee) and payments by results (PBR) 

bonuses. As a general observation, total earnings received on average in Hong 

Kong have tended to escalate at a faster rate than basic wages, as the additional 

payments have become proportionately larger. 64  These are, however, almost 

entirely at individual company discretion, rather than through any government 

influence or coercion. 

For manual workers in particular in Hong Kong the most popular form of 

additional payment is a discretionary bonus; followed by individual payments by 

results. Some companies though also follow group bonus schemes, where the 

standard is based on the performance of a group, rather than of individuals. This 

is then shared among members either equally or by some other arrangement; 

such as proportionately to respective basic rates of pay. 

63 BANNISTER, CHAN, ET.AL., 1996, PAGE 141. 
64 BANNISTER, CHAN, ET.AL., 1996, PAGE 142. 
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From an employers' perspective the payment by results system is diminishing in 

popularity as disadvantages often outweigh advantages. Such disadvantages 

include frequent loosening of standards as a result of new work methods and 

materials, unpredictable rates of earnings, conflicts between different work 

areas, workers often being able to earn more than their fixed rate supervisors 

and imposition of artificial output norms by conspiring groups of workers. 65 

Salaries, on the other hand, imply a more permanent employment relationship 

and are usually an all inclusive form of payment, without additional payments, 

which increases annually. For the more standard position classifications, these 

normally follow the results of surveys conducted on a regular basis by the Hong 

Kong Institute of Personnel Management, the Census and Statistics Depart-

ment, and the Hong Kong Industrial Relations Association. 66 

The payment and review of salaries in Hong Kong then usually follows one of 

four main administration systems; those being:- 

Ad Hoc Approach, which is normally suited to small companies with 

increases often at employee request rather than on company initiative. It 

is often confidential as this can cause jealousies and discontent. This 

method can produce illogical and unfair results in a large organisation. 

65 BANNISTER, CHAN, ET.AL., 1996, PAGE 143. 
66 BANNISTER, CHAN, ET.AL., 1996, PAGE 147. 
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Merit Review, often found in medium to large private sector employers. 

Employees are individually assessed and given increases of varying 

rates each year on that basis to reward individual merit. In order to be 

effective and fair, this system requires substantial administrative support 

to assess all staff on an equal basis. 

It is also necessary to keep salaries confidential and employees are 

unaware of the maximum possible they can earn under this system of 

remuneration. Such systems are becoming increasingly popular and recog-

nised as an effective means of motivating and retaining valued employees. 

Incremental Scale, is primarily found in the public sector but is gaining 

acceptance as well in the private sector as a transparent and non-

controversial system of payment. All positions are graded, and there are 

different salary increments for each year of service until the top of the 

range for that classification is reached. Further increases are then 

dependent on an actual promotion; after which increments start again. 

Rate for Age, is normally used in respect of young workers who receive 

set increments up until they reach a certain age, often twenty one; after 

which normal adult wage or salary rates then apply. Merit increases can 

also be added into such a system but this is rarely done in Hong Kong. 
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From the surveys above-mentioned, by the Hong Kong Institute of Personnel 

Management, data in the following table is interesting and relevant; and will be 

even more so in the years subsequent to July 1997. The authors are aware 

though, from anecdotal evidence, that these increases in wages have not been as 

pronounced over the last two years, although economy-wide statistics which 

would demonstrate this are not yet available. 

- 1 4I P).1II1j W' 4V MOVERWENTSAND INFLATIONI1'.' 
:IKONL.L&EPI1994 _ _ _ __ r 

1989 
r 

1990 
r 

1991 
r 

1992 
r 

1993 
r 

1994 

TOTALPAYDJCRIEASES 17.3% 15.3% 12.5% 12.4% 11.6% 11.3% 
INFLATION RATE (1J(i) 10.1% 10.1% 11.9% 9.1% 8.7% 9.8% 
REAL PAY INCREASES 7.2% 5.2% 1 0.6% 1 3.3% 1 2.9% 1.5% 

Source: HKIPM Pay Trend Survey (1989 - 1994), Hong Kong Institute of Personnel Management 

Interestingly as well, in relation to the above, accounting firms, public utilities 

and the engineering sector all had the highest average pay increases in Hong 

Kong over the six years to 1994. 67  By comparison, and perhaps surprisingly in 

the light of continued boom developments, hotels were amongst the lowest. 

The manufacturing sector was also very low, but this is to be expected with the 

major relocations from this sector to mainland China. There is a consequent 

diminishing ability of many of the remainder to remain competitive even though 

one would normally expect higher productivity from Hong Kong workers. 68 

67 BANNISTER, CHAN, ET.AL., 1996, PAGE 151. 
68 GENZBERGER, HINKELMAN, ET. AL., 1994, PAGE 75 
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This relocation of factories to China, and consequent marginalisation of produc-

tion skills, is a worry though and is now resulting in a growing reserve of skilled 

workers being trapped in either an unemployed or underemployed status. 69 

From an industrial relations perspective, most Hong Kong companies decide 

their own wage and salary structures and trends. Only a small number of 

employers, mainly in the utilities sector, have any degree of consultation or 

negotiation with external bodies such as trade unions or staff associations. The 

Hong Kong workforce is generally free of strong government intervention and 

regulation, especially in terms of conditions and awards etc., but at the same 

time it has relatively low levels of union membership. 

This level was some 18% (of the three million working population) 70  in 1992; 

compared with 17.5% in 1991 and 15.5% in 1990. 71  Hong Kong's more than 

five hundred registered trade unions are also generally not militant; preferring to 

focus on such issues as trade association standards, rather than on wages 

negotiations or the playing of politics. 

Several of the larger trade unions are, however, linked to dominant political 

parties in Hong Kong but this seems to be more of a continuation of consult-

ative, "social partnerships" rather than being aimed at furthering campaigns for 

improved conditions or wages. 72  

69 CHENG AND LO, 1995, PAGE 199. 
70 GENZBERGER, HINKELMAN, ET. AL., 1994, PAGE 172. 
71 GENZBERGER, HINKELMAN, ET. AL., 1994, PAGE 9. 
72 CHENG AND LO, 1995, PAGE 213. 
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It would seem that most workers in Hong Kong prefer to operate on their own 

initiative rather than rely on unions to obtain benefits for them. Those, however, 

who appear to be in most need of support are (not surprisingly) those who are 

least able to effectively organise themselves; including low level labour and 

many of the foreign guest workers such as domestic "amahs" who have been 

exploited. The authors are not confident that the lot of those workers, now 

most disadvantaged in this respect, will substantially improve after 1 July 1997. 

SUPERVISION AND CONTROL 

It is difficult to set formal standards of performance for managerial and supervis-

ory staff, as the duties of such staff are normally mental, rather than physical in 

nature, and their work is often much more complex & varied. As a generally 

reasonable guide in this regard though, more emphasis should be given to tasks 

to be achieved (ie. processes) in respect of routine jobs while, for managers, 

there should be more of a concentration on results (ie. outcomes) which should 

be achieved. 

In so far as actual supervision and control of employees in Hong Kong is 

concerned, statistics given in the following section, on succession planning, 

clearly show that labour is a "sellers' market". Traditional disciplinary-type 

sanctions are, therefore, not as effective as they may be in most Western work 

environments as the Hong Kong workforce is highly mobile, and finding new 

employment is relatively easy. 

73 CHENG AND LU, 1995, PAGE 205. 
74 BANNISTER, CHAN, ET.AL., 1996, PAGE 28. 
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Consequently much more emphasis must be placed by employers on positive 

reinforcement aspects. These include rewards for effort, job satisfaction, status, 

annual bonuses, so called "golden handcuffs" to ensure retentions, and 

performance based supplements such as commissions or other percentages of 

sales or profits. 

Tips to expatriate employers include the need to pay premium wages in order to 

attract and retain good staff, and taking a paternal interest in staff, often to an 

extent which Westerners might find intrusive. ' One needs also to avoid 

external showing of impatience, or losing one's temper, and one should try hard 

to avoid causing employees to lose face by direct criticism; either publicly or 

privately, unless the loss of that employee is a desired end-result. 76 

Comments offered under cultural aspects, in the preceding Section VI. 0, are 

particularly relevant as well in respect of the patriarchal nature of control in 

many Hong Kong businesses and an environment of traditional respect for 

seniors and superiors. Whilst Hong Kong employees may, therefore, be more 

naturally "obedient", it is still difficult to instruct someone to be innovative, 

committed or conscientious or to show initiative. 

Especially at lower levels it is frequently reported that if an employee is given 

and then completes a task, he or she is unlikely to then actively seek additional 

directions. They would prefer instead to wait for the boss to notice that the job 

is finished and then to allocate another task to be done. 

75 GENZBERGER, HINKELMAN, ET. AL., 1994, PAGE 173. 
76 GENZBERGER, HINKELMAN, ET. AL., 1994, PAGE 174. 

PAGE 59) 



BB 530 MBA D1SSETATI0N WINNiE CIIEN & ALAN SPR16 1997 

Supervision in Hong Kong therefore tends to be a much more constant and 

"hands on" task than would be found in many Western counterparts, which goes 

back to perceptions such as "lazy", "lacking innovation", etc. from a Western 

viewpoint as previously mentioned. 

In terms of organisational structure, consistent with Hofstede's findings as 

indicated also at VI. 0, above, one would expect this to be quite strongly 

hierarchical, reflecting a moderately high power distance score, with the boss 

truly acting like a boss rather than the colleague / confidante often found in 

Western organisations. 

Again consistent with Hofstede's findings, the Hong Kong people are quite 

strongly collectivistic rather than individualistic in nature. Employees, therefore, 

would normally be more comfortable operating in teams with group respon-

sibilities and goals. The allocation of important tasks to an individual requiring 

single initiative is perhaps best avoided by supervisors. 

Not withstanding the paternalism which influences Chinese culture, Hong Kong 

people are said to be relatively neutral to gender in employment and this is 

normally not an issue in supervisor / subordinate relations or the consideration 

of promotions. Neutrality does not, however, imply equality or affirmative 

action, as women still tend to be concentrated at the lower end of the job 

market. There is also no specific legislation in the private sector protecting 

women from unequal pay or other forms of unequal treatment. 77 

77 WACKS, RAYMOND, 1993, PAGE 61. 
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As mentioned previously as well, Hofstede also found Hong Kong people to be 

very tolerant of uncertainty, probably more as a consequence of their history and 

environment rather than as any indication of Asian cultural norms (which, in 

fact, widely varies across different Asian cultures). To some extent, this may 

simplify things for supervisors in the work environment, by a reduced need for 

formal planning, structures & administration processes and detailed document-

ation of instructions etc., and a less demanding and insecure workforce. Others, 

however, might suggest that the levels of planning and documentation normally 

required in the West may actually save time and grief in the long run through 

being a "more orderly" approach. 

SUCCESSION PLANNING 

Succession planning would seem, perhaps, to be even more important in Hong 

Kong than elsewhere as the rate of employee turnover is higher than that of 

many Western countries. This generally higher level of turnover is also said to 

be one of the few significant differences between the small Chinese family 

businesses of Hong Kong and the rest of South East Asia. 78  Perhaps, as well, 

as a product of the general environment, and of the changes expected post- 1997,   

most employees' commitment to their organisations can only be described as 

rational, and they tend to focus on their own self interests. 79  This is in sharp 

contrast to, say, Japan where Confucian ethics tend to dictate strong company 

loyalty and long term employment. 

78 BLUNT AND RICHARDS, 1993, PAGE 57. 
79 BANNISTER, CHAN, ET.AL., 1996, PAGE 181. 
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For many years now, despite the economic necessity to be employed, labour has 

been a sellers' market in Hong Kong and the workforce has been highly mobile. 

The following table provides a good illustration of this over a range of quite diff-

erent occupations:- 

SECTOR
1 

NHONEi  EI . 
_____ 

BUSINESS SECTOR 
89/90 

% 
/91 [!0 91/92 [!27 93/94 

FUBLIC ACCOUNTANTS 35.0 36.9 34.0 32.5 36.0 
BANKING 18.2 19.1 16.3 15.2 15.9 
CONSTRUCTION AND 
PROPERTY DEVELOPMENT 20.7 22.4 21.4 21.9 19.0 
ENGINEERING 16.6 13.9 13.6 16.4 13.3 
HOTELS 45.0 41.1 43.6 30.3 25.3 
MANUFACTURING 29.2 28.8 30.5 19.8 17.6 
OiL/CHEMICALS 12.8 13.3 11.4 8.6 14.0 
SHIPPING/TERMINALS 24.7 24.2 25.1 14.8 15.6 
TRADING 30.6 25.3 26.9 22.4 22.0 
PUBLIC UTILiTIES 6.9 8.2 7.0 6.9 5.8 
HI - TECH.. 19.0 14.8 21.6 20.4 26.9 
INSURANCE 30.7 25.7 27.8 23.2 26.4 
RETAIL - 35.8 36.8 35.1 32.1 

ARITHV1ETIC AVERAGE OF 
ALL COMPANIES 24.6 24.2 24.8 21.6 20.8 

Source: HKIPM Pay Trend Survey (1994), Hong Kong Institute of Personnel Management 

Anecdotal evidence available to the authors again indicates changed trends in 

this regard since 1994 and it is believed that, when updated figures are publish-

ed, these will show significant rate reductions across almost all industries. 
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This change is believed attributable to a recent slowing of the economy and a 

consequent reduction in advertised vacancies. Many people who, having 

received their overseas passports, have again returned to Hong Kong for work, 

and are also taking up available vacancies; making labour somewhat less of a 

sellers' market. 

Such high turnover rates result in significant inefficiencies and additional costs 

for businesses in terms of lost production, lower production during training, the 

costs of training, lost materials during learning processes, recruitment costs, 

payment of overtime to others while seeking replacement staff and the cost of 

administration in effecting changes to payrolls etc.. 

As indicated elsewhere in this document though, some turnover is often essen-

tial, to inject new methods, experience and ideas into the work place. The trick, 

however, is to achieve the right balance of turnover and it is suggested in this 

regard that separation rates of between ten and fifteen percent per annum in the 

private sector would provide a healthy net balance of efficiencies. 80 

Given, however, the relatively high degree of uncertainty tolerance which was 

found by Hofstede in respect of Hong Kong, it will not be surprising to find little 

in the way of detailed forward planning in this respect. Many employers would 

prefer to wait until the situation actually arrives, and examine options at that 

time, rather than to devote valuable resources to an event which hasn't even yet 

happened, and which may not occur in the foreseeable future. 

90 BANNISTER, CHAN, ET.AL., 1996, PAGE 184. 
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Most employers are small enough to be flexible in this, given that some eighty 

percent of all businesses in Hong Kong are employing less than ten people. 81 

While almost all of the above has focused on activities in the private sector, 

there are some relevant public sector initiatives; notably the Reform process 

launched officially in February 1989, which are affecting the general 

employment pool. 82  As with governments throughout the Western world, 

"reform" tends to be synonymous with staffing reductions, interdepartmental 

charging for services rendered, outsourcing and privatisation. Hong Kong has 

also been following this route over the last few years in particular. 

Hong Kong may have lagged behind in this respect, partly because it has had a 

budget deficit in only two years since 1995, and partly because of the relatively 

small size of its Civil Service at less than seven percent of the workforce. 83  As 

well, average public expenditure is only around nineteen percent of GDP; as 

opposed to between thirty and fifty percent in many Western counterparts. In 

respect of fully privatised organisations, these are normally accompanied by a 

range of business venture opportunities and, thus, may be an additional source 

of competition for operators in the private sector. 84  This should not be a serious 

threat though, and should be more than offset by the range of additional open-

ings for entrepreneurs which such reform policies inevitably create; through 

seeking more efficient deliveries of services. In some cases, such as British 

Telecom, steps were taken to actively foster competition and, consequently, to 

spread business and revenues 85 
, thereby gaining wide community support. 

81 GENZBERGER, HINKELMAN, El. AL., 1994, PAGE 6. 
82 LEE AND CHEUNG, 1995, PAGE Iv. 
93 LEE AND CHEUNG, 1995, PAGE 3. 
84 LEE AND CHEUNG, 1995, PAGE 50. 
95 LEE AND CHEUNG, 1995, PAGE 193. 

Gil Li 
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VU, MJThODOLO(Y AND PROCEDURES: 

0 Data Collection. 

As indicated previously, it is clear that there is a widely held expectation of 

change in business practices in Hong Kong after 1 July 1997; even in the light of 

continuous assurances to the contrary being given by the PRC Government. As 

well, and for the reasons also given above, it is reasonable to forecast that there 

will be significant changes in the area of human resource management following 

1 July 1997. It is also reasonable to expect that, especially in relation to large 

business organisations, there should be at least some evidence of a contingency 

plan in place in anticipation of 1997. The more forward-thinking organisations 

would probably also have strategies already in place; in terms of changes to 

personnel practices and management philosophy. 

The purpose of this dissertation was to test whether or not these expectations 

can be either verified or discounted; based on actual observed and documented 

business activities and trends. 

It was not possible within timing available and resource constraints, however, to 

examine the whole of the management and business spectrum in Hong Kong. It 

was considered though that focussing upon only a few key aspects of manage-

ment may still provide a valid indicator of change directions (if any) and that this 

may be further focussed by examining a specific industry sector. Subsequent 

events led to research, however, into more than one industry sector. 
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In hindsight, this has proved to provide a more interesting outcome; both in 

terms of the insurance industry per Se, and its general consistency or otherwise 

with various other industries in Hong Kong, and resulted in some quite surpris-

ing differences and similarities in approach and attitudes. 

Given the sensitive nature of the topic to businesses which propose to continue 

operations in Hong Kong after 1 July 1997, it was necessary to approach the 

exercise with considerable sensitivity. A demonstration of empathy, and at least 

some understanding of their situation, proved to be essential in order to gain the 

trust of those persons being interviewed. Personal interviews in Hong Kong 

were therefore considered unavoidable in the circumstances and, in respect of 

those non-insurance industries, approaches were then only made to those comp-

anies with whom the authors had some personal acquaintance. 

As can be seen from the letter at Appendix 2. and the detailed Questionnaire at 

Appendix 3., contact was first made with the Human Resource Managers in 

eleven major insurance companies in Hong Kong. Initial faxed letter contact was 

then followed up within days by telephone to each of the companies; to confirm 

their receipt of the first facsimile, and also to establish some early personal 

contact with the responsible staff. Appointment dates and times were then 

progressively arranged and several full questionnaires were faxed in advance to 

some companies at their request. The initial round of faxes and telephone 

contacts did not seem to result in any immediate rejections, but some reservation 

was expressed by some staff about the extent to which they would want to 

discuss likely events and planning in respect of post-1997. 
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It was obvious that the topic was sensitive, and that at least several of those 

companies would want to see more detail on questions proposed. They would 

want to be more comfortable about our own bona-fides before committing 

themselves to any apparent full and frank disclosures about their operations, 

attitudes and planning. 

Winnie Chen then visited Hong Kong during November 1996; with a view to 

personally meeting questionnaire respondents and to discussing their views on 

the subject matter in as much detail as possible. It transpired, however, that after 

receipt of the questionnaires it was possible to interview representatives of only 

six of the eleven insurance companies originally targeted. Of the remaining five, 

one failure seemed to be more related to timing and logistics than inclination to 

participate, with key staff variously either absent or otherwise unavailable. 

The remaining four did not wish to participate at all in the end, giving verbal 

rejections only and implying that the whole question of 1997 was just too 

sensitive, and they did not wish to offer observations by their companies on its 

implications one way or the other. Given this high level of sensitivity it was 

decided that the recording of interview results would be by way of written 

respondent replies on the questionnaires, and by interviewer-written notes 

(during and after meetings) only. 

Tape recording was totally dismissed as an option, for fear of putting respond-

ents off side even by raising the question of whether or not they would mind this 

being done. 

PAGE 67. 
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The six detailed responses which were obtained provided quite a reasonable 

picture of the insurance industry in Hong Kong, and provided some good 

statistics on the total of some 1,300 employees concerned. It was considered, 

however, that there may be merit in similarly surveying companies of other 

industries in Hong Kong; both as a means of gaining a wider (and more statistic-

ally valid) overview of post-1997 expectations and also to see if the insurance 

industry was truly representative of business overall in Hong Kong. 

Contact was then made with business acquaintances of both authors, and a 

further ten managers were subsequently interviewed. Nine of these interviews 

resulted in additional completed questiolmaires. The tenth manager, however, 

was an agent only for a PRC based company, whose views proved to be both 

interesting and relevant but whose operational arrangements did not suit the 

questionnaire pro-forma. His comments are still included, therefore, in the sub-

jective overview of the results obtained from this exercise. 

0 D a t a Processing. ..............................
. Ma 

As indicated above, a total of sixteen managers were eventually interviewed in 

relation to this research and fifteen completed questionnaire pro-forma were 

obtained. Whilst it may have been nice to have obtained more in the way of 

response numbers, it should be borne in mind that the questionnaires were 

perhaps too detailed, if anything, and respondents needed to spend considerable 

time in their completion. 

p;c A 
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In order to properly complete these questionnaires, which all companies did 

well, respondents were required to extract and manipulate significant quantities 

of personnel data to provide the detailed information sought in the different 

categories. It would be surprising in this regard if the data requested was already 

categorised in this manner, and there was simply insufficient time to repeat this 

process with too many additional companies; given the logistics of organising 

and concluding each response. 

As well as the statistical and "yes" / "no" responses sought in terms of objective 

data, many of the questions also then went on to seek subjective comments on 

why the outcomes shown were so, or on the respondents' opinions about how 

and why things may change in the future. In order to further complement these 

more general observations, the interviews were conducted more along the lines 

of a discussion. As well, even more extensive observations and comments were 

recorded in writing separately by Winnie Chen; during and after the interviews. 

Data to be processed in order to reach conclusions and recommendations has 

therefore fallen into three categories: those being....... 

id Objective : Statistical Results; 

Subjective : Respondent - Written Replies; and 

id Subjective : Respondent - Noted Comments. 

As well as the above, of course, is the authors' relatively extensive first hand and 

anecdotal knowledge of the Hong Kong business and cultural environments. 
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This latter base of information, however, will only be used to complement the 

research findings, in terms of an overall summary and recommendations. The 

authors are aware though, in this regard, of the need to avoid corrupting actual 

research findings by the inclusion of possibly subjective or biased personal 

views which may add an unintended meaning to some respondent replies. 

ig OBJECTIVE: STATISTICAL RESULTS 

Of the three data categories, a consolidated presentation of objective responses 

was, of course, the easiest to achieve and the raw, individual question outcomes 

are largely self evident; not withstanding that they include some obvious incon-

sistencies when matched with some other replies. 

As can be seen at Appendices four, five and six, the physical means of consol-

idating this numerical data was to add and / or average the replies, by industry 

category (insurance, non-insurance and combined), and to include these out-

comes into appropriate sections of three copies of the questionnaire pro-forma. 

The three response totals in the combined questionnaire pro-forma are "colour" 

coded (by "clear", "shaded" and "solid - reverse video") so that an overview of 

each response may be gained at a single glance. 

So that the actual composition of overall consolidated responses may also be 

examined, if even more detailed analysis is required, the insurance and non-

insurance summaries include both the totals for each response and the individual 

data which makes up those totals. 

PAGF 7ft 
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In terms of gaining a total overview of trend findings, and to facilitate the linking 

of objective and subjective research results, these statistical results have then 

been grouped into the four categories of specific focus which were forecast in 

the "Long Title" of the dissertation proposal. One additional descriptive categ-

ory has been added, however, to show the respondent companies' apparent 

strength of relationship with China. A further sub-category has also been added 

to the "recruitment" heading to flag the apparent importance of graduate and 

post-graduate university qualifications in that process as the results in this regard 

seem worthy of some specific mention. 

Findings are therefore presented below at VIII., with specific reference to:- 

W Relationship with China; 

W Recruitment Processes; 

W Salary Structures; 

W Supervision & Control; and 

W Succession Planning. 

Ia SUBJECTIVE: RESPONDENT - WRITTEN REPLIES 

Collation of subjective responses is, of course, not so simple but there was 

significant commonality in replies given to many of the questions. Whilst it is 

not proposed to include each completed questionnaire as an Appendix to this 

document, as this would breach confidentiality undertakings, the authors will 

retain all of the completed pro-forma and would be happy to expand on these 

findings if later requested. 

PAS 
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It is similarly not proposed to exhaustively repeat all responses in the findings 

but common views, and the extent of apparent commonality, have been report-

ed; as have significant "one-off' observations. 

This reporting of written replies, by category above-mentioned, has also been 

linked with statistical outcomes in the same categories and is complemented as 

well by the inclusion of additional comments made by respondents during the 

course of the interviews. 

ü SUBJECTIVE: RESPONDENT - NOTED COMMENTS 

An approach similar to that adopted in the preceding section has been followed 

in respect of "noted comments". These have also not been included per se in this 

document, but have been referred to extensively in the reporting of findings and 

are sourced to an appropriate extent. 

These were interesting in that they generally offered much more detailed and 

frank comments on the expected implications of July 1997, and it was obvious 

that there were many strong points of view which people were unwilling to 

commit to writing; such as in questionnaire responses. 

As indicated elsewhere, in Section VII. 0, concerning data collection, no 

attempt was made to seek approval to tape record these additional comments in 

view of the sensitivity of the topic to respondents. 

PMF 72 
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0 Analysis & Methodological Assumptions. 

The questionnaires primarily focussed on three main categories of employee; 

those being "Senior Management", "Middle Management" and "Others ", 

with further sub-groupings of Hong Kong Citizen, PRC Citizen and Third 

Country Expatriates. Particularly in terms of statistical responses sought, one of 

the major purposes of the questions asked was to establish and quantify any 

actual and expected changes in the mix of these categories over the next and 

previous five years. 

As detailed elsewhere in this document, assumptions prompting the direction of 

this research were that the resumption of Hong Kong's rule by China will lead to 

a significant influx of university-qualified PRC citizens into Hong Kong. It was 

presumed that this would alter the staff mix of Hong Kong businesses generally 

and that this would cause substantial changes to those companies' organisational 

structure and corporate culture. Given the intelligence and foresight of leading 

business people in Hong Kong, it was reasonable also to assume that companies 

would have contingency planning already in place to allow for this expected 

change in environment. 

Research questions were therefore structured to test these assumptions and the 

analysis of results is similarly focussed on any changes in the employee mix, 

actual or expected, and the reasons suggested for such changes or maintenance 

of the status quo as the case may be. Whether or not one chooses to believe 

some findings, based on other knowledge and experience, is a separate question; 

but the actual results obtained show a relatively clear and consistent picture. 

PARc '7q 
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Even a "what elephant" response can be interesting, and valuable, in terms of 

then examining the environment in which such a response is generated. 

While some of the results obtained on a company basis may not be statistically 

significant, in terms of the number of companies surveyed as a proportion of the 

total number of businesses in Hong Kong, consistencies within industries and 

with other industry categories indicate a reasonable degree of validity. As well, 

in relation to employee (as opposed to company) data we are looking at a total 

of around two thousand seven hundred persons; coincidentally almost exactly 

divided between insurance and non-insurance industries. 

Findings in respect of qualification percentages etc. do then become statistically 

significant, and the research has proved interesting and worth while in that 

respect. Not withstanding this belief, however, the results obtained do not 

appear to lend themselves to any formal statistical testing processes as there is 

insufficient overall comparative data available. 

The mechanics of data collection and processing lead, as a matter of course, to a 

summary of findings which by itself may be interesting in some respects; but is 

of limited use without significant analysis and interpretation. The purpose of this 

latter activity is to validate the findings as far as possible, and to place them into 

an appropriate context so that they have some practical meaning. 

PACE 74 
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Analysis of these findings, leading to the authors' summary and conclusions, has 

entailed examination for consistency, commonality and their comparison and 

reading in conjunction with related literature. The extent to which this fits with 

the authors' own knowledge of this environment is also taken into account. In 

order, however, that the readers may make their own objective judgements on 

the validity of such findings, personal views which have influenced conclusions 

reached have been identified as such. 

Related literature research is similarly identified and referenced to allow 

independent verification. 

Conclusions, therefore, are logically developed and reasoned so that they may 

be later tested by additional or complementary research. 

The analysis also examines responses in an attempt to assess the strength of any 

individual company's relationships with China to see if this has resulted in any 

bias in outcomes, or inconsistency with others which were also surveyed. 

PF 7 
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Yin. FLNDJIN6S: 

0 Current Situation. 

As indicated previously, some sixteen company representatives were finally 

interviewed in Hong Kong overall; including six from the insurance industry, 

seven from the professional or service industries, and three from manufacturing. 

One of the manufacturing respondents, however, was more of a Hong Kong 

agent for the Beijing subsidiary of a multi-national company, whose operations 

did not suit questionnaire formats but whose views are included hereunder. 

Appendix 4. shows a combined statistical summary of questionnaire results and, 

for simplicity, these have been broken up into just two categories; "insurance 

industry" and "non-insurance industries". In order as well to show a full picture 

at one glance, in respect of each question, the overall responses and averages 

are shaded so that a white background indicates just insurance industry, grey is 

for non-insurance industries and black represents the combined outcomes. 

As well, in the overview of findings which follows, respondent written replies 

and noted additional comments of respondents during interview are also referred 

to so that a total picture is presented. Coincidentally, but quite valuable for 

purposes of easy comparison, the total number of employees in all industries 

surveyed was 2,606; made up of 1,335 in the insurance industry and 1,348 in 

non-insurance industries, which is virtually an exact 50 50 split. 

p;c  79 
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For general background information it was also revealed that the insurance 

companies surveyed had been operating in Hong Kong for an average of sixty 

nine years (with one more than 150 years); whilst the average of the others was 

some twenty one years. None of the insurance companies had head offices in 

Hong Kong but eighty percent of the others were Hong Kong based. Given the 

general longevity of the Chinese family based business, the length of operation 

of the latter is not surprising even in Hong Kong's volatile business environment. 

A further and interesting general observation was that, of the eleven insurance 

industry firms initially approached in this exercise, the senior HRM manager in 

ten of these was female. From conversations during interview, with the eventual 

six respondents, it did seem clear that they were all undertaking formal HRM 

functions and activities in their firms at a senior level (as opposed to personnel 

staff simply being given an "HRM" title). This then tends to confirm literature 

which indicates a degree of gender neutrality in the Hong Kong workforce. 

W RELATIONSHIP WITH CHINA 

It was clear from the responses that there is a very heavy concentration of effort 

into China by the companies surveyed, as some eighty three percent of those 

insurance respondents had offices or subsidiaries in China; as also did seventy 

three percent of non-insurance industries. Of these it was interesting to note that 

Shenzhen only figured third in popularity, after Beijing and Shanghai, in terms of 

numbers of offices and this was generally consistent across all the industries. In 

summary, only twenty eight percent of all firms surveyed had no office in China. 

PAGE ?? 
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While it was not clear in respect of other professions, it is not presently allowed 

for Hong Kong solicitors to practice in China or vice versa. This does not, how-

ever, stop a firm of Hong Kong solicitors from establishing a business in China 

and engaging PRC lawyers on staff as employees, and several respondents have 

done this. A single firm of Hong Kong solicitors can therefore look after the 

interests, on both sides of the border, of their clients who have businesses in 

each area. This biases some of the data, as there is no point for Hong Kong law 

firms to even try to employ staff qualified in the PRC if they do not also have 

Hong Kong accreditation. 

W RECRUITMENT PROCESSES 

Prior to examining actual recruitment processes it was considered necessary to 

obtain some general background detail about the present composition of these 

organisations as a base on which to assess processes and trends. It was noted in 

this respect that there was considerable consistency of makeup amongst all firms 

surveyed. Such commonalities included ratios of senior and middle management, 

and the percentages of employees by categories of seniority and nationality who 

made up the workforce. 

The only obvious exception in this regard was the number of PRC nationals 

employed at present which, in the case of the insurance industry, was "nil" 

across all levels of employee. In terms of current numbers, those of five years 

ago and those expected in five years time, the proportions of Hong Kong 

citizens and third country expatriates across all firms in all industries were 

remarkably similar. 

PAGE '76.  



GBB 530 MBA DISSERTATION WINNIE C}IEN & ALAN SPRI&I 1997 

Those in the insurance industry all said there had been no significant change in 

their employment mix over the previous five years, while thirty three percent of 

those in the non-insurance industries said that there had been some significant 

change. It was, as well, only in some of the non-insurance industries that any 

significant increase in the employment of PRC nationals was expected over the 

next five years. 

In this latter respect also, twenty two percent, of non-insurance industries only, 

indicated that recent changes in employee mix have been consequent to an 

intentional company policy. No respondent, however, would admit to any 

present company policy to further vary the employee mix in anticipation of, or 

because of, the change after July 1997. 

Only one admitted as well to any expectation of any changes to recruitment 

processes after that date, describing this as "not expecting too much change". 

Others suggested things would be "business as usual" and one suggested that he 

would open an office in the PRC after the change and would, of course, then 

employ PRC nationals. 

Consistent also with much of the above, 67% of insurance industry firms said 

they never advertised in China when recruiting to any level, as opposed to a 

44% "never advertise in China" response for non-insurance industries. The 

"sometimes" responses were 33% and 44% respectively and "usually" was 0% 

and 12%. No respondent replied yes to "always". 

PAGE 79 
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As an intentionally different way of asking similar questions, firms were asked 

to indicate any policies favouring any categories of citizenship in their recruit-

ment processes. The insurance industry was again consistent (except one fav-

ouring third country expatriates for senior management) in saying no to all. The 

others provided responses along more expected (and perhaps realistic) lines 

showing a mix of preferences for Hong Kong Citizens, PRC citizens and T.C. 

expatriates for different management levels. Interestingly though, PRC citizens 

and T.C. expatriates scored similarly in this regard. Very few respondents, how-

ever, were willing to indicate any specific targets of PRC nationals whom they 

wished to see employed in their organisations. 

The manager of the Beijing manufacturing company subsidiary, whose survey 

responses had to be excluded from combined statistical analyses, said however 

that his company favoured Hong Kong citizens as middle managers! He also 

indicated that university degrees were deemed very important for both senior 

and middle managers; with 100% of job applicants for staff positions having 

university degrees and 40% having post-graduate qualifications. Present staff 

employed are actually qualified as well at similar ratios (of 100 / 40). One 

insurance industry representative forecast that there would be changes to Hong 

Kong recruitment processes as "PRC labour laws will make the recruitment 

formalities more complicated". 

Questions then focussed on the relevance of university degree or post-graduate 

qualifications; in terms of importance to management, current staffing statistics 

and job applicant percentages. 

PAGE 60. 
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To provide a base for objective analysis, scores were allocated to degrees of 

importance so that, say, if all six insurance industry respondents felt a diploma 

was very important, a maximum possible score of 180 (6 x 30) was recorded, 

which was equal to a 100% result, etc.. The results of this clearly showed that 

such qualifications are held in quite high regard by most employers with a 

consistent demand for at least a diploma qualification across the board at all 

levels by all industries. University degree qualifications, especially for senior 

and middle managers, were also evident to be minimum required for most firms. 

Some skewing of results was noticed, such as a logical heavier emphasis on 

diploma qualifications for non-management staff, and higher levels of degree 

qualifications for more senior staff. An apparent anomaly, in terms of higher 

levels of qualification being demanded by non-insurance industries than in the 

insurance industry, can be partly explained by a significant representation of 

legal and accounting firms in the former category. For senior management 

positions in these areas, undergraduate degree qualifications would be a bare 

minimum requirement. 

Even so, the insurance industry as a whole seems much less demanding than the 

authors would have expected, in terms of qualificational requirements, and this 

was especially weak in relation to post-graduate qualifications; even for senior 

managers. The authors consider this result to be at odds with wide anecdotal 

evidence of an ever increasing need to have university qualifications in order to 

secure reasonable office / management positions in Hong Kong (and in Asia 

generally) due to high levels of competition for good jobs. 

?AGE 61. 
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This may possibly be explained by the fact that all such companies have their 

head offices other than in Hong Kong. Employment policies may, therefore, be 

being driven more by Western or European imperatives, where academic 

qualifications may not be held in such high esteem by top management. Perhaps 

as a statement of the obvious, the authors also urge caution in reviewing the 

results of questions 17 and 18; where percentages of degree holders means 

degree holders only. Therefore, if there were 20% degree holders and 10% post-

graduates on staff, it would be reasonable to assume that 30% of the staff had at 

least some degree qualifications. 

It was interesting that these levels of stated importance, across all industries, did 

not at all coincide with actual levels of degree and post-graduate qualification 

holders now employed, as these were exactly 20% and 7% respectively in every 

industry category. This would suggest as well that many of these staff are prob-

ably long term employees, who commenced prior to this current highly compet-

itive environment. 

In looking at applicants for positions vacant, however, around 59% of all these, 

to all industries, have degree qualifications, while the percentages of insurance 

industry and non-insurance industries applicants who have post-graduate qual-

ifications are 17% and 40% respectively. The authors disbelieve these findings 

to some extent; at least in respect of the insurance industry, as one respondent 

said applicants with post-graduate qualifications averaged 80%, two others said 

10% and three said 0% ! Results obtained in respect of non-insurance industries 

would seem to be more realistic. 

PAGE 62. 
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W SALARY STRUCTURES 

The purpose of questions in this Section was to test whether or not July 1997 

may have implications for the quantum of salaries across industries, and was 

based on a presumption that there will be an influx of PRC Chinese into Hong 

Kong after that time. Whether or not the authors should have conveyed their 

premise to the respondents prior to questionnaire completion is a moot point as, 

whilst clarifying the purpose of the questions, this would probably have corrup-

ted replies by putting the authors' views into the minds of respondents. 

Since completing the surveys, however, the authors have spoken with many 

Hong Kong expatriates who, initially, could not see a connection between 1997 

and salaries but who later did consider the authors' views to be realistic and 

likely to have the effect predicted. 

In questionnaire responses the majority of firms (and the Beijing manager) 

believed that PRC graduates would be willing to work in Hong Kong at lower 

salaries than their Hong Kong counterparts, and that this could be up to 30% 

lower than current averages. Most also believed that it would be at least some-

what (20% said "much") easier for PRC graduates to live and work in Hong 

Kong after July 1997; although only 27% thought there would be any reduction 

in average salaries for all graduate employees after that time. The manager from 

Beijing, interestingly, thought that it would not be easier for PRC graduates to 

live and work in Hong Kong after July 1997! 
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Interestingly as well though, nearly twice as many (47%) respondents thought 

that there would be at least some reduction in average salaries for all non-

graduate employees after 1997. Reasons given for this included industry 

restructuring (eg. after relocations to China etc. ) which are not specifically 

linked to July 1997. Even more interesting was that the insurance industry, 

which was so strong in suggesting status quo recruitment attitudes (and various 

"what 1997 ? "type responses), was much more certain about likely increased 

PRC graduate presence and a negative effect on all salaries after July 1997! 

Most respondents thought their own salary rates to be approximately equal to 

the industry average. The insurance industry in particular again contradicted 

itself though, by agreeing that general salaries and conditions are expected to 

equal present industry averages after July 1997, with several commenting that 

they could see no reason for any economic changes after that time. 

91 SUPERVISION & CONTROL 

When asked if any specific planning was in place for revised supervision and 

control processes post-July 1997, some insurance industry respondents said 

some changes were in place anyway, as a natural evolution of Hong Kong 

development, but all others gave a definitive "no" response. Additional comm-

ents from all industries though, in respect of expected general changes to Hong 

Kong's HRM environment, were to the effect that these are likely to include:- 

PARF  



GBB 530 MBA DISSERTATiON WINNIE CREN & ALAN SPRI&(i 1997 

V V V Need "cultural adjustments", despite same ethnic origin; 

V V Additional (Mandarin) language training; 

1' V Need training in China's legal system; 

V V Changed salary and benefit systems if cheap labour comes in 
from China for labour intensive industries; 

V Flatter organisation hierarchical structures; 

1' Using a coaching system rather than a controlling system; 

V Gradual intrusion of PRC management styles; and 

7 Less inclination for companies to observe current labour laws 
and regulations due to PRC cultural influences. 

Management style questions provided more interesting responses as, while 

nearly half of all respondents indicated an autocratic style, the insurance 

industry indicated a more even spread of consultation in decision making. The 

other industries grouped in only two areas; the other being highly consultative 

although not extending into democratic or abrogation of responsibility. All 

industries said though that they obtained feedback from their staff, in roughly 

equal proportions amongst all, and most conducted regular evaluations of staff 

performance. 

Such evaluations were mostly on an annual basis but 33% of respondents said 

this was conducted six monthly. These were mainly carried out through using set 

pro-forma (for employee and supervisor completion) and formulae (mci. 

attendance, performance, etc.), and one-on-one interviews. Staff feedback was 

gained through individual interviews, group meetings, task forces, staff opinion 

surveys, social occasions, suggestion boxes, and employee newsletters. 
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Organisational structures were consistent throughout all industries with around 

70% said to be hierarchical and 30% flat. No inverted pyramids were reported. 

None of the respondents expected these structures to change after July 1997. In 

hindsight again, the authors would have preferred also to pursue the possibility 

of flattening (as well as just "flat") structures, over a period of time, to see if 

changes were evident over the last few years. 

SUCCESSION PLANNING 

Whilst there is a high rate of staff turnover in Hong Kong, throughout all areas 

of employment, there were only two questions of direct relevance to succession 

planning in the questionnaire. The first related to any general philosophies or 

policies in place for succession planning at the more senior levels; to which 

around 30% replied that there were such policies in place to ensure trained 

replacements were available as needed. No respondents of any industry expect-

ed that there would be any change in this arrangement after July 1997. 

O Apparent Trends. 

Q RELATIONSHIP WITH CHINA (TRENDS 

The findings of substantial relationships with China in seventy three percent of 

all companies surveyed is not at all surprising in the light of current trends in the 

establishment of joint ventures, subsidiaries, representative offices and the high 

levels of manufacturing industry relocation into China. The latter is more to do 

with substantially cheaper building construction costs, much lower local labour 

rates and taxation holiday incentives. The former activities, however, are mainly 

aimed at tapping into the massive Chinese domestic markets. 
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Life insurance in particular is a relatively new product becoming generally 

available in China, and potentially massive returns are predicted as this gains 

popularity with the increasingly affluent general populace. Those relatively 

sophisticated, better educated and higher income centres, such as Beijing, 

Shanghai and Shenzhen, are naturally being targeted first in the expectation that 

this also will become a "fad" product. 

Especially in Asia, much purchasing activity seems to follow current fashion and 

fad buying patterns. Workers often spend disproportionately high percentages of 

their income on products (and also such commodities as shares) which have 

become currently popular, and there is substantial peer pressure to "have one or 

some too". There are indications that life insurance is achieving this status as a 

desirable and fashionable commodity in China. 

General property insurance was not, however, previously attractive to insurers in 

China; due to a combination of reasons. These include relatively poor standards 

of asset protection, a general lack of enforced fire and safety regulations, and a 

legal system which is complicated and has uncertain outcomes (not relying on 

the Common Law approach of precedence, etc.). Together with these were PRC 

Government insurance monopolies in some areas, and levels of corruption which 

(from expensive past experience) led to the facilitating of fraudulent claims. The 

general insurance market in China has only recently been more open to foreign 

firms, and the industry is now again making tentative inroads into this area. 
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As mentioned elsewhere also, it is considered important by many Hong Kong 

businesses to be seen to be supportive of China. The establishment of offices 

and subsidiaries in China is difficult at the best of times but even with marginal 

returns of profit, such evidence of faith in ongoing relationships can be a 

valuable investment in the future. 

RECRUITMENT PROCESSES (TRENDS) 

Even though no company was willing to openly admit to changed policies of 

recruitment as a direct consequence of July 1997, several have acknowledged 

that changes are happening anyway with the natural evolution of Hong Kong 

and its closer inter-relationships with China. Much of this change to date has 

been for economic, rather than political, reasons and the practical outcomes of 

reform policies in China opening it up to increased direct international trade. 

Manufacturing and other industry relocations into China, increasing numbers of 

joint ventures and the opening of new consumer markets in China have all lead 

to significantly increased personal interaction with mainland Chinese. As well, 

the relative ease with which many PRC citizens can now legally enter Hong 

Kong, especially to work for joint venture partners or China based companies, 

means that these are forming an increasing overall percentage of Hong Kong's 

workforce. Several respondents therefore, have realistically forecast increasing 

percentages of their workforces in the future comprising PRC citizens. 
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In so far as the insurance industry is concerned, however, if its projections are 

valid in respect of PRC employees, the authors believe that these companies run 

some significant risk of incurring the displeasure of Hong Kong's new Chinese 

administrators after 1997. This could then have implications for their business 

success both in Hong Kong and in China. 

Obvious trends are apparent as well in terms of qualificational requirements of 

businesses in Hong Kong, where the high proportion of so qualified applicants 

for positions coincides with anecdotal evidence of an increasing need for the 

possession of academic achievement evidence. 

Relatively low levels of degree and post-graduate qualifications now found in 

the workforce must increase over time, and there should be a noticeable change 

in the statistics over the next few years. This change should result not only in a 

higher percentage of managers with qualifications but also a spreading of 

qualified staff much further down the companies' structural hierarchies. 

In theory, from an expertise point of view, this should enhance efficiency and 

productivity in the firms and will change the culture of these organisations. It 

will also progressively make the task of job seeking for those without such 

qualifications even more difficult as these changes will perpetuate more change. 

In hindsight the authors would have liked to see some statistics on levels of 

employee qualifications as at five years ago for comparison purposes, and it is 

suspected that these would have been noticeably lower than even now. 
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W SALARY STRUCTURES (TRENDS) 

From responses provided in this regard it would seem that there is a reasonably 

wide expectation that there will be at least some reduction in real wages and / or 

conditions of employment in Hong Kong after July 1997. There was, however, 

considerable inconsistency in the responses provided in all industry sectors. 

A possible conclusion which could be drawn from this is that politically correct 

answers were given of wages reductions expected in industries other than that of 

the respondent in his / her own industry; thereby avoiding direct criticism of the 

change. Alternatively, there could be a genuine expectation of reduced wages or 

conditions in some other industries, but the questionnaire has failed to ask where 

such reductions might occur. 

It has since occurred as well to the authors that these questions could have been 

more specific, in terms of removing any ambiguity, by asking if these expected 

changes (if any) would be over and above normal CPI movements. 

Obviously an expected increase in line with CPI has quite different connotations 

to one which exceeds or is less than the rate of such an index. Given, however, 

on average only seventeen percent of respondents thought general salaries and 

conditions will increase after July 1997, all of whom were from the insurance 

industry, this does not indicate much optimism about growth and prosperity 

consequent to the return to rule by China. 
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One insurance respondent suggested, however, that there was some apparent 

collusion in the industry where the companies have got together to agree on and 

jointly control salaries and conditions (ie. keep them low) in order to remain 

internationally competitive. The same respondent indicated that competition is 

very tight in Hong Kong's insurance industry at present and it is expected that 

various mergers will take place in the near future. It was suggested that this 

aspect of company activity should be the focus of specific HRM planning in 

order to effect smooth transitions. 

LA SUPERVISION & CONTROL (TRENDS) 

It would appear from the limited information conveyed by responses received 

that there are some movements in the area of supervision and control but these 

seem to be as a result of natural evolution rather than consequent to July 1997. 

Some increased use of self evaluation techniques in conjunction with supervisor 

assessments was mentioned though. An examination of trends per se from these 

responses is not possible as the questions seeking objective data in this respect 

only related to the present. 

W SUCCESSION PLANNING (TRENDS) 

Stated trends in this respect are the status quo and the authors have no reason to 

believe that this is not so in terms of present intentions. Time will tell, however, 

if there are to be significant changes in the employee mix after 1997, and if any 

such changes will impact on senior levels and the way in which these might have 

to evolve in the future to meet practical, economic and political imperatives. 
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It was observed by one respondent, however, that there is a strongly increasing 

emphasis these days on formal management training for graduates & executives 

within China. This may have some better implications for Hong Kong's HRM 

scene in the event of substantial relocations of such staff into Hong Kong. 

0 Consistency with generally accepted HRM practices. 

As a general observation, the questionnaire was tending to become too long in 

any event for firms to devote their resources to in completing and, as much as 

the authors would have liked it to have been even more detailed, this was not 

possible. Questions were therefore kept to a minimum which was considered 

necessary to reasonably explore the particular hypothesis which the authors had 

promulgated. This, in turn, necessarily limited the exercise to questions specific 

to Hong Kong's situation and to data mainly on current situations. 

Where possible, this was pursued without asking firms to undertake significant 

historical searches of their records; which also probably would not be holding 

data in the form being sought. Results, therefore, are not conducive to providing 

a comprehensive analysis of HRM in Hong Kong vis-a-vis accepted practices 

elsewhere. 

There is some evidence of an evolving approach to HRM in Hong Kong though; 

both in the light of Hong Kong's naturally evolving business environment and 

reflecting some modem trends in organisation structure. 

PAGE 92. 



BB 50 MBA DISSERTATION WINNIE CHEN & ALAN SPRIGG 1997 

The latter is very relevant to multi-national firms, such as in the insurance 

industry, where at least their head office is expected to be across modem trends, 

and where the influence of the small Chinese family business is not so pervasive. 

There is still some influence by the latter though, in view of the number of host 

country (Hong Kong) nationals employed in senior positions in that industry. 

These have been culturally indoctrinated in terms of "normal" managerial 

behaviour and organisational structures, and would frequently find flatter 

organisation structures quite difficult to accept. 

The results obtained, therefore, and the outcomes of related literature and other 

research, serve more to confirm the particular relevance of some generally 

accepted HRM practices, even in Hong Kong's environment, more so than 

present consistencies in this regard. As evidenced elsewhere though, the 

traditional small Chinese family business has operated successfully for many 

years in its present form and there would be little incentive to change or adopt 

any Western management techniques or practices without real benefits first 

being clearly demonstrated. 

Such small businesses still make up the overwhelming majority of businesses in 

Hong Kong and they will continue to operate with a minimum of formality and 

with high degrees of flexibly. They will react to new situations and requirements 

only as and when necessary. 
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Overall, from the conduct of this exercise and from research elsewhere, the 

authors are of the view that possibly the most urgent and beneficial modern 

HRM practice which Hong Kong businesses could adopt is, surprising as it may 

seem, cross-cultural training. 

Whilst Hong Kong and PRC citizens may all be Chinese, and may have many 

cultural similarities, they are also worlds apart in other cultural respects. 

Especially in the light of an approaching July 1997, being culturally aware and 

sensitive assumes extreme importance and could have real practical benefits for 

both big and small business. 

Such benefits are likely to include much enhanced negotiating skills, more 

appropriate staff selections, enhanced employee relationships and, therefore, 

consequently improved business outcomes. 
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M. SUMMARY AND CONCLUSIONS: 

In summary, and in the light of this research, the related literature and later 

discussions, the authors remain of the view that the return to rule of Hong Kong 

by China in July 1997 will have at least an initial adverse effect on Hong Kong's 

labour market. This effect will most probably include some devaluation of 

wages and conditions, a shift in corporate culture and ethic norms, and a spread 

of qualificational requirements down through the chain of management. This will 

most likely be to the detriment, mainly, of those non-graduate native Hong Kong 

job seekers. Whether or not this process is a necessary and unavoidable part of 

Hong Kong's reconciliation with China, with elements of natural selection 

weeding out the weaker players, and leading to an eventual stronger net result 

(with the sum being greater than the parts etc.) has yet to be seen. 

There are some analogies in this process to the reunification of Germany, where 

the more advanced Western part suffered significant economic costs from the 

change through the need to support an inefficient welfare state in the East. The 

process was judged, however, to be in the long term interests of the country and 

the initial pain was deemed unavoidable and acceptable. 

The authors also remain convinced that there is an (understandable) atmosphere 

of fear, or at least apprehension, in the Hong Kong business community about 

what July 1997 will bring. This is based on prior knowledge, reactions by those 

who declined to participate in the survey, and the qualified responses of those 

who did participate. 
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Logical inconsistencies in written answers provided, and off the formal record 

comments by respondents during interviews, provided further clear evidence of 

this. All of this has confirmed that such surveys have much more likelihood of 

success if questions concentrate on seeking and analysing known factual data 

over appropriate periods of time; rather than attempting to obtain subjective 

assessments and predictions. 

In respect of responses which were received, however, the authors are grateful 

to those firms for their considerable and valuable time which was contributed to 

this exercise as the outcome was still quite valuable as a stepping stone to other 

research in this regard. 

Associated research was similarly valuable in terms of enabling the provision of 

a single document which places all of the historical, business, social and cultural 

environments of Hong Kong into context so that its relevance to and consistency 

with traditional thoughts on HRM may be considered. In that regard there was a 

mixture of outcomes where, clearly, larger enterprises such as those in the insur-

ance industry are areas in which modem HRIvI practices should generally be 

followed with appropriate allowances for host country culture. 

Where the traditional Chinese family business is concerned though, there is very 

little prospect or need for significant change to what has proved to be an 

extremely successful formula. 
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Even though they may breach currently popular guidelines on such aspects as 

consultative management, nepotism, equality, documenting of goals etc., flat-

tening hierarchical structures and customer-based measures of performance, 

they still seem appropriate to Hong Kong's culture. For such businesses in Hong 

Kong their competitive advantage is gained through better networking, rather 

than a focus on staff resources. 

As indicated above however, at VIII. 0, the authors are firmly of the view that 

an education campaign on cross-culture training, aimed at such small businesses, 

would be of real benefit. 

The two main conclusions which can be drawn from all the above are that the 

exercise was valuable as a necessary first step; not withstanding that outcomes 

were not as definitive as was hoped, and that the small Chinese family business 

is as successful and resilient as ever, and is likely to survive and prosper under 

whatever regime controls Hong Kong. 

Unfortunately, however, one cannot be so optimistic about the short term 

prospects of Hong Kong's workers, as they are facing a period of growing 

uncertainty and a possible erosion of wages and conditions. 
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X. RJCOMMENDAT1ONS: 

0 Suggestions for Implementing Findings. 

As indicated previously, and in the following section concerning suggested 

directions for additional research, the subjective emphases in this research, and 

the political sensitivities of the topic to Hong Kong residents, was such that data 

obtained was of limited use as a means of clearly verifying those hypotheses 

which prompted the research in the first place. This is not to say, however, that 

the exercise was a waste of time. 

Several worth while outcomes included clearly demonstrating the need for future 

research to follow a much more objective approach, and the establishment of at 

least some statistical bases from which further research may be extended. These 

bases particularly include both current and previous percentages of employee 

mix in various categories of industry, seniority and nationality, which can now 

continue to be tracked over time. Some valuable insight was also gained into the 

apparent worth to employers of university qualifications and the extent to which 

graduates and post-graduates are now represented in the workforce and in the 

ranks of job applicants. 

In so far as the implementation of findings is concerned, the authors will be 

retaining, and continuing to build on, the statistical database already established, 

and they expect this exercise to be of some commercial value in the future in the 

provision of advice to companies looking to establish or invest in Hong Kong. 
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None of the questionnaire respondents specifically sought a copy of the 

completed exercise but the authors propose in any event to forward to them 

copies of the combined summary at Appendix 4. This is intended both as a 

gesture of good faith and, of course, as a means perhaps of facilitating some 

ongoing contact with those companies by the authors in the future; hopefully 

with a view to accruing mutual benefits. 

The authors also believed that the impact of university qualifications on the 

recruitment processes was particularly interesting. Accordingly, they would be 

pleased to make this area of data freely available; both to the Northern Territory 

University, as information for its marketing staff, and to the Hong Kong 

Departments of Education and Employment, as an indication of activity levels in 

this regard. 
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0 Directions for Additional Research 

Given the current, and expected continued, importance of Hong Kong to the 

international trading, manufacturing and financial communities, activities there 

during the lead up to and post-July 1997 will be closely monitored by govern-

ment, industry organisations and many consulting and other businesses. 

There is little real doubt that there will be significant changes after July 1997 in 

the way in which Hong Kong interacts with the rest of the world, and in the way 

in which business is conducted from within. Especially in this lead up period 

though, it is extremely difficult to entice business representatives to offer frank 

public comment on their assessments of the future; even in the face of logical 

expectations of action on the part of the PRC Government. 

One can hardly blame them for this though, as they must continue to operate in, 

and be a part of, a volatile environment controlled by a government with a clear 

track record of sometimes extreme nationalistic sensitivity and dangerous 

unpredictability. 

In the circumstances the authors believe it must be concluded that there is now 

little point in further pursuing research into this area which seeks significant 

subjective input from respondents on attitudes and expectations. At the same 

time, however, it is important for the Hong Kong and international business 

communities to be aware of actual changes in their environment, so that they can 

adjust their current practices and forward plaiming accordingly. 
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Directions for additional research must therefore be as objective as possible and, 

in the authors' opinion, must be statistically based. Progressive actual data 

relating to a reasonable period of time must be obtained, and broken down by 

categories as far as possible, so that reliable trend and projection calculations 

can then be made. Such an impersonal approach would also have a major 

advantage of not being politically threatening to respondents and, provided that 

the data was not commercially sensitive, it should then, in theory, be much 

easier to obtain. 

In hindsight as well the authors have noted several specific areas which could 

have been targeted in more detail through the questionnaire. They would recom-

mend in particular that additional research into this area could examine, in more 

detail, the avenues of external recruitment which companies generally pursue. 

These are as detailed above at VI. 0; covering HRM practices in Hong Kong. 

A more detailed evaluation of actual and expected wages movements, vis-a-vis 

the CPI, is also warranted both as a measure of confidence about the pending 

reversion to rule by China and as an indicator of the economic effects of the 

change after July 1997. Similar attention is also recommended in evaluating 

recent changes in organisational structures to see more clearly if they are at all 

reflecting world changes in this regard, such as trends towards flatter shapes and 

more consultative management processes. 

This is not to say, however, that such further research will necessarily prove to 

be easier, as the general culture and nature of Hong Kong Chinese business 

people is to focus more on the getting on with business than talking about it! 
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Without an "in" of some sort, such as an empathy with that industry, or some 

personal contact, or some demonstrable benefit to the business through their 

participation, it is most difficult to obtain cooperation in such research. There 

are various business associations throughout Hong Kong such as Chambers of 

Commerce, and these may be more P.R. minded or inclined to assist, but their 

statistical data bases are often not as comprehensive as might be found, say, in 

Australian counterparts for example. The business people of Hong Kong have 

even less tolerance than Australians about filling in return forms which have 

little or no direct benefit to them in the profitability of their business. 

Taxation authorities and industry departments in Hong Kong can provide some 

employment statistics, but these are quite general in nature and may not fit 

specific research directions such as that attempted through this exercise. 

In summary then, it is suggested that further research in this area should ideally 

be conducted by persons who are Hong Kong based and who have some 

personal acquaintance with a representative group of companies in a range of 

key industries. A statistical model should then be developed, with frequent 

updating, so that trends may become evident. Results should be fed back to 

participants in summary form at regular intervals in order to maintain their 

interest and cooperation in participating. It would assist as well, in terms of 

demonstrating bona fides, if this ongoing research was to be conducted under 

the auspices of, or in cooperation with, a range of industry organisations. Most 

categories of industry in Hong Kong have such an association; even if the 

purpose ofjoining is often more for social than strict business purposes. 
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For information as well, the final question on the questionnaire asked if there 

were any areas which respondents would suggest for inclusion in future such 

research, or which could have been concentrated upon more in this exercise. A 

range of resultant such suggestions was given as follows:- 

V V Hong Kong Government intentions about easing entry restrictions 

for PRC citizens wishing to work in Hong Kong, as well planned 

immigration policies are essential for a stable labour market; 

V V Extent to which general level of PRC management skills seems to 

complement those of Hong Kong and organisation training needs; 

V V Focus on reasons for change in / evolution of Hong Kong business 

which is not related to July 1997 (eg. relocations to China); 

V Focus on extent to which China should try to maintain status quo 

and reasons not to interfere in Hong Kong's business activities; 

V Similar questions, but concentrating on Board of Directors level; 

V Examine reasons for recent low rates of salaiy increases and 

reductions in employee turnover rates; 

V Examine the need for additional language training (Mandarin) and 

implications for written (now English) language requirements; 

ND 

PME 103.. 



GBB 530 MBA DISSERTATiON WINNIE CHEN & ALAN SPR166 1997 

XL B1BUO'3RAPUY: 

Bannister, Barry J., Chan, Andy W., et.al., Managing Human Resources 

in Hong Kong: A Practical Approach, F.T. Pitman Publishing, 

Hong Kong, 1996. 

Blunt, Peter and Richards, David, Readings in Management, organisation 

& Culture in East & Southeast Asia, Northern Territory University 

Press, Darwin, Australia, 1993. 

Cheng, Joseph Y.S. and Lo, Soimy S.H., From Colony to SAR, Hong Kong's 

Challenges Ahead, The Chinese University Press, Hong Kong, 1995. 

Clark, Robert, Australian Human Resources Management, Framework and 

Practice, 2nd. Edition, McGraw-Hill Book Co., Roseville, Aust., 1992. 

Genzberger, C.A., Hinkelman, E.G., Horovitz, D.E., et. al., Hong Kong 

Business, The Portable Encyclopedia For Doing Business In Hong 

Kong, World Trade Press, San Rafael, U.S.A., 1994. 

Hickson, David J. and Pugh, Derek S., Management Worldwide, The Impact 

of Societal Culture on Organ isations around the Globe, Penguin 

Books Ltd., London, 1995. 

/2 

PAGE 104. 



BB 530 MBA DISSERTATION WINNIE CHEN & ALAN SPRIGG 1997 

Hong Kong Baptist College, School of Business, Proceedings of the First 

International Conference on Expatriate Management (FICEM '92), 

Hong Kong, November, 1992. 

Hong Kong Government Information Services Department, Hong Kong 1996, 

50th. Anniversary Ed., H.K. Government. Printer, Hong Kong, 1995. 

Lee, J.C.Y. & Cheung, A.B.L., Public Sector Reform in Hong Kong, 

The Chinese University Press, Hong Kong, 1995. 

Mendenhall, M., & Oddou, G., Readings & Cases in International Human 

Resources Management, Sth Western College Publishing, Ohio, 1995. 

Timm, P.R., & Peterson, B.D., People at Work, Human Relations in 

Organisations, 2nd. Ed., West Publishing Company, St. Paul, 1987. 

Wacks, Raymond, Hong Kong, China and 1997, Essays in Legal Theory, 

Hong Kong University Press, Hong Kong, 1993. 

Wahkwong Newspaper Limited, Hong Kong "Return to the Motherland" 

Commemorative Diary, Wahkwong, Hong Kong, 1995. 

PA€E 1O. 



GBB 530 MBA DISSEETAT1ON WINNIE CHEN & ALAN S?RIGG 1997 

XILL APPNrncES: 

1. H.K.1NSCE COMPANIES- CONTACTS AND OUTCOMES 
RELATiNG. TO RESEARCH PROPOSED (PAGE 107) 

2 iNiTiAL FORMAL APPROACHES TO NOMINATED INSCE 
COMPAN1ES IN HONG KONG; FAXED BEFORE PERSONAL 
TELEPHONE CONTACT SOME DAYS LATER. (PAGE 1 0) 

S PROPOSED INTERViEW QUESTLON& (PAGE 109) 

4 COMBiNED STATJLSTJLCAL SUMMARY OF 
ALL QUESTIONNAIR.E R.ESULT& (PAGE 116) 

5.. iNTERViEW QUESTiONNAiRE STATiSTICAL RESULTS 
iN RELATION TO INSURANCE INDUSTRY (PAGE 125) 

6 INTERVIEW QUESTiONNAiRE - STATiSTiCAL RESULTS 
IN RELATION TO NON-INSCE.. INDUSTR1ES (PAGE 133) 

7 G[RAPH1CAL ILLUSTRATiON OF. 
"THE SP1RIT OF CHiNESE CAPiTALiSM". (PAGE 140) 

TEN PRINCIPAL CHARACTERISTiCS OF 
CHINESE FAMILY BUSINESSE& (PAGE 141) 

PMSF ini 



GBB 50 MBA DISSERTATION WINNIE OMEN & ALAN SPRI(i(i 1997  

APPENDIX 1 
HONS KONG INSURANCE COMPANIES PROPOSED FOR CONTACT IN 

RELATION TO RESEARCH UNDERTAKEN 

L\SLRLR 1  DDRESS [ _iii. x COMIENTS 
0011852 0011 852  

EAS T \'.I.. AETNA 28 I . I. \ I ASIAAETNA  I \II \T APPOINTMENT  

i \S( i.. GROUP fl i TOWER, 308 I)I•.s V )I•:Lx oI 

MS. PAULIE CHAN ROAD. (1:NTRAL H.K. 28502333 28503838 14/11/96 u II830 

EAGLE STAR LIFE LEVEL 16-18, 
ASSURANCE CO. CITY PLAZA 3 NO APPOINTMENT 
LIMITED. 14 TA! KOO NAN ROAD, 28862802 OFFERED 
MS. MANDY WONG CENTRAL, H.K. 29678393 29671976  

PRUDENTIAL HEAD OFFICE, 14/F, 
ASSURANCE CO. BANK OF EAST ASIA BLD NO APPOINTMENT 
LIMITED. 10 DES VOEUX OFFERED 
MS. LO ROAD, CENTRAL, 25252367 28104903  

SUN ALLIANCE 2 iF., OFFICE TOWER, APPOINTMENT 
INSURANCE GROUP CONVENTION PLAZA. OK 

No. 1., HARBOUR ROAD, 
MR. SUNNY WONG WANCHAI, H.K. 28107383 28450389 14/11/96 @ 1100 
WINTERTHUR SWIS 19/F, DAH SING FINANCIA APPOINTMENT 
INSURANCE (ASIA) CENTRE, 108 GLOUCESTE OK 
LIMITED. ROAD, WANCHAI, H.K. 
MICHELLE CHAN  25820166 25820662 15/11/96 1500 
MANULIFE INSCE. 28/F, MANULIFE TOWER, 
GROUP 169 ELECTRIC ROAD, NO APPOINTMENT 
MS. MONISA TAM NORTH POINT H.K. 25105600 28063951 OFFERED 
SUNLIFE ASSURAN( 901-2 PALIBURG PLAZA, 61 WILL FAX BACK 
COMPANY OF YEE WO STREET, COMPLETED 
CANADA. CAUSEWAY BAY, QUESTIONNAIRE - 
MS. KETTY CHU HONG KONG 25278733 28943555 NO APPT. NEEDED 
NATIONAL MUTUAl NATIONAL MUTUAL SEVERAL ATTEMPTS 
ASIA LTD CENTRE, 151 GLOUCESTE FAILED TO ARRANGI 

ROAD, WANCHAI, H.K. MUTUALLY 
SAMANTHA PANG  25191111 25197044 CONVENIENT APPT. 
TOP GLORY 23/17, TOP GLORY TOWER, 
INSURANCE CO. 262 GLOUCESTER ROAD NO APPOINTMENT 
(BERMUDA) LTD. WANCHAI, OFFERED 
MS. KAREN WAN HONG KONG. 25918888 28385201 
AlA CO. (BERMUDA A.I.A. BUILDING, QUESTIONNAIRE HA 
LTD. 1 STUBBS ROAD, BEEN COMPLETED & 
MS. ADA CHEUNG HONG KONG 28321800 25773516 FAXED BACK 
UNION INSURANCE ROOM 1106 11/F, H.K. & APPOINTMENT 
SOCIETY OF HONG SHANGHAI BANK BLDG. OK 
KONG LTD. 673 NATHAN RD., 
MS. ZENA FUNG KOWLOON, H.K. 286786421 28100706 12/11/96 1500 
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APPENDILX 2 
INITIAL FORMAL APPROACHES TO NOMINATED INSURANCE COMPANiES IN HONG 
KONG; FAXED PRIOR TO PERSONAL TELEPHONE CONTACT SOME DAYS LATER.. 

SUNSET TOWERS 
16 I 73 Progress Drive 

Nightcliff, Darwin, N.T. 
AUSTRALIA 0810 

The Human Resources Manager, 
HONG KONG 

September 1996 
Dear Sir I Madam, 

We, the undersigned, are Northern Territory University MBA students in 
Darwin, Australia. We are preparing a joint dissertation on recent trends of HRM 
practices in Hong Kong's Insurance Industry; especially those which may be affected 
by the return to rule by China on 1 July 1997. 

As background for your information, Ms CHEN was actually employed in the 
Hong Kong insurance industry for some eight years in the 1980's; and Mr SPRIGG 
has visited Hong Kong many times in private and official capacities in relation to his 
work as an adviser to Government Ministers. 

We will visit Hong Kong again in November 1996, to obtain additional research 
material for our dissertation. 

It would be much appreciated if we could make an appointment then to meet 
with you or a representative to ask some questions about your views and experience in 
this regard. This would not take long, and we would be happy to fax these questions to 
you in advance. We would, of course, also respect any confidences which you may 
require, and we would be happy as well to send you a copy of the finished document if 
you wished. 

We propose to ring your company during the next few days to see if we can 
arrange an appointment, and also to answer any questions which you may have. 

Yours Faithfully 

Winnie CHEN and Alan SPRIGG 
Phone (61 - 8) - 89 480393 Phone (61 - 8) - 89 996482 
Fax (61 - 8) - 89 480393 Fax (61 - 8) - 89 996619 

PMW 1nk 
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APPENIDILX 3 

kU J)J 1L I LWI [ ki 

PROPOSED IJN1fERVIJEW QUESTIONS 

PLEASE NOTE: AS UNDERTAKEN IN OUR INITIAL APPROACH TO YOUR 
COMPANY, ANY INFORMATION PROVIDED IN RESPONSE TO THE 
FOLLOWING QUESTIONS WILL BE KEPT CONFIDENTIAL, IF REQUIRED, 
AND ANY DATA THEREIN WILL BE USED IN SUMMARY FORM ONLY 
WITHOUT IDENTIFYING SPECIFIC COMPANY RESPONDENTS. AS WELL, 
SHOULD YOU BE UNWILLING TO ANSWER ANY PARTICULAR QUESTION, 
THIS WILL NOT BE A PROBLEM, AND YOUR RESPONSES ON THE 
REMAINDER WILL STILL BE VALUABLE TO US, THANK YOU. 

LONE TiTLE OF DISSERTATION: 

"AN EXAMINA TION OF RECENT TRENDS IN APPROACH TO H.R.M. 
PRACTICES IN HONG KONG'S INSURANCE INDUSTRY; WITH 
PARTICULAR REFERENCE TO ANY INFLUENCE OR OTHER 
A C TI VI TIES IN ANTICIPA TION OF HONG KONG'S RE VERSION TO 
RULE BY CHINA AFTER 1 JULY 1997, AND WITH A FOCUS ON THE 
SPECIFIC ASPECTS OF:- 

+ RECRUITMENT PROCESSES, 

+ SALARY STR UCTURES, 

+ SUPER VISION & CONTROL, AND 

+ SUCCESSION PLANNING." 
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QUESTIONS (FLNILL APPROVED) 

COMPANY NAME 

I PERSON INTERVIEWED II 
POSITION HELD 

PROFESSIONAL AREA 

DATE 

How many years has your company been operating in H.K.? I I 

In which country is your Head Office? I 

Do you have an Office or Subsidiary Company located in The 
Peoples' Republic of China? (YES I NO), and if so, 
Where? 

Please say how many employees you have in H.K., in categories 
of Senior Management, Middle Management and Others. 

NUi\IBER OF PRESENT EMPLOYEES 
Senior Management - Middle Management Others - Totals 

Please show actual or approximate numbers of those 
employees, in each of the above three categories, who are Hong 
Kong Citizens, PRC Citizens, and Third Country Expatriates. 

NUMBERS OF PRESENT EMPLOYEES 
Senior 

Management 
Middle Others 

Management  

Totals 

H.K. Citizen  

PRC Citizen  

T.C. Expats  

Totals LI II II II 
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Please show actual or approximate numbers of employees 
as at five years ago, in each of the categories, who were Hong 
Kong Citizens, PRC Citizens, and Third Country Expatriates. 

PREVIOUS NUMBERS OF EMPLOYEES as at.....I....../19.... 
- Senior 

Management 
Middle 

Management  
Others [I Totals 

H.K. H.K. Citizen  

PRC Citizen  

T.C. Expats  

Totals 
 

Please show expected I estimated numbers of employees five years 
from now, in each of the categories, who may be (Ex) Hong Kong 
Citizens, PRC Citizens, and Third Country Expatriates. 

EXPECTED NUMBERS OF EMPLOYEES as at...../....../200 
Senior Middle [I Others [1 Totals 

Management Management  

H.K. Citizen  

PRC Citizen  

T.C. Expats  

Totals 11 II II II 
Have there been significant changes in employee mix over the 
last five years in the above categories? (YES I NO) 

Have these (if any) been as a result of any intentional company 
policy to vary the percentage or number of employees in the 
above categories? (YES I NO I NOT APPLICABLE) 

Are significant changes in employee mix expected in the medium 
term future? (YES / NO) 

Do you have a company policy to vary the percentage or number 
of employees in the above categories ? (YES I NO) 

If"YES" to (11) above, is this because of expected changed 
circumstances after July 1997? (YES I NO) 

PAEiE lit 
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(13) Do you advertise in or otherwise target China when recruiting to 
all or any levels of employee? 

I NEVER I SOMETIMES I USUALLY I ALWAYS 

(14) Does your company have a policy of favouring any category of 
employee citizenship in recruitment processes ? 
N.P. = 

NO 
PREFERENCE 

Senior Managemei 
Preferred 

Middle Managetnei 
Preferred 

Others 

Preferred 
H.K. Citizen YES/NO/N.P. YES/NO/N.P. YES/NO/N.P. 
PRC Citizen YES/NO/N.P. YES/NO/N.P. YES/NO/N.P. 
T.C. Expats 

- 

YES/NO/N.P. YES/NO/N.P. YESINO/N.P. 

(15) Do you have any targets of percentages of PRC nationals you wish 
to see employed over any narticular timeframe? 

upto100%  

upto80%  

upto60%  

upto40% 
upto20%  

-
0%  

- 

1996 1997 1998 1999 2000 2001 

(16) How important for which levels of employee, are University and 
Post-Graduate Qualifications in recruitment considerations? 

- 

= VERY IMP. 
= QUITE IMP. 
= NOT IMP. 

Senior Manageme 
Preferred 

(CIRCLE ONE)  

Middle Managemei 
Preferred 

Others 

Preferred 

Minimum.... 
Diploma 1/2/3 1/2/3 1/2/3 
Uni. Degree 1/2/3 1/2/3 1/2/3 

PostGraduate 1/2/3 1/2/3 1/2/3 

When you do advertise positions vacant, what percentage of 
applicants normally have a University Degree or Post-Graduate 
qualifications? Degree I 

P  A 6_447 119 

(17) 

Post-Graduate I 
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Approximately what number or percentage of your employees 
have a Degree or Degree % 
Post-Graduate qualification? Post-Graduate % 

Are PRC Graduates willing to work in Hong Kong at lower 
salaries than H.K. Graduates? (YES I NO), and, if "YES"... 
how much less on average? I 

Do you expect it will be (MUCH I SOME I NOT) easier for more 
PRC Graduates to live and work in H.K. after July 1997? 

Do you expect there will be (MUCH I SOME I NO) reduction in 
average salaries for Graduate employees after July 1997? 

Do you expect there will be (MUCH I SOME / NO) reduction in 
average salaries for Non-Graduate employees after July 1997? 

Do you consider the salaries generally paid by your company 
to be.. (much) (higher than) 

(some what) (lower than) 
(equ to) ...the industry average? 

Do you expect general salary levels, or conditions of employment, 
to be.. (much) (higher than) 

(some what) (lower than) 
(simib to) ...present industry averages 

after July 1997, and if so .... why? 

Do you expect your recruitment processes to change after July 
1997 (YES / NO) and, if so. ..... how & why? 

Do you have specific planning in place to allow for any expected 
changes in the HRM environment (such as supervision & control 
processes and succession planning) after July 1997? (YES I NO) 
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What changes do you expect to see in general Hong Kong HRI\'I 
environments and ways 01 cloin tflinjs alter July 1997? 

What style of management does your company follow when you 
supervise and control employees? Please circle one of..... 

1. 2. 1 3. 4. 5. 6. 7. 
Manager Manager Manager Manager Manager pie- Manager Manager purnits 
wakes decisioi scIls presents ideas presents tentatie sents problem defines limits suboidiwites to 
and decision inntes questioi decision subject gets suggestions & msks grou ms function ithin 
announces it to chmnge makes decision to make limils defined 

decision 

Do you try to obtain feedback or suggestions from staff on issues 
concerning work practices and methods of operation? 

I NEVER I SOMETIMES I USUALLY I ALWAYS 

How do you do this? 

Do you evaluate staff performance (YES / NO) and, if so, how 
often is this done? 

I QUARTERL\1 SIX MONTHLYI ANTUALLYI  OTHER:. 
. I 

How do you do this? 

How would you describe the structure of your organisation? 
I HIERARCHICAL I FLAT I INVERTED PYRAMID 

p1(qiR 1izi 
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Do you expect the answers to Questions (28) to (33) to change after 
July 1997 ? (YES / NO) and, it ES", wily: 

Do you have general policies or philosophies on your arrangements 
for succession planning at the more senior levels ? (YES I NO) and, 
if "YES", what are they? 

Again, do you expect this to change after July 1997? (YES I NO) 

Please say if there are any additional issues which we should 
focus on, in anticipation of the change in 1997, which we have 
not already covered? 

THANKYOU 
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APPENDLX 4 

W,  INNIE CHEN AND ALAN SPRJ MBADISSRTAT1ON 
ON HONE KONGL H.R.M. PRACTiCES. 

COMBINED STATISTICAL SUMMARY 
OF QUESTIONNAIRE,-', RESSULTS 

CATEGORIES OF RESPONDENT 

INSURANCE INDUSTRY 6 
PROFESSIONAL / SERVICE 7 
MANUFACTURING 3 

QUESTIONS 

(1) Years companies have been in H.K.. AVE. 69 
AVE. 21 

(2) Country of Head Office. USA X2 
JAPAN X 1 
ENGLAND X 2 
SWITZERLAND X I 
HONG KONG X 8 
ENGLAND X I 
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,.' , rr. Cl 1 . 1. • 1 S 1 • 1 1 1 I 1 

i) umces or Z5UDSlaiaries of tnose 
Peoples' Republic of China. 

U11IIJ4IIR VVIIILII i1 C IUC4IXU Ill LII 

"YES" = 83%. BEIJING  
"NO" =17%. SHANGHAI X 4. 

GUANGZHOU X 2. 
TIANJIN X I. 

"YES" = 67%. NONE X 3. 
"NO" = 33%. BEIJING X 2. 

SHANGHAI X 4. 
SHENZHEN  

IiL'il GUANGZHOU X Ii. 
XIAMEN X 1. 

Present employee numbers in H.K., in categories of 
Senior Management, Middle Management and Others. 

Senior Mgt. Middle Management Others Totals 
93 =7% 241 = 18% 991 = 75% 1,335 = 100% 
136=10% 293=22% 919=68% I 1,348=100% 

All, - I rlLl!i1 IlIl 

Numbers of those present employees, in each category, who are 
H.K. Citizens, PRC Citizens, & Third Country Expatriates. 

•______ Senior Mgt. Middle Mgt. [1 Others Totals 
H.K. 79 = 6% 244 = 19% 991 = 75% 1,314 = 1000,' 
Citizen 1110=9% 272 =21% 910=70% 1,292=100' 

' 516 = Tl " I,  lTLlIl 
PRC 0% 0% 0% 00/() 
Citizen 1 = 6% 9 = 47% 9 = 47% 19 = 100% 

4u '  

T.C. 14 = 67% 7 = 23% 0% 21 = 100% 
Expats 25-  68% 12 - 32% 0  Ivo 37 - 100% 

39 67%  ift iH________________  

Totals 93 = 7% 256 = 19% 991 =74% 1,335 = 100 
136=10% 293=22% 919 =68% 1,348= 100 
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(6) Numbers of employees five years ago, in each category, who were 
H.K. Citizens, PRC Citizens, & Third Country Expatriates. 

Senior Mgt. Middle Mgt. [ Others Totals 

H.K. 66 = 8% 210 = 27% 502 = 65% 778 = 100% 
Citizen 76=8% 187=20% 665=72% 928=100% 

3-00/06 
PRC 00% 0% 0% 0% 
Citizen 0% 5 = 100% 0% 5 = 100% 

T.C. 11=79% 3 =21% 
I 
0% 14=100% 

Expats 5 = 83% 1 = 17% 00% 6= 100% 
LIII 

Totals 77 = 10% 213 27% 502 = 63%, 792 = 100% 

81=9% 193=20% 665=71% 939=100% 

(7) Expected employees in five years, in each category, who may be 
(Ex)H.K.Citizens, PRCCitizens,& ThirdCountry Expats. 

SeniorMgt. Middle Mgt. { Others Totals 
H.K. 96=8% 257=22% 812=70% 1,165=1000  
Citizens 85 = 8% 262 = 23% 780 = 69% 127 = 100% 

PRC 0% 2 = 50010 2 = 50% 4 = 100% 
Citizens 

= 7% 40 =43%  = 50% 94 = 100% 
$

1 
 I

I 
 

_ 

T.C. 8 = 54% 5 = 33% 2 = 13% 15 = 100% 
Expats 35=43% 42=51% 5=6% 82=100% 

I  - 
Totals 104 = 9% 264 = 22% 816 = 69% 1,184 = 100' 

127=10% 344=26% 832 =64% 1,303=1000/ 

_ 

231  'II I , ,I I  EMEMI 
(8) Significant changes in employee mix over the last five years in the 

above cate2ories. 
YES = 0% NO = 100% 

YES = 33% 1  NO = 67% 
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Were changes as result of intentional company policy to vary 
percentage or number of employees in above categories? 

YES = 0% NO = 100% 
YES = 22% NO 78% 

Significant changes in employee mix expected in the medium 
term future. 

Current company policy to vary the percentage or number 
of employees in the above categories. 

YES = 0% INO = 100% 
YES = 0% NO = 100% 
'd* NO = 100%  

"YES" to (11) above, because of expected changed circumstances 
after_July_1997.  

N/A N/A 
N/A 
k,A IA 

Advertising or otherwise targeting China when recruiting to all or 
any levels of employee. 
NEVER SOMETIMES USUALLY ALWAYS 

67% 33% 0% 0% 
44% 44% 12% 0% 
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Company policies favouring any category of employee citizenship 
in recruitment processes. 

Senior Management [ 
Preferred II 

Middle Management [1 
Preferred 

Others 
Preferred 

H.K. NO = 100% NO = 100% NO = 100% 
Citizen NO = 67% / YES = 33% NO = 77% / YES = 23% NO = 77% I YES = 23% 

_ E,:q YES 
PRC NO = 100% NO = 100% NO = 100% 
Citizen N077%I YES 23% N077%1 YES 23% N0 = 77%/  YES '23% 

c,&qi  YES 
T.C. NO = 87% / YES = 13% NO = 100% NO = 100% 
Ex ats 

- p N077%/  YES 23% N077%/  YES 23% N088%/YESI2% 
-NO :MW*  YES [IMW'dES = 13% NO = 93%1WhYES  = 70/6 

Targets of percentages of PRC nationals wished to see employed. 
60 to 100%  

up to 40 
11Y0 

up to 20% N/A 17% 17% 
22% 

11% 

17% 
22% 

11% 

17% 
22% 

11% 

170/o 
330/4) 

11% 
0% 

22% 22% 

1996 [ 1997  [_1998 [ 1999 [_2000 [ 2001 

Importance of employee University and Post-Graduate 
Qualificationsinrecruitmentconsiderations.  

= VERY IMP. X 30 Senior Mgt. Middle Mgt. Others 
= QUITE IMP. X 20 Preferred Preferred Preferred = NOT IMP. X 10 
= of_\lax.Poss.Imp. MINIMUM MINIMUM MINIMUM 

Diploma 50% 67% 72% 
63% 59% 56% 

61% 50% University Degree 56% 
70% 74% 37% 

39% 22% 28% Post Graduate 
Degree 74% 56% 33% 
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Percentage of applicants for advertised positions normally having a 
University Degree or Post-Graduate qualifications. 

Degree 
59 % 

Post-Graduate 17% 
40 % 

Employees with a Degree or ro ;t-rauuate uua..i.cauuns. 
Degree 20 % 

20 % 
I I I 

Post-Graduate 7 0/ 

7% 
__ 

I I 

Willingness of PRC Graduates to work in H.K. at lower salaries 
than H.K. Graduates, and, if "YES", how much less on average. 

YES: 33% Ave. 20% Lower salary DON'T KNOW: 67% 
YES: 77% Ave. 30% Lower salary DON'T KNOW: 23% 

Expecting it will be (MUCH I SOME I NOT) easier for more 
PRC Graduates to live and work in H.K. after July 1997. 

MUCH: =17% SOME:50% NOT: =33% 
MUCH: =23% SOME: = 44% NOT: = 33% 

Expecting there will be (MUCH I SOME I NO) reduction in average 
salaries for (all) Graduate emDlovees after July 1997. 
MUCH:0% SOME: =33%% NOT: =67% 
MUCH:0% SOME:23%% NOT: =77% 

i MUCH : i *i 

Expecting there will be (MUCH I SOME I NO) reduction in average 
salaries for (all) Non-Graduate emolovees after July 1997. 
MUCH: = 0% SOME: = 67% NOT: =33% 
MUCH: =0% SOME: = 33% NOT: =67% 

StSLsiI1V I%1IA'Ia,M 
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Salaries generally p iid by each company considered to be.... 
(much) (higher than) SOMEWHAT HIGHER =17% 

SOMEWHAT HIGHER =11% 
SOMEWHAT IHIGHER1 

(some what) (lower than) 
SOMEWHAT LOWER =11% 
01305  I *''i I Ely - 01,10101  

(equ to) EQUAL TO = 83% 
EQUAL TO =78% 

...the industry average. 

Expecting general s ilaries, or conditions of employment, to be... 
(much) (higher than) SOMEWHAT HIGHER = 17% 

SOMEWHAT HIGHER = 0% 

(some what) (lower than) 

(simib to) EQUAL TO = 83% 
EQUAL TO = 100% 
L.!1W(0  

...present industry averages after July 1997. 

Expecting recruitment processes to change after July 1997 
NO = 100% 
NO = 100% 

Specific planning in place to allow for any expected changes in the 
HRM environment (such as supervision & control processes and 
succession planning) after July 1997. 

YES BECAUSE OF 1997 = 00//1  YES ANYWAY =33% NO = 67% 
YES BECAUSE OF 1997 = 00/ 

'd aI :i a(NiU11 DES] ri I9 =  0 /0ji 
YES ANYWAY = 0% NO = 100% 
'd Mom 

Changes expected in general Hong Kong HRM environments and 
ways of doing things after July 1997. 

DESCRIPTIVE RESPONSES 
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Styles of management which companies follow when supervising 
and infrn11in mn1ovcs. 

1. 2. 3. 4. I 5. 6. 7. 

Manager mak Manager 'sell Manager pre - Manager pre - Manager pre - Managerdeffii Manager 

decision and decision. sents ideas & sents tentat-iv sents problem, limits & asks permits 

announces it. invites questio decision subje gets suggestiot group to make subordinates 
to chan.,e mak€s decisiot dicision lunction Withi  

limits detined 

49% 0% 17% 17% 17% 0% 0% 

57% 0% 0% 0% 43% 0% 0% 

Frequency of obtaining feedback or suggestions from staff on issues 
eonerninc' work uractices and methods of oueration. 
NEVER SOMETIMES USUALLY ALWAYS 
0% 17% 50% 33% 

0% 24% 38% 38% 

I -rii 

Feedback obtained by..... 
DESCRIPTIVE RESPONSES 

i1) Evaivation 'ana irequency 01) starr perrormance.  

QUARTERLY SIX MONTHLX ANNUALLY OTHER: 
YES = 100% 

YES = 100% 

17% 

0% 

17% 

44% 

66% 

33% 

0% 

23% 

I I *' tIIIIi' 

Achieved through..... 
DESCRIPTIVE RESPONSES 

Organisation structures. 
HIERARCHICAL FLAT INVERTED PYRAMID 

67% 33% 0% 

75% 25% 0% 

Expecting answers to Questions (28) to (33) to change after July 1997 
and, if "YES", reasons for this........NO = 100% 

NO = 100% 

1 00 
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General policies or philosophies in place for succession planning at 
the more senior levels, 

YES= 33% NO = 67% 
YES= 23% NO = 77% 

including..... 
DESCRIPTIVE RESPONSES 

Expected changes in succession planning after July 1997. 
NO = 100% 
NO = 100% 

- - [W 

END 
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APPENDIX 5.- 

W-''/INNtE-  C+[N AND ALAN S;PRI6 MBA 
DISSERTATION ON HON KON H.R.M.. PRACT10ES. 

IINJTERVJ[EW QUESQTIONNAIRE 
STATISTICAL RESULTS 

INSURANCE INDUSTRY 

SUMMARY 

WINTARTHUR SWISS INSURANCE (ASIA) LTD. 

COSMOS SERVICES COMPANY LIMITED. 

AlA CO. (BERMUDA) LIMITED. 

UNION INSURANCE SOCIETY OF H.K. LTD. 

SUN ALLIANCE INSURANCE GROUP. 

r EAST ASIA AETNA INSURANCE GROUP. 
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QUESTIONS. 

How many years has your company been in H.K.? I AVE. 69 I 

I 68 22 150 13 6 

In which country is your Head Office? USA x 2 
JAPAN x 1 
ENGLAND x 2 
SWITZERLAND x 1 

Do you have an Office or Subsidiary Company located in The 
Peoples' Republic of China? (YES I NO), and if so, 

where? BEIJING x 4. 
"YES" = 83%. SHANGHAI x 4. 
"NO" = 17%. GUANGZHOU x 2. 

TIANJIN x 1. 

Please say how many employees you have in H.K., in categories 
of Senior Management, Middle Management and Others. 

Senior Middle 
Management. Management Others Totals 

60, 3, 3, 22, 175, 10, 13, 40, 0, 40, 135, 596, 235, 53, 151, 658, 
3, 2, 10, 3, 20,200, 33,205, 

93 = 7% 241 = 18% 991 = 75% 1,335 = 100% 

P & P11 IF 19R 
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(5) Please show actual or approx. numbers of employees, in each of the above three 
categories, who are ilK Citizens, PRC Citizens, & Third Country Expats. 

Senior Mgt. [I Middle Mgt. [_Others Totals 
U.K. Citizen 0, 1, 22, 3, 5, 40, 200, 20, 596, 203, 26,  658, 

2, 0, 54, 11, 10, 175, 135, 40, 0, 148, 50, 229, 
79 = 6% 244 = 19% 991 = 750  11314 = 1000,' 

PRC Citizen 0, 0, 0, 0, 0, 0, 0, 0, 0, 0, 0, 0, 
0,0,0, 0,0,0, 0,0,0, 0,0,0, 

=0% =0% =0% =0% 
T.C. Expats 2, 2, 0, 0, 5, 0, 0, 09  09  2,79 0, 

1,3,6, 29 0,0, 0,0,0, 3,3,6, 
14=67% 7=23% =0% 21=100% 

Totals 3, 22, 39  10,409  200, 20, 596, 205, 33, 658, 
3, 60, 13, 10, 175, 135, 40, 0, 151, 53, 235, 
93 =7% 256=19% 991=74% 1,335=1000, 

(6) Please show actual or approx. numbers of employees as at five years ago, in 
each category, who were HK Citizens, PRC Citizens, Third Country Expats. 

Senior Mgt.  Middle Mgt . Others Totals 
H.K. Citizen N/A, 0, 12, N/A, 5,25, N/A, 16,436 N/A, 21, 473, 

N/A, 0, 54, N/A, 5,175, N/A, 50, 0, N/A, 55, 229, 
66=8% 210=27% 502 =65% 778=1000, 

PRC Citizen N/A, 0, 0, N/A, 0, 0, N/A, 0, 0, N/A, 0, 0, 
N/A, 0, 0, N/A, 0, 0, N/A, 0, 0, N/A, 0, 0, 

=0% =0% =0% =0% 
T.C. Expats N/A, 2, 0, N/A, 3, 0, N/A, 0, 0, N/A, 5, 0, 

N/A,3,6, N/A,0,0, N/A,0,0, N/A,3,6, 
11=79% 3=21% =0% 14 =100°A 

Totals N/A, 2, 12, N/A, 8, 25, N/A, 26, 473, 
N/A, 3, 60, N/A, 5,175, N/A, 50, 0, N/A, 58, 235, 

77 = 10% 213 = 27% [ 502 = 63% 792 = 100°,' 
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(7) Please show expected / estimated numbers of employees five years 
from now, in each of the categories, who may be (Ex) Hong Kong 
Citizens, PRC Citizens, and Third Country Expatriates. 

Senior [1 Middle Others Totals 
Management Management 

 

H.K. Citizen N/A, 2, 40, N/A, 7, 65, N/A,22,750, N/A,31,855, 
N/A, 0, 54, N/A, 10, 175, N/A, 40, 0, N/A, 50, 229, 

96=8% 257=22% 812 =70% 1165=100' 

PRC Citizen N/A, 0, 0, N/A, 2, 0, N/A, 2, 0, N/A, 4, 0, 
N/A, 0, 0, N/A, 0, 0, N/A, 0, 0, N/A, 0, 0, 

=0% 2=50% 2=50% 4=100% 
T.C. Expats N/A, 1, 0, N/A, 5, 0, N/A, 2, 0, N/A, 8, 0, 

N/A, 1, 6, N/A, 0, 0, N/A, 0, 0, N/A, 1, 6, 
8 = 54% 5 = 33% 2 = 13% 15 = 100% 

Totals N/A, 3, 40, N/A, 14, 65, N/A, 26, 750, N/A, 43, 855, 
N/A, 1, 60, N/A, 10, 175, N/A, 40, 0, N/A, 51, 235, 

104 = 9% 264 = 22% 816 = 69% 1,184 = 100°f 

Have there been significant changes in employee mix over the 
last five years in the above categories? (YES I NO) 

I YES 0% I NO =100% 

Have these (if any) been as a result of any intentional company 
policy to vary the percentage or number of employees in the 
above categories? (YES I NO / NOT APPLICABLE) 

YES 0% I NO =100% I 

Are significant changes in employee mix expected in the medium 
term future ? (YES I NO) 

YES 0% I NO =100% 

Do you have a company policy to vary the percentage or number 
of employees in the above categories? (YES / NO) 

YES 0% I NO =100% 
If "YES" to (11) above, is this because of expected changed 
circumstances after July 1997? (YES I NO) 
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(13) Do you advertise in or otherwise target China when recruiting to 
ll1 or anv 1cve1s of emniovee? 
NEVER SOMETIMES USUALLY ALWAYS 

67% 

(14) Does your company have a policy of favouring any category of 
employee citizenship in recruitment processes ? 

Senior Mgt. 
11 Preferred 

Middle Mgt. 
Preferred 

Others 
Preferred 

H.K. Citizen NO = 100% NO = 100% NO = 100% 
PRCCitizen NO=100% NO=100% NO=100% 
T.C. Expats YES = 13% NO = 100% NO = 100% 

(15) Do you have any targets of percentages of PRC nationals you wish 
to see emnloved over any particular timeframe? 5 x "N/A" = 83% 

up to 100%  

up to 80%  

up to 60%  

up to 40% 
up to 20% N/A YES 17% YES 17%  r=YE17-/Io YES 17% YES 17Y 

0% 
_______ 

 
_________ 

- 
1996 [ 1997 1998 1999 2000 2001 

(16) How important for which levels of employee, are University and 
Post-Graduate Oualifications in recruitment considerations ? 

= VERY IMP. X 30 Senior Managerne Middle Managemei Others 
= QUITE IMP. X 20 Preferred Preferred 
= NOT IMP. X 10 

(CIRCLEONE)  Preferred 

Minimum.... 
Diploma 90/180 120/180 130/180 
Uni.Degree 100/180 110/180 90/180 
PostGraduate 70 /180 11 40 / 180 11 50/180 

(MAXIMUM POSSIBLE IMPORTANCE = 180 / 180) 

(17) When you do advertise positions vacant, what percentage of 
applicants normally have a UniversityDegreeorPost-Graduate 
qualifications? I_Degree 

Post-Graduate I 1 
I DEGREE : 75. 0. 70. 60. 50, 90. AVE. = 58% I P.G.: 10, 0, 0, 80, 0, 10, AVE. = 17% I 
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Approximately what number or percentage of your employees 
have a Degree or I Degi ee I 20 % 
Post-Graduate qualification ' Post-Ci acluate I 7 % 

DEGREE : 82/205, 0/33, 63/628, 18/151, 5/53, P.G. : 11/205, 0/33, 5/628, 45/151, 2/53, 24/235, 
94/235, ,AVE. = 262/1305 =20% 1  AVE. = 87/1305 = 7% 

Are PRC Graduates willing to work in Hong Kong at lower 
salaries than H.K. Graduates? (YES I NO), and, if "YES"... 

I YES: =33% I NO: I DON'T KNOW: = 66% I 

how much less on average? I 1 x 

Do you expect it will be (MUCH I SOME / NOT) easier for more 
PRC Graduates to live and work in H.K. after July 1997? 

I MUCH: = 17% I SOME: = 50% I NOT: = 33% I 

Do you expect there will be (MUCH I SOME I NO) reduction in 
average salaries for Graduate employees after July 1997? 

I MUCH: =0% I SOME: =33% I NOT: =67% I 

Do you expect there will be (MUCH I SOME I NO) reduction in 
average salaries for Non-Graduate employees after July 1997? 

I MUCH: =0% I SOME : = 67% I NOT: =33% 

Do you consider the salaries generally paid by your company 
to be. (much) (higher than) SOMEWHAT HIGHER = 17% 

EQUAL TO =83% 
...the industry average? 

(24) Do you expect general salary levels, or conditions of employment, 
to be. (much) I  (higher than) SOMEWHAT HIGHER = 17% 

(some what) I (lower than) 
(simih to) EQUAL TO =83% 

present industry averages after July 1997, and if so..why? 

 

(some what) (lower than) 
(egu to) 
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Do you expect your recruitment processes to change after July 
1997 (YES I NO) and, if so. ..... how & why? NO = 100% 

Do you have specific planning in place to allow for any expected 
changes in the HRM environment (such as supervision & control 
processes and succession planning) after July 1997 ? (YES I NO) 

YES BECAUSE 1997=0% I YES ANYWAY =33% I NO = 67% I 

What changes do you expect to see in general Hong Kong HRI\'I 
environments and ways of doing things after July 1997? 

What style of management does your company follow when you 
supervise and control employees ' 1'Iease circle one of..... 

1. 2. 3. 4. 5. 6. 7. 
Manager mak Manager "sell. Manager pre - Manager pre - Manager pre - Manager defli Manager 
decision and decision. sents ideas & sents tentat-iv sents problem, limits & asks permits 
announces it. invites questio decision subje gets suggestior group to make subordinates 

to change makes decisiot decision, function %ithi 
limits defined 

0% 17 17% 
, 

17% 0% 
________________ 

Do you try to obtain feedback or suggestions from staff on issues 
concerning work practices and methods of oneration? 

NEVER SOMETIMES USUALLY ALWAYS 
fl 50% 33% 

How do you do this? 

Do you evaluate staff performance (YES I NO) and, if so, how 
often is this done? YES = 100% 

QUARTERLY SIX MONTHL1  ANNUALLY OTHER: 
17% fl 

How do you do this? 
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(1T T-Icw wAuld you describe the structure of your oranisation? 
HIERARCHICAL FLAT INVERTED PYRAMID 

Do you expect the answers to Questions (28) to (33) to change after 
July 1997? (YES I NO) and, if "YES", why? NO = 100% 

Do you have general policies or philosophies on your arrangements 
for succession planning at the more senior levels ? (YES / NO) and. 

I YES :33% I NO:=67% I 

if "YES", what are they? 

Again, do you expect this to change after July 1997 ? (YES / NO) 
NO = 100% 

END 
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Pill

............... .......... 

WINNIE CHEN AND A1AN SPR1€ MBA 
D1SSERTAT1ON ON HO'NJ KONG H.R.M PRAC710ES. 

INTERVEW QUESTIONNAIRE-1/,, 
STATISTICAL RESUL-TS5 

NON-INSURANCE INDUSTRIES 

SUMMARY 
CHEVALIER (CIVIL ENGINEERING) LTD. 

SHUNG flING ELECTRONIC TRDG. CO. LTD. 

STARLIGHT ELECTRONICS CO. LTD. 

WOO, KWAN, LEE & LO, SOLICITORS. 

CHEUK TAK TRANSPORTATION COMPANY. 

WONG BROTHERS & COMPANY. 

OMEGA CONSULTING GROUP. 

H.G. ASIA LTD. 

RAPP COLINS WORLDWIDE. 

JT1 JI 



Kepublic of tliina (YLS / NO), ana it so............. 
NONE X3 

"YES" = 67%. BEIJING X 2 
SHANGHAI X 4 
S HENZHEN X 

"NO" = 33%. 
3 

 GUANGZHOU X 1 
XIAMEN X 1 
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QUESTIONS 

In which country is your Head Office? HONG KONG X 8 
LONDON X 1 

Do you have an Office or Subsidiary Company located in The 
Peoples' 
where? 

4) Lrnployees in categoriesot Senior lvlgt., iviuiaie I%Igt. aiul Others. 
Senior Mgt. Middle Management Others Totals 
11, 36, 10, 30, 22, 61, 30, 100, 67, 229, 220, 200, 100, 326, 260, 330, 
2, 16,4,23,4, 0,22,6,47,5, 0,70,3, 111, 19, 2, 108, 13, 181, 28, 

136 = 10% 293 = 22% 919 = 68% 1,348 = 100% 

(5) Numbers of employees, in each category, who are Hong Kong 
Citizens PRC Citizens, and Third Country Expatriates. 

Senior Mgt. Ii Middle Mgt. Ii _Others Totals 

H.K. Citizen 11,36,9, 22, 56, 30, 67, 220, 220, 100, 312, 259, 
30, 1, 8, 95, 0, 22, 200, 0, 70, 325, 1, 100, 
3,11,1, 5,37,5, 3,111,19, 11,159,25, 

110=9% 272=21% 910=70% 1,292=1000  

PRC Citizen 0, 0, 0, 0, 1, 0, 4, 0, 5, 0, 0, 9, 0, 0,0, 0, 13, 0, 5, 1, 
0,0,0,0, 0,0,0,0, 0,0,0,0, 0,0,0,0, 

1 = 6% 9 = 47% 9 = 47% 19 = 100% 

T.C.Expats 0,0,1,0,0, 0,1,0,0,0, 0,0,0,0,0, 0,1,1,0,0, 
8, 1, 12, 3, 0, 1, 10, 0, 0, 0, 0, 0, 8, 2, 22, 3, 

25=68% 12 =32% =0% 37=100% 

Totals 11,36, 10, 22, 61, 30, 67, 229, 220, 100, 326, 260, 
30, 2, 16, 100, 0, 22, 200, 0, 70, 330, 2, 108, 
4,23,4, 6,47,5, 3,111,19, 13, 181, 28, 
_

136 = 10% j 293 = 220/o H 919 = 68% 1,348 = 100°f 
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Numbers of employees five years ago, in each category, who were 
i-long iong LiLizens, YKL Citizens, and i niru country rxpatrlates. 

Senior Mgt. Middle Mgt. J Others Totals 
H.K. Citizen 7, 30, 7, 10, 57, 20, 13, 204, 180, 30, 291, 207, 

20, 1, 11, 80,0,20, 180,4,84, 280, 5, 115, 
N/A, N/A, N/A, N/A, N/A, N/A, N/A, N/A, N/A N/A, N/A, N/A 

76=8% 187=20% 665=72% 928=1000f' 

PRC Citizen 0, 0, 0, 0, 0, 0, 0, 0, 0, 5, 0, 0, 0, 0, 0, 0, 0, 0, 0, 0, 0, 5, 0, 0, 
N/A, N/A, N/A, N/A,NIA,N/A, NIA,N/A,N/A N/A,N/A,N/A 

=0% 5=100% =0% 5=100% 

T.C. Expats 0, 0, 2, 0, 0,3, 0, 1, 0, 0, 0, 0, 0,0,0,0,0,0, 0,1,2,0,0,3, 
N/A, N/A, N/A, N/A,N/A,N/A, NIA,NIA,N/A N/A,NIA,N/A 

5=83% 1=17% =0% 6=100% 
Totals 7, 30, 9, 10, 58, 20, 13, 204, 180, 30, 292, 209, 

20, 1, 14, 85,0,20, 180,4,84, 285, 5, 118, 
N/A, N/A, N/A, N/A, N/A, N/A, N/A, N/A, N/A ll N/A, N/A, N/A 

81=9% 193=20% 11  665= 71%jj 939= 1000,' 

Expected employees five years from now, in each category, who may 
be (Ex) Hong KongCitizens,PRCCitizens,andThirdCountryExpats. 

Senior [1 Middle Others Totals 
Management Management  

H.K. Citizen 15, N/A, 9, 35, N/A, 30, 95, N/A, 250, 145, N/A, 289, 
30, 1, 9, 95, 0, 20, 200, 0, 70, 325, 1, 99, 

15, 2, 30, 42, 10, 5, 130, 30, 39, 187, 42, 

85= 8% 262 = 23% 780= 69% 11127 = 1000, 

PRC Citizen N/A, 1, 10, N/A, 5, 30, N/A, 0, 45, N/A, 6, 
0,1,0,0,0,0, 15,0,0,10,0,0, 0,0,4,5,0,8, 15,1,4,15,0,8, 

7=7% 40=43% 47=50% 94=100% 

T.C. Expats 5, N/A, 2, 5, N/A, 2, 0, N/A, 0, 10, N/A, 4, 
0,0,9,1,15,3, 0,0,8,10,15,2, 0,0,0,5,0,0, 0,0,17, 16,30, 

35=43% 42=51% 5=6% 82= 100% 

Totals 25, N/A, 12, 50, N/A, 37, 125, N/A, 250, 200, N/A, 299, 
30, 2, 18, 110, 0, 28, 200, 0, 74 340, 2, 120 
5, 30, 5, 50, 57, 12, 15, 130, 38, 70, 217, 55, 

127=10% 344=26% 832=64% 1,303=100 
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Have there been significant changes in employee mix over the 
last five years in the above categories? (YES I NO) 

I YES =33% I NO =67% 

Have these (if any) been as a result of any intentional company 
policy to vary the percentage or number of employees in the 
above categories? (YES I NO I NOT APPLICABLE) 

YES =22% I NO =78% I 

Are significant changes in employee mix expected in the medium 
term future ? (YES / NO) 

I YES =22% I NO =78% 

Do you have a company policy to vary the percentage or number 
of employees in the above categories ? (YES I NO) 

I YES = 0% I NO = 100% 

If "YES" to (11) above, is this because of expected changed 
circumstances after July 1997? (YES I NO) 

Do you advertise in or otherwise target China when recruiting to 
all or any levels of emDlovee? 
NEVER SOMETIMES USUALLY 

1 12% 
ALWAYS 

44% 44% 0% 

Does your company have a policy of favouring any category of 
employee citizenship in recruitment processes ? 

Senior Manageinen1[ 
Preferred I 

Middle Management 
Preferred 

Others 
Preferred 

H.K. Citizen NO = 67% YES = 331/i NO = 77% YES = NO = 77% YES = 23% 

PRC Citizen NO = 77% YES = NO = 77% YES = j23%  NO = 77% YES =23% 
T.C. Expats NO2 YES 24 NO27YES 230Vo NO YES io 
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(15) Do you have any targets of percentages of PRC nationals you wish 
to see employed over any particular timeframe? 5 x "N/A" = 83% 

up to 100%  

up to 80%  

up to 60%  

upto40%  jj ll 11% 
up to 20%  22% 33% 

0% 22% 22% 11% 11 0/() 11 0/() 11% 

1996  1997 L1998 [ 1999 2000 2001 

(16) How important for which levels of employee, are University and 
Post-Graduate Qualifications in recruitment considerations? 

- 

= VERY IMP. X 30 Senior Manageme Middle Manageme Others 
 
= Preferred Preferred 

 
(CIRCLE ONE)  Preferred 

Minimum.... 
Diploma 170/270 160/270 10/270 
Uni. Degree 190 /270 200 I 270 100 I 270 
Post Graduate 1 200 I 270 1 150 / 270 11 90 I 270 

(17) When you do advertise positions vacant, what percentage of 
applicants normally have a University Degree or Post-Graduate 
qualifications? Degree 59 % 

Post-Graduate 40 % 

DEGREE 10, N/A, 20, 100, N/A, 75, N/A, 80, 70, AVE. = 59% P.G. 15, N/A, 80, 100, N/A, 10, N/A, 30,5, AVE. = 40% I 

(18) Approximately what number or percentage of your employees 
have a Degree or 
Post-Graduate qualification? 

Degree 20 % 
Post-Graduate 7 % 

DEGREE 10/1 00, 35/326, 39/260, 99/330,0/2, P.G. : 15/100, 6/326, 13/260, 99/330, 0/2, 
92/108, N/A, 54/181, 14/28, 2/108, N/A, 18/181, 0/28, 
AVE. = 343/1,335 =26% AVE. = 153/1,335 = 11% 

(19) Are PRC Graduates willing to work in Hong Kong at lower 
salaries than H.K. Graduates? (YES / NO), and, if "YES"... 
YES : =77%  

...how much less on average ? 25%, 20%, 27%, 
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(20) Do you expect it will be (MUCH I SOME I NOT) easier for more 
PRC Graduates to live and work in H.K. after July 1997? 

I MUCH: =23% I SOME: = 44% I NOT : =33% I 

(21) Do you expect there will be (MUCH I SOME I NO) reduction in 
average salaries for Graduate emniovees after July 1997? 

I MUCH: =0% I SOME =23% I NOT : = 77% I 

(22) Do you expect there will be (MUCH I SOME I NO) reduction in 
average salaries for Non-Graduate employees after July 1997? 

I MUCH: =0% I SOME: =33% I NOT : = 67% I 

Do youconsider the salaries generally paid by your company 
to be. (much) (higher than) SOMEWHAT HIGHER =11% 

SOMEWHAT LOWER =11% 
EQUAL TO =78% 

...the industry average? 

Do you expect general salary levels, or conditions of employment, 
to be. (much) (higher than) SOMEWHAT HIGHER = 0% 

(some what) I  (lower than) SOMEWHAT LOWER =0% 
(simib to) EQUAL TO = 100% 

...present industry avera after July 1997, and if so .... whv? 

Do you expect your recruitment processes to change after July 
1997 (YES / NO) and if so. ..... how & why? NO = 100% 

Do you have specific planning in place to allow for any expected 
changes in the HRM environment (such as supervision & control 
processes and succession plannin2) after July 1997 ? (YES / NO) 

I YES BECAUSE 1997=0% I YES ANYWAY =0% I NO = 100% I 

What changes do you expect to see in general Hong Kong HRM 
environments and ways of doint things after July 1997? 

(23) 

(some what) (lower than) 
(egu to) 
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What style of management does your company follow when you 
supervise and control employees? Please circle one of..... 

1. 2. 3. 4. 5. 6. 7. 
Manager mak Manager "sell Manager pre - Manager pre - Manager pre - Manager defin Manager 
decision and decision. sents ideas & sents tentat-iv sents problem. limits & asks permits 
announces it. invites questio decision subje( gets suggestior group to make subordinates 

to change makes decisior decision. function withi 
limits defined 

57%  43% 

Do you try to obtain feedback or suggestions from staff on issues 
concerning work nractices and methods of operation? 

NEVER SOMETIMES USUALLY ALWAYS ___l  
38% 38% 

30) How do you do this? 

(31) Do you evaluate staff performance (YES / NO) and, if so, how 
often is this done? YES = 100% 

QUARTERL\1 SIX  MONTHLY1  ANNUALLY OTHER: 
I 44% I 23% 

2) How do you do this? 

(33) How would you describe the structure of your oranisation? 
HIERARCHICAL FLAT INVERTED PYRAMID 

Do you expect the answers to Questions (28) to (33) to change after 
July 1997? (YES / NO) and, if "YES", why? NO = 100% 

Do you have general policies or philosophies on your arrangements 
for succession planning at the more senior levels ? (YES / NO) and, 

YES : = 23% I NO : = 77% 

if "YES", what are they? 

Again, do you expect this to change after July 1997? (YES / NO) 
NO = 100% 

END 
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APPFNNX 7 
"THE SP!RJT OF CHINESE CAPITALISW 

Source: Redding & Hsiao, An Empirical Study of Overseas Chinese 
Managerial Ideology, 1990. 
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F  
41II iti1iP1Ei 

1 SMALL SCALED  RELATiVELY SiMPLE OR€iANiSATiON 
SiR UCTURE 

2 NORMALLY FOCUSSED ON ONE PRODUCT OR. MARKfl 
WJITH 6ROWTH BY OPPORTUNISTIC D1VERS[FICATiON. 

S., CENTRALISEE DECJS1ON MAKiNG WITH[ HEAVY 
RE11ANCE ON ONE DOMILNANT EXECUT1VE 

4. A CLOSE OVERLAP OF OWNERSH1P, CONTROL. AND 
FAMiLY 

5 A PATERNALISTIC ORGANISATLONAL CLIMNIE 

6, LINKED TO THE ENVIRONMENT THROUGH 
PERSONALJSTJC NETWORKS.. 

7. LINKED STRONGLY EUT LNFORMALLY WITH OTHER 
ORGAN ISATlONS. 

& COST SENSITIVE, FJLNANCIALLY EFFICIENT, 

9 RELATLVELY WEAK IN LARE-SCALE MARKETING 

10. HIGH IJE6REE OF STRATEGiC ADAPTAB!LIT 

Source: Redding & Hsiao, An Empirical Study of Overseas Chinese 
Managerial Ideology, 1990. 
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