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Assessing Skill Shortages in China：Exploring and Rebuilding National Capability 

Development Framework  

Abstract:  

The aim of this study is to examine the existence of skills shortage among Chinese managers. To 
address this problem, we applied both quantitative and qualitative methods to assess the skills 
levels, the existence of skills scarcity and deficiencies among Chinese managers; and to test how 
organizational factors affect skills levels and skills shortages. The research involved 
semi-structured interviews conducted with 16 managers, and survey data collected from 243 
managers in organizations doing business in China. The results of the study demonstrate the 
existence of skills scarcity and skills deficiencies, which are significantly associated with the 
organizational characteristics. These findings have implications for organizational and 
managerial performance, and further suggest a number of insights for skill framework 
development. 
 
Keywords: China, skill shortage, organization 
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INTRODUCTION 

Research examining the skills shortage has not advanced significantly in recent years, despite 

the fact that organizations in all over the world are experiencing skills shortages across a wide 

range of occupational fields (Capelli, 2008; Collingsa & Mellahi, 2009; Hartmann, Feisel, & 

Schober, 2010; Warner & Zhu, 2010; Zhu, Iles, & Shutt, 2011). Organizations have come to 

realize that the knowledge, skills and abilities of their employees represent a critical source of 

their competitive advantage. However, organizations have to face a growing skills shortage. For 

example, in China, one of the fastest growing economies in the world, skills shortage is 

predicted to be one of the greatest obstacles to current and future growth (Hartmann et al., 2010; 

Zhu et al., 2011).  Nevertheless, the skills shortage is especially acute in the managerial sector 

in China (Hartmann et al., 2010). China might abound in entrepreneurial spirit, but it thoroughly 

lacks skilled and experienced managers (Beech, 2000; Jiang, Baker, & Frazier, 2012; Li, Li, Wu, 

& Xiong, 2012; Zhu et al., 2011). Wei Zhen, an officer of Mercer Human Resource Consulting 

(in McGraw, 2006), also claimed that with a huge population of about 1.3 billion1, China has a 

deep pool of unskilled labor, however are facing a serious shortage of management professionals. 

The problem becomes even harder for Multinational Enterprises (MNEs) that attempt to recruit 

skilled Chinese managers (Beech, 2000; Economist, 2005; Li & Sheldon, 2010; Warner & Zhu, 

2010).  

There has been little research undertaken to explore the skills shortages of managers in China. 

This paper reports findings from a survey and interviews of mangers working in state-owned, 

                                                        
1According to the Sixth National Population Census of the People's Republic of China, also referred to as the 2010 
Chinese Census, China's population is 1,339,724,852 (National Bureau of Statistics of the People's Republic of China, 
2011).  
In January 2013, the Chinese Government released data confirming that the population of China was an impressive 
1,354,040,000. Population of Mainland China: 1,308,912,829 Population of Taiwan: 23,162,123 Population of Hong 
Kong: 7,097,600 Population of Macao: 552,300 (World Population Review, 2013). 
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private and foreign organizations. The purpose of this study is to identify the skills shortage (i.e. 

scarcity and skill deficiency) of Chinese managers.  The remainder of article is structured in the 

following order. The next section reviews the relevant literature and develops a number of 

hypotheses. The subsequent section presents the methodology which includes sampling 

framework, data collection procedure and measures. Then the results are presented, followed by 

discussions, implications and limitations.  

THEORETICAL BACKGROUND 

According to the theory of human capital, which proposes that employees’ skills knowledge and 

experience can be utilized to give an organization competitive advantage (Becker, 1993). Many 

organizations have tried to put human capital theory into HRD practices to improve human 

resource skills and capabilities in national and global workforces. It is expected that HRD 

practices influence employees’ skills which in turn impact on organizational performance 

(Hutchings, Zhu, Cooper, Zhang, & Shao, 2009).  

Previous literature has attempted to divide skills shortage into two notions: quantity-oriented Vs. 

quality-oriented (Watson, Johnson, & Webb, 2006b). On the one hand, the skills shortage exists 

‘when there are not enough people available with the skills needed to do the jobs which need to 

be done’ (British Government's Training Agency, 1990, p. 29). On the other hand, it can be 

defined as skills deficiency, which refers to the gap/mismatch between the current and optimum 

level of skills (Green & Ashton, 1992; Skinner, Saunders, & Beresford, 2004) .   

Studies about skills shortage could be divided into two themes: those defining shortages as a 

market problem (such as Mace, 1997; Meager, 1986; Wieling & Borghans, 2001; Willems, 1996) 

and those defining shortages as a problem from an employer-perspective (such as Green el al., 
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1998; Haskel & Martin, 2001; Watson, et al., 2006a). Examples of market-perspective studies 

could be found in the early literature on manpower, manpower requirements approach and 

unemployment-vacancy. In contrast, other studies (Boon, 2008; Meager, 1986; Watson et al., 

2006a), with the ‘employer-perspective’ definition, claim shortage exists as individual employers 

experience a lesser or greater extent of recruitment difficulty in meeting a specific occupation 

requirement (Green, 2002; Harris, 2008).  

Some researchers have reported that China has a shortage of skilled and experienced managers 

(such as Farre & Grant, 2005; Grant & Dexsaux, 2005; Hulme, 2006; Li et al., 2012; Li & 

Sheldon, 2010; Warner & Zhu, 2010). It is estimated that China will need 75,000 competent 

global managers over the next ten to fifteen years; right now there are only around 3,000 to 5, 

000 of these types of managers in the country (Farrell, Puron, & Remes, 2005; Hartmann et al., 

2010; Sheldon & Li, 2013). On the other hand, other researchers note there is a gap between the 

skills acquired by Chinese managers and skills required by their employers (Berry, 2006; Capelli, 

2012; Farre & Grant, 2005). The skills shortage of Chinese mangers is an ongoing problem for 

MNEs. (Hartmann et al., 2010; Hutchings et al., 2009). MNEs doing business in China have 

been perceiving skills shortage, since experienced managers have insufficient skills to achieve 

business objectives, and new graduates lack requisite international experience. Skills shortage of 

Chinese managers affects both domestic and international business operations. It reduces 

business competitiveness and limits FDI and business growth.   

THEORETICAL MODEL AND HYPOTHESES DEVELOPMENT 

There is limited literature on skills shortage among Chinese mangers. To date only a relatively 

small handful of studies (Bai & Enderwick, 2003; Beamish, 2005; Capelli, 2012; Chien, 2006; 
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Economist, 2005; Farre & Grant, 2005; Hawser, 2008; Jiang et al., 2012) have specifically 

identified skills shortage in China. The purpose of this study is to explore employers’ 

perspectives of the issues of skills shortage among Chinese managers. Skills shortages could 

reflect either the scarcity (i.e. insufficient numbers) of job candidates or perceived skill 

deficiencies (i.e. inadequate qualities) of existing employees. It is necessary to frame develop a 

theoretical model of skills shortage of Chinese managers (see Figure 1). The model assumes that 

skills shortage defined as both skills scarcity (the number) (Bennett & McGuinness, 2009; 

British Government's Training Agency, 1990; Marchante, Ortega, & Pagán, 2006; Sheldon & Li, 

2013) and skills deficiencies (the quality) (Watson & Sharp, Pillay, 2010; 2007), which is 

influenced by organization characteristics (i.e. organization age, organization size and type of 

ownership) (Haskel & Martin, 2001; Sheldon & Li, 2013; Watson et al., 2006a).  

 

Insert Figure 1 about here 

In addition, skills were categorized into general business skills, managerial skills, and personal 

attributes, based on studies by NESS072, Green et al. (1998) and Development Dimensions 

International (DDI) (2005). Taking together, the above arguments with regard to skills scarcity 

and deficiency logically lead to the following hypotheses. 

Hypothesis 1: There is a significant difference in general business skills, managerial skills and 
personal attributes of managers across organizations, on the basis of age, size and 
type of ownership of the organization. 

Hypotheses 2a: HFV and HFVSS are significantly higher in old organizations compared to new 
organizations. 

Hypotheses 2b: HFV and HFVSS are significantly higher in large organizations than in small 
and medium organizations. 

Hypotheses 2c: HFV and HFVSS are significantly higher in foreign-invested organizations 
compared to state-owned and private organizations. 

                                                        
2 National Employer Skills Survey for England 2007 
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Hypotheses 3a: The level of skills deficiencies is significantly higher in old organizations than in 
new organizations.  

Hypotheses 3b: The level of skills deficiencies is significantly higher in large organizations than 
in small and medium organizations.  

Hypotheses 3c: The level of skills deficiencies is significantly higher in state-owned 
organizations than in foreign-invested and private organizations. 

 

METHODOLOGY  

This study used a mixed methods approach to examine the skills shortage in China. Access to 

participant organizations in China began with compiling lists of Chinese organizations 

(including both state-owned and private) from the Economy and Commerce Committee of major 

cities in the Northeast of China; and list of foreign-invested organizations from national 

Chambers of Commerce. The study was conducted with a three-phase procedure, which started 

with a pretest with 20 managers. For the questionnaire phase, all questionnaires were distributed 

to the participants through a specific contact person in each organization. And then the contact 

person collected and posted the completed questionnaires to the authors. Of the 700 

questionnaires sent out, 252 were collected back, of which 243 were fully completed and usable, 

yielding a response rate of 35%. For the interview phase, the contact person in each organization 

provided a list of managers. From the list, 20 managers were randomly selected for interviews. 

Finally, 16 managers were interviewed.  

The questionnaire was divided into two parts. Part one was demographic information about 

respondents and organizations. Part two comprised three sections of skills, (1) General business 

skills (7 skills); (2) Managerial skills (15 skills); and (3) Personal attributes (7 attributes). 

Respondents were asked to indicate managers’ proficiency for each of the skill items on three 

separate five-point Likert-type scales, ranging from 1 (very poor) to 5 (excellent). During the 
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interviews, participants were asked about their experience of skills shortage, hard-to-fill 

vacancies, and hard-to-fill vacancies caused by skill shortage and skills deficiencies in order to 

identify the existence of skills shortage. These interview questions were based on the EMSPS 

(Green et al., 1998) . Both the questionnaires and interview questions were initially drafted in 

English and translated into Chinese. In order to ensure the accuracy of all translations, items 

were back-translated into English by two bilingual experts. To analyze the survey data, a number 

of statistical methods were carried out through the SPSS 20. For interview data, all transcriptions 

were coded and analyzed by using NVivo.  

 

RESULTS AND DISCUSSION 

Of usable returns from the survey, 61% (n=149) were males and 39% (n=94) were females. The 

majority of the respondents, 76% (n=186), aged from 20 to 40, 19% (n=46) aged from 41 to 50 

and 5% (n=11) aged over 51. About 50% (n=122) of the respondents were assistant managers, 

40% (n=98) were middle managers and only 9% (n=23) were senior managers. Qualitative data 

were collected from 16 Chinese managers, of which 13 were males and three were females. Each 

of them had more than five years experience related to management, and aged from 28 to 55. 

Nine interview participants had undergraduate degree, and the remaining seven interviewees 

were holding postgraduate degree. With regard to the organization age (n=69), 54% (n = 41) 

were established more than 10 years and 46% (n=28) were established during the past ten years. 

Regarding the organization size, 42% (n=29) were categorized as small organizations that 

employed less than 100 employees, 22% (n=15) were categorized as medium organizations that 

employed 100 to 400 employees and 36% (n=25) were categorized as large organizations with 
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over 400 employees. Approximately half of the organizations were state-owned 51% (n=35), 30% 

(n=21) were private and 19% (n=13) were foreign-invested.  

Skill Assessment  

The internal consistency of the data collected was tested through using Cronbach’s alpha. The 

skills were classified into general business skills, managerial skills and personal attributes. Table 

1 indicates a very strong internal consistency amongst the three skills sections, with acceptable 

Cronbach’s alpha values ranging from 0.680 to 0.971 for type of ownership, from 0.738 to 0.895 

for organization size, and from 0.719 to 0.933 for organization age. A multivariate analysis of 

variance was conducted to determine differences in skills for managers by organizations’ size 

and age and type of ownership.  

 

Insert Table 1 about here 

The results showed that managers’ proficiencies of three types of skills were significantly 

influenced by the type of ownership (see Table 2). A number of items showed significant 

differences in skills proficiencies of managers across the foreign-invested, state-owned and 

private organizations. Regarding general business skills, the mean values of manual dexterity 

(M=4.278, F=3.318, p<0.05), verbal communications (M=3.667, F=1.528, p<0.05) and foreign 

language skills (M=4.083, F=3.419, p<0.05) were significantly higher in the foreign-invested 

organizations compared to the state-owned and private organizations. Managerial skills such as 

building an environment of trust (M=4.667, F=5.844, p<0.05) and rapid decision making ability 

(M=4.667, F=5.004, p<0.05) had significantly higher mean values in the private organizations 

compared to foreign-invested and state-owned organizations. With regards to personal attributes, 
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the mean value of risk taking (M=4.333, F=8.091, p<0.05) was significantly higher in the private 

organizations compared to the state-owned or foreign-invested organizations.  

 

Insert Table 2 about here 

Significant differences existed in the skills proficiencies of managers within three different size 

organizations (large, medium and small) (see Table 3). Mean values of two managerial skills, 

namely retaining talent (M=4.250, F=10.073, p<0.05), and making meetings work (M=4.433, 

F=5.742, p<0.05) were significantly higher in smaller organization than in medium and in large 

firms. Whereas, interviewing skills (M=4.250, F=5.024, p<0.05) has significantly higher mean 

value in the large firms than in medium and small firms. The mean value of risk taking 

(M=3.883, F=8.225, p<0.05) under personal attributes was significantly higher in the small firms 

than in large and in medium firms.  

 

Insert Table 3 about here 

The organizations were classified as old and new organization based on their year of 

establishment. Organizations established less than 10 years were coded as new organizations, 

while organizations established over 10 years as old organizations. Table 4 shows that the mean 

values of managerial skills such as retaining talent (M=4.063, F=9.514, p<0.05) and making 

meetings work (M=4.200, F=7.055, p<0.05) were significantly higher in new organizations than 

compared to old organizations.These results suggest that there is a significant difference in 

general business skills, managerial skills and personal attributes of managers across 

organizations, on the basis of age, size and type of ownership, which lend support to H1. 
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Insert Table 4 about here 

The Existence of Skills Scarcity 

This section examines the existence of the scarcity of Chinese managers. Data on the existence 

of managerial scarcity came from managers’ response to two questions: Question 1: Were there 

any managerial vacancies your organization needed to fill but had difficulty doing so in the 

previous 12 months? Question 2: Were there any managerial hard-to-fill vacancies in your 

organization caused by the shortage of skills in the previous 12 months? 

Data from interviews demonstrate that scarcity of skilled Chinese managers exists in most 

interviewees’ organizations. Out of 16 interviewees, 12 claimed that there were hard to fill 

managerial vacancies. Nine of them assert those vacancies were caused by skills shortage. A 

manager presented his hiring difficulties in managerial positions as,  

We wanted to hire a manager for manufacturing department and advertised job through 

newspapers, internet and head-hunting company. But three months passed now, we are still 

unable to find suitable candidates. 

The result showed that the scarcity of skilled managers was related to the age of the organization. 

It is found that old organizations were more likely to report HFV and HFVSS than new 

organizations. According to a general manager, “one possible reason is that newly established 

organizations are quicker to adopt market-oriented reward systems, compared with 

organizations with long history”. This is consistent with the study by Ding, Akhtar, & Ge (2006).  

Moreover, the survey data demonstrated that the scarcity of managers is also correlated with the 

size of the organizations. The results showed that large companies are more likely to report HFV 

and HFVSS, compared with medium and small companies. This result is consistent with earlier 
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studies by Watson, et al. (2006a), Haskel & Martin (2001) and Green et al. (1998).  

Regarding the type of the organizations, it the probability of reporting HFV and HFVSS were 

both higher in foreign-invested companies, despite the fact that they were offering their Chinese 

managers higher pay, better benefits and more performance related compensation packages 

(Ding et al., 2006). These results clearly demonstrated that HFV and HFVSS were more likely to 

be reported by old organizations, large organizations and in foreign-invested organizations, 

which lend support to H2a, H2b and H2c. 

The Existence of Skill Deficiency 

The results of this study also support the hypotheses that skill deficiencies of Chinese managers 

were related to three factors: (i) organization age, (ii) organization size, and (iii) type of 

ownership. The survey participants were asked to rate the skills levels of the managerial 

workplace according to their own experience. The lower the score for the skills proficiency, the 

higher the level of skills deficiency within the organization.  

Results from the survey indicated that managers in old companies gained lower scores on skills 

(3.53 for general business skills, 3.29 for management skills and 3.50 for personal attributes) 

than those in new companies (3.83 for general business skills, 3.79 for management skills and 

4.06 for personal attributes). This means that skills deficiencies were more like to exist in olde 

companies than in new companies. This result supports the hypothesis that skills deficiency is 

positively related to the organization age. This may because employers in older companies have 

increasingly changing demands for skills, however, it takes more time for existing managerial 

staff to catch up those skills (Green et al., 1998).  
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Secondly, results showed skill deficiencies were more likely to exist in large organizations, 

compared with medium and small organizations. According to the survey results, large 

organizations get lowest score on all three types of skills: 3.73 for general business skills, 3.30 

for management skills and 3.40 for personal attributes. This is consistent with the studies by 

Green et al. (1998) and Watson et al. (2006a, p. 45) who find positive relationships between 

organization size and reporting skills deficiencies.  

At last, there were also evidences that state-owned companies revealed the most serious 

deficiency of skills among managerial staff, as managers in state-owned companies got lowest 

scores on skills. This is consistent with the study by Bai & Enderwick (2003), who find that the 

problem of skills shortages is most likely to exist in the state-owned sector. Therefore, H3a, H3b 

and H3c are supported.  

Figure 2 summarizes the existing skills and the deficient skills among managers in China. 

Chinese managers are likely to possess skills in versatility (i.e. ability to cover for absences), 

ability to read and write and calculate, communication skills, influential leadership, motivation 

to work, resolving conflict, foreign language skills, and reaching agreement. On the contrary, the 

most serious deficient skills are creativity, leading change, developing and motivating others, 

retaining talent, verbal communications, reviewing performance progress, interviewing skills, 

risk taking and conducting efficient meetings.  

 

Insert Figure 2 about here 

Since China’s accession to the World Trade Organization (WTO) in 2001, the Chinese economy 

has further integrated into the global market and more foreign direct investment has poured into 
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the country (Ding et al., 2006). This has resulted in an increasing demand for the already scarce 

skilled managers. As Tang & Wang (2005) argued, due to the intensified competition for 

manager talents, employers need to offer more compensation and benefits to attract, motivate 

and retain skilled managers. An interview participant argued, “employers should employ skilled 

and performance related pay system, as managers will be more willingly to improve their skills if 

they can get reward for that”.  

Another discussion around skills shortage is whether employers should develop their own talents. 

On the one hand, companies should focus on training and up-skilling their current employees 

instead of finding outside workers (Richardson, 2009). Data from this study also supports this 

argument. All of 16 interviewees claimed their organizations were offering various types of 

training programs to solve skills shortage. However, some employers are less willing to develop 

employees’ skills, because “growing own talents are costly. And as a state-owned organization, 

we are less attractive compared to private and foreign-invested companies. Therefore, many 

qualified managers change jobs, after getting training”, argued by a HR manager. 

THEORETICAL IMPLICATIONS 

This study yields several contributions to human capital theory and to the international HRD 

theory in general. At first, this study contributes to the managerial literature by setting a 

three-category measure for Chinese managers’ skills, namely general business skills, managerial 

skills and personal attributes. The findings shed light on skills framework developments. Skilled 

managers are critical to organizations’ competitiveness and success, HRD researchers need to 

develop a solid understanding of managers’ skills assessment (Zhu et al., 2011). Secondly, the 

study extends the understanding of skills shortage by delineating that skill scarcity and 



15 of 26 

deficiency are associated with organisational characteristics. This study provides significant 

implications for HRD theories specific to China, through suggesting that there is definitive link 

between skills shortage and organization characteristics. This study departs from the common 

scholarly practices of studying skills shortage under single organization characteristics (such as 

Green et al., 1998; Watson et al., 2006a), and examines the relationships between skills shortage 

and three organization characteristics: organization age, organization size and the type of 

ownership. Thirdly, the study also contributes to the organization learning system in national and 

global organizations, which consider staff development as being important in a competitive 

business environment. In addition, HRD theories should expand to integrate skills shortage of 

mangers, since it impacts upon management development, employee retention and training 

within HRD theories (Cho & McLean, 2004; Metcalfe & Rees, 2005). 

The results offer insights into the policies and practices of management development by 

describing the existing skill inventory and the skills shortages of managers. The policy 

documents emerging from the findings of this study will assist in developing and establishing 

national frameworks for HRD and provide overall guidance on education and training system 

reforms for skills development.  

In addition, the findings of this study highlight new directions for skills shortage studies. 

Previous skills shortage studies only focused on one of the two perspectives of skills shortage 

(Zhu et al., 2011), however, this study initiated an important line of research by integrating 

information on both skills scarcity and deficiencies of Chinese managers. Finally, this is a 

pioneering study, which examines HFV and HFVSS, and is the first to test the skills categories 

of Chinese managers’ general business skills, managerial skills and personal attributes.  
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PRACTICAL IMPLICATIONS 

Along with its contribution to theory, our study also offers several substantial practical 

implications for skill development practices in China. In particular, since there is skills shortage 

among Chinese managers, who are critical to the success and competitiveness of the 

organizations (Zhu et al., 2011), a sophisticated system comprising internal retaining, 

development and training programs and external recruitment should be adapted in China (Lane 

& Pollner, 2008). As the results of the study suggest that there is an observable gap between the 

skills acquired by Chinese managers and skills required by their employers, it is critical for 

organizations to help managers improve their skills. Our results regarding skills assessment can 

help HRD professionals identify the requisite skills to be included in the training programs.  

Our findings also suggest that it is time for organizations doing business in China to change the 

organizational culture, policies and rules. Chinese values have been highly influenced by 

Confucianism (Jiang et al., 2012; Kasper, Muehlbacher, Kodydek, & Zhang, 2012), which 

promotes the characteristic of harmony by listening to superiors. In addition, there are clear rules 

and policies in Chinese organizations. All these factors limit employees’ ability to improve their 

skills and competencies. Therefore, employers should attempt to build a new organizational 

culture, which encourages their employees to continuously improve skills. The results of this 

study can also provide guidelines for those MNEs doing business in China. The findings of this 

study would assist MNEs that want to investigate skills shortage within their own organizations 

in order to discover and address the issues of skills shortage of their Chinese managers.  

In addition, this study may provide benefits to educational and training organizations that are 

offering managerial development programs for Chinese students and managers. In this sense, 
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Marchante et al. (2006) and Hogarth & Wilson (2004) have noted that the current skills 

development courses offered by training providers must stress the importance of employers in 

deciding what skills are required; and that individual employees must make decisions regarding 

the type and level of skills to which they aspire. By doing this, students who join such programs 

can also benefit, as they gain an appreciation of the skills needed when applying for managerial 

positions. Further, these organizations, along with government, promote skill development to 

support the globalization of work practices and to achieve business objectives. 

LIMITATIONS AND DIRECTIONS FOR FUTURE RESEARCH 

A limitation of this study is the use of surveys, and so the results may have been biased by the 

Common Method Variance (CMV) (Yang & Mossholder, 2010). CMV refers to the spurious 

variance that is attributable to the measurement method rather than to the constructs the 

measures represent (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). In order to reduce this 

potential bias of self-reported surveys, the current study employed the procedural remedy 

recommended by Podsakoff et al. (2003), i.e. assurance of anonymity and confidentiality. Future 

studies may apply multiple source of raters and methods, or temporal separation. Another 

potential limitation of this study is interview data that was mainly gathered from 16 managers 

only, which was based on their own perceived proficiency. Other employees in the organization 

may perceive their proficiency of skills differently. Future studies may collect data from 

non-managerial staff as well. Moreover, this study tested skills shortage based on organizational 

factors (i.e. organization age, organization size, and type of ownership). These factors excluded 

industry type, geographical distribution, main business and parent-company location of MNEs. 

Therefore, future research can investigate skills shortage according to the above factors.  



18 of 26 

REFERENCES 

Bai, X., & Enderwick, P. (2003). Economic transition and management skills: the case of China. Business 
Education and Emerging Market(Novermber 7, 2003).  

Beamish, P. (2005). Ivey On…China: To go or not to go Ivey Business Journal, 70(3), 2.  
Becker, G. (1993). Human Capital. New York:: Columbia University Press. 
Beech, H. (2000). Help Wanted: Leaders. Times, Vol. 155, 203.  
Bennett, J., & McGuinness, S. (2009). Assessing the impact of skill shortages on the productivity 

performance of high-tech firms in Northern Ireland. Applied Economics, 41(6), 727 - 737.  
Berry, J. (2006). Chinese checkers for your practice: Where do you fit? How do you win? Consulting To 

Management, Vol. 17, (No. 1. ), p. 19 – 20.  
Boon, Z. (2008). Job openings, hires, and turnover decrease in 2007. Monthly Labor Review, 131(6), 

14-23.  
British Government's Training Agency. (1990). Labor market and skill trends 1991/1992. Paper presented 

at the British Government’s Training Agency.  
Capelli, P. (2008). Talent management for the twenty-first century. Harvard Business Review, 86(3), 74 - 

82.  
Capelli, P. (2012). Why companies aren't getting the employees they need.   Retrieved 22 July, 2013, 

from 
http://www.wtb.wa.gov/Documents/WhyCompaniesCannotFindtheEmployeesTheyNeed_WallStr
eetJournal.pdf 

Chien, K. (2006). China's skills shortage vexes foreign firms.   Retrieved 20/04/06, from 
http://www.aquent.com/press/articles/2005/Reuters_111605.html  

Cho, E., & McLean, G. N. (2004). What we discovered about NHRD and what it means for HRD. 
Advances in Developing Human Resources, 6(3), 382-393.  

Collingsa, D., & Mellahi, K. (2009). Strategic talent management: A review and research agenda. Human 
Resource Management Review, 19(4), 304 - 313.  

Development Dimensions International (DDI). (2005). Leadership in China: Keeping Pace with a 
Growing Economy. China Business Review, 24-25.  

Ding, D. Z., Akhtar, S., & Ge, G. L. (2006). Organizational differences in managerial compensation and 
benefits in Chinese firms. International Journal of Human Resource Management, 17(4), 693 - 
715.  

Economist. (2005). China's people problem. Economist, 375, 53-54.  
Farre, D., & Grant, A. J. (2005). China's looming talent shortage. McKinsey Quarterly(4), 70-79.  
Farrell, D., Puron, A., & Remes, J. K. (2005). Beyond cheap labor: Lessons for developing economies. 

The McKinsey Quarterly(1), 98-109.  
Grant, S., & Dexsaux, G. (2005). Narrowing Chjin’s corporate-leadership gap. China Daily. .  
Green, A. (2002). The importance of skills in regional deveopment: Evidence from the United Kingdom. 

Europ Spatial Research & Policy, 9(2), 17-33.  
Green, F., & Ashton, D. (1992). Skill Shortage and skill deficiency: a critique. Work, Employment and 

Society, 6(2), 287-301.  
Green, F., Machin, S., & Wilkinson, D. (1998). The meaning and determinants of skills shortages 

p166-187. Oxford Bulletin of Economics and Statistics. UK: Blackwell Publishers Ltd, 60(2), 
166-187.  

http://www.wtb.wa.gov/Documents/WhyCompaniesCannotFindtheEmployeesTheyNeed_WallStreetJournal.pdf
http://www.wtb.wa.gov/Documents/WhyCompaniesCannotFindtheEmployeesTheyNeed_WallStreetJournal.pdf
http://www.aquent.com/press/articles/2005/Reuters_111605.html


19 of 26 

Harris, P. (2008). Calculating the skills shortage. T+D, 62(4), 12-13.  
Hartmann, E., Feisel, E., & Schober, H. (2010). Talent management of western MNCs in China: Balancing 

global integration and local responsiveness. Journal of World Business, 45(2), 169 -178.  
Haskel, J., & Martin, C. (2001). Technology, wages, and skill shortages: evidence from UK micro data. 

Oxford Economic Papers, 53, 642-658.  
Hawser, A. (2008). China faces growing skills shortage. Global Finance, 22(1), 4-4.  
Hogarth, T., & Wilson, R. (2004). Skills in England 2003, key messages. Coventry: Institute for 

Employment Research, University of Warwick. 
Hulme, V. A. (2006). Short Staffed. China Business Review, 18 – 23, 56. .  
Hutchings, K., Zhu, C. J., Cooper, B. K., Zhang, Y., & Shao, S. (2009). Perceptions of the effectiveness of 

training and development of ‘grey-collar’ workers in the People’s Republic of China. Human 
Resource Development International, 12(3), 279–296.  

Jiang, B., Baker, R., & Frazier, G. (2012). An analysis of job dissatisfaction and turnover to reduce global 
supply chain risk: Evidence from China. Journal of Operations Management, 27(2), 169 - 184.  

Kasper, H., Muehlbacher, J., Kodydek, G., & Zhang, L. (2012). Fringe benefits and loyalty on the Chinese 
labour market – a trend towards higher individualand performance-orientation: A case study 
focusing on technology companies in the Shanghai region. Journal of Technology Management 
in China, 7(2), 164-176.  

Lane, K., & Pollner, F. (2008). How to address China’s growing talent shortage. McKinsey Quarterly, 3, 
33-40.  

Li, H., Li, L., Wu, B., & Xiong, Y. (2012). The End of Cheap Chinese Labor. The Journal of Economic 
Perspectives, 26(4), 57 - 74.  

Li, Y., & Sheldon, P. (2010). HRM lives inside and outside the firm: employers, skill shortages and the 
local labour market in China. The International Journal of Human Resource Management, 21(12), 
2173 - 2193.  

Mace, J. D. (1997). The shortage of engineers. Higher Education Review, 10.  
Marchante, A. J., Ortega, B., & Pagán, R. (2006). Determinants of skills shortages and hard-to-fill 

vacancies in the hospitality sector. Tourism Management, 27(5), 791-802.  
Meager, N. (1986). Skill shortages again and the UK economy. Industrial Relations Journal, 17(3), 

236-248.  
Metcalfe, B. D., & Rees, C. J. (2005). Theorizing advances in international human resource development. 

Human Resource Development International, 8(4), 449–465.  
National Bureau of Statistics of the People's Republic of China. (2011). Sixth National Population Census 

of the People's Republic of China.  
Pillay, R. (2010). The skills gap in hospital management: A comparative analysis of hospital managers in 

the public and private sectors in South Africa. Journal of Health Management 12(1), 1 - 18.  
Podsakoff, P. M., MacKenzie, S. M., Lee, J., & Podsakoff, N. P. (2003). Common method variance in 

behavioral research: A critical review of the literature and recommended remedies. Journal of 
Applied Psychology, 88(5), 879-903.  

Richardson, S. (2009). What is a skill shortage? Australian Bulletin of Labour, 35(1), 326 - 354.  
Sheldon, P., & Li, Y. (2013). Localized poaching and skills shortages of manufacturing employees among 

MNEs in China. Journal of World Business, 48(2), 186 - 195.  
Skinner, D., Saunders, M. N. K., & Beresford, R. (2004). Towards a shared understanding of skill 

shortages: differing perceptions of training and development needs. Education + Training, 46(4), 



20 of 26 

182-193.  
Tang, J., & Wang, W. (2005). Product market competition, skill shortages and productivity: Evidence from 

Canadian manufacturing firms. Journal of Productivity Analysis, 23(3), 317 - 339.  
Warner, M., & Zhu, Y. (2010). Labour and management in the People's Republic of China: seeking the 

'harmonious society'. Asia Pacific Business Review, 16(3), 285 - 298.  
Watson, D., Johnson, S., & Webb, R. (2006b). Employer perceptions of deficiencies in the UK labor 

market: a sub regional analysis. Environment and Planning, 38(9), 153-177.  
Watson, D., Webb, R., & Johnson, S. (2006a). Influence costs and the reporting of skill deficiencies. 

Human Relations. (SAGE Publications),, 59(1), 37-59.  
Watson, J., & Sharp, G. (2007). Barriers to skills development in a local construction labour market. Local 

Economy, 22(2), 123-137.  
Wieling, M., & Borghans, L. (2001). Discrepancies between Supply and Demand and Adjustment 

Processes in the Labour Market. LABOUR: Review of Labour Economics & Industrial Relations, 
15(1), 33-56.  

Willems, E. (1996). Manpower Forecasting and Modeling Replacement Demand: An Overview.   
Retrieved May 18, 2007, from http://arno.unimaas.nl/show.cgi?fid=701 

World Population Review. (2013). Population of China 2013.   Retrieved 22/7, 2013, from 
http://worldpopulationreview.com/population-of-china/ 

Yang, J., & Mossholder, K. W. (2010). Examining the effects of trust in leaders: A bases-and-foci 
approach. Leadership Quarterly, 21(1), 50-63.  

Zhu, X., Iles, P., & Shutt, J. (2011). Employability, skills and talent management in Zhejiang Province. 
Journal of Chinese Entrepreneurship, 3(1), 1756-1396.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

http://arno.unimaas.nl/show.cgi?fid=701
http://worldpopulationreview.com/population-of-china/


21 of 26 

Figure 1 Theoretical Model  

 
Note:   

Skills Scarcity  

 

Skills Deficiencies  

 HFV Hard-to-fill Vacancies GBS General Business Skills 

 HFVSS Hard-to-fill Vacancies caused by skills shortage MS Managerial Skills 

   PA Personal Attributes  

H3c 

H2c 

H3b 

H2b 

H3a 

H2a 

H1 

Type of  
Ownership 

Organization  
Age 

Organization  
Size 

Organizations’ Characteristics  
 

 

HFV 

HFVSS 

GBS 

MS 

PA 

Skills Shortage 

Skills 
Deficiencies 

Skills 
Scarcity 



 

22 of 26 

Table 1 Cronbach’s alpha statistic (α) – multi-item correlation measures for variables  

 

 

 

 

 

 

 

 

 

 

 

Skill Set Type of Ownership Organization Size Organization Age 

 Foreign- 
Invested 

State- 
Owned Private  Large Medium Small  < 10 years 11 & above 

General Business Skills 0.900 0.793 0.680  0.805 0.738 0.844  0.933 0.785 
Managerial Skills 0.917 0.823 0.858  0.741 0.894 0.798  0.766 0.719 
Personal Attributes 0.971 0.796 0.830  0.777 0.869 0.895  0.830 0.789 
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Table 2 F-test for difference between foreign-invested, state-owned and private 
organizations on skills assessment of managers – Type of Ownership 

General Business Skills / Ownership 

Foreign-Invested State-Owned Private 

F-value Mean SD Mean SD Mean SD 

Ability to read /write numeracy 4.111 0.346 3.454 0.506 4.333 0.577 2.647 

Manual dexterity/good hand-eye coordination 4.278 0.254 3.142 0.389 3.500 0.866 3.138 (a, b, c) 

Interpersonal skills/communication skills 3.528 0.647 3.873 0.111 3.833 0.763 0.316 

Verbal communications 3.667 0.577 3.045 0.433 2.833 0.764 1.528 (a, b, c) 

Foreign language skills 4.083 0.144 3.213 0.497 3.500 0.500 3.419 (a, b, c) 

Ability to work with little supervision 3.444 1.295 3.797 0.705 4.000 1.000 0.224 

Ability to get on with others in a team 3.194 1.131 3.824 0.488 3.667 1.527 0.251 

Managerial Skills / Ownership        

Building an environment of trust 2.890 0.840 3.660 0.428 4.667 0.577 5.844 (b) 

Motivating others 3.057 1.005 3.397 0.270 3.667 1.528 0.246 

Developing junior staff 2.860 0.746 2.967 0.451 2.500 1.803 0.134 

Retaining talent 2.750 0.750 3.100 0.996 4.167 0.289 2.991 

Leading high-performance teams 3.333 1.258 3.750 0.278 3.317 1.255 0.168 

Leading change 2.723 0.254 2.950 0.541 3.333 1.155 0.506 

Resolving conflict 3.640 0.626 4.110 0.774 3.667 1.155 0.270 

Rapid decision-making ability 3.390 0.535 3.100 0.793 4.667 0.577 5.004 (a, b, c) 

Coaching for improvement 4.000 0.500 2.987 0.863 4.000 1.000 1.544 

Coaching for success 3.443 0.510 3.750 0.278 3.500 1.323 0.115 

Influential leadership 3.833 0.289 4.183 0.742 4.000 1.000 0.169 

Reaching agreement 3.557 1.358 4.377 0.635 4.167 1.041 0.490 

Reviewing performance progress 3.333 0.289 3.290 0.301 3.167 0.289 0.262 

Making meetings work 2.667 1.443 3.053 0.938 4.167 1.041 1.349 

Interviewing skills 3.717 0.301 3.970 1.045 3.333 0.289 0.730 

Personal Attributes / Ownership        

Toleration of repetitive work 4.000 0.866 3.357 0.407 4.333 0.577 1.776 

Versatility/ability to cover for absences 3.890 0.788 3.933 1.007 4.333 0.289 0.313 

Creativity/originality 2.777 0.692 2.803 0.267 3.500 0.500 1.891 

Honesty/integrity 3.557 1.358 3.903 0.100 4.167 1.041 0.287 

Reliability/can rely on to attend 3.943 0.821 3.940 0.104 4.500 0.500 1.000 

Motivation to work 3.610 0.535 3.913 0.508 4.167 0.289 1.113 

Risk Taking 2.667 0.763 3.383 0.333 4.333 0.289 8.091(a, b, c) 
Note: All items were measured on a Likert-type scale ranging from 1 = low proficiency to 5 = high proficiency; a(i) implies there is 
significant difference between foreign-invested organizations and state-owned organizations at the 0.05 level for a specific skill item; 
b(ii) implies there is a significant difference between foreign-invested organizations and private organizations at the 0.05 level for a 
specific skill item; c(iii) implies there is significant difference between state-owned organizations and private organizations at the 
0.05 level for a specific skill item.  
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Table 3 F-test for difference between large, medium and small organizations on 
skills assessment of managers – Organization Size 

General Business Skills / Size 

Large Medium Small 

F-value Mean SD Mean SD Mean SD 

Ability to read /write numeracy 3.833 0.764 3.732 0.329 4.333 0.577 0.909 

Manual dexterity/good hand-eye coordination 4.000 0.500 3.353 0.859 3.567 8.144 0.591 

Interpersonal skills/communication skills 3.750 0.661 3.383 0.411 4.100 0.361 1.576 

Verbal communications 3.500 0.500 3.212 0.706 2.833 0.763 0.755 

Foreign language skills 3.917 0.382 3.833 0.289 3.417 0.144 2.583 

Ability to work with little supervision 3.667 1.443 3.641 0.484 3.933 1.007 0.071 

Ability to get on with others in a team 3.417 1.233 2.869 0.753 4.400 0.529 2.288 

Managerial Skills / Size        

Building an environment of trust 3.000 1.000 3.950 0.941 4.267 0.643 1.700 

Motivating others 3.167 1.041 2.753 0.653 4.200 0.721 2.461 

Developing junior staff 2.583 0.629 2.777 0.693 2.967 1.789 0.081 

Retaining talent 2.417 0.382 3.350 0.737 4.250 0.250 10.073 (a, b, c) 

Leading high-performance teams 3.500 1.323 3.650 0.304 3.433 1.289 0.032 

Leading change 2.667 0.289 3.407 0.676 2.933 1.007 0.813 

Resolving conflict 4.083 1.010 3.467 0.405 3.867 1.026 0.394 

Rapid decision-making ability 3.167 0.764 3.723 0.479 4.267 1.270 1.122 

Coaching for improvement 3.500 1.323 3.287 0.258 4.200 0.721 0.879 

Coaching for success 3.667 0.577 2.927 0.805 4.100 0.361 2.852 

Influential leadership 4.333 0.577 3.683 0.275 4.000 1.000 0.675 

Reaching agreement 3.833 1.607 3.633 0.591 4.633 0.321 0.830 

Reviewing performance progress 3.167 0.289 3.257 0.250 3.367 0.321 0.362 

Making meetings work 2.167 1.259 3.287 0.258 4.433 0.603 5.742 (a, b, c) 

Interviewing skills 4.250 0.661 3.103 0.261 3.667 0.289 5.024 (a, b, c) 

Personal Attributes / Size        

Toleration of repetitive work 3.500 0.866 3.923 0.619 4.267 0.643 0.859 

Versatility/ability to cover for absences 4.167 1.041 3.723 0.632 3.933 0.513 0.253 

Creativity/originality 2.500 0.500 3.413 0.549 3.167 0.289 3.161 

Honesty/integrity 3.500 1.323 3.693 0.614 4.433 0.603 0.877 

Reliability/can rely on to attend 3.833 0.763 4.050 0.259 4.500 0.500 1.156 

Motivation to work 3.833 0.764 3.823 0.180 4.033 0.451 0.154 

Risk Taking 2.500 0.500 3.683 0.275 3.883 0.535 8.225 (a, b, c ) 
Note: All items were measured on a Likert-type scale ranging from 1 = low proficiency to 5 = high proficiency; a(i) 
implies there is significant difference between large organizations and medium organizations at the 0.05 level for a 
specific skill item; b(ii) implies there is a significant difference between large organizations and small organizations 
at the 0.05 level for a specific skill item; c(iii) implies there is significant difference between medium organizations 
and small organizations at the 0.05 level for a specific skill item.  
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Table 4 F-test for difference between new and old organizations on skills 
assessment of managers – Organization Age  

General Business Skills / Organization Age 

<10 11 and above 

F-value Mean SD Mean SD 

Ability to read /write numeracy 4.208 0.534 3.772 0.591 1.311 

Manual dexterity/good hand-eye coordination 3.758 0.768 3.546 0.722 0.183 

Interpersonal skills/communication skills 3.908 0.483 3.613 0.581 0.659 

Verbal communications 3.125 0.854 3.227 0.530 0.049  

Foreign language skills 3.625 0.250 3.950 0.274        3.370 

Ability to work with little supervision 3.908 0.823 3.618 1.072 0.197 

Ability to get on with others in a team 4.133 0.686 3.105 1.070 2.746 

Managerial Skills / Organization Age      

Building an environment of trust 4.118 0.604 3.436 1.127 1.170 

Motivating others 3.943 0.782 2.918 0.898 3.227 

Developing junior staff 3.058 1.473 2.550 0.570 0.513 

Retaining talent 4.063 0.427 2.760 0.746 9.514 (a) 

Leading high-performance teams 3.450 1.054 3.590 0.963 0.043 

Leading change 2.868 0.832 3.110 0.660 0.239 

Resolving conflict 3.818 0.844 3.796 0.855 0.001 

Rapid decision-making ability 3.992 1.173 3.500 0.707 0.616 

Coaching for improvement 4.025 0.685 3.372 0.960 1.302 

Coaching for success 3.908 0.485 3.290 0.834 1.701 

Influential leadership 3.875 0.854 4.110 0.534 0.258 

Reaching agreement 4.518 0.350 3.646 1.193 1.948 

Reviewing performance progress 3.400 0.271 3.154 0.226 2.219 

Making meetings work 4.200 0.678 2.572 1.056 7.055 (a) 

Interviewing skills 3.975 0.732 3.732 0.850 0.204 

Personal Attributes / Organization Age      

Toleration of repetitive work 4.325 0.538 3.554 0.669 3.482 

Versatility/ability to cover for absences 4.118 0.296 3.900 0.894 0.212 

Creativity/originality 3.208 0.249 2.882 0.740 0.694 

Honesty/integrity 4.368 0.509 3.482 0.989 2.598 

Reliability/can rely on to attend 4.458 0.417 3.864 0.545 3.201 

Motivation to work 3.983 0.382 3.828 0.555 0.222 

Risk Taking 3.825 0.457 3.010 0.799 3.250 
Note: All items were measured on a Likert-type scale ranging from 1 = low proficiency to 5 = high proficiency; a(i) 
indicates a significant difference between new organizations and old organizations at the 0.05 level for a specific skill 
item.  
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Figure 2 Existing skills Vs. Deficient skills 
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