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Preface

It has become a common concern for the Party, the state and the whole so-
ciety to make full use of our talent competitiveness throughout the course of mod-
ernization and great rejuvenation of the Chinese nation with an aim to develop
China into a powerful nation of human resources and talents from the world’s
most populous nation. Since the Party’s Eighteenth National Congress, President

Xi Jinping has made a series of important instructions with a focus on talent

& 3

management, including “ attracting talent from all over the world”, “raise
public awareness of recognizing talents, cherishing talents, respecting talents
and putting talents to best use throughout society” , “unleashing talents for max-
imum prosperity” and “knowledge is power, talents are our future”, to name
just a few. These important instructions fully demonstrate the importance our
Party and country attach to all kinds of talents and the important role of human
resources in promoting the development of all economic and social undertakings.

In August 2014, Chinese Premier Li Keqiang stressed the importance of
talented people and innovation while meeting with winners of the National Out-
standing Youth Science Foundation to mark the 20th anniversary of its establish-
ment. Li urged that we should break through structural and institutional obstacles
to provide a more enormous space for innovative and creative talents with an aim
to turn China’s “demographic dividend” into “talent dividend”. The “demo-
graphic dividend” refers to the positive effect of a relatively high proportion of
working-age population on economic growth. And the “talent dividend” means
that talents account for a high proportion of the total population and therefore be-

come an important driving force for the country’s economic growth. Compared to

the number of workers stressed by the “demographic dividend,” the “talent div-
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idend” emphasizes the quality of workers. Essentially, turning China’s “demo-
graphic dividend” into “talent dividend” means that we need to strengthen
talent resources, enhance talent capital, thus allowing workers’ wisdom playing a
more significant role in the economic and social development. This has undoubt-
edly put forward more demanding requirements on human resource management
and service work of the whole society. In the current new situation, the human
resources industry needs to play a more active role in reinvigorating the country
through human resources management and talent development, thus providing
intellectual support for achieving the Chinese Dream of a “great rejuvenation of
the Chinese nation”.

In the 3rd Plenary Session of the 18th CPC Central Committee, China’s
ruling party pledged to “let markets play a decisive role in allocating resources”
and “We will create the best conditions to attract talents from all over the world.
We will remove institutional and other barriers to smooth the channels for each
individual to exercise to the full his or her potential and create space for out-
standing individuals to put their talent to the best use”. This is of great signifi-
cance in guiding the development of human resources service industry.
According to the spirit of the 3rd Plenary Session of the 18th CPC Central Com-
mittee, the human resources service industry, as a major market force, should
and must play a more prominent role in China’s economic and social develop-
ment. This would require human resources service agencies to seize the opportu-
nity and momentum to continuously improve their service capabilities and service
level, so as to provide support and create conditions for the development and u-
tilization of human resources and facilitate the implementation of development
the strategy of strengthening the country through human resources development.

With an aim to continuously implementing the Qutlines of the 12th Five-
Year Plan for Economic and Social Development in China and the Guidelines of
National Medium- and Long-Term Human Resources Development (2010-2012)
and to implementing the spirit of the report delivered at the 18th CPC National

Congress for continuing to further promote the development of the human re-
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sources service industry and strengthen the role of the human resources service
industry in boosting the strategy of strengthening the country through human re-
sources development, with the strong support from and under the guidance of the
Human Resources Market Department of Ministry of Human Resources and
Social Security, Peking University and Shanghai Foreign Service Co., Ltd. are
launching the White Paper for Human Resources Service Industry in China 2014.
Guided by the principle of achieving even better and faster development of the
human resources service industry, we have combed the development status of the
human resources service industry in China in 2014 in a systematic way and made
an in-depth analysis from a theoretical perspective on the practices. In so doing,
we would like to give a full picture of the development status, the priority areas
and the latest development of the human resources service industry in China
through theoretical induction, fact description, data demonstration, case study,
scientific projection and other methods.

Keeping pace with the times, the White Paper for Human Resources Service
Industry in China 2014 has made a lot of updates and adjustments on the struc-
ture and contents, mainly including;

First, it continues to focus on the new developments and progress on policy
and regulatory environment. The White Paper reviews the adjustments on HR-re-
lated policies and regulations in the past year, and makes an in-depth analysis
on the new changes and new features of main policies and regulations related to
the HR service industry, with an aim to facilitating HR service agencies to keep
up with the new situation, adapt to the new changes and seek new development.

Second, it attaches importance to the regional differences in the
development of the HR service industry. This year, word frequency analysis and
other big data analysis methods were adopted for the first time in the White Pa-
per. User distribution and levels of attention Internet users paid to the HR
service industry in microblog, wechat and other popular media were analyzed to
present an insight into the characteristics of policies concerning the HR service

industry issued by different provincial and municipal governments. By so doing,
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we identified the regional differences in the development of the HR service in-
dustry in different provinces and municipals in China, thereby further expanding
and deepening our understanding of the HR service industry.

Third, it pays attention to internationalization in HR service sector. For the
first time in the White Paper, it makes an analysis on the HR service industry in
the developed countries in Europe, America, and Southeast Asia. It offers a
comparative analysis of the HR service industry between China and western
countries from 4 aspects, i.e., basic data, the year when the country started to
develop the industry, the year when the country started to publish its industrial
polices and service content. Based on such elaboration and analysis, the White
Paper proposes that China’s HR service industry shall boost the innovation in
specialization, internationalization, information technology application, service
integration and other areas on the one hand, and formulate a comprehensive in-
dustrial policy in an early date on the other hand.

Fourth, it pays attention to nationally and even globally focused businesses
and future development trend of the HR service sector. It offers an update and
extension of the focused businesses in HR service sector, making a science-
based combing and careful analysis of the features and developments of such
businesses. On this basis, it analyzes the development achievements and the sit-
uation the HR service industry faces, thereby pointing out that industrial ag-
glomeration effect is gradually becoming manifest in China’s HR service sector,
the industry self-regulation system has basically taken shape and the HR service
system is showing a good momentum of diversified development.

Fifth, it continues to focus on major trends in the developments of the in-
dustry. This White Paper presents some research results and professional
research institutions in the HR service industry. On the basis of expert evaluation
and public participation, the poll for the Top Ten Events Leading to the Devel-
opment of the HR Service Industry 2013-2014 is conducted again following two
years of success. The purpose of this poll is to record the significant events in the

leapfrog growth of the HR service industry on the one hand, and bring more at-
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tention from the whole society on the HR service industry on the one hand.

This White Paper is divided into three parts with the following structure;

Part I, Annual Reports, is divided into four chapters. Chapterl teases out
and analyzes newly issued or amended laws, regulations and policies that are en-
acted by the State in 2014 and have significant impact on HR and HR service
industry. These include the Opinions on Further Promoting the Reform of the
Household Registration System, Regulation on the Personnel Management of
Public Institutions and Interim Provisions on Labor Dispatch. In-depth interpreta-
tion of these laws, regulations and policies enables us to keep better track of the
new changes and new trends in policies and regulations faced by the HR service
industry.

Chapter 2 uses PEST analysis (a tool for analysis of strategic environment )
in an innovative manner to illustrate externalities faced with the HR service in-
dustry by looking at political, economic, socio-cultural and technological
factors. It thereby pointed out the opportunities and challenges brought by chan-
ges in the externalities to the HR service industry.

Chapter 3 provides an overview of HR service agencies in China, the
current status and changes of HR service agencies, the current status of and
changes in the labor force in the HR service industry and the changes in service
concepts of HR service agencies. This chapter also makes an analysis on the a-
bove-mentioned changes with an aim to reveal the development trends and traj-
ectory of the HR service industry in China.

Chapter 4 describes the current status of the HR service industry in China,
offering a general overview and analysis on eight segments, i.e., various recruit-
ment services, talent assessment services, human resources outsourcing
services, executive search services, management consulting services, HR soft-
ware services, personnel file management for migrant workers and dispatch a-
gency services. It analyzes the development achievements and the situation the
HR service industry faces, thereby pointing out that under the dual stimulus of

national macroeconomic policies and economic development, industrial agglom-



Preface

eration effect is gradually becoming manifest in China’s HR service sector, the
industry self-regulation system has basically taken shape and the HR service sys-
tem is showing a good momentum of diversified development. While achieving
sound development results, the HR service industry is also faced with challenges
from the new situation including the transformation of government functions as
well as new business models and changes in HR supply/demand brought by in-
formation technology.

Part II, Special Reports, is divided into four chapters. Chapter 1 uses word
frequency analysis and other big data analysis methods to elaborate the actual
development of the HR service industry in different provinces and municipals in
China as well as levels of attention paid by various provincial and municipal gov-
ernments on the development of the HR service industry. Issues examined in de-
tail in this chapter include the levels of attention Internet users paid on the HR
service industry in microblog (an emerging network environment) and its devel-
opment, the development model of the HR service industry in microblog envi-
ronment, the levels of support various provincial and municipal governments
provided to policies concerning the development of the HR service industry and
a comparative analysis of policy formulation in various provinces and cities for
the HR service industry. Chapter 1 also teases out and outlines related laws,
regulations and policies and briefly addresses some background information and
development trend of policy formulation.

After reviewing the current status of the HR service industry in China,
Chapter 2 then draws a conclusion that specialization, branding, internationali-
zation, service integration and clearer service structure are inevitable trends for
the development of the HR service industry in China. Meanwhile, this chapter
provides an analysis on several cases selected from the HR service industry and
HR management departments in enterprises, with an aim to affecting more enter-
prises and strengthening enterprise competitiveness by atiracting more attention
to HR management. Unlike White Papers in previous years, this chapter, for the

first time in the White Paper, makes an analysis on the HR service industry in
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the developed countries in Europe, America, and Southeast Asia. It offers a
comparative analysis of the HR service industry between China and western
countries from 4 aspects, i.e., basic data, the year when the country started to
develop the industry, the year when the country start to publish its industrial po-
lices and service content. Based on such elaboration and analysis, the White Pa-
per proposes that China’s HR service industry shall boost the innovation in spe-
cialization, internationalization, information technology application, service in-
tegration and other areas on the one hand, and formulate a comprehensive in-
dustrial policy in an early date on the other hand with an aim to attain our goal
of strengthening the country through human resources development.

Chapter 3 mainly focuses on three aspects, i.e., macroscopic affection
factor of the HR service industry, development gap in China’s HR service indus-
try between regions and differences in competitiveness of enterprises in the HR
service industry between regions. This chapter collects relevant data and
examines in detail the above-mentioned issues by using panel model, cluster a-
nalysis and principal component analysis. Analysis results have shown that eco-
nomic development and transformation serves as the basis for rapid and healthy
development of the HR service industry. The development of the HR service in-
dustry can be possible only when a certain level of regional economic develop-
ment is reached. Therefore, in the final analysis, without further economic de-
velopment and further industrial upgrading, there can be no genuine
development in the HR service industry.

Like previous White Papers, Chapter 4 is all about the poll for the Top Ten
Events Leading to the Development of the HR Service Industry 2013-2014. The
purpose of this poll is to record the historical continuity of China’s HR service
industry development, shedding light on Significant accomplishments China’s
HR service industry has achieved in enterprises, academic studies, and the in-
dustry over the past year.

Part 3 selects and provides a systematic overview of the latest list of talent

markets in China, a directory of HR service enterprises, a directory of some HR
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service agencies and a directory of part of the research results in the past year.

This White Paper is issued under the general editorship of Professor Xiao
Mingzheng, Director of the Research Center of Human Resources Development
& Management of Peking University and Mr. Li Dong, the Vice President of
Shanghai East Best International ( Group) Co., Lid. and Party Secretary &
Chairman of Shanghai Foreign Service Co., Lid. serve as editors-in-chief. Mr.
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for overall coordination of the project.
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