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Abstract

and tools that promote innovative activity at Chinese

companies. We describe and evaluate the model of the
Chinese innovation ecosystem with its major subsystems
and their interconnections. Personnel training and
development are considered an element of the subsystem
“Education” within the innovation ecosystem, which serve
as tools for the formation of human resources to ensure the
transformation of the national economy into a global center
of innovation. The authors analyze the main challenges
connected with level of development of the environment
and the socioeconomic institutions that may impede the
effective management of human resources and the various
practices for training personnel at innovative companies
in China.The data analyzed for this empirical study on

T his article is devoted to an analysis of the mechanisms
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training and development practices includes structured
interviews at 60 medium and large innovative companies in
China. Objective economic indicators of innovative activity
were taken as measures. The analysis results allow one to
identify four clusters of companies: “Innovators,” “Leader
in Training,” “Stars,” and “Lagging behind,” describing
the different company approaches to providing personnel
training and development. Clusters vary in quantitative
and qualitative indicators for personnel training and
development processes, as well as economic indicators of
innovation activity. The results prove that a relationship
exists between approaches to personnel training and
development and innovative activity results and suggest that
training and development initiatives are effective tools for
managing innovative companies.
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economy’s transition “from imitating to independent innovation and development of high

technologies” [Li, 2010] were declared officially by the Chinese government. Chinese national
innovation policy serves as the basis for the staged construction of such a system, which in turn is based
upon Deng Xiaoping’s theory of technological progress [Chang, 1996]. Leonov and Domnich [Leonov,
Domnich, 2010] identify five stages of innovation policy implementation in China, each accomplishing
important objectives for the national economy such as setting industry-specific priorities, creating
conditions for generating new knowledge in breakthrough areas of science, developing mechanisms
for their practical implementation, and so on. According to the “Strategic S&T Development Plan
2006-2020” [Chinese Academy of Sciences, 2014], the country is expected to make a qualitative leap in
terms of increasing the number of high-tech companies, the share of information and communication
technologies (ICT) in national exports, and extending the range of telecommunication services’ users
(mobile and landline telephones, the internet, etc.). This has kicked off the fifth stage of implementing
China’s innovation policy, the goal of which is to achieve long-term sustainable development by
modernizing all industries of the economy, and turning the country into an innovation leader.

The principles of designing and developing China’s innovation system in the context of the national

The objectives set by the Chinese government required a review of the principles of human resources
management. Successful modernization and technological upgrading of production facilities revealed a
number of problems in this area, in particular, shortages of skilled professionals (specialists and manag-
ers alike), the lack of an overall human resources management strategy, and competition between global
and local businesses, state-owned and commercial companies, and Western and domestic business prac-
tices. It takes decades to acquire unique engineering and managerial competences and experience, which
makes staff training and development for innovative activities a particularly relevant issue. Apart from
the practical relevance, studying the existing approaches to dealing with it also has a theoretical dimen-
sion connected with conceptualizing human capital development in the corporate sector of emerging
countries.

The objective of this paper is to analyze staff training practices of medium and large innovative
Chinese companies in order to study their approaches to it, keeping in mind that such techniques are
seen as components of the “Education” subsystem of the Chinese national innovation ecosystem, and
are employed as human capital management tools to accomplish strategic objectives of the country’s
innovation-based development.

The Emergence and Development of China’s Innovation Ecosystem

The first steps towards creating the national innovation system were taken by the Chinese authorities
in 1975, when the course towards “openness” was announced. This process was officially declared to be
completed in 2010. As a component, or a subsystem of the global system, the national innovation sys-
tem in its turn exceeds the sum of its elements; a systemic approach is required to describe and model it
[Chistiakova, 2007].

The “black box” model we have used in this study analyzes a system’s inputs and outputs and allows
one to describe the system in terms of how it transforms them. The classic black, grey, and white box
schemes, in addition to analyzing systems through their inputs and outputs, also involve studying the
actual mechanism that transforms the former (resources) into the latter (products) (see Figure 1). The
main components of the Chinese innovation system, and their functions, are presented in Table 1. Each
functional subsystem affects the overall national potential, and its innovation environment.

The “Education” subsystem plays a key role in stepping up the country’s innovation-based development,
since the national innovation ecosystem and all its components require highly skilled personnel with
unique competences and professional experience sufficient to generate and disseminate innovations and
create new technological paradigms.

Government Regulation of Innovative Activities in China

At the initiative of the Ministry of Science and Technology of the People’s Republic of China, more
than 1,500 business incubators were established in the country, providing comprehensive support to
innovative and high-tech companies. Eighty thousand firms use the incubators’ services every year.
The ministry also administers a 3.5 billion yuan investment fund (about 440 million euros) to support
innovative projects. According to the European Commission, in 2012 the Chinese Innovation Fund for
Small Technology-Based Firms (InnoFund) provided subsidies in the amount of about 520 million euros
[European Commission, 2015].

One of the mechanisms for providing indirect support to innovative Chinese businesses is a preferential
taxation regime. For example, just in the first three quarters of 2015, Chinese innovative firms received tax
breaks in the amount of 237.5 billion yuan ($37.2 billion) [Xinhua, 2015]. Also, the state helps companies
to patent and license their designs. All innovations created on Chinese territory are recorded in special
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Figure 1. Model of the Chinese National Innovation Ecosystem

Factors affecting the emergence and development of China’s innovation ecosystem
International, political, macroeconomic, environmental, social, cultural
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Source: composed by the authors based on [Leonov, Domnich, 2010; Chistiakova, 2007; Xie, 2015].

product catalogues, and subsequently receive preferential treatment when they take part in tenders or
public procurement procedures.

The state controls all interaction between participants of various subsystems of the national innovation
ecosystem, in particular those within the scope of the various national innovation support programs
(Table 1).

Approaches to Innovative Companies’ Human Resources Management

The re-orientation of Chinese businesses towards the application of knowledge and innovative technologies
created demand for highly skilled professionals [Simon, Cao, 2009]. To address this issue, the Chinese
government designed a set of measures to support and aid technological university graduates in job
placement (Table 2). In particular, in the scope of the 1000 Talents Program, steps are being taken to
repatriate more successful managers and scientists from abroad. Companies, especially innovative ones,
also work on improving the quality of their human capital [Simon, Cao, 2009]. One of the tools they use
for this purpose is improving their human resources management systems — an issue businesses used to
pay insufficient attention to. The first labor code adopted in the country which strongly protects workers’
rights serves as the mechanism regulating labor relations since 2008.

By the beginning of the 21* century, companies were only starting to move on from the personnel
management concept to the human resources management principle [Soltitskaya, Bo, 2005]. Personnel
managers tended to have a rather low status, and their functions normally were administrative and based
on control. However, innovative companies have always been somewhat different in this respect. A recent
study of the correlation between the level of firms’ R&D activities and their personnel management
practices identified the following practices: setting up cross-functional project groups; systematically
arranging training events and workshops to upgrade employees’ qualifications; sharing experiences with
other companies in the industry; and providing financial incentives to encourage employees’ participation
in R&D [Eriksson et al., 2014].

Certain authors point out China’s national features as the reason for different approaches to managing
human resources. The first such specific feature is connected with companies’ ownership. Malcolm
Warner [Warner, 2008] notes that state-owned companies in the country frequently bear the burden of
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Table 1. The Components of the Chinese Innovation System, and their Functions

Subsystem Function

Public authorities e Government regulation and promotion of innovation activities in the country, directly and indirectly
¢ Funding research and development (R&D)

e Development of legal basis for innovation activities

e Development and modernization of innovation infrastructure

R&D sector e Creating new knowledge and radical innovations
e Conducting R&D in priority science and technology (S&T) areas
e Training R&D personnel

High-technology e Production of high-technology products and services

businesses e Job creation

e Funding R&D from their own sources

e Integration of large companies, leading R&D organizations, and universities

Small and medium e Production of innovative products and services
innovative businesses e Job creation in the innovative business sector
e Funding R&D from their own sources
Innovation e Commercialization of R&D results
infrastructure e Promoting creation of small research-intensive companies

e Job creation
e Promoting growth of regional research-intensive sectors

Education sector e Training and upgrading personnel to create innovations

e Conducting basic and applied research at universities

o Achieving “critical mass” of talented people

e Promotion of innovative culture in the business environment
e Development of innovative education technologies

e Development of innovation infrastructure

e Increasing overall intelligence level of the population

Source: composed by the authors based on [Leonov, Domnich, 2010; Xie, 2015; Haour, von Zedwitz, 2016].

the traditionally established personnel management practices [Child, David, 2001; Warner, 1996]. Quite
natural for large, old enterprises, this organizational inertia comes at odds with the economic reforms
aimed at encouraging companies in the non-public sector to promote the development of human capital
[Ding, Akhtar, 2001].

Another feature is evident in the problems Chinese companies encounter when they try to apply Western
human resources management standards. Values shared by the local staff include harmony and a complex
system of informal connections — the so-called guanxi [Verburg et al., 1999]. Chinese workers are more
inclined to accept their superior’s opinion and obey rather than initiate change, so they would not disrupt
the harmony at the company [Zhao, 1994]. In the context of unequal, hierarchic relations, changes at the
workplace are seen as undermining stability [Hofstede, 1991]. This contradiction becomes particularly
apparent when rewards and incentives programs are implemented [Sumelius, 2009]. Despite the higher
compensation, Chinese citizens are not very keen on working for foreign companies: they do not like the
high intensity of work, the rigid bureaucratic subordination, strict discipline, and lack of flexible working
hours [Nyrovba, 2009]. There is no standing in for each other on a traditional Chinese team: areas of
responsibility at companies are delineated so strictly that employees in the same division frequently have
no idea what their colleagues who report to a different boss actually do. It is a Confucian tenet: to bring
harmony into the world, everybody must do their job as best they can, and pay no heed to others. The
sources of strict division of work responsibilities can be traced all the way back to the ancient institute of
apprentices [Marchenko, 2013].

There is a version according to which human resources management systems in China may develop
towards hybrid forms, including various combinations of local managerial features and Western or
East Asian practices [Warner, 1996]. The authors of another study [Ding et al., 1997] come to a similar
conclusion: they link the degree of integration of various approaches to human resources management to
organizations’ characteristics, and their chosen strategies for achieving competitive advantages.

Staff Training at Chinese Companies

Human resources management strategies and practices employed by innovative companies depend on
their approach to staff training and development as tools to acquire more relevant competences. Very few
companies have resources to design and implement staff training systems on their own. Following the
Western example, the well-known Lenovo Group established its own corporate university — the Lenovo
University. State-owned companies very much lag behind private firms in this area [ Warner, 1993, 1996],
which among other things is confirmed by the data published in a study of human resources management
practices at various Chinese companies [Lu, Bjorkman, 1997]. Most of the studies stress that such training
programs remain less than perfect [Lu, Bjorkman, 1997, 1998]; they are mostly focused on developing
technical skills, as opposed to managerial competences [Child, 1996].

Training programs in technical and managerial skills are quite common in the corporate sector, but state-
owned companies implement them much more rarely. Joint ventures typically provide training of both
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Table 2. National Chinese S&T and Innovative Activity Support Programs

Program Brief description

863 Program A government program to promote S&T research and development of high technologies; the goal is to
eliminate the country’s dependency on high technology imports and to achieve breakthroughs in key
technology areas. A strategy for researching and developing high technologies was designed in the scope
of the program, along with a set of measures aimed at raising a new generation of personnel to work in tEe
high-technology sectors of the economy.

973 Program This is a national basic S&T research plan which among other things envisages mobilizing research talent
to promote such areas as agriculture, energy, ICT, natural resources and environment, demography, and
health. The program makes provisions for training research personnel to conduct innovative research
in breakthrough areas, with the potential to contribute to the country’s economic, social, and S&T
development.

Key Technologies Program | This program is designed to support research aimed at achieving breakthroughs in developing key
technologies, technological modernization, restructuring traditional and promoting the emergence ot new
industries to implement domestic innovation. The program allocates public funding to universities and
research institutes, whose productivity is assessed on the basis of their research results (i.e., publications
and patents).

Excellent Engineers Training | A project of the Ministry of Education of the People’s Republic of China to im(}:)lement medium- and long-
Program term programs for reforming the education system and providing support to Chinese talent in 2010-2020,
to improve the quality of enrolment, education, and training of talented engineers.

New Century Excellent | The program’s objective is to create a platform for training of and to provide support to research leaders
Talents with large innovation potential. For this purpose, about 1,000 outstanding young scientists are annually
selected across the country, to receive subsequent support.

Hundred Talents Program | The program is aimed at encouraging talented professionals aged under 45 to come and work in China.
Subsidies are offered of up to $24§,0§0 per scientist, for a period of up to three years. The money can
be spent on funding research, paying researchers’ rents and salaries. The program strives to deepen the
integration of the Chinese Academy of Sciences (CAS) into the global context. About 81% of the CAS
members, and 54% of the Chinese Academy of Engineering members are repatriated scientists.

Thousand Talents Program | The objective of the program is to encourage top-level foreign researchers to come and work in China on
a long-term basis (starting from three years), and fund their research. By the middle of 2012, 2,263 high-
level international scientists took part in the program.

Innovation 2020 Personnel | The implementation of this medium- to long-term strategy (2010-2020) is the responsibility of the CAS.
Development Strategy The objective is to train more than 3,000 young talented researchers in the S&T area, and more than
2,000 innovation team leaders for industrial application of S&T achievements.

211 Project and 985 Project | The projects envisaged that leading Chinese universities would be included into the global top 100 by
the beginning of the 21st century. Nine universities were initially selected to receive priority funding;
subsequently the list was extended. Now several elite Chinese research universities are indeed included
in the top 100 ranking, that is, they are becoming competitive in the global educational services market.

Source: composed by the authors.

these types, with priority given to technical skills. A larger-scale study [Zhu, 1998] based on a sample
comprising 440 enterprises of different ownership status in Shanghai revealed that joint ventures usually
offer additional training to their staff, including technical and managerial skills. The author divided staft
training and development objectives into three groups:

1. correcting employees’ shortcomings, upgrading their technical knowledge and skills;

2. increasing employees’ ability to adapt;

3. strengthening employees’ loyalty.
The companies in the sample were asked to range each element in these three groups on a five-point
scale in relation to the current and expected situation. Contrary to previous studies, this one’s results
revealed that state-owned companies offer more training programs than firms of other ownership do,
and the training they offer is focused on developing professional skills needed to increase productivity.
Technical training is seen as standard practice, while training in behavioral skills such as team work or
interpersonal communication remains at low or moderate levels. Also, a modest amount of training
aimed at increasing employees’ understanding of the company’s business and values is offered. Generally,
all of the above tools are believed to be effective in terms of helping one to accomplish business objectives.

Another Chinese study based on a sample of 156 companies with foreign participation revealed that
training played an important role in accomplishing the following six objectives [ Tang et al., 1996]:

1. advancing managers’ administrative competencies;

. increasing productivity;

. extending the range of employees’ skills;

. increasing employees’ readiness for technological innovations;
. increasing adaptability to changing production processes;

AN Ul B~ W N

. strengthening employees’ morale.

The authors of the study also noted that high labor turnover at foreign-owned companies hindered
investments in staff training. Other studies made similar conclusions [Tsang, 1994; Ding, Akhtar, 2001].
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An analysis of staff training’s impact upon Chinese production companies’ performance [Ng, Siu, 2004]
shows that non-state companies see this tool as more important than state-owned firms do. Staff training
is conducted to improve work relationships, deal with skill shortcomings, and develop necessary
professional competences. State-owned companies give priority to technical skills, while non-state firms
seem to be more interested in improving employees’ relations and developing their communication skills.
Expectations and actual results of training do not significantly vary between companies of different
ownership status, while its perceived efficiency is equally high. Expenditures on staff training are directly
connected to companies’ performance. On the whole, the existing staff training programs in the Chinese
corporate sector tend to be of hybrid nature, combining national personnel management traditions with
Western approaches.

Strikingly different assessments of approaches to staff training, and of relevant techniques applied by
Chinese companies, lead us to the main research question of this study: what are the specific features of
staff training by innovative Chinese companies, in terms of its organization and content?

Methodology and Sampling

A qualitative, or descriptive, analysis of staff training and development practices applied by innovative
Chinese companies (which are very different in terms of the numerous contextual and organizational
characteristics) is not solely limited to revealing relevant causal relationships; it also implies studying
the behavior of specific individual players. A variety of qualitative analyses, namely cluster analysis, was
chosen for the purposes of this study. Data collected in the scope of the survey conducted by the Graduate
School of Management of the St. Petersburg State University and the University of Illinois in 2011-2013
served as the empirical basis of the study. To assess the human capital development practices (including
staff training), employees’ efficiency, compensation, and career paths, members of the latter university
applied special in-house developed tools [Bartlett et al., 2002], which subsequently have been used in
other international surveys including in Russia [Ardichvili, Dirani, 2005]. The toolset comprises a series
of structured interviews based on John Lawler’s questionnaire [Lawler et al., 1995]; the answers are given
using a seven-point Likert scale where scores 1 to 5 indicate the degree of the respondents’ agreement
with suggested statements (1 = totally disagree, 5 = completely agree); 6 = not applicable to the company,
and 7 = cannot say. Several questions were aimed at collecting data about the company (number of
employees) and the respondent (position). The sample comprised 60 innovative Chinese firms selected
using the methodology described in the Oslo Manual [OECD, Eurostat, 2005] which offers guidance for
collecting and interpreting innovation data. Due to the difficulties with identifying such activities in
China, the “snowball” technique was used to collect relevant data.

Cluster analysis is well suited for building classifications, i.e. dividing the initial array of observed objects
into classes. Their characteristics allow one to assess groups’ similarities and differences, including one-
to-one comparisons. Classifying observations in the sample implies distributing the objects into classes
in such a way that the similarities within each class were stronger than those between objects in different
classes. In other words, cluster (hierarchical) analysis is a statistical technique for organizing objects into
comparatively homogenous groups (or clusters) on the basis of their one-to-one comparison using certain
criteria set in advance. In our case, seven staff training and development practices applied by innovative
Chinese companies served as such criteria. The survey was conducted among two types of respondents:
managers and professionals; their reactions to the following statements were used as variables:

1. “Our company spends significant amounts of money on staff training and development” (training
expenditures);

>

2. “We see training expenditures more like long-term investments rather than production costs’
(training as investment)

3. “Training is primarily directed at giving workers more and broader knowledge, as opposed to
training them for their current jobs” (broad approach to training)

4. “Our company pays considerable attention to training to help employees acquire various skills,
so they would be able to stand in for each other if need be” (cross-functional training)

5. “Our company’s employees frequently work in autonomous groups” (team work)

“New employees undergo serious training aimed at learning company values and traditions”
(adaptation programmes)

»

7. “Our training is aimed at improving employees interpersonal communication skills
(communication training).

Innovative activity indicators applied in our study included the following variables: share of innovations
in total volume of shipped products; share of innovations in total exports; number of patents received
in two previous years; number of patent applications submitted during the same period. The share of
innovative products was measured using a five-point Likert scale, the patents and patent applications
indicators — using a binary scale.

The cluster analysis of innovative Chinese companies allowed us to group them on the basis of similarity
of their staff training and development practices. Comparing the mean values helped us identify certain
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Table 3. Size of Chinese Companies Included in the Sample (Number of Employees)

Number of employees Number of observations Share in the sample (%)
100-249 14 23.3
250-499 5 8.3
500-749 22 36.7
750-1500 19 31.7
Bcero 60 100.0
Source: composed by the authors.

patterns in the groups regarding the share of innovations in the total output and exports, the number of
patents and patent applications, which can be interpreted as business behavior patterns.

The survey’s respondents were top managers and members of HR departments of medium (100-500
employees) and large (>500 employees) companies. The distribution of companies in the sample by
number of employees is presented in Table 3.

Discussion of Results

The results of the analysis include the mean values for staft training and development practices applied by
companies in each of the four constructed clusters (Table 4). Since the variables were measured using a
five-point Likert scale, a mean value above three allows one to describe a staft training practice as actively
used, and a value below three - as rarely applied.

The mean values of companies’ innovation activity indicators for each of the four clusters are presented
in Table 5.

The cluster analysis of innovative Chinese companies’ staff training and development practices allowed
us to break the companies down into the following four groups:

1) Innovators (comprises two firms): the highest innovative activity indicators, and moderate staft
training and development expenditures;

2) Staff training leaders (the largest group, comprises 52 companies): lower innovative activity indicators
but high staff training and development figures;

3) Laggers (comprises five companies): low staft training and development and innovative activity
indicators alike;

4) Stars (a single firm): top staff training and development indicators, with no data available about the
level of innovative activity.

The largest cluster (52 firms) has average innovative activity values, both in terms of products and patents.
These companies invest serious money in staff training and development (the mean indicator value is
3.81) and see it as long-term investments aimed at extending the range of employees’ competences,
cross-functional training, adaptation, and the development of communication and team work skills.
Companies in this group can be seen as staff training and development leaders of Chinese businesses.
Their predominance in our sample allows us to profile a typical national innovative firm as follows: an
average level of innovative activity against the background of large-scale staff training and development
programs.

Table 4. Staff Training and Development by Innovative Chinese Companies (ean values

of assessments made using a five-point Likert scale)

Company clusters
Parameters —

Innovators Staff training leaders Laggers Stars
Number of observations 2 52 5 1
Training expenditures 273 3.81 2.20 5.00
Training as an investment 1.00 1.88 3.70 5.00
Broad approach to training 2.50 3.26 3.10 5.00
Cross-functional training 4.25 3.98 2.90 5.00
Team work 4.00 3.14 2.00 —
Adaptation programs 2.25 4.10 3.40 5.00
Communication training 4.00 3.07 3.70 5.00
Source: composed by the authors.
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Table 5. Innovative Activities of Chinese Companies (mean values of assessments

made using a five-point Likert scale)

Company clusters
Parameters —
Innovators | Staff training leaders | Laggers Stars

Number of observations 2 52 5 1
Share of innovative products 3.50 2.87 2.00 —
Share of innovative products in exports 3.00 1.89 1.00 —
Number of patents 2.00 1.85 1.33 —
Number of patent applications 2.00 1.82 1.00 —
Average value for innovative products 3.25 2.41 1.67 —
Average value for patents and patent applications 2.00 1.83 1.17 —
Source: composed by the authors.

The second group is represented by just two examples of very high innovative activity, in terms of the
share of innovative products (the mean value of 3.25) and patents (2.00) alike. The companies in this
group are not inclined to spend a lot on staff training and development (the average value is 2.75) since
they do not see the long-term potential of such programs. The training programs they do implement
are designed to enable workers to do their jobs better; no personnel adaptation courses are offered, but
there is cross-functional training, and the development of communication and team work skills. In other
words, Chinese innovators pay the least attention to staff training and development among all domestic
companies, and the programs they do offer mostly provide cross-functional and team work training.

The third group (comprises 5 companies) displays the lowest innovative activity values and small staff
training and development expenditures (the average value is 2.20), but these firms do see such costs as
long-term investments. Companies in this group are interested in extending employees’ knowledge and
giving them cross-functional training; they offer adaptation and communication skills programs, but do
not set up autonomous teams. These are the least innovative companies, but they make the biggest effort
to develop their human capital - and tend to have problems with funding relevant programs.

The fourth group is limited to a single example displaying the highest staff training and development
expenditures (the value is 5.00). Indicators for all training programs are seen as long-term investments are
at the top level, while training areas include extending knowledge, cross-functional training, adaptation,
and the development of communication skills. No data is available about the firm’s innovative activities,
so in effect the latter amount to just training programs.

Conclusion

To identify the specific features of staff training and development arrangements of innovative Chinese
companies, keeping in mind the significant disparities in assessments of the approaches they apply,
we conducted cluster analysis of 60 national companies. The relevant data was used to analyze links
between staff training practices and the level of innovative activities. Most of the firms in the sample
(52) funded various forms of staff training while displaying average innovative activity regardless of how
it was measured (as share of innovative products or the number of patents). The two companies in the
sample with the highest performance indicators offered only a limited range of staff training programs,
and invested in this area moderately. Companies which had no resources to fund staff training programs
despite being willing to do so, displayed the lowest innovative activity indicators. Unfortunately, the firm
which has adopted the most solid approach to staff training and development did not provide data about
its innovative activities, but what data we had was sufficient to suggest that investments in human capital
development have a significant impact on the results of companies’ innovative activities.

Summarizing the obtained results allows us to draw several important conclusions. The first concerns
the development of staff training practices, and approaches to making relevant arrangements. As was
noted in [Soltitskaya, Bo, 2005], human resources management in the Chinese corporate sector is in its
infancy - at the transition stage from the administrative approach. The same applies to the staff training
and development system. During the previous 12 years Chinese firms, including innovative ones, made
significant progress both in terms of funding staft training programs and applying specific practices. The
empirical study showed that “staff training leaders” invested significant resources in various forms of staft
training and development, including cross-functional training, broad general training, team work, and
adaptation and company values programs. All this helps the companies in this group achieve average
innovative activity indicators for the sample.

The results of the study also reveal that existing staff training programs tend to take hybrid forms
combining Chinese personnel management traditions with relevant Western approaches. Innovative
domestic companies have largely overcome the legacy of guanxi tied to the Confucian values, which
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give priority to personal responsibility. In the scope of that archaic culture, workers are not expected to
know what their colleagues do, and the scope for standing in for each other is extremely limited. Cross-
functional training practices are borrowed from the Western human resources management experience
and are widely employed by innovative companies in countries with developed and emerging markets.

The transformation of innovative Chinese companies’ approaches to staff training and retraining is taking
place in the framework of the “Education” subsystem of the national innovation ecosystem. The state’s
close attention to relevant programs, their prioritization and implementation ultimately are embodied
in the approaches and training techniques innovative firms apply to their human resources, and in the
results of their activities. Further studies of staff training and development practices which promote the
innovative activity of Chinese businesses should focus on analyzing experience of specific firms. This
could help innovative players in other emerging markets build more efficient staff training systems.

The paper was supported with the grant “Human resources development and training as a factor affecting competitiveness
of companies operating in emerging markets” (16.23.1842.2015) provided by the Graduate School of Management of the
St. Petersburg State University.
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