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Survey design & execution 01 — Introduction

82
respondent companies

4
weeks in the field, July–August 2026

40
questions across company profile, HR, and 
remuneration

The 2026 edition was fielded exclusively among member companies in the Suzhou area, covering company profile, labor cost and 
HR management, recruitment and retention, workforce composition, and detailed remuneration benchmarks.

KEY TAKEAWAY  —  82 member companies, one questionnaire: a solid, Suzhou-specific benchmark.                 3



Survey key results 01 — Introduction

1. RISING LABOR COSTS

73% of companies report higher total 
labor costs in 2025 than 2024

Annual salary increases and social security base 
increases are the two largest drivers, together 
accounting for two-thirds of the increase.

2. TALENT IS THE BOTTLENECK

Recruiting qualified employees and 
rising labor costs are the top two HR 
challenges

57% also cite a gap between internal salary 
structures and new joiners' expectations as a 
major challenge.

3. RETENTION IS ABOUT GROWTH

83% of leavers cite personal 
development as a top-3 reason for 
leaving

Career development now outranks monetary 
reasons (74%) as the leading driver of attrition.

KEY TAKEAWAY  —  Costs are up, talent is scarce, careers decide who stays: the three forces of 2026.                 4



SECTION 02

Salary and labor market developments
General labor market environment and outlook — DUSA European Association Suzhou

KEY TAKEAWAY  —  Context first: a slowing economy frames every HR decision that follows.                 5



China GDP growth is decelerating 02 — Macro outlook

4.3%
Q2 2026 GDP growth, year-on-
year — the weakest quarterly 
reading since Q4 2022
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China's GDP grew 4.3% year-on-year in Q2 2026, down from 5.0% in Q1, as soft consumer sentiment, tight fiscal policy and continued 
property-sector weakness weighed on growth. Full-year growth is expected to land within the official 4.5%–5.0% target range.

KEY TAKEAWAY  —  Growth slowed to 4.3% in Q2: companies face rising costs in a softer market.                 6



Manufacturing activity slipped into contraction in July 02 — Macro outlook

49.2
Manufacturing PMI, July 2026 — 
down from 50.3 in June, the first 
reading below 50 since February
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A reading above 50 signals expansion, below 50 contraction. The July drop ended a four-month run at or above the 50-point threshold, driven 
by weaker new orders — both domestic and export — and a high base from earlier export front-loading.

KEY TAKEAWAY  —  PMI fell below 50 in July: demand is softening for the region's core industries.                 7



SECTION 03

Surveyed companies
Industry, legal structure, size and location of the 82 respondent companies

KEY TAKEAWAY  —  Who answered: a manufacturing-heavy, foreign-owned, mid-sized panel.                 8



03 — Surveyed companies

Surveyed industries
Machinery / Industry equipment and facilities 
represents the largest share of surveyed 
companies at 33%, followed by Automotive 
at 15%.

Machinery / Industry equipment & facilities 32.9%

Automotive & automotive components 14.6%

Other 14.6%

Electronics 11.0%

Plastic 8.5%

New Materials / Chemical 7.3%

Precision Instruments / Medical Device 4.9%

Telecommunication / IT 2.4%

Consumer goods 1.2%

Textiles 1.2%

Software 1.2%

KEY TAKEAWAY  —  Machinery and automotive make up almost half the panel: read results through an industrial lens.                 9



Company profile 03 — Surveyed companies

Legal structure

Wholly Foreign Owned Enterprise 
(WFOE) 92.7%

Joint Venture (JV) 4.9%

Representative Office 1.2%

Other 1.2%

Number of employees

50–250 employees 58.5%

<50 employees 20.7%

>250 employees 20.7%

92.7% of respondents are Wholly Foreign Owned Enterprises. Most companies (59%) employ between 50 and 250 people, based mainly in Suzhou and Taicang.

KEY TAKEAWAY  —  The typical respondent: a WFOE with 50–250 employees in Suzhou or Taicang.                 10



SECTION 04

HR & labor cost management
Business development, labor cost trends, and how companies are responding

KEY TAKEAWAY  —  Where labor costs are rising, and how companies are responding.                 11



Business development & labor costs in 2025 04 — HR & labor cost management

Company development in 2025

Positive 50.6%

Neutral 29.6%

Negative 11.1%

Very positive 8.6%

Very negative 0%

Total labor costs, 2025 vs. 2024

Increased 5%–10% 41.5%

Increased <5% 23.2%

Unchanged 11.0%

Increased >10% 8.5%

Reduced <5% 8.5%

Reduced >10% 6.1%

Reduced 5%–10% 1.2%

59% of respondents describe 2025 as positive or very positive, yet 73% also report an increase in total labor costs versus 2024.

KEY TAKEAWAY  —  59% report a positive year, yet 73% saw labor costs rise: growth and cost pressure go together.                 12



04 — HR & labor cost management

What is driving the 
increase?
Among companies that saw labor costs rise, 
annual salary increases and social security 
base increases together account for two-
thirds of the increase.

Annual salary increases (incl. promotions) 38%

Increase in social security / housing fund base 25.4%

Overtime salary & flexible allowances 13.4%

Minimum wage increase 12.4%

Other factors 10.8%

KEY TAKEAWAY  —  Salary increases and social-security bases drive about 63% of the labor-cost increase.                 13



Reducing labor costs & increasing efficiency 04 — HR & labor cost management

Most effective HR measures

Optimize workforce management (cross-
training, temp workers) 62.5%

Monitor & analyse employee performance 
more closely 36.3%

Automate processes 33.8%

Enhance communication & collaboration 33.8%

Improve processes / workflows (Lean, Six 
Sigma) 23.8%

Optimize supply chain & inventory 
management 22.5%

Back-office functions likely to be reduced first

Administrative support 55%

Legal services 32.5%

IT support 28.8%

Customer service 25%

Finance & accounting 18.8%

Facilities management 18.8%

Marketing 15%

Procurement 16.3%

Human resources 13.8%

KEY TAKEAWAY  —  Workforce flexibility is the first lever; administrative support is the first back-office target.                 14



SECTION 05

Recruitment & retention
Channels, turnover, reasons for leaving, and current HR challenges

KEY TAKEAWAY  —  How companies find, keep and lose their people.                 15



Recruitment channels 05 — Recruitment & retention

Blue-collar Most effective

Zhaopin.com
36%
59% 27.3%

Zhipin.com
47%
73% 20%

51job.com
42%
79% 58.9%

Liepin.com
10%
82% 46.1%

Mobile marketing (WeChat)
68%
53% 15.8%

Job fairs
90%
24% 0%

Referrals by employee
81%
52% 32.7%

Campus recruitment
39%
67% 5.6%

Headhunting companies
4%
63% 72.2%

Employment agency / 
labor service centre

91%
14% 14.3%

Other
44%
56% 22.2%

Digital platforms remain the most widely used white-collar recruitment channels, while headhunting firms are rated the most effective — 72% of respondents who use 
headhunting rate it their most effective white-collar channel.

KEY TAKEAWAY  —  Platforms bring volume, headhunters bring results: 72% rate them most effective for white-collar.                 16



Yearly staff turnover 05 — Recruitment & retention

White-collar staff

≤ 5% 72.0%

5%–10% 19.5%

10%–15% 4.9%

15%–20% 2.4%

> 20% 1.2%

Blue-collar staff

≤ 20% 82.7%

20%–30% 11.1%

30%–40% 4.9%

> 50% 1.2%

40%–50% 0%

72% of companies keep white-collar turnover at or below 5% a year; 83% keep blue-collar turnover at or below 20%.

KEY TAKEAWAY  —  Turnover is contained: 72% keep white-collar attrition at or below 5% a year.                 17



Why employees leave 05 — Recruitment & retention

Personal development 82.9%

Monetary reasons / better offer 74.4%

Family reasons 61.0%

Relocation 13.4%

Organizational changes 11.0%

Other 9.8%

Interpersonal difficulties 8.5%

Personal development (83%) now edges out monetary reasons (74%) as the top driver of attrition — a reversal that puts career pathing at the center of retention strategy.

KEY TAKEAWAY  —  People leave for growth before money: 83% cite personal development.                 18



What has changed since 2024 — reasons for leaving 05 — Recruitment & retention

2024 2026

Personal development 82.9%

Monetary reasons / better offer 74.4%

Family reasons 61%

Career development remains the leading reason employees leave. Both career- and compensation-related attrition have moderated compared with 2024, but personal 
development still ranks clearly first.

KEY TAKEAWAY  —  Attrition pressure has eased since 2024, but development remains the #1 reason to leave.                 19



Average employee tenure 05 — Recruitment & retention

<1 yr 1–3 yrs 3–5 yrs 5–10 yrs >10 yrs

White-collar 13% 65% 20%

Blue-collar 13% 25% 44% 15%

65% of white-collar staff stay 5–10 years on average, compared with 44% of blue-collar staff — white-collar employees show markedly higher long-term stability.

KEY TAKEAWAY  —  White-collar staff stay longer: 65% average 5–10 years, vs. 44% of blue-collar.                 20



Biggest current HR challenges 05 — Recruitment & retention

Rising labor costs 68.3%

Recruiting qualified employees 67.1%

Internal salary structure vs. expectations of new 
joiners 57.3%

Macroeconomic situation 30.5%

Employee retention 13.4%

Employer branding 9.8%

Demographic change 7.3%

Maximum three answers per respondent. Rising labor costs (68%) and recruiting qualified employees (67%) are the leading concerns, followed closely by a mismatch 
between salary structures and new-joiner expectations (57%).

KEY TAKEAWAY  —  Cost and talent are tied at the top: about two-thirds cite each as a major challenge.                 21



What has changed since 2024 — HR challenges 05 — Recruitment & retention

2024 2026

Rising labor costs 68.3%

Recruiting qualified employees 67.1%

Internal salary structure vs. new-joiner 
expectations 57.3%

Macroeconomic situation 30.5%

Employee retention 13.4%

Employer branding 9.8%

Demographic change 7.3%

Talent scarcity remains structural, while compensation pressure and the mismatch between internal salary structures and candidate expectations have intensified since 2024.

KEY TAKEAWAY  —  Since 2024, cost pressure and the salary-expectation gap have grown; retention concerns have fallen.                 22



05 — Recruitment & retention

Strategic response 
to rising labor costs
Nearly half of companies plan no strategic 
changes. Among those that do, automation 
and new business directions are favored 
over relocation.

No strategic changes planned 47.5%

Developing new business in new directions 23.8%

Increasing degree of automation 22.5%

Relocating to another country 5%

Relocating within China 0%

KEY TAKEAWAY  —  Nearly half stay the course; those who act choose automation and diversification, not relocation.                 23



SECTION 06

Workforce & generations
Age composition, generational challenges, training and international hiring

KEY TAKEAWAY  —  Who the workforce is, and what the next generation expects.                 24



A workforce dominated by the 80's–90's generation 06 — Workforce & generations

Staff by birth decade

80’s – 90’s 47.9%

90’s – 00’s 22.7%

70’s – 80’s 20%

Post 00’s 5.6%

60’s – 70’s 3.7%

Biggest challenges for staff born in the 90's–2000's and later

Career development & growth opportunities 58.5%

Work-life balance 46.3%

Communication styles 46.3%

Workplace culture & engagement 39.0%

Sustainability & corporate responsibility 30.5%

Job stability & security 28.1%

Technology integration 12.2%

Mental health & well-being 12.2%

KEY TAKEAWAY  —  The 80s–90s generation is the core; younger staff look first for career growth (59%).                 25



Training & international hiring 06 — Workforce & generations

96%
of companies spend 10% or less of total labor 
costs on training & education

10%
plan to recruit foreign undergraduates in 
2026/2027

8%
of companies employ staff with German dual 
education qualifications

KEY TAKEAWAY  —  Training budgets stay lean and hiring stays local: 96% spend 10% or less on training.                 26



SECTION 07

Remuneration
Merit increases, salary ranges by function, operators & technicians, graduates, key positions and benefits

KEY TAKEAWAY  —  The benchmarks: what companies pay, by role and level.                 27



Salary merit & 2027 increase expectations 07 — Remuneration

2025 average merit — white-collar

<3% 36.8%

3%–4% 26.3%

4%–5% 17.1%

5%–6% 9.2%

6%–7% 7.9%

7%–8% 1.3%

≥8% 1.3%

2027 expected increase — white-collar

<3% 29.9%

3%–4% 45.5%

4%–5% 16.9%

5%–6% 6.5%

6%–7% 1.3%

Blue-collar, 2027 expected

44.7% in 3%–4%

White-collar, 2027 expected

45.5% in 3%–4%

Managers & supervisors, 2027 expected

36.4% below 3%

45% of respondents expect white-collar salary increases of 3%–4% in 2027, making this by far the most common expectation. Managers & supervisors are the population 
most likely to expect an increase below 3%.

KEY TAKEAWAY  —  Plan for 3%–4% in 2027: the most common expectation for white- and blue-collar staff.                 28



07 — Remuneration

What drives salary 
adjustment decisions
Average importance score, 1 = very 
important, 5 = unimportant. Individual 
performance is by far the most important 
factor for salary adjustments.

Individual performance 2.30
Retention of employees 2.90
Inflation adjustment 3.00
Industry competition 3.05
Minimum salary policies 3.15

Government salary guidelines & policies 3.22

Seniority of staff 3.49
Reaching expectations of employees 3.55
Other countries’ salary policies 3.60

KEY TAKEAWAY  —  Performance, not seniority, drives salary decisions.                 29



Salary ranges — junior & mid-level staff 07 — Remuneration

Average monthly gross salary in RMB, by function. Bars sorted by highest-paid function.

<3,000 3,001–5,000 5,001–7,000 7,001–9,000 9,001–11,000 11,001–13,000 13,001–15,000 15,001–17,000

17,001–19,000 >19,000

R&D 16% 23% 16% 18%

Sales 13% 16% 20% 28%

Production / Engineering / 
Maintenance / Quality 15% 17% 25% 22%

Marketing 11% 11% 13% 22% 17% 11% 11%

Secretary / Assistant / IT 12% 34% 22% 14%

Procurement / Supply chain 37% 16% 19%

Human Resources 33% 19% 25%

Finance (Accounting / Controlling) 34% 27% 16%

KEY TAKEAWAY  —  R&D and Sales lead junior and mid-level pay; Finance and HR sit in lower brackets.                 30



Salary ranges — senior staff 07 — Remuneration

Senior professionals, managers and above. Average monthly gross salary in RMB.

<15,000 15,001–20,000 20,001–25,000 25,001–30,000 30,001–40,000 40,001–45,000 45,001–50,000 50,001–55,000

>60,000

Management / Top management 53%

Sales 15% 15% 29%

R&D 15% 20% 15% 17% 20%

Finance (Accounting / Controlling) 18% 17% 12% 25%

Procurement / Supply chain 11% 19% 17% 19% 20%

Production / Engineering / 
Maintenance / Quality 12% 14% 18% 28% 20%

Human Resources 13% 22% 18% 19% 17%

Marketing 11% 30% 20% 20%

Secretary / Assistant / IT 31% 25% 18% 15%

KEY TAKEAWAY  —  Senior pay spreads widely by function, with top management in a league of its own.                 31



07 — Remuneration

Fixed vs. variable 
pay for white-collar 
staff
A 75% fixed / 25% variable structure is the 
norm for nearly half of respondents, 
indicating a strong preference for pay 
stability over performance-linked variability.

75% fixed – 25% variable 49.4%

100% fixed – 0% variable 23.5%

Other 22.2%

50% fixed – 50% variable 3.7%

25% fixed – 75% variable 1.2%

KEY TAKEAWAY  —  75% fixed / 25% variable is the norm: companies favor pay stability.                 32



Operators & technicians — base salary 07 — Remuneration

Actual monthly base-salary brackets in RMB, by role. Share of respondents in each bracket.

Junior Operator 2,490–3,000 · 50% >3,000 · 45%

Experienced Operator 2,800–3,000 · 29% >3,200 · 53%

Senior Operator 3,000–3,200 · 25% >3,500 · 59%

Shift Leader >4,000 · 78%

Technician Trainee 2,500–3,000 · 21% 3,000–3,500 · 19% >3,500 · 60%

Junior Technician 3,000–3,500 · 23% 3,500–4,000 · 19% >4,000 · 58%

Experienced Technician 3,500–4,000 · 21% 4,000–4,500 · 19% >4,500 · 60%

Senior Technician 4,000–4,500 · 19% >5,000 · 72%

KEY TAKEAWAY  —  Base pay climbs with skill: 78% of Shift Leaders earn above RMB 4,000.                 33



Operators & technicians — monthly gross salary 07 — Remuneration

Including allowances and bonus components. Actual monthly gross-salary brackets in RMB, by role.

Junior Operator <4,500 · 23% 5,500–6,000 · 26% >6,000 · 28%

Experienced Operator >6,000 · 57%

Senior Operator >6,000 · 68%

Shift Leader >6,500 · 81%

Technician Trainee >5,000 · 67%

Junior Technician >6,500 · 59%

Experienced Technician >7,500 · 60%

Senior Technician >7,500 · 76%

KEY TAKEAWAY  —  Allowances and overtime lift pay well above base: 81% of Shift Leaders exceed RMB 6,500 gross.                 34



Fresh graduate compensation — monthly base salary 07 — Remuneration

Bachelor's degree holders, by field and university tier (985/211 = China's top-tier national universities).

<3,500 3,500–4,000 4,000–4,500 4,500–5,000 >5,000

Non-technical, bachelor’s (common uni) 13% 29% 47%

Non-technical, bachelor’s (985/211) 79%

Technical, bachelor’s (common uni) 19% 67%

Technical, bachelor’s (985/211) 86%

Graduates from 985/211 universities command a clear premium over common-university peers in both technical and non-technical tracks.

KEY TAKEAWAY  —  Top-tier university degrees command a clear starting-salary premium.                 35



Key position benchmark — Engineer 07 — Remuneration

Monthly base salary in RMB by years of related experience. Bracket widths widen with seniority.

1–3 years

<5,000 1%

5,000–6,000 4%

6,000–7,000 7%

7,000–8,000 10%

8,000–9,000 10%

9,000–10,000 7%

>10,000 9%

3–5 years

<7,000 3%

7,000–8,000 5%

8,000–9,000 8%

9,000–10,000 12%

10,000–11,00
0 9%

11,000–12,00
0 5%

>12,000 10%

Above 5 years

<9,000 4%

9,000–10,000 7%

10,000–12,00
0 10%

12,000–14,00
0 9%

14,000–16,00
0 14%

16,000–18,00
0 8%

>18,000 11%

KEY TAKEAWAY  —  Engineer pay rises sharply with experience: most 5+ year engineers earn above RMB 12,000.                 36



Key position benchmark — Production Manager 07 — Remuneration

Monthly base salary in RMB, single-function scope, by years of related experience.

1–3 years

<20,000 39%

20,000–25,000 2%

25,000–30,000 4%

>30,000 1%

3–5 years

<20,000 25%

20,000–25,000 16%

25,000–30,000 4%

>30,000 2%

Above 5 years

<20,000 16%

20,000–25,000 17%

25,000–30,000 15%

>30,000 11%

KEY TAKEAWAY  —  Production Manager pay opens up after 5 years: 44% then earn above RMB 25,000.                 37



Key position benchmark — Sales / BD / KAM, Individual Contributor 07 — Remuneration

Monthly base salary in RMB by years of related experience.

1–3 years

<15,000 28%

15,000–20,000 9%

20,000–25,000 5%

>25,000 4%

3–5 years

<15,000 16%

15,000–20,000 13%

20,000–25,000 9%

>25,000 9%

Above 5 years

<25,000 31%

25,000–30,000 17%

30,000–35,000 5%

>35,000 9%

KEY TAKEAWAY  —  Sales pay grows with experience: half of 5+ year contributors earn RMB 25,000 or more.                 38



Key position benchmark — Sales / BD / KAM, Team Leader 07 — Remuneration

Monthly base salary in RMB by years of related experience.

1–3 years

<20,000 21%

20,000–25,000 8%

25,000–30,000 4%

>30,000 9%

3–5 years

<25,000 23%

25,000–30,000 7%

30,000–35,000 6%

>35,000 5%

Above 5 years

<30,000 25%

30,000–35,000 10%

35,000–40,000 3%

>40,000 16%

KEY TAKEAWAY  —  Leading a sales team pays: 54% of team leaders with 5+ years earn above RMB 30,000.                 39



Standard benefit plans 07 — Remuneration

Blue-collar

Additional paid leave 58.5%

Transportation allowance 51.2%

Business travel allowance 41.5%

Additional medical allowance 37.8%

Additional housing allowance 22%

Telephone allowance 22%

Continuing education allowance 13.4%

Re-location allowance 11%

White-collar

Telephone allowance 72%

Additional paid leave 62.2%

Transportation allowance 59.8%

Business travel allowance 52.4%

Additional medical allowance 43.9%

Additional housing allowance 22%

Continuing education allowance 17.1%

Re-location allowance 12.2%

Additional paid leave and transportation allowances are the most common benefits across both groups; telephone allowances are markedly more common for white-collar 
staff.

KEY TAKEAWAY  —  Paid leave and transport lead for all; white-collar staff receive more allowances overall.                 40



SECTION 08

About Talent Fishers
DUSA's new partner for the Salary Survey

KEY TAKEAWAY  —  The team behind this year's survey.                 41



08 — About Talent Fishers

This survey was powered by Talent Fishers, Recruitment 
and Human Capital Solutions experts.
Since 2007 — nearly two decades supporting international companies in Asia and across borders, markets and cultures.

KEY TAKEAWAY  —  Independent survey work, backed by recruitment expertise since 2007.                 42



What Talent Fishers can help with 08 — About Talent Fishers

Recruitment
Executive, senior management and technical-expert search — matched to the 
salary benchmarks in this report.

"Talent Fishers supports your strategic and critical permanent, interim or fractional 
recruitment needs. Contact us if you are searching for your Country or Regional 
Managing Director, CFO, Sales Director, Plant Manager, Maintenance, Quality or 
Sourcing executive… or for any expert talent to support your local and 
international operations."

Coaching and Leadership / Advisory solutions
Executive coaching, leadership assessment and advisory support — directly 
addressing the top retention driver identified in this survey.

"Talent Fishers supports your leaders through executive coaching, leadership 
assessment and advisory solutions — helping your management teams navigate 
change, succession planning and cross-cultural leadership challenges."

Regional reach
Active desks across China, Asia, the Middle East, Africa and Europe — supporting 
cross-border hiring and relocation strategies.

"Talent Fishers combines deep local-market expertise with over 20 years of cross-
border recruitment and advisory experience — connecting you to talent and insight 
across Asia, the Middle East, Africa and Europe."

Market intelligence
Ongoing salary and labor-market benchmarking for DUSA members, building on 
this survey year after year.

"Talent Fishers can support you with strategic mapping, evaluation and 
compensation research for critical development projects."

KEY TAKEAWAY  —  From search to coaching to market intelligence: one partner, across borders.                 43



CONTACT

Thank you

ASIA — YOUR CONTACT IN/FOR ASIA TOPICS, ASIA BUSINESS HOURS

Gianvito D'Onghia 董瞻伟

China Managing Director 中国区总经理

The Talent Fishers Group
上海众汰人力资源有限公司

M: +86 186 2170 0015
gianvito.donghia@talent-fishers.com

EUROPE & INTERNATIONAL — EUROPEAN BUSINESS HOURS

Fabien Guérin
Managing Partner
The Talent Fishers Group

M: +33 (0)7 82 77 62 76
fabien.guerin@talent-fishers.com

Reach us in Asia or from Asia, for Asia-related or cross-border topics, by contacting Gianvito D'Onghia directly during Asia business hours. From Europe, The Middle East, Africa or Americas, for 
local and international topics, reach Fabien Guérin during European business hours. Regional offices and coverage also include Mainalnd China and Hong Kong, North Asia, ASEAN, India, the 
Middle East, Africa and Europe.

                44
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