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Talent Shortage Undermining Hong Kong 3
AT HIBEEREN

Over 100 CEQs and HR professionals discussed
the challenges facing Hong Kong’s future
manpower needs at the Chamber’s second CEO
Manpower Conference
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Current demand for talent in Hong Kong is expected
to continue to outstrip supply and the future global
competition for skilled professionals is only likely to
intensify further. Moreover, rapid development in
the Mainland, especially the Pearl River Delta, and
Asia is expected to exacerbate the talent shortage in
Hong Kong.

This is the conclusion of the Second CEO Manpower
Conference entitled “Hong Kong’s Human Capital:
Strategic Challenges, Practical Solutions,” organized
by HKGCC on May 30.

To alleviate the shortage, Hong Kong must attract
a deeper pool of international and regional talent
by adopting a more liberal immigration policy,

and at the same time making our workforce more

internationally and regionally astute to ensure they
can meet the challenges in today’s globalized business
environment.

Steve Tait, Chairman of HKGCC’s Manpower
Committee, said the findings of a pre-conference
questionnaire showed employers are facing a talent
crunch. Some 63% of respondents said they faced
difficulties in hiring suitable talent, specifically,
employees with good English and Putonghua
skills, professional skills (management skills,
communication and interpersonal skills, marketing
experience) and a good working attitude (sense of
responsibility, loyalty and commitment, integrity).

Respondents ranked strong English and Putonghua
skills (70%) as the most important factor to support
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Most pressing manpower issues Hong Kong

CO m petlt‘ve n eSS will face in the next decade

EEARTEEHRBTMANEERER :

e Competition for labour and talent
SIRAABS

® Attitudes of the young workforce
FEERMER

e Deficiency of the education system to supply people/skills
BESERERATRRBAENS T/ Hek

e Cross-cultural mentality of our workforce
SIMBEXLRE

@ Skills mismatch
HfEstE

e Lack of knowledge of China operations
HhEEHEE TR

e High labour cost
BELIEF

® Declining language standards
HEXRETRE

® Young graduates’ priority to work in the service industry
FESELTERRIMIFR

® Aging population
ARt

® Environmental pollution
mEEHR

e Mobility of the workforce
STHR

SOURCE: CEO MANPOWER
CONFERENCE QUESTIONAIRE
REKR : SRADREREEWE
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their business strategy, followed by technical skills in English and Putonghua is

4 ' ”
(55%), leadership skills (52%) and work skills (42%). essential for our competitiveness if we are

to function effectively in today’s international

“The shortage of local talent equipped with these arena,” she added.

skills is constraining Hong Kong’s competitiveness

and it is undermining our position as the region’s Betty Fung, Deputy Secretary for Education &

leader,” Dr Lily Chiang, Chairman of HKGCC Manpower, Education & Manpower Bureau, said

said. “We are not alone in this battle for talent. at the conference that the government will spend

Economies around the world are all competing to HK$56.5 billion on education annually, making

win the global war for talent. Therefore, we have education the largest single recurring government

to do more to market Hong Kong as an attractive expenditure. While HKGCC welcomes the

place for talent from around the world to come government’s commitment that education is an

here and work.” investment in Hong Kong’s future, in addition to
language skills, another important asset that Hong

“It is a longstanding concern of the business sector Kong employees seem to lack is an international

that the language ability of Hong Kong graduates has  and regional perspective of the business world.
been on the decline. Ensuring students are proficient
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To ensure education and training policies achieve

the desired results, participants at the conference
stressed that more emphasis must be placed on
measuring output (quality of students, skills, etc),
rather than just calculating the input (public funds
poured into education).

Professor Richard Wong, Deputy Vice-Chancellor,
The University of Hong Kong, explained during his
presentation that the value proposition of workers
in the 10th percentile of wages has been declining
since the 1970s, while the 90th percentile has been
steadily climbing.

“The proportion of knowledge workers has
grown by 40% over 60 years in the U.S., so their
skills now command a high premium,” he said.
“For Hong Kong, education alone will not solve
the problem. We have to attract people from
overseas, which could be achieved by gradually
relaxing the openness of our borders to allow a
natural flow of talent.”

HKGCC CEO Alex Fong said that although the
issues raised at the conference were very wide
ranging, “they can be summarized under a

‘3-3-3’ conceptual framework, namely tri-lingual
(English, Putonghua and a third language),
tri-cultural (local, Mainland and another culture),
and tripartite cooperation (the

business sector, government and educational

CEO Manpower Conference 2007
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institutions) to ensure we attract and develop the
talent we need.”

Some of the shortcomings of our local talent pool
can partially be addressed through refining the
education system, but participants stressed this is
something that government alone cannot solve. The
business sector also has a responsibility to provide
training and exposure for staff.

Speakers at the conference said more multinational
companies are coming to Hong Kong to set up to
enter into China, and this influx of companies is
creating strong demand for employees. Moreover,

a lot of Mainland companies are also establishing

a presence in Hong Kong. Besides a shortage of
language skills, another concern of businesses is the
lack of mobility among the workforce.

“A few years ago, we tried to get some staff to work in
China for a few years. We offered them a better package
than they received in Hong Kong, and explained that
the experience would accelerate their career, but none
of them were interested in going,” one of the speakers
said. “I cannot get young Hong Kong graduates to work
in the Mainland to understand how the system works,
how bureaucracy works. If we cannot do that, how can
we be the gateway to China?”



In contrast, he said staff hired from Singapore,
Malaysian Chinese and even British recruits were
very willing to work in the Mainland.

The cost of employing high calibre employees in
Hong Kong is often cited as being very high, but
speakers at the conference stressed that bright
professionals are not always attracted solely by
remuneration. Potential employees are usually drawn
to a company by its business culture, and living
environment.

“SMEs, who form the backbone of the business
sector in Hong Kong, should use this knowledge to
attract talent by marketing their companies’ culture,
in addition to the significant contribution and
fulfilment employees can get from working at their
company. In sum, companies trying to attract talent
need to stress the whole employment proposition,
not just remuneration to woo employees,” Brian
Renwick, moderator of the ‘People Management
Strategies + Case Studies’ panel, explained.

In addition, instead of seeing the Mainland as a
threat that is siphoning off talent from Hong Kong,
companies should also see it as a potentially huge
talent pool. The HKSAR Government has set up the
Quality Migrant Admission Scheme to make it easier
for companies to hire Mainland talent. Participants
at the conference, however, felt that companies

are not making full use of this scheme — out of an
initial quota of 1,000, less than 200 people have been
recruited under the scheme.

“If Hong Kong cannot attract enough talent to fuel
companies’ growth, businesses could be forced to

go where talent is available. If this scenario comes
true, it could create a downward spiral that would
intensify and weaken Hong Kong’s competitiveness
and attraction to talent,” Ronnie Chan, Chairman,
Hang Lung Group Ltd, stressed during the luncheon
talk at the conference.

“Hong Kong cannot afford to sit back and see how
this global battle for talent plays out, because if we
do, we will be left on the sidelines. Government
and especially companies need to be going out and
aggressively marketing Hong Kong as a fabulous
place to live and work if we are going to recruit the
talent that we need.”
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Given Hong Kong’s falling birth rate and
Hongkongers’ longevity, some speakers suggested
that older people could be encouraged to remain
active in the workforce beyond the traditional
retirement age.

“There are some worries about stress, insurance,

and accidents, but if we can remove some of these
problems, we could retain this very experienced pool
of talent,” one of the panellists said. “We have to
consider finding ways and means to extend the age

of the workforce. We are looking in our company at
people who are of retirement age to see if they will
continue to work, maybe for a lower pay rate, but also
lower responsibilities to reduce the stress rate.”

Large nations like the U.S., China and Japan will
grow old, but vibrant city economies like New York,
Shanghai and Tokyo will escape that trend because
they will attract younger talent from all over the
country. The U.K. realizes this so the government has
been opening its doors to people across the European
Union which is why Britain has not aged. Hong Kong
is aging, but as a city economy, although we can
escape that, we should be able to draw talent from
the Mainland and the region.

Mr Fong said the issue of Hong Kong’s talent
shortage needs urgent, results-oriented action.

“We plan to distil the discussions from the conference
to compile a report that we hope the government

can act on to ensure Hong Kong continues to thrive
in today’s globalized business environment,” he
concluded. &

Five-year percentage change of

Hong Kong population by age group
FEREREAMADNEDESL (BEEL)
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Age 1961 | 1966 | 1971 | 1976 | 1981 | 1986 | 1991 | 1996 | 2001
£# | -1966 | -1971 | -1976 | -1981 | -1986 | -1991 | -1996 | -2001 | -2006
0-4 1.98 |-2049| -1.85 | 4.07 | 0.43 |-11.36| 252 |-27.00| -0.94
59 | 2437 | 270 | -1958| 056 | 0.67 | -2.17 | -5.44 | 261 |-17.05
1014 | 27.75 | 1851 | 094 |-16.78 | -1.84 | -424 | 439 | -1.80 | 6.16
1519 [ 13280 | 15.11 | 20.12 | 7.62 |-2049| -8.16 | 6.73 | 0.07 | 233
2024 | -0.98 | 7025 | 29.81 | 3649 | -6.13 |-1996| 455 | -1.89 | 2.16
2529 |-17.27 | 084 | 7036 | 40.19 | 21.20 | -2.56 | 9.87 | -258 | -4.27
3034 | -7.13 |-1423| 382 | 93.93 | 21.33 | 22.34 | 583 |-11.92 | -0.89
3539 | 1065 | -3.30 | -9.03 | 9.93 | 67.34 | 2268 | 29.84 | 2.16 | -892
4044 | 1556 | 1025 | 232 | 2.65 | -1.81 | 65.33 | 29.28 | 24.87 | 3.02
4549 | 1445 | 1735 | 1247 | 7.17 | -4.40 | -1.47 | 75.84 | 2043 | 25.17
5054 | 3334 | 18.60 | 16.54 | 1647 | 3.23 | -7.03 | 3.57 | 65.65 | 21.49
55-59 | 3579 | 31.69 | 19.67 | 18.96 | 14.63 | 3.86 | -1.86 | -2.32 | 67.48
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The most important skills / knowledge and
behaviour required in your workforce today

to support your business strategy:
HEXBRRREAY - AREDACLSARNAORRAE ORREESNE

Skills / Knowledge £ 1€ ik

Work skills
TR

Leadership skills
WA

 Cross-cultural &
aoss-boundary perspectives et
BXRBRERLY 4% o

Loyalty and commitment
TERRA 61%

Has your company encountered any difficulty
in hiring locally for these skills /
knowledge and behaviour?
ERBAREEHE URRBEENSBATE  RODAFTAIER?

Where is the supply of external talent for your

most critical positions coming from currently?
RAEEREHERNEIAT  HHEREEHRLE ?

Countries outside the Asia-Pacific region
TREUMER

AERALZERTERRIEL  ANBRIRARRZ
A BEMT-ERSHAE  SRERFEEIEEHAS
R - 63%MEFERTEBUBREEAL  RER
WERENTES BAERAR (BRI BERAKR
BY5 - TRRRLSH)  URIASE (RER  BHERR
A BE) RFHES -

SHERE  RFNEZNSEFED (70%) BXEHE
BEMBEENEE  HABEEREE (55%) BETEE
(52%) R THEHikE (42%)

ARBIFREARLS : [ ZAERENAT
ERMEERTHERANRTN  YTHERANEEREL
- BRE  RAEBN  YFUAEESR 2BRASTZER
CHEEREWSEREN - Bit - RAXABIIMNBERE
ARRBEIZE  ARMEBATRELE - |

AR [FRSRENENEHENATE  EHEARA
BURMER - EREARBFRIREES - AMLXAER
SLEMBERENTES - |

HEABRARERRBRERE LR BNSERRK
5005 ERTTNEE - MBS NBALE - BFR
RYBREBRRORE  AERHURERTEL A
o BRTEXELN  BRALESERRGIRESRER
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ERRUEREVIBRREEBAARR - BOERH &
MBI EBRAR (BEEE - RES) TERER
REABEMBANER ARBENQE) -

ERABRERARRITHERB SREM - BLITEY
RE10E FUMTA - AEEBTOFRE—ETHE M
AEB0ME S - RIMRE L7 -
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fE (BR - BEREERS) ARSIRESHE=EES
(55 - BEERE=ET) AREBZEXL (Fib - itk
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ERL A ATHRREZE  TEBTENHEHES
B REERE  ERRNTERHBRAGBE
BREARERETRMUE - WRKMEANRE -

HERRNEEEL  GROS BE SRR RN -
HREEEABTE  MELANHERNERGERR
o b5 SRR BB RARINL - RTEX



“If Hong Kong cannot attract enough talent to fuel companies’
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growth, businesses could be forced to go where talent is available,” v IMmc

Ronnie Chan, Chairman, Hang Lung Group Ltd, said.
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The Chamber would like to thank the following companies for sponsoring the conference:

AREISHRE RGBT LR
Boyden Management Consulting Asia Ltd
RAEREHAERLA

Esquel Group

ik

Lan Kwai Fong Holdings Ltd
WAL ERA R A

CLP Power Hong Kong Ltd
HEEHERAR
Hongkong Land Ltd
FHENENLT
Mission Hills Golf Club
B EERRE

Ernst & Young

Rk ®ETEDEI T

HSBC
FELBERRITERRE
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