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METHODOLOGY

OVERVIEW

With talent shortages across several key sectors, many employers have focused on 
retaining their top performing talent with merit increases and bonuses and also improving 
their Employer Value Proposition (EVP) through workplace flexibility and learning and 
development initiatives. This report examines the intent and expectations of employees 
in the Greater China region on crucial areas such as changing jobs, salary increases and 
bonuses and how the retention and attraction strategies of employers are measuring up.

This year’s report has also taken the opportunity to ask employees in Hong Kong 
what their thoughts are on the rise of Chinese employer brands and contracting. 
The responses will make this report an interesting read for companies planning their 
employment strategies in 2016.

I would like to sincerely thank our survey respondents for their time and insights, without 
whom this report would not have been possible. Should you have any questions about 
this report, please get in touch with me using the contact details at the conclusion of the 
report.Sharmini Wainwright

Managing Director
Michael Page and Page Personnel
Hong Kong

INTRODUCTION

METHODOLOGY

The 2016 Michael Page Greater China Employee Intentions 
Report is based on the survey responses of 1,733 employees 
in mainland China, Hong Kong and Taiwan. Respondents 
come from various sectors including Finance and 
Accounting, Financial Services and Banking, Engineering 
and Manufacturing, Human Resources, Technology, Legal, 
Marketing, Digital, Property and Construction, Procurement 
and Supply Chain, Retail and Sourcing, Sales and Secretarial 
and Office Support.

Participants represent a broad range of professional 
occupations and hold positions at a range of experience 
levels. 

The scope of the report includes key insights into employee 
preferences around attraction and retention initiatives, salary 
expectations, benefits and their views on the predicted 
employment outlook. It also examines employee sentiment 
and intent in each of the three countries and this includes 
contracting and working hours in Hong Kong and Taiwan; the 
rise of Chinese employer brands in mainland China and Hong 
Kong; working in 2nd and 3rd tier Chinese cities in mainland 
China; and overseas Taiwanese who head back to their home 
country to seek employment opportunities.
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KEY INSIGHTS

Cautious optimism among employees in Hong Kong

Strong desire for more flexible working hours

Hong Kong employees are considering contracting

26%

48%

44%

Findings from the report suggest some of the negativity around the Chinese and Hong Kong economies has filtered 
through to employees

The combined results could be interpreted as being cautiously optimistic

Being the last to leave the office used to be a badge of honour in Hong Kong companies but times are changing

A healthy proportion of employees stated that a contracting role was attractive because it gave them a better chance of 
getting a permanent position in a company

of respondents feel the job market is 
currently good or very good

of surveyed professionals in Hong Kong say that flexibility in 
their working hours would be a benefit they would like to 
see introduced

of Hong Kong professionals stated that they 
would consider a contracting role

52%

20%

stated that they thought the current job 
market was average

said it is a benefit they already 
receive
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If employers focus more on their Employer Value Proposition (EVP) and go beyond just salary incentives, they will help to 
change this perception among employees that they should move for a salary increment instead of thinking of their long-
term career goals

Salary increases in a new job at realistic levels

Bonus expectations match what employers say they will pay

67%

60%

This is in line with the 82% of Greater China employers who told us in the 2015 Michael Page Greater China Salary & 
Employment Outlook that they will be offering increases up to 10%

Findings in the 2015 Michael Page Greater China Salary & Employment Outlook show that 68% of bonuses will be in this 
range

of Hong Kong employees are expecting salary increases up to 15% from a new job

of Hong Kong employees expect a bonus between 1-15% from their employer

Seeking a new challenge tops reasons for changing jobs

67%

‘No signs of career progression’ was voted second with 53%. This is a cause for concern for employers, who will need to 
concentrate on stimulating their best talent

of surveyed professionals in Hong Kong 
have indicated they are likely or very 
likely to change jobs in the next 12 
months

55%
of employees have voted ‘seeking a 
new challenge’ as the key reason 
fuelling their strong intent to change 
jobs

Increased salary is the key attraction strategy

71%
of employees voted increased salary as the key thing they look for in a new job
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With the majority of employees in Greater China 
stating that their confidence is between average 
and very good, the mood is far from the bleak 
picture many in the media portray.

CONFIDENCE IN THE JOB MARKET
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Very poor Poor Average Good Very good

5% 17%

52%

20%
6%

HKG

CN

TW

GCN

6% 14%

44%
30%

6%

5%
20%

45%
23%

7%

6% 17%

47%
24%

6%

When asked to rate current job opportunities within their area of 
expertise, the scores across the three markets in Greater China 
were similar and can be summarised as cautiously optimistic. 
Just under half (47%) of the surveyed professionals opted for 
an ‘average’ score and under a quarter of them (24%) said job 
opportunities were ‘good’.

Over a third (36%) of mainland China professionals believe the job 
market is currently ‘good’ or ‘very good’, while for Hong Kong and 
Taiwan, the view is more tapered, at 26% and 30% respectively.

These results reveal a slightly more positive outlook on the job 
market from employers than their prospective employees. In 
the 2015 Michael Page Greater China Salary and Employment 
Outlook, 47% of employers said the job market was slightly 

stronger or stronger, while just over a third (36%) revealed it was 
steady. The Chinese economy was performing better when the 
employer survey was conducted and this perhaps explains the 
difference in positivity.

Confidence has been higher in mainland China over the last 
few years. There has certainly been some impact on the short-
term optimism of employees and employers from the negativity 
surrounding China’s slowing growth rates. However, with the 
majority of employees on the mainland (80%) and Greater China 
(77%) stating that their confidence is between average and very 
good, the mood is far from the bleak picture many in the media 
portray.

RATING OF CONFIDENCE IN JOB MARKET

CONFIDENCE IN THE JOB MARKET
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A considerable proportion of employees across 
Greater China are actively seeking new jobs, 
whilst career progression and a new challenge 
are driving their intent to leave. 

ATTRACTING TALENT
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ATTRACTING TALENT

Employee activity

Survey results predict there will be a large volume of movement in the Greater China employment market in the next 12 months. 70% 
of employees have expressed intent to change jobs in 2016. The results for turnover in the individual markets of mainland China, Hong 
Kong and Taiwan show that an intention to move jobs is a uniform trend.

LIKELIHOOD OF A JOB CHANGE IN THE NEXT 12 MONTHS

Very likely Likely Not Likely Unsure

42% 28% 14% 16%

43% 24% 18% 15%

49% 26% 10% 15%

35% 33% 13% 19%

CN

GCN

HKG

TW

The results for turnover in the individual markets of 
mainland China, Hong Kong and Taiwan show that 
an intention to move jobs is a uniform trend - 70% of 
employees say it is very likely or likely that they will 
change jobs in the course of 2016.
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ATTRACTING TALENT

Remuneration is stagnant

No career progression/
promotion opportunities

Seeking a new challenge

Team dynamics 
have changed

Personal reasons

Not enough training or 
support is provided

Change in office location

Lack of diversity & 
inclusion policies

Other

HKG

36%

53%

55%

28%

22%

22%

7%

0%

20%

CN

29%

63%

52%

19%

18%

17%

8%

17%

7%

17%

58%

48%

21%

20%

22%

5%

13%

10%

TW

27%

58%

52%

23%

20%

20%

7%

10%

12%

GCN

REASONS FOR LEAVING CURRENT ROLE *

When asked for the top reasons for their intent to change 
jobs, the lack of career progression (58%) tops the list, closely 
followed by seeking a new challenge (52%) and then stagnant 
remuneration. With 27% as the Greater China average for the 
latter, it is clear that moving for an increased salary is not the 
biggest incentive.

Employers across Greater China might want to take notice of 
these findings given that in our 2015 Greater China Salary and 
Employment Outlook, improved salary is the top reason given by 
employers for employee turnover. In the same report, they have 
also indicated that career progression is used as a key retention 
and attraction tool in the region.

*Survey respondents can choose more than one option
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Reasons for job hunting

Results from the 2016 Employee Intentions Report also show 
that a large proportion of employees in mainland China (66%) 
and Taiwan (65%) have attended between one and five interviews 
in the past 12 months. Only 20% of the respondents in both 
markets have not actively looked for a different job recently.

Employees across Greater China are showing a serious intent to 
change jobs and have revealed that a lack of career progression 
and the need to find a new challenge are the obvious reasons for 
it. Employers need to prioritise internal development programmes 
in order to retain their best talent.

Hong Kong-based employers can gain from focusing on retention 
strategies and more attention should be given by human resource 
and leadership teams to drive this agenda. 

In Taiwan, salaries remain fairly stagnant and the employment 
market is rarely a money-driven one. In Hong Kong, people tend 
to move out of a role even when they are only slightly unhappy 
because there are plenty of alternatives, with unemployment being 
low. Career progression might well be driving this, but frequent 
job changes will damage an employee’s chances of growing and 
progressing within a business.

Over in mainland China, employees are open to hearing about 
new opportunities and with there being a large number of 
vacancies in the market, it is only logical that the majority of 
people there have attended at least one interview over a one year 
period. 

Hong Kong-based employers can gain from focusing on retention strategies and more 
attention should be given by human resource and leadership teams to drive this agenda.
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ATTRACTING TALENT

Increase in salary

More seniority/promotion

Scope for career 
progression & 

promotion opportunities

Workplace flexibility  

Learning & development

Company brand reputation

Potential for overseas 
career opportunities

Office location/ 
accessibility

Diversity/ inclusion policies

Others

HKG

71%

40%

48%

24%

26%

34%

12%

20%

2%

7%

CN

52%

37%

68%

15%

26%

30%

15%

17%

10%

4%

67%

44%

60%

24%

31%

12%

24%

13%

6%

3%

TW

63%

40%

59%

21%

28%

25%

17%

17%

6%

5%

GCN

MOST IMPORTANT FACTORS WHEN CONSIDERING A NEW ROLE *

Attraction strategies

Having learnt that a considerable proportion of employees across 
Greater China are actively seeking new jobs and that career 
progression and a new challenge are driving their intent to leave, 
what specifically are employees looking for in a new job and what 
does this mean for employers looking to attract them? 

In Greater China, the answer is offering more attractive salary 
packages. 63% of respondents said that an increased salary 
was one of their top three factors when considering a new role. 
Employees in Hong Kong and Taiwan drove this average up with 
respective results of 71% and 67%.

*Survey respondents can choose more than one option
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What specifically are employees looking for in a new job 
and what does this mean for employers looking to attract 
them? In Greater China, the answer is offering more 
attractive salary packages.

Earlier, the report found that scope for career progression and 
promotion opportunities was the key reason for employees 
wanting to leave their current role. It is no surprise, therefore, that 
it features highly as a reason for being attracted to a new role. 
58% of Greater China employees selected it in their top three 
factors. This was the factor most mainland China professionals 
opted for, showing that in this market, it really is the crucial area 
for employers to focus on, in both their attraction and retention 
strategies.

In Hong Kong, there are a small number of companies currently 
standing out and picking up awards for their approach to retention 
and attraction. Changes to HR policy such as shortening working 
hours from 9am-6pm to 9am-5pm and offering opportunities to 
grow via development programmes and educational sponsorships 
have proved very popular.

More seniority/promotion completes the list of the top three 
reasons why employees are attracted to a new role with similar 
results across the three markets. Taking all three factors together, 
it is clear that employees in the region are aspirational and driven 
to grow their careers, move up the ladder and earn more money 
doing it. Results suggest these priorities rank a long way above 
where they actually work – with overseas opportunities and office 
location both only receiving 17% of the scores.

A mismatch between skills and requirements is also on hand 
when it comes to attracting talent in mainland China. The issue 
is not talent but suitability and readiness and this showcases the 
significant discrepancy between companies’ requirements and 
candidates’ actual qualifications.

Although a lack of experience plays a role, education may not 
be able to comprehensively cover the skillsets companies are 
looking for. Many mainland Chinese university students may not 
have embarked on any internships or taken up part-time jobs 
during their school and may lack practical work experience upon 
graduation. As a result, companies in mainland China must often 
provide supplementary internal training programmes for fresh 
graduates in order to adequately prepare them for their jobs. 

Workplace flexibility

Across the remaining results for top factors when considering a 
new role, the three markets were very similar in their responses, 
but interestingly, for workplace flexibility, employees in mainland 
China ranked this of lower importance than their Hong Kong 
and Taiwanese counterparts. Workplace flexibility is regarded 
to be of less importance in mainland China because the market 
is still developing and people are determined to capture the 
opportunities of fast-paced careers regardless of the flexibility 
offered.

As a region, Greater China has some catching up to do with 
Europe and the United States of America with regards workplace 
flexibility. Companies are beginning to invest in tools which allow 
working from home and greater mobility but it is still early in the 
curve.

Brand reputation

Almost a third of respondents in mainland China and Hong 
Kong said that company brand reputation was an important 
consideration when looking at new opportunities, while only 
12% in Taiwan thought the same. In Taiwan and Hong Kong, 
employees are likely to want to work for a well-known and 
established brand, which may have an entirely different reputation 
as an employer.

Some of the big retail brands moving to Hong Kong and mainland 
China would be considered good consumer brands to work for 
but they have reputations for falling short as employer brands. 
Hence, there is a difference between brand reputation versus 
employer branding.
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YES NO

93% 7%

GCN

YES NO

94% 6%

CN

High salary increases expected

With salary increases considered the primary motivation for active job seekers across the region and an overwhelming 93% saying 
they expect a salary increase when changing jobs, it is interesting to see that a high percentage of respondents (72%) indicate they are 
looking for an increase of over 10%.

The highest proportion of these in mainland China - a third of survey respondents (33%) - are expecting an increase above 21%, 
revealing a high level of positivity, versus the more reserved results for Hong Kong (15%) and Taiwan (11%). In these markets, the 
highest proportion of employees (40% and 35% respectively) opted for salary increase expectations of 10-15%.

EXPECTATION OF A PAY RISE FROM A NEW JOB

YES NO

91% 9%

HKG

YES NO

93% 7%

TW

ATTRACTING TALENT
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EXPECTED PAY RISE AMOUNT FROM NEW JOB

Less than 1% 1-5%

2% 12%

1% 10%

2% 9%

2% 18%

6-9% 10-15%

14%

16% 40%

7%

19%

16-20% Above 21%

18% 20%

18%

22% 33%

15% 11%

34%

27%

35%

15%

CN

HKG

TW

GCN

Many employees see a relatively robust employment market and salary increases that 
are potentially available to them if they make a move and this may also lead to greater 
hope and an expectation of an increase.

Most companies operating in mainland China have increased 
their emphasis on productivity, sustainability and profit and have 
attempted to rein in salary increases, which have historically 
been far higher in mainland China than in most economies. With 
employees, past experience is often a driver of future expectations

and it is not a surprise to see many expecting higher salary 
increases. Furthermore, many employees see a relatively robust 
employment market and salary increases that are potentially 
available to them if they make a move and this may also lead to 
greater hope and an expectation of an increase. 
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ATTRACTING TALENT

YES NO

62% 38%

GCN

YES NO

60% 40%

CN

Considering working abroad

With 62% of surveyed Greater China employees stating that 
they would consider working overseas, it could be said that 
there is a significant pull to work elsewhere. However, when 
analysing findings from our 2014/15 market-based Employee 
Intentions reports, this pull seems to have weakened slightly, 
with the Greater China average being higher at 65% a year ago. 
Back then, 55% of Hong Kong employees stated a desire to 
work overseas. That has reduced to 51% this time around. This 
can be partially explained by the low tax rates and easy-going 
lifestyle that Hong Kong inhabitants currently enjoy; combined 
with the high tax rates in mainland China – traditionally a favoured 
destination for Hong Kong professionals.

A year ago, 65% of mainland China employees recorded that they 
would consider working internationally and that have shrunk to 
60% a year later. In Taiwan, the decline in results is smallest 

(75% to 74%) and there is clearly still a strong desire to work 
abroad. A significant proportion of Taiwanese employees consider 
opportunities to work abroad both within Asia and beyond. This is 
largely due to the lure of larger salaries.

When asked where they would like to go for work, more than 
half of Hong Kong and Taiwan-based employees chose other 
countries within the Greater China and Asia regions. It is worth 
noting that 12% of Hong Kong-based and 15% of Taiwan-based 
professionals stated that North America was their favoured 
destination for work. North America, renowned for its flexible work 
arrangements and large business parks, provides an appealing 
counterpoint to the less flexible work environments in Hong Kong 
and Taiwan.

CONSIDERATION OF OVERSEAS CAREER OPPORTUNITIES IN THE NEXT 12 MONTHS

YES NO

51% 49%

HKG

YES NO

74% 26%

TW
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MOST LIKELY OVERSEAS LOCATIONS BEING CONSIDERED

HKG

TW

25%
34%

15% 12%
0%

11%
1% 0% 2% 0%

28% 27%

3%
15%

1%
9%

0% 0% 1%
16%

Within
Greater China

Within
Asia

Australia/
New 

Zealand

North
America

South
America

Europe Middle 
East

Africa Other Does not 
matter

North America, renowned for its flexible work arrangements and large business parks, 
provides an appealing counterpoint to the less flexible work environments in Hong Kong 
and Taiwan.
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Employees feel they are spending too much 
time in the workplace and employers risk 
losing their best talent if they do not increase 
the longevity and variety of work-life balance 
initiatives.

RETAINING TALENT
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There are three key areas of employers’ retention strategies 
that need to be improved upon, based on survey results from 
employees in Hong Kong and Taiwan. 

The first is ‘flexible working hours’. Approximately half of the 
surveyed respondents say that flexibility in their working hours 
would be a benefit they would like to see introduced, whilst for 
only 20% and 28% respectively, this is already a benefit they 
receive.

The second key area is ‘extended leave’ and the difference here, 
between what is wanted and what is being offered, is stark. A 
significant proportion of Hong Kong (31%) and Taiwan-based 
(48%) professionals say that having a greater leave allowance 
factored into their employment terms would be welcomed, while 
only 8% and 24% respectively say it is a benefit they already 
receive.

Leave allowances can vary wildly with some organisations offering 
only seven days’ leave while multinational companies (MNCs) can 
offer on average 12-15 days and this could account for some of 
the findings. Regardless, one of the best ways employees can 
gain an increased leave allowance is from staying and progressing 
within a company, but this appears at odds with the finding that 
the majority of employees intend to change jobs in the next twelve 
months.

The third key area is ‘training budget’ and this strikes a chord 
with the earlier finding that employees across Greater China are 
considering leaving their current role because of a lack of career 
progression and seeking a new challenge. Over a third (35%) of 
Hong Kong-based professionals and 43% of employees in Taiwan 
say the introduction of training budget would make them more 
satisfied in their job and yet only 19% and 26%, respectively, 
receive this benefit currently. 

RETAINING TALENT

There are three key areas of employers’ retention 
strategies that need to be improved upon - flexible 
working hours, extended leave and training budget.
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RETAINING TALENT

BENEFITS OFFERED IN CURRENT ROLE *

HKG

4%

7%

32%

76%

7%

84%

58%

21%

7%

3%

6%

19%

3%

20%

8%

10%

5%

6%

8%

9%

25%

36%

68%

7%

40%

4%

24%

56%

2%

17%

26%

6%

28%

24%

10%

4%

4%

9%

Company car

Car parking

Mobile phone allowance/ 
provision of mobile phone

Bonus

Gym membership

Medical benefits

Dental benefits

Transport allowance

Festive allowance

Subsidised childcare

Onsite catering

Training budget

Flexible working hours

Increase in maternity/ 
paternity leave

Other

None

Extended leave

Additional leave options 
(e.g. volunteering)

Loans

TW

*Survey respondents can choose more than one option
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BENEFITS EMPLOYEES WANT TO SEE INTRODUCED *

11%

13%

24%

46%

24%

41%

45%

29%

17%

15%

13%

35%

6%

48%

31%

24%

6%

13%

3%

28%

36%

38%

62%

28%

47%

20%

39%

45%

19%

18%

43%

9%

51%

48%

26%

3%

15%

5%

Company car

Car parking

Mobile phone allowance/ 
provision of mobile phone

Bonus

Gym membership

Medical benefits

Dental benefits

Transport allowance

Festive allowance

Subsidised childcare

Onsite catering

Training budget

Loans

Flexible working hours

Increase in maternity/ 
paternity leave

Other

None

Extended leave

Additional leave options 
(e.g. volunteering)

HKG TW

*Survey respondents can choose more than one option
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RETAINING TALENT

YES NO

92% 8%

CN

YES NO

87% 13%

GCN

Retention strategies need to address work-life balance

There is a clear message in the first two areas where employers’ retention strategies need to be improved. Employees feel they are 
spending too much time in the workplace and employers risk losing their best talent if they do not increase the longevity and variety of 
work-life balance initiatives. 

According to the 2015 Greater China Salary and Employment Outlook, 33% of surveyed employers in Taiwan recognise that many 
employees leave their companies to achieve a better work-life balance. It is less well-recognised in Hong Kong, where only 9% of their 
counterparts thought it was a significant factor in turnover.

Pay rise expectations from existing positions

There is a bullish attitude among active job seekers in the survey 
findings, but what they would accept as an increased salary 
from a new job could well sit at odds with what employers 
would consider offering. What does the survey tell about salary 
expectations from the positions they already hold?

The answer is a similarly optimistic outlook. 87% of employees 
across Greater China expect a pay rise in the next 12 months, 
with employees in mainland China appearing the most optimistic 
of the three markets. Findings from the 2015 Greater China Salary 
and Employment Outlook suggest this expectation will be met as 
93% of employers surveyed said that salary increases would be 
paid over the coming year.

Nearly two thirds (63%) of surveyed employees expect a pay 
rise between 1-10% and this is matched by 82% of employers 
who say they will increase salaries in this range. For the majority 
of employees in Hong Kong and Taiwan, this is where their 
expectation sits, but many of their counterparts in mainland China 
are hoping for much larger increases.

A significant 67% of employers in mainland China are expecting 
a pay rise above 11%, while only 14% of employers intend to pay 
them. Breaking this down further, 13% of surveyed employees in 
Greater China think they are getting a pay rise above 20%. It is a 
striking observation that only 2% of employers will consider paying 
out this range of salary increases. 

EXPECTATION OF A PAY RISE FROM CURRENT JOB

YES NO

82% 18%

HKG

YES NO

88% 12%

TW
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Many employees are sensing that the market is unable 
to provide large salary increases at the current time and 
they’ve given realistic expectations, as opposed to what 
they might ideally want to receive.

Most companies operating in Greater China have increased 
their emphasis on productivity, sustainability and profit and have 
attempted to rein in salary increases, which have historically been 
far higher in Greater China than in most economies. 

In one way, this could well mean greater emphasis on career 
progression initiatives and training programmes that will sit well 
with retention strategies employees have requested. On the other 
hand, with employees, past experience can be a driver of future 
expectations and it is unsurprising to see that many expect higher 
increases. Many employees see the relatively robust employment 
market and salary increases that are potentially available to them 
if they make a move and this may also lead to higher hopes and 
expectations of an increase.

By comparing the results from the 2014/15 Employee Intentions 
Report for Hong Kong, we find that salary expectations from 
current roles have actually lowered since last year, with 10% 
expecting increases above 16% this year, compared with 12% last 
year. This is evidence that many employees are sensing that the 
market is unable to provide large salary increases at the current 
time and they have given realistic expectations, as opposed to 
what they might ideally want to receive. We are experiencing 
challenges for candidates to command salary increases much 
above 10%, but the 22% of employees expecting sizeable pay 
rises, shows that employers cannot be complacent when they set 
their remuneration levels.

EXPECTED PERCENTAGE OF PAY RISE FROM CURRENT JOB

Less than 1% 1-5%

0%

0%

0% 6%

0% 38%

6-10% 11-15%

34%

27%

40%

16-20% Above 20%

7% 13%

4%

14% 26%

2% 8%

17%

27%

12%

6%

29%

34% 12%

CN

HKG

TW

GCN

44%
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RETAINING TALENT

YES NO

74% 26%

GCN

YES NO

81% 19%

CN

High bonuses are expected

The awarding of bonuses is fairly common across multiple 
industries in Greater China and is backed up in the results, with 
74% of employees saying they received a bonus in the last year 
and a substantial 35% of them were above 20%. Mainland China 
appears to be the market where bonuses are most prevalent, 
with 81% of the respondents claiming they received one last year. 
These figures concur with results in the 2015 Greater China Salary 
and Employment Outlook report, where 85% of employers said 
they paid out bonuses as part of employee remuneration.

The question is not if bonuses will get paid, but what percentage 
bonus do employees expect to receive and how that may stack 
up against the percentage employers will actually give?

A significant proportion of employees across the region (36%) 
are expecting bonuses above 20%, boosted by the confident 
professionals in mainland China – 46% of whom expect a hefty 
windfall – while 33% of Hong Kong-based and 29% of Taiwan-
based employees expect the same. This figure is at odds with 
employers who recently predicted that 84% of bonuses would 
be under a rate of 20%. Employers in mainland China will need 
to take note of bonus expectations among their employees, as 
a combined 67% of them expect a bonus above 16%, while 
employers recently predicted only 39% of bonuses would be in 
this range.

In Hong Kong and Taiwan, employee and employer expectations 
are closer aligned, which will come as a relief to managers 
who are considering their retention strategies. 60% of Hong 
Kong-based employees expect a bonus between 1 to 15% and 
employers there reported that 68% of bonuses would fall into 
this range. In Taiwan, the equivalent figures were 62% and 57% 
respectively.

Despite the negativity in the media about the declining growth 
rates in mainland China, some organisations are performing well 
and even those who are finding conditions more challenging are 
firmly committed to growth in the world’s second largest economy 
and recognise the importance of retaining high performing staff.

BONUS RECEIVED IN THE PAST 12 MONTHS

YES NO

70% 30%

HKG

YES NO

70% 30%

TW

Employers in mainland China will need to 
take note of bonus expectations among 
their employees, as a combined 67% of 
them expect a bonus above 16%.
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SIZE OF BONUS RECEIVED

EXPECTED BONUS IN THE NEXT 12 MONTHS

Less than 1% 1-5%

3%

1% 10%

1%

5%

6-10% 11-15%

22%

23%

22%

16-20% Above 20%

10% 35%

9%

16% 36%

6% 25%

15%

16%

16%

45%

15%

22% 13%

8%

CN

HKG

TW

GCN

26%

Less than 1% 1-5%

2%

2% 13%

0%

2% 19%

6-10% 11-15%

22%

18%

24%

16-20% Above 20%

11% 36%

5%

21% 46%

7% 29%

18%

13%

19%

33%

11%

25% 22%

2%

CN

HKG

TW

GCN
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In Hong Kong, contracting is beginning to take 
off for candidates and is often a good entry 
point into a multinational corporation that often 
has few permanent vacancies.

IN THE WORKPLACE
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IN THE WORKPLACE

YES NO

44% 56%

HKG

CONSIDERATION OF CONTRACTING OPPORTUNITIES

YES NO

26% 74%

TW

Contracting

Contracting is a direction many organisations are moving into 
and considering. The contracting option sees 44% of Hong Kong 
respondents and 26% of Taiwanese professionals stating that they 
would consider a contracting job at this stage.

For professionals in Greater China who would be interested in 
a contracting role, over a third of them see it as a way to earn 
money while looking for a permanent position and another third 
of respondents see it as a good way to achieve a better work-life 
balance.

In Hong Kong, contracting is taking off for candidates and is often 
a good entry point into a multinational corporation that often has 
few permanent vacancies, as well as an opportunity to enter a 
brand with a strong reputation or an industry the employee has 
little exposure to. However, contractors in Hong Kong are often 
paid the same rate as permanent staff, but without any additional 
benefits to compensate for the lack of security. With only 3% 
unemployment, permanent positions can often be more attractive, 
so the contracting space needs to evolve and employers need to 
make contract roles more enticing.

In Taiwan, contracting roles have only just started to become 
more common. They mainly arise when multinationals freeze their 
headcount or when such companies do not wish to invest more 
heavily in the country. For people who have been laid off in these 
markets, contract work can be a good way to ease into another 
full-time role. Contracting professionals are also perceived to be 
more adaptable and able to hit the ground running whilst picking 
up things quickly.

More than half of surveyed professionals (54%) who would 
consider a contracting position say that they would expect to be 
paid more than an organisation would pay a permanent member 
of staff.

The key reasons given by those who would not consider 
contracting were the lack of job stability, no employee benefits 
that are associated with permanent positions, perception that 
holding a contract role means a lower work status to those in 
permanent jobs and the risk of not being able to get back into 
permanent work easily.

More than half of surveyed professionals (54%) who 
would consider a contracting position say that they would 
expect to be paid more than an organisation would pay a 
permanent member of staff.
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IN THE WORKPLACE

Rise of Chinese employer brands

Much has been made in wider media about the rise of Chinese 
employer brands and our findings help employers see how 
employee perception and intention shape up across the Greater 
China region.

It seems from our results that a high proportion of employees in 
Hong Kong and mainland China would consider joining a Chinese 
employer brand. Two-thirds (66%) of Hong Kong employees say 
they will consider joining one, while 5% say they would ‘strongly 
consider’ it and 29% say they would not consider it at all. More 
Chinese companies are entering the Hong Kong market and 
looking to expand, so there are more opportunities and any 
stigma about working for one of these companies is becoming 
eroded.

In mainland China the outlook is, perhaps expectedly, more 
favourable, with 80% considering joining a Chinese employer 
brand, versus 20% who would not consider it.

In recent years, Chinese companies have become increasingly 
competitive with their EVP, as well as a number who have enjoyed 
success on the global stage. It has reached a point where many 
high quality professionals are specifying a clear preference to 
work for Chinese companies.

The mainland China market now boasts fast growing Chinese 
companies who are focusing on career development, many of 
whom are exceptionally ‘cash rich’ and willing to invest in great 
people. At the same time, there is a perception that locals often 
find it hard to progress in multinational corporations (MNCs). It is 
no surprise, therefore, to see fast growing enterprises, stronger 
long-term career progression and good remuneration topping 
the reasons why candidates would like to work for a Chinese 
company.

PERCEPTION TOWARDS JOINING A CHINESE COMPANY

WILL NOT 
CONSIDER
29%

WILL STRONGLY 
CONSIDER

5%

WILL CONSIDER
66%

HKG

CN

WILL NOT 
CONSIDER
20%

WILL STRONGLY 
CONSIDER
32%

WILL CONSIDER
48%

Traditionally, Chinese employer brands have been associated with bad workplace 
cultures and paying inferior salaries. In recent times, many have improved on 
both counts and this is helping shift perceptions, but for many employees, the old 
generalisations are hard to shift.
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When asked for the reasons behind the reluctance to work for a 
Chinese employer brand, employees in Hong Kong and mainland 
China selected a weak focus on employee welfare, a weak 
employer brand or a bad reputation, weak diversity and inclusion 
practices and limited opportunities to be exposed to other 
foreign cultures and languages. Traditionally, Chinese employer 
brands have been associated with bad workplace cultures and 
paying inferior salaries. In recent times, many have improved on 
both counts and this is helping shift perceptions, but for many 
employees, the old generalisations are hard to shift.

It is interesting that none of the above factors feature strongly in 
the attraction and retention strategies that employees value the 
most. To give an example, only 2% of Hong Kong employees said 
diversity and inclusion policies were important when looking for a 
new position.

REASONS FOR CONSIDERING WORKING FOR A CHINESE COMPANY *

HKG

39%

55%

27%

13%

35%

16%

36%

19%

11%

11%

31%

57%

21%

34%

57%

19%

34%

20%

10%

10%

Strong employer brand/
good reputation

Fast-growing enterprises

Willingness to 
invest in people

More autonomy

Stronger long-term career 
progression/promotion 

opportunities

Has good diversity & 
inclusion practices

Good remuneration

Strong focus on 
employee welfare

Training

Other

CN

*Survey respondents can choose more than one option
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IN THE WORKPLACE

REASONS FOR NOT CONSIDERING WORKING FOR A CHINESE COMPANY *

HKG

53%

46%

28%

50%

32%

59%

29%

50%

21%

20%

35%

46%

43%

56%

38%

41%

38%

54%

20%

16%

Weak employer brand/ 
bad reputation

Not willing to invest in people

No career progression/ 
promotion opportunities

Weak diversity & 
inclusion practices

Little remuneration

Weak focus on 
employee welfare

Not many learning & 
development programmes

No opportunity to be exposed 
to foreign languages/cultures

Little impact on CV

Other

CN

To counter this, Chinese employer brands will have to improve 
the culture of work in their offices, introduce more international 
standard benefits and recognise the importance of lifestyle and 
flexibility.

Of the professionals who answered that they would consider 
working for a Chinese employer brand, over 50% pointed to the 
fact they are ‘fast growing enterprises’ as the strongest reason, 
while a healthy proportion selected ‘stronger long-term career 
progression/promotion opportunities’ and ‘good remuneration’. 
Approximately a third of respondents who think favourably of 
these companies said it was because of their ‘strong employer 
brand or good reputation’. Given that ‘weak employer brand or 
bad reputation’ ranked highly as a reason for those who do not 
want to work for a Chinese employer brand, there is division

among professionals over the reputation of these companies and 
they have work to do to improve perception that they are positive 
places to work.

Many Chinese companies have hired local HR directors 
from western multinational firms with the specific intention of 
developing stronger HR practices around talent acquisition and 
retention, learning and development and compensation and 
benefits. These measures are in a bid to help Chinese employer 
brands boost better brand perception as positive places to work. 
These findings are supported by the 2015 Michael Page Global 
HR Barometer Report, which found that talent management, 
training and development and talent acquisition were regarded as 
the top priorities by China’s HR leaders.

*Survey respondents can choose more than one option

2016 Greater China Employee Intentions Report  •  GCN: Greater China  •  HKG: Hong Kong  •  CN: Mainland China  •  TW: Taiwan 30



The report gives evidence that Hong Kong respondents have 
been affected by the slowing down of economic growth, with 
a less than confident assessment of the job market. They are 
less optimistic than their mainland Chinese and Taiwanese 
counterparts, perhaps reflecting the multiple unique factors 
currently keeping growth low in Hong Kong.

With that said, there are many candidates looking to take 
advantage of talent shortages, showing positive intent to change 
jobs and citing a new challenge and a lack of career progression 
as the top reasons for turnover. With increased salary packages 
proving to be the key attraction method, employers in Hong Kong 
need to ensure their attraction and retention strategies have a 
mixture of financial and non-financial incentives.

The report, combined with findings from the 2015 Michael Page 
Salary & Employment Outlook, shows a close relationship around 
salary increases and bonuses, between the expectations of 
employees and what employers have said they will offer. In a 
market with talent shortages and businesses needing to tighten 
their belts, this will come as welcome news to employers.

Contracting is a steadily emerging trend in Hong Kong and is 
recognised as a practical way to penetrate multinationals which 
may have few permanent vacancies.

To continue raising their brand reputation and attracting top talent 
from Hong Kong, Chinese employers must work on improving 
employment culture change, introducing more international 
standard benefits and recognising the importance of lifestyle and 
flexibility.

CONCLUSION

As part of PageGroup, Michael Page is a leading professional recruitment consultancy specialising in the recruitment of 
permanent, contract and temporary positions on behalf of the world’s top employers.

PageGroup operates through 153 offices in 35 countries worldwide. First established in London in 1976, we have been 
bringing job seekers and employers together for more than 35 years.

Our presence in the Asia Pacific region extends across China, Taiwan, Singapore, Hong Kong, Japan, India, Indonesia, 
Malaysia, Australia and New Zealand.

312016 Greater China Employee Intentions Report  •  GCN: Greater China  •  HKG: Hong Kong  •  CN: Mainland China  •  TW: Taiwan 



FINDING THE RIGHT ROLE | 
EMPLOYEE TRENDS | JOB SECU-
RITY | SALARY | OVERSEAS 
OPPORTUNITIES | FINDING THE 
RIGHT ROLE | EMPLOYEE 
TRENDS | JOB SECURITY | 
SALARY | OVERSEAS OPPORTU-
NITIES |  FINDING THE RIGHT 
ROLE | EMPLOYEE TRENDS | JOB 
SECURITY | SALARY | OVERSEAS 
OPPORTUNITIES |  FINDING THE 
RIGHT ROLE | EMPLOYEE 
TRENDS | JOB SECURITY | 
SALARY | OVERSEAS OPPORTU-
NITIES |  FINDING THE RIGHT 
ROLE | EMPLOYEE TRENDS | JOB 
SECURITY | SALARY | OVERSEAS 
OPPORTUNITIES |  FINDING THE 
RIGHT ROLE | EMPLOYEE 
TRENDS | JOB SECURITY | 
SALARY | OVERSEAS OPPORTU-
NITIES |  FINDING THE RIGHT 
ROLE | EMPLOYEE TRENDS | JOB 
SECURITY | SALARY | OVERSEAS 
OPPORTUNITIES |  FINDING THE 
RIGHT ROLE | EMPLOYEE 
TRENDS | JOB SECURITY | 
SALARY | OVERSEAS OPPORTU-
NITIES | 

Part of

HONG KONG

Pacific Place 
Suite 611, One Pacific Place 
88 Queensway 
Hong Kong Island, Hong Kong S.A.R., China 
T +852 2530 6100 • F +852 2530 6101 
enquiries@michaelpage.com.hk

Admiralty Centre 
Suite 1611, Admiralty Centre Tower 1 
18 Harcourt Road 
Admiralty, Hong Kong S.A.R., China 
T +852 3602 2400 • F +852 3602 2401 
enquiries@michaelpage.com.hk

Kowloon 
Suite 1512, Tower 1, Grand Century Place 
193 Prince Edward Road West 
Mongkok, Kowloon, Hong Kong S.A.R., China 
T +852 3476 6300 • F +852 3476 6301 
enquiries@michaelpage.com.hk

TAIWAN

Taipei 
8F-1, No. 36 Songren Road 
Xinyi District      
Taipei City 110, Taiwan 
T +886 2 8729 8200 • F +886 2 8729 8201 
enquiries@michaelpage.com.tw

CHINA

Beijing 
2701 / 2708 SK Tower 
No.6 Jia Jianguomenwai Avenue 
Chaoyang District, Beijing, China 100022 
T +8610 5969 0666 • F +8610 5969 0669 
enquiries@michaelpage.com.cn

Guangzhou 
Level 28, Suite 2803, Teem Tower 
208 Tianhe Road Tianhe District, Guangzhou, China 510620 
T +86 20 2338 5700 • F +86 20 2338 5701 
enquiries@michaelpage.com.cn

Shanghai – Puxi 
Level 11, Tower 2, Jing An Kerry Centre 
1539 Nanjing Road West 
Shanghai, China 200040 
T +86 21 3222 4758 • F +86 21 3222 4759 
enquiries@michaelpage.com.cn

Shanghai – Pudong 
Level 8, Tower 2 
Shanghai International Finance Center 
No.8 Century Avenue, Pudong District 
Shanghai, China 200120 
T +86 21 6062 3000 • F +86 21 6062 3001 
enquiries@michaelpage.com.cn

Shenzhen 
Suite 504, China Resources Building 
5001 Shennan Dong Road 
Shenzhen, China 518001 
T +86 755 3396 0900 • F +86 755 3396 0901 
enquiries@michaelpage.com.cn

Suzhou 
Room 1003, Tower 2, Jinghope Plaza 
88 Huachi Street, SIP 
Suzhou, China 215028 
T +86 512 6799 5300 • F +86 512 6799 5301 
enquiries@michaelpage.com.cn

https://www.linkedin.com/company/michael-page 
https://www.facebook.com/michaelpagehongkong 
https://www.youtube.com/user/MichaelPageHongKong 

