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BACKGROUND AND OBJECTIVES: This study investigates the impact of demographic 
factors and skill enhancements on salary increments at Guangzhou Wangming Water 
Joy Design Co., Ltd., a leading Chinese company in the water park equipment sector 
using Light-Resin Transfer Molding technology. It aims to propose targeted strategies 
for boosting employee welfare and enhancing the company’s competitive edge and 
organizational success.
METHODS: Employing a quantitative descriptive research approach, the study collected 
data through survey questionnaires from 224 employees, including 196 teachers and 28 
supervisors. The analysis involved calculating percentages and frequencies to describe 
respondent demographics and using weighted means to assess factors influencing 
salary increments and employee welfare. 
FINDINGS: Founded in 2006 and now operating in over 30 countries, the company 
demonstrates a significant global presence. Workforce analysis revealed a predominantly 
male demographic (63.33%) and a significant concentration of employees aged 36-45 
years (83.33%), indicative of a mature and experienced employee base. Crucially, skill 
enhancement correlated strongly with salary progression, and structured professional 
development was linked to high employee satisfaction. Key measures included a mean 
satisfaction rating of 4.15 for work-life balance initiatives and a mean effectiveness 
rating of 4.20 for training programs.
CONCLUSION: Based on the findings, it is recommended that the company integrate 
historical narratives into employee training programs to foster organizational pride and 
loyalty. Furthermore, expanding diversity and inclusion efforts, emphasizing continuous 
learning, enhancing welfare programs, and instituting adaptive feedback mechanisms 
are essential for addressing the complexities of employee demographics and improving 
salary increment practices. These strategies are vital for promoting employee welfare 
and reinforcing the company’s competitive stance in the global market.

ARTICLE INFO 

Article History:
Received  12 March 2024
Revised 11 May 2024
Accepted 22 June 2024 

Keywords:
Complexity of job
Employee skills and knowledge
Welfare
Length of service
Employee performance
Salary increments
Urban workforce development

ABSTRAC T

DOI: 10.22034/IJHCUM.2025.01.04

NUMBER OF REFERENCES

68
NUMBER OF FIGURES

0
NUMBER OF TABLES

5

Note: Discussion period for this manuscript open until April 1, 2025 on IJHCUM website at the “Show Article.

*Corresponding Author:
Email: 15angelosantos@gmail.com
Phone: +639567343457                
ORCID: 0000-0002-7460-2624

https://doi.org/10.22034/IJHCUM.2025.01.04


58

L. Yu and A.R. Santos

INTRODUCTION
As China advances through its post-COVID-19 

economic recovery, the need to reassess 
compensation strategies across industries is evident. 
Historically, China’s State-Owned Enterprises (SOEs) 
have implemented performance-linked wage 
increments that have significantly influenced both 
the domestic and global economic landscapes (Hsu, 
2021). However, the 2008 financial crisis highlighted 
critical inefficiencies and disparities within these 
wage structures, which led to market imbalances and 
widespread employee dissatisfaction. These 
challenges underscore an urgent need to refine 
compensation practices to better align with 
contemporary economic conditions and workforce 
expectations, ensuring that wage strategies are both 
competitive and equitable. Current scholarship on 
wage reforms in China primarily focuses on their 
macroeconomic impacts and shifts towards market-
oriented practices since the late 20th century. 
However, a significant gap exists in understanding the 
specific effects of these wage policies on employee 
motivation, satisfaction, and organizational loyalty, 
particularly within high-growth sectors like the water 
park equipment industry. This lack of micro-level 
analysis underscores the need for research that 
explores how wage adjustments respond to global 
economic pressures and internal market demands. 
Effective compensation strategies are essential for 
organizational growth and success, as evidenced by 
successful incentive systems in companies like 
International Business Machines Corporation (IBMC) 
and Microsoft, which have been shown to significantly 
enhance productivity, creativity, and innovation 
(Santos, 2023). This research reviews critical literature 
on the evolution of China’s wage structure, 
employment shifts, and the effects of compensation 
restrictions on labor productivity. Despite significant 
socio-economic changes since China’s economic 
reform in 1978, including privatization and industrial 
restructuring, there remains a notable gap in 
comprehensive, longitudinal analysis of wage trends, 
hindered by the scarcity of consistent data. Notably, 
from 1986 to 1997, despite robust employment 
growth, wage growth slowed to 3.9% annually, 
affected by high inflation and political instability. A 
major shift occurred from 1998 to 2007 during China’s 
World Trade Organization (WTO) accession and the 
restructuring of SOEs, where wage growth accelerated 

to 13.2% annually (Qian and Weingast, 1997). These 
wage dynamics were also influenced by market forces 
and regulatory changes, leading to increased 
industrial wage dispersion and a widening skilled-
unskilled wage gap (Jia and Dong, 2012). Additionally, 
minimum wage regulations have significantly 
impacted employment and innovation (Li et al., 2022; 
Fang and Lin, 2015). Historical challenges within 
SOEs, such as low productivity and high debt, have 
necessitated shifts from being instruments of political 
stability to more competitive entities, often causing 
talented individuals to seek better opportunities in 
more lucrative sectors. This complex interplay of 
factors underscores the critical need for targeted 
research into the specific impacts of wage policies 
within China’s evolving economic landscape. The 
restructuring of SOEs in China from the mid-1990s to 
2003 led to significant workforce reductions, affecting 
about 40 million workers, and improved labor 
productivity, with a third of the productivity gains 
attributed to reductions in inefficient SOEs (Nahm 
and Tani, 2012; Pandit, 2022). These changes not only 
raised wages for remaining employees but also 
resulted in increased urban unemployment, 
particularly impacting older workers, women, and 
the less educated, and shifted the labor force 
composition by expanding the pool of unskilled labor 
(Song et al., 2011; Fuest and Liu, 2015). Additionally, 
wage disparities widened significantly, with the 
Southeastern and Bohai regions seeing wages 
outpace other areas by 30-40% due to rapid economic 
growth in these regions (Zhang, 2021). This period of 
economic transformation was further characterized 
by major policy shifts including the Xiagang policy of 
1997, which aimed to modernize corporate 
governance and separate employment from social 
services provision, significantly altering labor market 
dynamics and youth employment outcomes (Bach et 
al., 2021). The era also saw extensive advocacy for 
structural labor market reforms from international 
bodies, leading to a substantial reduction in state 
employment protection and the dismissal of millions 
of public sector workers (Blyzniuk, 2020; Zhang 2021). 
Amid these changes, the study investigates the 
impacts of compensation restrictions on labor 
productivity in SOEs, applying social equity and 
efficiency-wage theories. These theories suggest that 
fair compensation is crucial for employee motivation; 
however, high wages in SOEs have not consistently 



59

Int. J. Hum. Capital Urban Manage., 10(1): 57-70, Winter 2025

improved productivity, indicating inefficiencies in the 
wage-performance relationship (Yu et al., 2013; Card 
et al., 2012; Zhu et al., 2022). Incorporating modern 
challenges, this study also considers the influence of 
digital leadership on organizational performance, 
highlighting that effective digital strategies can 
enhance competitiveness in a rapidly evolving 
marketplace (Arabiun et al., 2024). Moreover, team 
performance is shown to be pivotal for digital startups 
during internationalization, enhancing learning and 
trust among employees and boosting global 
competitiveness (Tajpour, 2023). This study aims to 
investigate the structuring and implementation of 
contemporary wage strategies that enhance 
employee satisfaction and organizational 
performance within China’s unique industrial sectors. 
Focusing on Guangzhou Wangming Water Joy Design 
Co., Ltd., the research assesses the direct effects of 
annual salary increases on employee motivation and 
their subsequent impact on productivity and 
corporate competitiveness. This exploration delves 
into the nuanced effects of salary adjustments on the 
company’s workforce, examining factors such as the 
company’s business nature, years of operation, 
employee demographics, salary structures, and the 
geographical scope of its operations. Key aspects 
under scrutiny include gender, age, job titles, 
department affiliations, tenure, and participation in 
training and seminars. The study also investigates the 
myriad factors influencing salary increments, 
including skills, education, job complexity, and 
performance metrics. This not only aims to identify 
gaps within the existing salary increment system but 
also seeks to engage a wide range of stakeholders—
from managerial staff to frontline employees—to 
enhance strategic planning and implementation of 
salary adjustments that improve employee welfare. 
Engaging stakeholders in decision-making processes 
is crucial, as highlighted by Martinez et al. (2021), and 
involves integrating stakeholders into governance, 
strategy, and operations to ensure authenticity, 
equity, and sustainability in partnerships (Ardiana, 
2022). This approach is particularly vital in sectors like 
construction where unique challenges necessitate 
comprehensive stakeholder involvement (Ebekozien 
et al., 2023), and in sustainability reporting and 
Corporate social responsibility decision processes to 
enhance the credibility of corporate reports and 
foster organizational embeddedness (Ardiana, 2021). 

Acknowledging its limited scope to Guangzhou 
Wangming Water Joy Design Co., Ltd., the study 
recognizes that its findings might not universally 
apply across different organizational contexts or 
geographies. Nonetheless, the insights gained are 
intended to provide a foundation for refining strategic 
directions and improving organizational practices 
that enhance employee satisfaction and performance. 
For enterprise owners, managers, and employees, 
these findings can drive better management of 
operations and foster a motivated workforce. 
Additionally, this research serves as a valuable 
learning journey for the researcher, enriching the 
academic and practical discourse on salary 
management and employee welfare strategies. The 
objective is to critically assess the impact of salary 
increments on employee satisfaction and 
organizational success, providing actionable insights 
into integrating human resource management with 
urban workforce development strategies. Conducted 
in Guangzhou, China, in 2023, this study aims to 
contribute valuable insights to both the academic 
community and business practitioners. The research 
employs a quantitative descriptive design, focusing 
on survey data collected from employees at 
Guangzhou Wangming Water Joy Design Co., Ltd. This 
methodological approach involves analyzing 
demographic data and assessing factors influencing 
salary increments through statistical means such as 
percentages, frequencies, and weighted means. This 
quantitative focus allows for a precise measurement 
of the impact of various factors on salary increments 
and employee welfare, providing clear, data-driven 
insights into the current compensation practices. The 
structure of the paper is methodically designed to 
navigate through various dimensions of wage policy 
research within the context of China’s evolving 
industrial landscape. It begins with a comprehensive 
Literature Review, which delves into the existing body 
of research on wage policies. This section critically 
examines theoretical frameworks and pinpoints the 
significant gaps that persist in understanding the 
effects of these policies at the organizational and 
employee levels. Following this, the Methods section 
describes the research design and the methodologies 
employed for data collection and analysis, providing 
clarity on how these methods are adeptly aligned to 
address the research questions posed. The Results 
section then unfolds, presenting a detailed analysis of 
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the data gathered through both quantitative surveys 
and qualitative interviews, illustrating how wage 
adjustments impact employee motivation and 
organizational performance. In the Discussion 
section, the implications of these findings are 
explored in depth, relating them to the theoretical 
discussions initiated in the literature review and 
highlighting how the new data either supports or 
challenges existing theories. Finally, the Conclusion 
and Implications section synthesizes the findings, 
discussing their broader implications for policy and 
practice while also suggesting directions for future 
research. This structured approach ensures a logical 
flow and comprehensive understanding of the study’s 
contributions to the field of wage policy and 
organizational studies. This study delves into the 
dynamic interplay between salary increments and 
employee welfare within Guangzhou Wangming 
Water Joy Design Co., Ltd., set against the backdrop 
of China’s evolving economic landscape. By 
quantitatively analyzing the impact of wage policies 
on employee motivation and organizational 
performance, this research aims to fill a critical gap in 
the current understanding of compensation 
management in high-growth industries. Theoretical 
contributions are made by applying established 
economic theories in a new context, thereby offering 
fresh insights into how nuanced adjustments to wage 
structures can enhance both individual and corporate 
outcomes. This paper seeks not only to bridge the 
theoretical gaps but also to provide empirical 
evidence that supports the development of more 
effective human resource strategies in similar 
contexts.

MATERIALS AND METHODS
This study adopts a quantitative descriptive 

design to investigate the effects of annual salary 
increases at Guangzhou Wangming Water Joy Design 
Co., Ltd., within the dynamic economic environment 
of China. To elevate methodological rigor, the study 
integrates expert assessments to complement 
the primary survey-based data collection. Data is 
collected using a survey questionnaire that has 
been carefully developed from relevant literature 
and pre-tested to ensure clarity and reliability. 
The questionnaire is distributed among a diverse 
group of company managers, employees, and staff, 
selected through stratified random sampling to 

ensure a comprehensive representation of different 
demographic and role-specific groups. This approach 
allows for a more specified analysis of data across 
various employee categories. Expert assessments, 
including consultations with senior Human Resource 
professionals and industry experts, are utilized to 
refine survey tools and enhance data interpretation. 
These assessments help in understanding the 
intricate dynamics of salary increments and their 
impact on employee motivation and productivity. 
Furthermore, the study extends beyond simple 
weighted averages in data processing, applying more 
sophisticated statistical techniques to delve into 
the relationships between salary increments and 
key performance indicators. This refined analysis 
leverages advanced quantitative methods to assess 
the impact of various factors considered in salary 
increments, including employee performance, 
tenure, and market competitiveness. The research is 
conducted in Guangzhou, a major economic and trade 
hub in China, which provides a pertinent context for 
exploring salary trends within one of the country’s 
leading firms. This setting is crucial for contextualizing 
the study’s findings and assessing their applicability 
to similar industrial scenarios, offering insights that 
are relevant both locally and in broader economic 
contexts.

RESULTS AND DISCUSSION
Profile of Guangzhou Wangming Water Joy Design 
Co., Ltd.

Guangzhou Wangming Water Joy Design Co., Ltd., 
nestled in the vibrant city of Guangzhou, China, is at 
the forefront of water park equipment manufacturing. 
Since its inception in 2006, the company has carved 
a niche for itself by harnessing the innovative Light-
Resin Transfer Molding (L-RTM) technology to create 
an array of water attractions, including slides and wave 
pools. These products stand out for their aesthetic 
appeal and immersive experiences, capturing the 
essence of fun and excitement sought by tourists 
worldwide. Over the years, Guangzhou Wangming 
Water Joy Design Co., Ltd. has grown into a market 
leader within the water park sector, a testament to 
its dedicated service and pioneering designs. With 
a robust workforce of 665 individuals, the company 
embodies a culture of diversity and innovation. The 
team comprises 15 managers, 300 employees, and 
350 other staff members, each contributing to the 
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dynamic and creative environment that is pivotal to 
the company’s operations and success. The salary 
structure at Guangzhou Wangming Water Joy Design 
Co., Ltd. reflects a commitment to competitive 
compensation and employee recognition. Survey 
findings indicate a wide salary range, with most 
earnings falling between $30,000 and $70,000, 
alongside performance-based incentives that 
underscore the value placed on exceptional work 
and achievement. This structured compensation 
approach not only aims to attract top talent but 
also to nurture a motivated and engaged workforce. 
Marking its presence on the global stage, the 
company boasts of projects in over 30 countries and 
regions. This extensive international footprint reveals 
Guangzhou Wangming Water Joy Design Co., Ltd.’s 
ability to adapt its offerings across diverse cultural 
and geographical landscapes, showcasing its global 
influence in the amusement industry. Such a wide-
reaching operation not only speaks to the company’s 
expansive vision but also its understanding of the 
nuanced demands of the global market, positioning it 
as a significant player in the international arena.

Profile of the employee respondents
The demographic analysis at Guangzhou 

Wangming Water Joy Design Co., Ltd. reveals a 
significant gender disparity, with males comprising 
63.33% (190) of respondents and females 36.67% 
(110). This imbalance underscores a potential area for 
enhancing gender diversity, which, as Hoogendoorn, 
Oosterbeek, and van Praag (2013) suggest, can 
contribute to greater innovation and financial 
performance. Additionally, the predominance of 
employees within the 36–45 age group (83.33%, 
250 respondents) highlights a workforce rich in 
experience but with limited representation from 
both younger and older age brackets. Zacher (2015) 
notes the value of a diverse age range in enhancing 
organizational success through a dynamic mix of 
adaptability and experience. These demographic 
insights stress the importance of aligning salary 
increments with the diverse needs and contributions 
of all employees to ensure equitable compensation 
practices. The company’s hierarchy is reflected in 
the distribution across various positions, with 60% 
of employees in mid-level roles, 26.67% in senior 
positions, 5% as managers, 6.67% at entry-level, 
and 1.67% as executives. This structure indicates 

that mid-level employees, who form the backbone 
of daily operations and long-term projects, may 
have different motivational and financial recognition 
needs compared to those in senior or entry-level 
positions. Manzoor (2011) emphasizes the linkage 
between employee motivation and organizational 
effectiveness, suggesting the necessity of recognizing 
contributions across all levels. Additionally, 66.67% 
of employees work in Production, highlighting the 
company’s operational focus, while smaller segments 
in IT (6.67%) and Research and Development 
(R&D) (10.00%) underscore the areas of specialized 
expertise. A significant 16.67% in the Human 
Resources department reflects the emphasis on 
employee management and development. Salary 
increments in these departments should reflect 
the market value of the skills and the strategic 
importance of the roles to retain top talent and 
foster a positive organizational culture. The tenure of 
employees also reveals insights into job satisfaction 
and retention, with 83.33% having been in their roles 
for 4-6 years, indicating stability. However, the roles 
and tenure should be evaluated not just for longevity 
but for the value brought through performance 
and adaptability (Santos, 2020). The company’s 
commitment to professional development is evident, 
with a majority participating in 6-10 training sessions 
annually, which is essential for career advancement 
and organizational success (Santos, 2023).

Factors considered for salary increments
Table 1 highlights the importance placed 

on employee skills and knowledge about salary 
increments at Guangzhou Wangming Water Joy 
Design Co., Ltd. All the weighted mean scores are 
close to the maximum value of 4, indicating that the 
company frequently and consistently considers skills 
and knowledge for salary increments. It signifies that 
the company places a high premium on employees’ 
competencies and their continuous learning. The 
significant emphasis on employee skills and knowledge 
aligns with global trends and best practices in HR 
management. Research suggests that employees’ 
competencies play a pivotal role in determining their 
pay scales, as these competencies contribute directly 
to organizational performance and productivity 
(Armstrong and Taylor, 2020). Organizations that align 
their compensation strategy with employee skills and 
knowledge ensure a more equitable pay distribution, 
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which in turn leads to increased motivation and 
job satisfaction (Pfeffer, 1998). Furthermore, the 
encouragement for employees to enhance their skills 
(Item 2) and the provision of opportunities for them 
to do so (Item 3) reflect the company’s commitment 
to professional development. According to a study 
by the Society for Human Resource Management 
(SHRM, 2019), continuous learning opportunities 
are among the top drivers of employee engagement. 
This is because they not only ensure that employees 
remain up to date in their respective fields but also 
demonstrate an organization’s commitment to its 
workforce’s growth and development. Transparency, 
as highlighted in items 4 and 5, is another crucial 
element in the pay increment process. A transparent 
process fosters trust, as employees understand the 
criteria used to determine their salary increments, 
reducing the chances of discontentment and disputes 
(Cappelli and Tavis, 2016).

Table 2 discusses employee education and 
experiences as one of the bases for salary increments. 

The majority of the employee respondents agreed 
that employee education and experiences have a 
significant impact on organizational success. From 
improved job performance and increased innovation 
to higher employee satisfaction and enhanced 
adaptability, investing in employee development 
yields numerous benefits for companies. Research 
indicates that education and experiences positively 
impact employee job performance. According to 
a study conducted by Singh and Loncar (2010), 
employees with higher levels of education exhibit 
superior performance due to their enhanced 
knowledge, skills, and adaptability. This improved 
performance can lead to increased productivity, 
better customer satisfaction, and higher profitability.  
In today’s rapidly evolving business environment, 
organizational success relies on an adaptable 
workforce. By investing in employee education and 
experiences, organizations create a foundation 
for continuous learning. According to a study 
by Marquardt (2011), continuous learning helps 

Table 1:  Employee skills and knowledgeTable 1:  Employee skills and knowledge 

Item Statements Weighted Mean Description 
Are salary increments based on employee skill evaluations? 3.95 Always 
Are employees encouraged to improve their skills to receive higher salary 
increments? 3.98 Always 

Does the company provide opportunities for employees to enhance their skills? 3.93 Always 
Are employees informed about how their skill evaluations affect their salary 
increments? 3.97 Always 

Is there a transparent process for employees to understand the link between skill 
evaluations and salary increments? 3.96 Always 

Average Weighted Mean 3.96 Always 
 
  

Table 2:  Employee education and experiences 

Item Statements Weighted Mean Description 
Employees with higher levels of education are typically considered for salary 
increments. 3.97 Always 

Years of experience in a particular field is also a significant factor considered by 
employers when considering salary increments. 4.00 Always 

Specific certifications or training programs that demonstrate expertise in a 
certain area can also be a crucial factor considered when deciding on a salary 
increment. 

3.93 Always 

An employee's track record of achieving successful outcomes and consistently 
meeting or exceeding performance targets is another factor that can boost 
his/her chances of receiving a salary increment. 

4.00 Always 

Attainment of leadership roles or having responsibilities that require strong 
managerial skills is likely to increase the chances of receiving a higher salary 
increment. 

3.97 Always 

Average Weighted Mean 3.97 Always 
 
  

Table 2:  Employee education and experiences
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employees develop new skills, stay up-to-date with 
industry trends, and embrace change. Such flexibility 
and adaptability foster organizational resilience and 
allow companies to stay ahead of the curve.

The data presented in Table 3 underscores the 
significant emphasis Guangzhou Wangming Water Joy 
Design Co., Ltd places on the complexity and nature 
of job roles when determining salary increments. 
With all the weighted mean scores hovering close 
to the maximum value of 4, it is evident that the 
company consistently factors in job complexity 
during salary reviews. The slightly lower score of 
3.73 for regular reviews of job complexity and 
responsibilities suggests there might be occasional 
lapses in consistency, but the average weighted 
mean of 3.88 still indicates a strong recognition 
among employees of the role job complexity plays 
in salary decisions. The notion of linking salary 
increments to job complexity is rooted in the idea of 
compensating for cognitive demands and additional 
responsibilities that come with intricate roles. This 
approach recognizes that as roles become more 
intricate, they require a higher degree of expertise, 
decision-making, and problem-solving skills (Martin 
and Bartol, 1998). By ensuring that salary increments 
correspond to these complexities, organizations can 
promote fairness and motivate employees to take on 
more challenging roles. Furthermore, providing clear 
communication to employees about how their job 
responsibilities affect salary adjustments (Item 4 with 
a score of 3.93) is pivotal. Transparent communication 
can cultivate trust, reinforce the perception of 
fairness, and diminish potential misunderstandings 
or grievances (Greenberg, 1990). The regular review 
of job responsibilities and complexities (Item 5) is 
crucial for maintaining an equitable salary structure, 

especially in fast-evolving industries. As job roles 
evolve, ensuring that salary structures align with 
these changes becomes essential for retaining talent 
and ensuring employees feel their contributions are 
justly rewarded (Milkovich, Newman, and Gerhart, 
2017).

In Table 4, the assessment of employee length of 
service and loyalty at Guangzhou Wangming Water 
Joy Design Co., Ltd. is depicted. The results indicate 
that salary increments are consistently linked to 
employees’ length of service and loyalty, with this 
consideration often applied. While employees 
with longer service and demonstrated loyalty 
frequently receive higher increments, there is room 
for improvement in clearly communicating the link 
between length of service, loyalty, and increments. 
The average weighted mean of 3.20 suggests that 
the company acknowledges the importance of 
rewarding long-serving and loyal employees through 
increments. However, the organization could 
enhance its communication regarding the impact 
of length of service and loyalty on increments to 
improve transparency and employee understanding. 
Aligning with best practices, organizations that 
recognize and reward employee loyalty tend to foster 
higher levels of engagement and job satisfaction 
(Eisenberger et al., 1997). The findings are in line 
with the research conducted by Brockner et al. 
(1992), which emphasizes that equitable treatment, 
such as rewarding length of service, can positively 
impact employee morale and perceived fairness 
in compensation systems. The communication of 
the link between length of service, loyalty, and 
increments is pivotal in maintaining employee trust 
and commitment (Gerhart et al., 2009). Therefore, 
enhancing the transparency of this connection 

Table 3:  Employee nature and degree/complexity of the job 

Item Statements Weighted Mean Description 
Are salary increments based on the complexity of job responsibilities? 3.90 Always 
Do employees receive salary increments when they take on additional job 
responsibilities? 3.94 Always 

Is there a clear link between job responsibilities, complexity, and salary 
increments? 3.92 Always 

Are employees informed of how their job responsibilities affect their salary 
increments? 3.93 Always 

Are job responsibilities and complexity regularly reviewed to ensure fair salary 
increments? 3.73 Always 

Average Weighted Mean 3.88 Always 
 
  

Table 3:  Employee nature and degree/complexity of the job
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through effective communication channels could 
potentially enhance the perceived fairness of the 
salary increment process and consequently bolster 
employees’ motivation and engagement.

In Table 5, the evaluation of employee performance 
regarding physical targets and behavioral aspects 
at Guangzhou Wangming Water Joy Design Co., 
Ltd. is presented. The findings indicate that the 
company consistently considers individual employee 
performance when determining salary increments. 
Employees are well informed about the performance 
metrics used to assess their eligibility for salary 
increases. Performance reviews are conducted 
regularly to evaluate individual employee performance, 
and there is a transparent process for employees to 
seek clarification on salary increments. The average 
weighted mean of 3.89 suggests that the company 
places a significant emphasis on linking employee 
performance to compensation decisions. This practice 
aligns with the research by Santos (2023), which 
underscores the motivational impact of performance-
based pay. Organizations that connect rewards with 
employee performance tend to foster higher levels of 

engagement and productivity. Moreover, the emphasis 
on providing feedback and maintaining transparency 
in the salary increment process positively affects 
employee morale and job satisfaction. According to a 
study by Deloitte (2018), frequent feedback and open 
communication between employees and employers 
contribute to a more positive work environment and 
can drive higher levels of performance. The findings 
further align with the principles of organizational 
justice, where fair treatment in compensation matters 
enhances employee trust and commitment (Colquitt 
et al., 2001). This, in turn, has the potential to improve 
overall organizational performance.

Impact on managers vs. Employees
In analyzing the effects of salary increases, 

it is essential to consider the varying impacts on 
managerial and non-managerial staff. Managers often 
receive performance-based incentives that affect 
their perception of salary increases differently from 
non-managerial staff, who may place higher value on 
direct salary increments (Zhang et al., 2016). Non-
financial factors such as supportive management, 

Table 4:  Employee length in service 

Item Statements Weighted Mean Description 
Are salary increments based on employee length of service and loyalty? 3.98 Always 
Do employees with longer service and demonstrated loyalty receive higher 
salary increments? 3.53 Often 

Is there a clear link between length of service, loyalty, and salary increments? 3.76 Often 
Are employees informed about how their length of service and loyalty affect 
their salary increments? 3.28 Always 

Is there a transparent process for employees to understand the link between 
length of service, loyalty, and salary increments? 3.97 Always 

Average Weighted Mean 3.20 Often 
 
  

Table 4:  Employee length in service

Table 5:  Employee performance (on physical targets and behavioral) 

Item Statements Weighted Mean Description 
Does the company consider individual employee performance when determining 
salary increments? 3.95 Always 

Are employees aware of the performance metrics used to evaluate their 
eligibility for salary increases? 3.85 Always 

Are performance reviews conducted regularly to assess individual employee 
performance? 3.80 Always 

Do employees receive feedback on their performance about salary increment 
decisions? 3.95 Always 

Is there a transparent process for employees to appeal or seek clarification on 
salary increments? 3.90 Always 

Average Weighted Mean 3.89 Always 
 
 

Table 5:  Employee performance (on physical targets and behavioral)
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quality facilities, and training opportunities play a 
crucial role in job satisfaction for non-managerial 
employees, often outweighing financial incentives 
(Lamba et al., 2021). Additionally, job satisfaction 
mediates the relationship between compensation, 
motivation, organizational commitment, and 
employee performance (Indrayani and Awis, 2020). 
Linking managerial salary increases to workplace 
wellness initiatives, rather than solely outcomes, can 
foster a healthier, more supportive work environment 
(Robbins and Wansink, 2016). The differential impacts 
of job stress factors like task overload, limited time, and 
role ambiguity also highlight the distinct experiences 
of managerial versus non-managerial staff, affecting 
their performance and organizational roles differently 
(Noermijati and Primasari, 2015). Moreover, in sectors 
such as healthcare, the authority of owner-managers 
over policies and resources significantly influences 
workforce retention and compensation structures 
(Huang and Bowblis, 2018). Understanding these 
nuanced effects of salary increments across different 
employee categories is vital for tailoring incentive 
structures to enhance job satisfaction, motivation, 
and overall organizational performance effectively. 
Recognizing and addressing the diverse motivations 
and priorities of both managerial and non-managerial 
employees enables companies to optimize their HR 
strategies and improve organizational outcomes. The 
response to salary increments varies significantly 
across different age groups within a company. 
Younger employees, typically under the age of 30, 
often prioritize career advancement over immediate 
salary increases, whereas older employees may 
value stability and higher immediate compensation. 
These differences highlight the importance of 
tailored compensation strategies to meet diverse 
expectations and enhance overall employee 
satisfaction. Understanding age diversity in the 
workforce is essential for effectively managing the 
varying preferences of employees at different career 
stages (Humboldt et al., 2022). Research suggests that 
age diversity in organizations can leverage unique 
perspectives and experiences that various age groups 
bring, which is crucial for team outcomes (Schneid 
et al., 2016). Furthermore, addressing age-based 
stereotype threats and promoting active aging are 
important for creating an inclusive and supportive 
work environment (Oliveira and Cabral‐Cardoso, 
2017). By recognizing and embracing age diversity, 

organizations can create a workplace culture that 
values contributions from all age groups, leading to 
enhanced employee satisfaction, engagement, and 
improved organizational performance. Employees’ 
valuation of salary increments often varies by 
department, reflecting the distinct nature of their work 
and departmental goals. For example, production 
department employees typically appreciate regular, 
smaller increments that acknowledge their consistent 
output, whereas research and development (R&D) 
staff might favor larger, milestone-based raises that 
reward breakthroughs and innovations (Gerull et al., 
2021). Tailoring compensation strategies to match 
these differing preferences is crucial for maintaining 
motivation and ensuring employees feel valued. 
Implementing specific policies such as milestone-
based raises for R&D can drive innovation, while 
regular increments in production can recognize 
and reinforce consistent performance (Ding et 
al., 2022). Understanding these compensation 
preferences across departments enhances overall 
employee satisfaction and engagement, contributing 
significantly to the organization’s ability to attract 
and retain talent, drive performance, and boost 
productivity. By acknowledging and addressing how 
different departments value salary increments, 
organizations can create a more equitable and 
motivating compensation structure. Such strategies 
ensure that employee contributions are recognized in 
ways that align with individual and departmental goals, 
fostering a culture of appreciation and alignment with 
broader organizational objectives, leading to greater 
employee satisfaction and overall organizational 
success. To drive greater organizational success, 
Guangzhou Wangming Water Joy Design Co., Ltd. can 
significantly benefit from a nuanced understanding 
of how strategic salary increments can bolster 
employee motivation and productivity. By recognizing 
and addressing the diverse needs and preferences 
within the company, the organization can tailor its 
compensation strategies effectively. This tailored 
approach involves considering factors such as age, 
departmental differences, and individual job functions, 
creating a compensation structure that aligns with 
specific employee expectations and organizational 
goals (Janib et al., 2021). Understanding the impact of 
salary increments across various demographic groups, 
including gender-based salary differences and the 
influence of workload on performance, is essential 
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for designing fair and equitable compensation policies 
that meet the specific needs of the workforce (Zhu 
et al., 2020). Additionally, exploring how career 
commitment and job satisfaction mediate the 
relationship between workload and performance can 
provide deeper insights into the factors that drive 
employee motivation and productivity (Altindag et al., 
2020). Moreover, fostering cooperative relationships 
between departments and enhancing knowledge 
coupling can significantly boost collaboration and 
innovation across the organization (Huiping and 
Yang, 2021). By incentivizing research quality and 
productivity, the company can further encourage 
innovation and enhance performance (Zhao et al., 
2018). Integrating fairness and satisfaction perceptions 
into compensation structures and addressing the 
impact of stress from inadequate salaries on employee 
well-being is crucial for creating a supportive work 
environment that promotes retention and satisfaction 
(Jiang et al., 2023). Finally, leveraging advanced data 
analytics, such as data mining models for employee 
churn prediction and safety measures, can help the 
company proactively address turnover issues and 
ensure a stable workforce (Viswanadapalli, 2021). 
In summary, by integrating insights from diverse 
research on salary, performance, and employee 
well-being, Guangzhou Wangming Water Joy Design 
Co., Ltd. can develop a comprehensive and tailored 
approach to strategic salary increments, thereby 
not only motivating employees but also propelling 
organizational success. The results of this research 
illustrate that strategic salary increments tailored 
to the unique needs of different employee groups 
at Guangzhou Wangming Water Joy Design Co., Ltd. 
significantly enhance job satisfaction and productivity. 
By adopting a comprehensive compensation strategy 
that acknowledges the varied preferences across age 
groups, departments, and job functions, the company 
not only fosters a motivated workforce but also drives 
broader organizational success, thereby contributing 
positively to the community by setting a standard for 
thoughtful employee compensation practices.

Propose a welfare plan for the employee 
To prioritize the well-being of its workforce, a 

comprehensive Employee Welfare Plan was proposed, 
focusing on nurturing the physical, emotional, and 
financial health of its employees. This initiative 
aims to cultivate a supportive and enriching work 

environment, thereby encouraging a well-rounded 
work-life balance, facilitating holistic development, 
and fostering a profound sense of community among 
employees. The plan is structured around several key 
focus areas, each with specific objectives, strategies, 
and activities tailored to meet the diverse needs of the 
workforce. Understanding the importance of health 
and wellness, the plan includes providing employees 
and their immediate families with comprehensive 
health insurance coverage. This is complemented 
by regular health check-ups, preventive screenings, 
and immunizations to ensure both mental and 
physical well-being. To encourage physical fitness, 
subsidized gym memberships, and wellness programs 
are offered alongside mental health resources, 
including counseling services and stress management 
workshops. These initiatives are overseen by 
the Mental Health Services Team and the Health 
Education Team, with a commitment to ongoing 
support throughout the year. Resources for these 
programs include health educators, mental health 
professionals, and funding for counseling sessions 
and facility partnerships. The plan also addresses the 
need for a supportive work-life balance. Strategies 
include offering paid time off and flexible working 
hours to accommodate personal responsibilities, 
encouraging remote work options for a more 
flexible work environment, and providing parental 
leave and support programs. The Human Resources 
Department spearheads these efforts, with an initial 
needs assessment phase followed by development, 
implementation, and evaluation phases, all requiring 
the expertise of HR professionals, trainers, and 
financial support. To foster employee growth, the plan 
includes training and development programs aimed 
at enhancing professional skills and career growth 
opportunities. This includes sponsorship for relevant 
certifications, workshops, and conferences, as well as 
regular performance evaluations with constructive 
feedback and personal development plans. These 
initiatives are a collaborative effort between the 
Human Resources Department and department 
managers, with ongoing sessions scheduled to ensure 
continuous development. Resources for this focus 
area include training materials, budget allocations for 
external trainers, and evaluation tools. Recognizing 
the importance of financial security, the plan offers 
financial assistance through retirement savings plans 
with employer-matching contributions, educational 
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assistance for further studies, and employer loans 
for unexpected financial hardship. These efforts are 
managed by the Accounting and Budget Offices, 
ensuring ongoing support for employees’ financial 
well-being. Improving the work environment to 
enhance employee morale and well-being is another 
critical aspect of the plan. This includes ergonomic 
workstations, relaxation areas, and a culture of 
respect, openness, and inclusion. Necessary tools 
and resources are provided to enhance productivity 
and job satisfaction, with the Human Resources 
Department and the Employee Welfare Committee 
collaborating to ensure a positive work environment. 
To ensure the successful implementation and 
continual improvement of the Employee Welfare 
Plan, a dedicated committee oversees its execution, 
monitors its effectiveness, and adjusts based on 
employee feedback and evolving needs. Regular 
surveys and feedback sessions are integral to this 
process, highlighting the organization’s commitment 
to its valued workforce’s holistic well-being.

Limitations and future research
This study has addressed key aspects of salary 

increments and employee motivation at Guangzhou 
Wangming Water Joy Design Co., Ltd. However, its 
findings are limited by the focus on a single company 
within the L-RTM technology sector, potentially 
limiting the generalizability of the results to other 
industries or geographic regions. Additionally, the 
quantitative nature of our data collection may not 
capture the depth of employee perceptions and 
motivations that qualitative methods could reveal.

Future research should consider broadening 
the scope to include multiple companies across 
different sectors to validate and compare the 
findings. Investigating the long-term impacts of salary 
increments on employee performance and retention 
would also be valuable. Further studies could employ 
mixed methods to gain deeper insights into employee 
satisfaction and motivation, integrating qualitative 
data from interviews or focus groups to complement 
the quantitative data.

CONCLUSION
The study underscores the significant 

achievements and robust internal dynamics of 
Guangzhou Wangming Water Joy Design Co., Ltd., 
established in 2006 and now a leader in China’s 

L-RTM technology water park equipment sector. 
Expanding from a national enterprise to a global 
contender, the company has made its mark in over 
30 countries, emphasizing its international prowess 
and strategic growth. Analysis of the company’s 
workforce demographics reveals a predominance of 
experienced males aged 36 to 45, highlighting a focus 
on seasoned professionals and ongoing professional 
development linked directly to salary progression. 
This reflects a mature, growth-oriented work 
environment where skill enhancement is strategically 
aligned with compensation. The company’s 
comprehensive employee welfare approach extends 
beyond financial compensation, focusing on health, 
wellness, and work-life balance, thus fostering a 
supportive and productive workplace. Such practices 
not only enhance job satisfaction and retention 
but also position the company as a benchmark for 
industry peers. This thorough examination provides 
actionable recommendations to enhance operational 
efficiency and competitiveness. Suggestions include 
integrating the company’s rich history into employee 
programs to build a stronger corporate identity, 
promoting gender diversity to enrich the corporate 
culture, updating training programs to maintain a 
competitive edge, and expanding welfare benefits 
to boost satisfaction and retention. Implementing 
continuous feedback mechanisms can help the 
company stay adaptive and responsive to both 
employee needs and market changes. By applying 
these insights, Guangzhou Wangming Water Joy 
Design Co., Ltd. can continue to lead and innovate, 
serving as a model for similar companies within the 
industry aiming to foster a progressive and inclusive 
organizational environment.
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