
ALL COMPANIES in China want to be “the best,” and slogans about be-
ing so abound: “Best Quality”, “Best Service”, “Best Value”. Or, they 
describe their products with superlatives:  stronger, faster, smoother, 

tastier or healthier than the rest.
But, as China’s economy continues its break-neck growth, competition to 

be the “best” has increased. An average of more than 40,000 foreign in-
vested companies have entered China in each of the past four years; while 
at the same time China’s stated owned and private owned companies are 
becoming more competitive. True long-term success isn’t always so easy.

Increasingly, companies are beginning to see that being “the best” 
in terms of their work environment can be a competitive advantage 
in the marketplace. China’s competitive business environment 
brings attraction and retention of talent in the forefront of the 
minds of most leaders in China. China’s turnover rate is consis-
tently among the highest in Asia. (see Figure 1, p.19) In addition, 
wage increases adjusted for inflation are also higher than all 
other markets.  

Since 2003, Watson Wyatt has partnered with Fortune China to 
analyze the issue of not simply how to attract and retain talent, but 
how to make your corporate culture a competitive advantage. This 
means going beyond retention and on to “commitment”. Our goal: 
to learn the “secrets of success” from those companies that have 
been able to foster high commitment in China.

It is with this aim in mind – finding the keys to commitment in 
China – that Watson Wyatt is again pleased to present the findings 
of our 2007 WorkChinaTM survey and reveal the “Best Companies to 
Work For – China”. 

Over the last 4 years, we have gathered opinions from over 300,000 
employees and 300 companies. With over 120 companies participating 
for this year – representing foreign, domestic, and joint venture compa-
nies – WorkChina has established itself as the leading database and analy-
sis on employee attitudes in China. Through “the best companies” initiative 
we analyze not only which are the “Best Companies to Work For”, but also the 
secrets of their success and how others can learn from them to obtain business 
success through better people practices. 

Fostering satisfaction and commitment in Chinese employees

By Jim Leininger
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The Best Companies
to work for in China
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提升中國僱員對工作的成就感及忠誠度

文／林杰文

在
中國，所有的公司都希望成為“最佳”，所以我們到處可以看到“最佳的質

量”、“最佳的服務”、“最物超所值”這樣的口號。還有些公司用優美的形

容詞來形容自己的產品：比其它公司更強、更快、更優質、更美味、更健康。

然而，隨著中國經濟持續高速增長，爭當“最佳”的競爭也更為激烈。在過去四年

中，平均每年都有超過4萬家外資公司進入中國；同時，中國的國有和私營公司的競

爭力正在加強。真正的長期成功並不總是那麼容易。

越來越多的公司認識到，工作環境成為“最佳”，將在市場中形成競爭優勢。中

國的商業環境競爭日趨激烈，如何吸引和留住人才是中國大多數公司領導心目

中的頭等大事。在亞洲，中國一直是雇員流失率最高的國家之一(見第19頁圖

1)。另外，工資漲幅中的通貨膨脹因素也大於其它市場。

從2003年開始，華信惠悅咨詢公司與《財富》(中文版)合作，不僅分析如

何吸引和留住人才的問題，更分析怎樣使公司文化成為競爭優勢。這意味著

探討的問題超越了留住人才，而且事關員工的“承諾度”。我們的目標是：從

那些在中國培養了更高雇員承諾度的公司那裡學習“成功的秘密”。

正是本著這樣的目的─發現在中國提高承諾度的關鍵因素─華信惠悅咨

詢公司再次與《財富》(中文版)合作，公布我們2007 WorkChinaTM調查的

一些結論，並揭曉“卓越雇主─中國最適宜工作的公司”。

在過去四年中，我們收集了30萬名雇員和300家公司的意見。今年，有

120家公司參與調查─包括外資企業、本地公司和合資公司。WorkChina調

查已經擁有業內領先的關於中國雇員態度的數據庫和分析報告。通過“卓越

雇主”這一創意，我們不僅分析了哪些是“卓越雇主”，而且還分析了它們成功

的秘密以及其它公司如何通過更好的人力資源管理實踐來獲得商業成功。

WorkChina調查和雇員承諾度
通用電氣前首席執行官杰克•韋爾奇說過，“我們所有的時間都在跟人打交

道。如果有一天我們在人事問題上搞砸了，那麼公司就完了。”正像其它成功的

首席執行官一樣，他也意識到一家公司的成功離不開它的雇員。通用電氣在業

務上的成功本身，就足以說明這一點。不過，華信惠悅咨詢公司就這個課題進行

的全球調研，為其添加了過硬的數據支持。請看我們的發現：

■ 那些能讓雇員認同公司的願景、價值觀和目標的公司獲得的財務收益，是其它公

司的三倍。

■ 那些通過為雇員提供足夠的工具、資源和培訓而使雇員有良好工作表現的公司獲得

的財務收益，是其它公司的兩倍。

此外，我們也看到在管理方面最迥然不同的領域是雇員承諾度：

■  那些擁有高承諾度雇員的公司獲得的財務收入是其它公司的六倍(華信惠悅員工態度調查)。
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WorkChina and  
Employee Commitment
Jack Welch, former and CEO of GE 
once said, “We spend all our time 
on people. The day we screw up the 
people thing, this company is over.”  He, 
like other successful CEOs, realized 
that there is no separating a company’s 
success from its people. 

GE’s business success speaks 
for itself, but Watson Wyatt’s global 
research on the topic adds some hard 
data to back it up. Consider this:
■ Companies that clearly align their 

employees with the company’s vision, 
values and goals have 3 times the 
financial returns as those that do not.

■ Companies that enable their em-
ployees by providing enough tools, 
resources, and training to do their 
jobs well have double the financial 
returns as those that do not.
Moreover, the one area of management where we see the big-

gest difference is in employee commitment:
■ Companies that have highly committed employees have 6 times 

the financial returns than those that do not (Watson Wyatt Work 
Attitudes research).
Why is commitment so important? The answer is relatively sim-

ple: Committed employees help make committed customers. But, 
it’s not just about getting employees to stay at your company. After 
all, retained employees are not always the most productive ones. 
Committed employees are proud to work for the company, recom-
mend it as a place to work, and are willing to go the extra mile to 
help the company succeed. This commitment increases productiv-
ity which is then translated into your company’s external service 
value. The end result is loyal customers and increased revenue.   

The Commitment Challenge in China
With the importance of employee commitment established, com-
panies in China are still experiencing great challenges in fostering 
it in their employees. Given the talent war that is raging in China, it 
is perhaps no surprise that our survey shows declining commitment 
levels in Chinese employees. Scores on the items we use to measure 
commitment are about 5% lower than in the 2005 survey. Moreover, 
this decreasing commitment is leading an overall trend of decreas-
ing satisfaction with nearly every aspect of the work experience for 
Chinese employees. Consider the following:
■ Satisfaction levels have decreased in 8/10 categories of our 

WorkChina survey.
■ Only 36% of employees had favorable views about their  

company as a place to work compared to others they knew of.
■ Only 29% of employees felt that they were paid fairly compared 

為什麼雇員的承諾度如此重要？問題的答案其實很簡單：

對公司有較高承諾度的員工有助於帶來忠誠的客戶。但這個

問題並不僅僅是設法將雇員留在公司。畢竟，留下來的員工

並不一定是最富成效的。忠誠的員工為在公司工作而感到驕

傲，他們會推薦人才來公司工作，還願意付出更多的努力幫

助公司成功。這種承諾度提高了生產力，會轉變為你的公司

的對外服務價值。最終獲得的成果是忠誠的客戶和收益的

提高。

中國的承諾度挑戰
盡管員工的承諾度非常重要，但在中國市場運營的公司遭遇的

挑戰也非常大。眾所周知，中國人才的爭奪激戰正酣，而我們

的調查也顯示，中國雇員的承諾度水平正在下降。我們用來測

算承諾度的各個項目的得分較2005年大約下跌了5%。此外，

承諾度的降低，正在導致中國雇員對工作各方面感受的滿意度

總體下降。以下幾點可資參考：

■ WorkChina調查的10個類別中有8個類別的滿意度水平下降。

■ 隻有36%的員工認為，與別的公司相比，自己所在的公司是

好的雇主。

■ 隻有29%的員工覺得，與別的公司相比，他們在相似的崗位

上獲得了公平的報酬。這比2003年的數據低了7個百分點，

比 WorkUSATM的數據低了21個百分點。

■ 四分之三的中國員工表示，公司對他們有業績要求；但隻有一

半的人表示他們理解公司衡量業績的方法。

■ 隻有一半的中國員工稱主管對他們很尊重；而認為主管的行

為與公司價值觀一致的員工更少。

當然，這些數據並不能說明公司的人力資源管理比往年來

得差。相反，許多公司在這些領域的投入很大。不過，來自中國

勞動力市場的挑戰─新的競爭對手、高流動率和大量工作機會

─讓在中國市場運營的公司培育承諾度變得更加困難。

Figure 1: 2007 Turnover rates across Asia Pacific   2007年亞太區的流失率

Hong Kong 香港

India 印度

South Korea 南韓

China 中國

Japan 日本

Thailand 泰國

Taiwan 台灣

Indonesia 印尼

18.40%

15.00%

13.80%

12.90%

12.40%

11.70%

11.00%

6.40%

Source: 2007 Watson Wyatt Asia Pacific Total Reward Survey  資料來源：華信惠悅
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with people in other companies that hold similar jobs. This is 
down 7 points from our 2003 survey, and 21 points lower than 
the WorkUSATM norm.

■ Three-fourths of employees in China state that their company 
holds them accountable for their performance; yet only half of 
them state that they understand the measures used to evaluate 
their performance.

■ Half of Chinese employees say that their supervisor treats them 
with respect; even fewer believe they behave consistently with 
companies values.
Certainly, these statistics do not suggest that companies are 

managing their human resources more poorly than in years past. 
On the contrary, many companies are investing heavily in these 
areas. But, the challenge of China’s labor 
market – new entries into the market, high 
turnover, and an abundance of opportuni-
ties – makes fostering commitment even 
more challenging in China. 

Commitment Success  
Stories in China
The challenge of fostering commitment 
in China makes the success of our “best 
companies” in maintaining high commit-
ment from their employees even more 
impressive. This year we again have 
divided our list into two distinct groups 
– foreign companies and domestic com-
panies. While both foreign and companies 
compete in the same market for talent, we 
recognize that these two kinds of com-
panies have unique challenges in talent 
management as well as unique solutions. 
Creating two separate lists enables each 
to determine which of the best practices  
of these companies can be most effec-
tive in their organization, based on their 
specific needs.

Our concept of commitment is the basis 
on which we chose the criteria for judging 
the “Best Companies to Work For”. There 
was no committee of “experts”, no secret 
meetings, and no consideration of how “fa-
mous” the company was. We simply asked 
the question: “Which companies in China 
have the most committed employees?” To 
do so, we went straight to those who know 
most about commitment in China – Chi-
nese employees – and asked them how 
committed they were to their companies.   

The specific items that we measured are 
highly correlated with financial returns:  

培育承諾度的成功經驗
在中國培育員工承諾度的挑戰極大，這使得我們評出的“卓越

雇主”在保持員工高承諾度方面的成功更加難能可貴。今年，

我們再度把榜單分成不同的兩組─外資公司和本土公司。雖然

外企和本土公司都在同一個市場上爭奪人才，我們還是應該看

到，這兩類公司在人力資源管理上面臨的挑戰和解決之道各有

千秋。所以我們制作了兩份不同的名單，分別判斷這些公司因

地制宜採取的哪些方式在各自組織內部最為有效。

我們所謂的“承諾度”概念，是基於選出的用於評判“卓越雇

主”的標准。我們不設“專家”委員會，不搞秘密會議，也不考慮

公司是否是“著名企業”。我們隻問一個簡單的問題：“在中國，

哪些公司擁有承諾度最高的雇員？”為此，我們直接訪問那些

在中國最了解承諾度的人─中國雇員─考量他們對公司的承諾

  
外資企業

上海大眾汽車有限公司

上海卡樂康包衣技術有限公司  

上海瑞吉紅塔大酒店

瓦克化學投資(中國)有限公司

安費諾電子裝配(廈門)有限公司 

玫琳凱(中國)化妝品有限公司

拜耳(四川)動物保健有限公司

維蘇威高級陶瓷(蘇州)有限公司

斯派莎克工程(中國)有限公司

輝瑞中國

本土企業

萬科企業股份有限公司

山東過橋緣餐飲連鎖經營有限公司

百度在線網絡技術(北京)公司

南方李錦記有限公司

搜狐公司

博時基金管理有限公司

騰訊科技有限公司

福建網龍計算機網絡信息技術有限公司

福建福諾移動通信技術有限公司

攜程計算機技術(上海)有限公司 

Foreign Companies

Shanghai Volkswagen

Shanghai Colorcon Coating  

Technology Co Ltd

St. Regis Hotel, Shanghai

Wacker Chemicals (China) Ltd., Co

Amphonol Assemble Tech (Xiamen) 

Co., Ltd.

Mary Kay (China) Cosmetics Co., Ltd

Bayer (Sichuan) Animal Health Co., Ltd

Vesuvius Advanced Ceramics  

(Suzhou) Co., Ltd.

Spirax Sarco Engineering (China) Ltd

Pfizer

Domestic Companies

China Vanke Co., Ltd.

Shan Dong Guoqiaoyuan   

Dingning Chain & Franchise

Baidu.com (Beijing) Co., Ltd

Nanfang Lee Kum Kee Health Products

Sohu.com

Bosera Asset Management Co., Ltd.

Tencent Company

Fujian Netdragon Websoft Co., Ltd

Fujian Funo Mobile Communication  

Technology Co., Ltd

Ctrip.com International Ltd.

Figure 2: List of Best Companies to Work for in China  中國最適宜工作的的公司
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‘‘Only half of the surveyed employees state that they 

understand the measures used to evaluate their performance’’

Companies are listed in random order.



■ Being confident in the company’s business success and believ-
ing that it is changing for the better

■ Being willing to stay in the company over the long term, even if 
other opportunities are available

■ Being proud to work for the company and recommending it as a 
place to work
Our “Best Companies” list (see Figure 2, p.20) this year once 

again includes leading domestic companies such as Tencent 
and Baidu, companies known in China for their strong corporate 
cultures. In addition, it also includes foreign companies known for 
their strong HR practices, including Pfizer, St. Regis, Bayer and 
Mary Kay. Significantly, this year’s winners also include companies 
that may not be household names, such as Wacker Chemicals and 
Shandong Guoqiaoyuan, but who have distinguished themselves in 
their industries for strong HR practices leading to increased com-
mitment from employees. Keeping true to our principled methodol-
ogy, we did not require the participating companies to be famous, 
only that they clearly demonstrate high levels of employee commit-
ment. In this way, other companies – big or small, famous or ob-
scure can apply the secrets of their success to their own situation.

The Secret of their Success
What is it that these companies do to ensure that they foster a high 
level of commitment in their employees? This is the key question 
from those that hope to learn from the “best companies” success. 
We took a deeper look at the survey results, analyzing not only 
levels of commitment, but also HR practices that had the highest 
impact on commitment. In other words, what were the actions that 
the best companies took that helped to foster commitment in their 
employees? Our analysis demonstrates that the “Best Companies” 
had the following characteristics in common:
1. Providing meaningful work to enhance job satisfaction
2. Communicating effectively on pay, benefits and development  

opportunities
3. Demonstrating outstanding leadership
4. Offering competitive total rewards

For an in-depth look at those 4 drivers of commitment in China, 
see box p.22.

Beyond the List
The “Best Companies to Work For” have demonstrated an ability 
to foster long-term commitment in their employees, and they have 
our congratulations on being named “the best” in 2007. But the 
purpose of having a list of “the best” should not stop at our recogni-
tion of their accomplishment. More important is taking a deeper 
look at the specific practices that these companies have taken in 
order to get to where they are now, and then applying these in our 
own workplace. Of course, this does not mean blindly copying what 
others are doing. But, by keeping an open mind about learning from 
these companies – whether they be foreign or domestic, famous or 
obscure – we hope other companies can strive to improve their own 
work environment and become “the best” in their own ways.  
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度。 我們用來衡量的特定項目─與財務回報高度關聯─如下：

■ 對公司的商業成功充滿信心，而且相信公司正朝好的方向變化

■ 願意長期留在公司，即使有別的機會也心無旁騖

■ 對為公司工作充滿榮譽感，而且會向他人推薦自己的公司

今年，我們的“卓越雇主”名單(見第20頁圖2)再度包括以

強大的公司文化而著稱的頂尖本土公司，如騰迅、百度等。此

外，還包括了以卓越的人力資源管理方式而聞名的外資公司，

如輝瑞(Pfizer)、瑞吉紅塔(St. Regis)、拜耳(Bayer)和玫琳凱

(Mary Kay)。值得重視的是，今年的贏家還包括那些並非“家

喻戶曉”的公司，如瓦克化學(Wacker Chemicals)和山東過

橋緣，他們在各自的行業內都因為卓越的人力資源管理方法

而提升了員工承諾度。當然，我們恪守自己的原則和方法，能

否上榜並不取決於一家公司是否是知名公司，我們唯一需要的

是公司能夠清晰地展示員工的高承諾度。這樣，其它公司─無

論大小與否，知名抑或無名─都可以結合自身的具體情況，應

用成功的經驗。

成功的秘密
公司如何才能確保培育出這樣高承諾度的員工呢？這是所有希

望向“卓越雇主”學習的公司提出的關鍵問題。我們深入研究

和分析了調查結果，不但分析了承諾度水平，而且還分析了那

些給承諾度帶來最大影響的人力資源管理方法。換言之，卓越

雇主究竟採用了哪些方法來提高員工的承諾度?我們的分析顯

示“卓越雇主”有以下共同特點：

1. 提供有意義的工作

2. 有效的溝通

3. 出眾的餪導力

4. 有競爭力的回報

如想對上述四大因素有更深入了解，請見第22頁。

榜後之路
“卓越雇主”展現了上榜公司培育員工長期承諾度的能力。我們

祝賀它們獲得“2007年卓越雇主”的稱號。然而，制作榜單的

目的，不僅在於認可他們的成就，更重要的是深入了解上榜公司

為取得成績而採取的特定方法，以便應用於自身。當然，這並不

意味著盲目照搬別人的做法，而是應該持一種開放的態度向這

些公司學習─無論它們是外國公司還是本土公司，大名鼎鼎還

是默默無聞─我們希望更多的公司能夠努力改善它們的工作環

境，以自己的方式成為“卓越雇主”。   

leadership forum   領袖論壇 



21    Watson Wyatt Perspective                             watsonwyatt.com                         spring 2008                                        Watson Wyatt Perspective   22

The 4 drivers of commitment in China
Let’s now take a deeper look at each of the 4 drivers of commitment in China and the specific challenges illustrated in each:

■ Job Satisfaction. Since 2003 Chinese employees have become less and less satisfied with their daily work, and also less satisfied than 
their counterparts in the US. Not only do Chinese employees hold increasingly negative views about their workload, but more importantly, 
they are feeling less of a sense of accomplishment on the job. So, in spite of what appears to be a wealth of opportunities for employees in 
China, many of them are not happy with what their jobs give them in return.

This trend is significant, as satisfaction with your job – feeling a sense of success, learning on the job, feeling you are utilizing your skills 
– has consistently been one of the highest drivers of commitment in China, and Asia as a whole. Instilling these feelings in employees will 
be a key success factor for companies operating in China.
■ Communication. As businesses expand in China, and China operations become more and more integrated into global business, internal  
communication becomes increasingly important. In the end, the goal of communication programmes should be to align employees with the  
company’s corporate vision, values, and business goals. But, the “line of sight” between Chinese employees and their global employers is  
often less clear than it needs to be.
■ Leadership. China is now facing a triple-edged sword in the market for talented leaders: on the one hand, there is a general lack of talent in 
China, as foreign companies expand their presence and domestic companies reform their practices. On the other hand, the supply of qualified 
leaders has dwindled because of the effects of China’s “lost generation” – people now in their 50s who spent their formative years practicing 
peasant farming and politics during the Cultural Revolution. Moreover, China’s education system often emphasizes rote memorization over 
other skills required for effective leadership: innovation, delegation and coordination. 

Chinese employees’ attitudes about leadership reflect these trends, as opinions about leaders are becoming less favourable.  
This occurs in primarily three areas:

– Respect and trust     – Effective change management     – Ethical behavior from business leaders
For foreign companies in the China market – whether they are new entrants or “old hands,” developing home-

grown leadership will be one of the biggest challenges they face.
■ Compensation and Benefits. Getting remuneration right is a challenge all over the world, but it is 
particularly critical in China. With such a dynamic labor market, opportunities abound for talented 
Chinese employees. The result is a general dissatisfaction with pay and benefits, both in terms of 
pay equity and perception of pay competitiveness in the market. Combating perceptions of pay and 
ensuring employees understand the value of their “total rewards” is thus essential in China. 

Certainly, these statistics do not suggest that companies are managing their human resources 
more poorly than in years past. On the contrary, many companies are investing heavily in these 
areas. But, the dynamic nature of China’s labor market – new entries into the market, high turnover, 
and an abundance of opportunities – makes fostering commitment even more difficult in China. 
The issue for companies operating in China will be how to face these challenges: developing in-
spired leadership; inspiring employees on the job; combating perceptions about pay; communicat-
ing effectively; and having faced them, to turn them from a challenge into a competitive advantage.

影響中國員工忠誠及投入程度的四大因素

現在，讓我們深入探討影響員工的忠誠及投入程度的四大因素，以及企業面對的挑戰：

■工作滿足感　自2003年起，中國內地雇員的工作滿足程度越趨下降，甚至比美國雇員的滿足程度更低；他們不但

對工作量不滿，更重要的是工作成就感亦隨之下降。雖然國內就業市場機會遍地，但不少雇員對工作的回報未感滿意。

這趨勢影響深遠，因為工作滿足感-例如成功感、從工作中學習以及盡展所長等心理因素，是對中國以至亞洲僱員來說最重要的推動力。企業

於中國內地營商，必須培養及加強員工的滿足感，始能邁向成功之路。

■溝通　企業在中國不斷擴展，內地營運進一步整合於全球營運體系中，但溝通卻越見困難。為此，企業必須透過有效溝通方案，讓所有雇員都

了解及認同公司的願景、價值觀及業務目標；然而內地雇員及外資雇主對公司理念的理解往往存在落差。

■管理人才　在管理人才方面，中國正面對三大難題。首先，外資企業拓展內地市場或本土企業改革過程中，都面對著人才不足的困擾。另外，國

內五十歲組別年齡群大都經歷過文革浩劫，不是被放下鄉就是投入政治運動，亦令到高質素管理人才供應不斷萎縮。除此之外，中國教育著重

死記硬背，弱於領導管理才能培訓(包括創意、工作分配及合作統籌能力)。

國內雇員對領導們的態度越趨負面，從下列三個層面反映出來：

– 尊重與信任     – 改革管理效率     – 商界領導的道德操守

無論剛進軍內地或運作經年的外資機構，都必須加強本地管理人才培訓，但這亦是企業面對的最大挑戰之一。

■薪酬及福利　環顧世界各地，制訂恰當的薪酬方案都是一大難題，中國內地尤甚，因為內地勞動力市場非常蓬勃，優秀人才的機會遍地，所以員

工對薪酬的公平性及吸引力多感不滿。因此，企業必須要改變雇員的薪酬觀念，讓雇員重新確認「整體回報」的價值觀。

上述分析並非顯示企業人力資源管理表現比以往差，相反，不少企業正大力投資在這方面。但基於中國勞動力市場現況(勞動力不斷涌入市

場、高流失率及大量就業機會)，提升員工忠誠及投入程度便倍感困難。因此，內地及外資企業必須重點培養管理人才、提升雇員工作滿足感、改

變員工的薪酬觀念，以及制訂有效溝通渠道；企業積極面對及解決上述問題，是加強競爭力的重要一環。

leadership forum   領袖論壇 

‘‘ ’’只有一半的受訪員工表示他們理解公司衡量業績的方法


