Perspectives in Science (2016) 7, 6—9

% Proceedings of the 1st
#3= Czech-China Scientific

Available online at www.sciencedirect.com Conference 2015

ScienceDirect

3
g
£

&

&

£
8

E

=
3
a
k7

journal homepage: www.elsevier.com/pisc

Human Resource Management in Chinese Q) s
manufacturing companies™

Martin Cech®*, Wenlong Yao®, Andrea Samolejova?, Jun Li",
Pavel Wicher?

a8 VSB — Technical University of Ostrava, 17. listopadu 15/2172, 708 33, Ostrava — Poruba, Czech Republic
b Hubei University of Technology, Nanhu, Wuhan 430068, China

Received 23 October 2015; accepted 11 November 2015
Available online 10 December 2015

KEYWORDS Summary The objective of this article is to analyse and present current Human Resource
Human Resource Management (HRM) practices in Chinese manufacturing companies. This work is an initial study
Management; of research focused on comparison of Human Resource Management in Chinese and Czech man-
Manufacturing ufacturing companies. A questionnaire consisting of 58 questions devoted to specific aspects
company; of HRM such as recruitment, performance evaluation and remuneration, training and develop-
China; ment, was designed to acquire necessary data. Data acquired from 67 Chinese companies were
Recruitment; analysed; descriptive statistics and analysis of variation were applied in order to yield the most
Remuneration; beneficial outcomes. Results show significant differences in various aspects of HRM depending
Training on the size and the ownership of monitored companies. Results followed with discussion and

implications emphasize the importance of proper practices implementing all aspects of HRM in
one functional complex.

© 2015 Published by Elsevier GmbH. This is an open access article under the CC BY-NC-ND license
(http://creativecommons.org/licenses/by-nc-nd/4.0/).

Introduction advantage of companies. The condition of the material-
ization of this prerequisite is an effective management of

Human resources represent, and for sure will represent human resources, i.e. careful planning, organizing, lead-
also in the future, the greatest potential competitive ing and controlling (Samolejova et al., 2015). Manufacture
industry is the pillar of China national economy, ranking

the third in the world in terms of size. Nevertheless, most
products are located at the lower end of value chain with
weak competitiveness and anti-risk capabilities. In contrast,
foreign owned companies have owned absolute advantage
with core-technology and thereafter hold on the higher
; end of manufacture value chain. In China, 80% Hi-Tech
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Human Resource Management in Chinese manufacturing companies

Ownership type | State-owned | Private Stock Joint ventures Sole foreign

invested

percentage (%) 12 53 25 3 7

Figure 1  Distribution of companies by ownership type.

performance implicates the truth: foreign invested com-
panies have attracted the majority of high-level technical
talents and professionals. How to acquire human resource
and keep employees motivated and committed is the key
to enhance the competitiveness of Chinese manufacturers.
A big effort has been made recently in research on Human
Resources Management both in western countries and China
trying to compare practices and find a common way to take
advantage of different practices among manufacturing com-
panies (Cooke, 2013). Since the initial studies (Bjorkman
and Lu, 1997) on HR in Chinese—western joint ventures
many researchers focused on comparison and transfer of
best practices both from Chinese to western companies
and from western to Chinese companies. Journal of Chinese
Human Resources Management founded in 2010 could be the
proof of HRM topic importance. A review (Wang et al., 2014)
of the journal is available discussing all the main aspects
mentioned above. Aim of this study is to contribute to HR
research in terms of specific HRM aspects of Chinese man-
ufacturing companies. Data acquired during this study will
be used in further research to compare Chinese and Czech
practices and provide both sides a set of recommendations
on HRM and possible transfer of experiences and practices.

Sources and methods

Data for this study was collected using the questionnaire
designed by Czech and Chinese co-researchers. The ques-
tionnaire of total number of 58 questions divided into several
sections referring to various aspects of HR management
was designed to reflect both the Chinese and Czech indus-
trial environment what would provide a relevant material
to compare both environments in further research. 82 local
manufacturing companies of Hubei province were invited to
participate in the research. The questionnaire was sent via
email together with an introduction letter. We received 67
completed questionnaires, one per company, what makes
good return rate of 81.7%. As this was the initial study of a
long time cooperation project not all the data acquired was
analysed for the purpose of this paper which is focused on
basic analysis of questions dealing with a HR department
characteristics and settings as well as with HR planning,
training, recruitment, etc. Data were analysed using free-
ware R (version 3.2.2) software environment for statistical
computing and graphics, descriptive statistics and ANOVA
tests were performed.

Results

This survey was focused on the manufacturing companies in
Central China. Several indexes such as ownership type (see
Fig. 1) and size (see Fig. 2) were used to reflect the basic
features of the surveyed companies.

Following text of the results section is divided into 5
subsections according to specific HR aspects.

Size (number of | 100-500 500-3000 More  than

employees) (small) (medium) 3000 (large)

Number 34 26 7

percentage (%) 50.75 38.81 10.44
Figure 2  Distribution of companies by size.

The setting of HR department

The HR department is generally a formal unit within a
firm that develops and implements policies, programmes
and procedures for the acquisition and development of the
firm’s human capital, consistent with the needs of the firm’s
primary stakeholders. Whether to set up a dedicated HR
department is mainly subjected to the numbers of employ-
ees, and also influenced by ownership and performance of
company. It was found out that 88.24% of the responding
firms have set up specialized HR department or personnel
department. Statistical tests show that significant differ-
ence (P=0.001<0.01) exists between large, medium and
small firms in terms of this part. 100% of large and medium-
sized companies have independent HR departments while
76.47% small firms do not. This study has also found that
in small firms which have not independent HR department,
the HR functions are usually combined into administration,
or business management department. The result is similar
with that of a large-scale survey on the HRM situation of
Chinese enterprises which was conducted by Development
Research Center of the State Council (DRC) and China Human
Resource Development net (2003). The survey found out that
90% of firms with more than 1000 employees have dedicated
HR department, in the meantime, only 44% of firms with no
more than 100 employees have it as well.

The number of HR employees

Among the companies, Huawei Science & Technology has
equipped the biggest number of HRs to 5000 persons, aver-
age number of HR employees is 98; 11.94% of firms have
not full-time HR employee and all of them are small firms.
Test illustrates that in terms of the number of HR employ-
ees, there is significant difference (P=0.000<0.01) between
large, medium and small-sized firms, significant difference
between state-owned, private and foreign owned compa-
nies, and between listed companies and non-listed ones as
well. According to the variable of size, small firms have
3.56 HRs, medium-sized firms have 8.67 and large-sized
firms have 1030.67 in average. According to ownership type,
state-owned enterprises have 12.75 HRs, private firms have
172.39, stock companies have 12.75, joint ventures have
7.5 and foreign owned companies have 5.5 HRs in aver-
age. Further analysis has identified that the size of firm is
significantly and positively relevant to the number of HR
employees. There is no standard ratio between the num-
ber of HR employees and the total employees. In this study,
the ratio varies dramatically from 1:2.5 to 1:458.84, average
ratio is 1:62.99. This ratio describes for how many employ-
ees a single HR manager serves, or how many HRs should be
equipped against the size of company. More precisely, the
rate is influenced by many factors, such as industry, tech-
nology, business, ownership and the attitude of stakeholders
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towards HRM. Concerning this survey, the rate between
the number of HRs and total employees significantly differ
between the different sized firms (P=0.000<0.01), and the
same as between state-owned, private and foreign owned
companies. It might be supposed that the rate of HRs is influ-
enced by the factor of employee number and ownership of
firm.

Human resource planning

Among the 67 firms under survey, 47 firms have defined
Human Resources Strategy and Planning, 24 firms (35.82%)
have their own policies in all the HR functional areas as
recruitment, evaluation, remuneration, training and devel-
opment, and corporate culture, while 17.91% have policies
in four areas and 23.88% had in three areas only. In gen-
eral, the interviewed HR managers have given quite common
evaluation on the HRM status in their companies; they agree
that it is critical to enable all the staff to realize the value
of human capital and the importance of HRM work to the
success of business, especially in the technology-intensive
manufacture industry.

Recruitment and employment

Recruitment is the process of generating a pool of candidates
from which to select the appropriate person to fill a job
vacancy, which is composed of recruitment, selection and
employment. In this survey, 80.6% of firms have prepared
descriptions of job positions, these firms and even those
firms without job analysis definitely agree that the require-
ments of job provides the basis for developing a person
specification. When asked about the source of recruitment,
65.67% of firms give priority to internal sources and turn
to external sources only when necessary. 47.76% of firms fill
leader positions exclusively from internal sources. Regarding
the sources of recruitment, 61.19% of firms choose to
cooperate with universities and vocational schools; 74.63%
of firms cooperate with labour markets and government
employment organizations; 32.84% of firms hire temporary
employees through employment agents; 43.28% of firms pay
the professional recruitment agencies to look for appropri-
ate employees; 20.9% of firms use other sources such as
internal employee recommendation, recruitment websites.
Most firms have structured job analysis and descriptions but
still need to improve the system. More than half of firms
prefer internal sources to fill ordinary job vacancies, but for
leader position, more than half of firms choose both internal
and external sources to find the most competent candidates.

Concerning the question on selection, the surveyed
manager was required to rank a certain characteristics
of candidate based on importance to employer, such as
educational and professional knowledge and skills, work
experience, social abilities and personality, social sta-
tus, references of previous employers, recommendation of
known persons or existing staff and others. The answers
demonstrate much more varieties than similarities. This sug-
gests that each firm has its own values on account of the
corporate culture, the nature of business, size and other fac-
tors. There are many methods to select employee, resume
analysis is the most used and adopted by 85.07% firms,

Assessment Center is used by only 11.94% of companies.
The final decision is made by the head of department where
staffing requirement originated in 71.12% of firms. Full-time
employees make up the majority in the surveyed firms,
68.66% of firms have more than 80% full-time employees,
13.43% of companies hired 5—10% temporary labours.

Training and development of employees

Training and development is the process of changing the
skills, attitudes and knowledge of employees with the pur-
pose of improving their level of competence. It was found
that despite of the ownership type or size most companies
have training and development plan for employees. 25 firms
have one-year plan, 15 firms have three-year plans and 2
firms have five-year plan. In respective of on-site training
methods, three kinds of methods are mostly used as training
based on standard of operation and processing procedure,
continuous exercise leading to desired work performance,
and mentoring. For off-site training and development, most
companies prefer to use lectures combined with discussion,
practical demonstration of knowledge and skills and case
studies to analyse problems and to propose solutions to sim-
ulated situations. Most firms have chosen on-site training as
the main approach supplemented by off-site training and
development.

Discussion

The discussion is organized into two major HRM functional
areas, in which the key results are presented at first, and
then the managerial implications of the results are explored.

HRM system

In recent years, manufacturing firms in China have been
actively learning the management knowledge from western
countries and have introduced HRM models. This present
study found that most firms and particular all large firms
have set up independent HR departments and equipped HR
managers to develop personnel policies and they are respon-
sible for implementation. Even though the HRM level has
improved, there is the distance compared with the HRM
practice in developed countries. Most firms have developed
the key area of HRM gradually, possibly urged by the neces-
sity of practice or pressure from competitors. As a result, the
key areas of employee resourcing, development, reward and
performance appraisal are not integrated somehow. HRM
is a systematic approach to managing people that seeks
to integrate the various activities so that they are com-
patible with each other. The suggestion is to consider the
inter-relationship between resourcing, training, compensa-
tion and performance evaluation areas and integrate all the
functions to form a synergy effect.

Resourcing of competent employees

All the surveyed companies highlight the importance of com-
petent employees for the technology updating and growth
of business in the highly competitive market. The question
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is how to acquire the talents they need. External labour
market and universities graduates are the main outsourcing
channels which enable firms to have more choices and save
training expense. However, the high-level employee is hard
to find and fresh graduates have no work experience. Thus,
it is necessary to emphasize the training and development
of current employees, these people are more committed
and furthermore, they have knowledge and experience more
related to the industry and firm to whom they belong which
is definitely advantage as for innovations. For employers,
they are reluctant to do so because of two reasons: train-
ing and development programmes need a large investments;
it is inevitable that some well-trained employee may leave
for other company. Therefore, how to balance the outsourc-
ing and internal development of employees is very critical
for the long-term growth of any business. Research from
Shijie Consultancy Company (2009) has found that 64% firms
choose to take advantage of company resources to com-
plete most training programmes. For instance, companies
select some experienced and communicative persons among
existing managers and workers; they are motivated and cul-
tivated to become trainers or coaches for other employees.
This approach applied by any learning organization has been
proved by many advanced manufacturing companies either
in western countries or China. Human Resource Management
applying latest innovative approaches is not only critical
for economic development of any company, but also for
political, technological, socio-cultural and environmental
developments.

Conclusions

As far as Human Resource Management is recognized as one
of the most important managerial aspects in the life of every
company, this study contributed to the knowledge of HRM
practices in Chinese manufacturing firms. Further research
in this field will be focused on completing the same survey
in the Czech Republic to compare both environments and
to highlight positives on both sides. As this paper explored
many characteristics of HRM in Chinese manufacturing

companies and provided managerial implications it will be
much more valuable in comparison with results from the
Czech Republic. During work on this paper very strong part-
nership between the Hubei University of Technology and the
VSB — Technical University of Ostrava has proved to be very
promising for further research, especially in terms of stu-
dents and lecturers cooperation providing the other side
valuable practical experiences to share and improve HRM
practices.
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