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Introduction

Social changes of China have seen the change of the structure and the system at the same time, i.e. in parallel of industrialization and urbanization, the change from the monolithic society, with planned economy as its characteristic, to the market economy based diverse society. This is a complex and great project starting from the late 1970s. China has gained exceptional successes, meanwhile the change has inevitably aroused social problems such as the big gap between the rich and the poor, imbalance of the social rights, conflicts between employers and employees and etc. 
In order to investigate the workers conditions in Zhejiang Province, we have designed the questionnaire and examined minimum wages, the covering ratio of the social insurance, and the employees benefit, SA8000 and etc. 
The data needed for this study was collected from Hangzhou,Wenzhou,Taizhou，Quzhou and Yuyao where the private enterprises are relatively highly developed. 150 survey questionnaires were sent out and 101 were received in 2007, among which 100 was valid. 
The questionnaire includes firms’ characteristics ( profile of firms), social insurance of employee, occupational pension system, employee benefits plan and Social Accountability 8000. 
 Analyses and Results
1  Profile of Firms in this study
(1) Among the questionnaires received, 80.8% is engaged in manufacturing, 2% in resources and raw material, 5.1% in real estate and 11% in service industry. 

(2) The Size of the Enterprises

The size of the private enterprises in Zhejiang province is comparatively small, for our survey supports this finding. The small-sized enterprises whose employees are below 250 account for about 68% of the total, while the medium-sized enterprises whose employees are between 251 and 1000 account for 23%. The percentage of the large-sized enterprises is small, about 9%. The registered capital only varies a little due to classification, but we can still find that the small- and medium-sized enterprises make up larger share of the total registered capital.

Table 3.1  The structure of the private enterprises 
	Number of the employees
	Number of the private enterprises selected
	Proportion
	Registered capital（10,000yuan）
	Number of the private enterprises selected
	Proportion

	Below 30
	15
	15%
	Below 100
	19
	19%

	31~100
	23
	23%
	101~500
	32
	32%

	101~250
	30
	30%
	501~1000
	16
	16%

	251~500
	13
	13%
	1001~5000
	21
	21%

	501~1000
	10
	10%
	5001~10000
	5
	5%

	Above 1001 
	9
	9%
	Above 10001 
	7
	7%


2 The development situation of the social insurance in private enterprises
（1）Social insurance begins to popularize in private enterprises, but only limits to several types. 
From our survey we find that private enterprises become aware of purchasing social insurance, because only 21.7% of the enterprises didn’t purchase social insurance for their employees. Among the 22 enterprises who didn’t purchase social insurance, 17 were small-sized enterprises whose employees are below 250. So with the development of the enterprises, social insurance will become a necessary security measure for the employees provided by the enterprises.
Although purchasing social insurance becomes a trend for private enterprises to develop the welfare plan of their employees, failure to provide the employees with comprehensive security stills exists for various insurance types develops differently.
 The survey data suggests that the social insurance which the private enterprises buy for their employees are mainly endowment insurance and industrial injury insurance, as shown in figure 3.1. We think there are two reasons for this phenomena: firstly, more publicity has been given to both types, especially to endowment insurance, so more and more employees are aware that the employers have the obligation to buy endowment insurance for them; secondly, industrial injury insurance can help to deal with emergency effectively and reduce labor and capital disputes.. The survey shows that the main form of 17.2% labor and capital disputes is industrial accident. Our questionnaire manly centers on manufacturing industry, and in this kind of trade, the possibility of industrial accident appearing is greater. In that case employers should take effective and timely measures to injury, so industrial injury insurance has become the type that the employers are more willing to buy. Little attention has been paid to birth insurance-only 9%. We think this is due to the fact that enterprises don’t put emphasis on the role of women in production, lack social responsibility and think bearing is the matter of the women themselves. It’s often the case that women resign when they reach the age of bearing or after their bearing. The private enterprises will offer a maternity leave at most. In our survey only 50.7% of the private enterprises offer a maternity leave to their women employees.
Chart 3.1  Social insurance the private enterprises buy for their employees
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Form the above analysis, we can find that although social insurance, as a social security system to prevent the labors from the future risks enforced by national legislation, begins to popularize in private enterprises, the level of development varies largely. This is due to the following reasons:

1) private enterprises don’t regard their employees as the long-term resource of the enterprises. In China, labor is still a relatively low-priced means of production and the majority of the employees in the enterprises provide skillful work, who are easily substituted by others. So the private enterprises are unaware of retaining talents through corresponding security measures. The survey reveals that 25.4% of the private enterprises deem it unnecessary to buy social insurance for their employees. As shown in figure 3.2, the coverage of social insurance is confined to regular workers or contract workers.
Chart 3.2 The coverage of social insurance in private enterprises
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2) The owners of the private enterprises are likely to view the purchase of social insurance as a cost. 22.4% of the owners think the expense of buying social insurance is rather high. They hold the view that insuring for the temporary workers, who will leave the enterprises sooner or later, can’t get relevant gains and will increase the corresponding cost. They are not conscious that purchase social insurance is an effective of keeping talents and that it's the enterprises obligation and an investment. 

3) Relative to the future benefits of social insurance, the employees are more willing to get cash (accounting for 28.4%). The people hired by private enterprises are mainly migrant workers and subsistence is the major goal of working, so cash values more to them than future gains. What they care is the money given by the enterprises rather than gain compensation received when various risks occur. This also make the cost-minimization owners of enterprises be willing to pay relatively high salary rather than to buy social insurance. 

4) The social insurance system is far from perfect in China (accounting for 19.4%). From the national-security type of social security system at the beginning of the founding of the PRC to the present insurance type of social security system, the social insurance system in China is still in its transitional period, mechanisms in various facets are far from perfection. Meanwhile, it requires that private enterprises enter the present social insurance system, which demands the improvement of social insurance system and formulate a comprehensive and effective social insurance system by national law.

(2) Insufficient security measures to protect employees after they resign or are fired

When asked “what measures will be taken after their employees are fired?”, many personnel managers of the private enterprises answered “no measures”(accounting for 37.1%), others say they’ll pay off the salary. Only 28.9% of the owners of the enterprises say “the employees will get unemployment insurance”, and the security measures concerning other aspects are insufficient. We think it is related to the mobility of the migrant workers in private enterprises. Since the people hired by the private enterprises are mainly migrant workers, whose main purpose is to earn money. So it’s natural for employers to fire migrant workers or for employees to leave the enterprises for personal reasons. Therefore, the employees don’t ask for unemployment insurance and other measures on unemployment security. 

3 Employee Benefit
In the broad view, employee benefits are virtually any form of compensation other than direct wages paid to employees.
 For example, in the annual U.S. Chamber of Commerce survey of employee benefits, such benefits are defined broadly to include the followings:

1) Employer’s share of legally required payments.

2) Employer’s share of retirement and savings plan payments.

3) Employer’s share of life insurance and death benefit payments.

4) Employer’s share of medical and medically related benefit payments.

5) Payment for time not worked (e.g., paid rest periods, paid sick leave, paid vacations, holidays, parental leave, et al.).

6) Miscellaneous benefit payments (including employee discounts, severance pay, educational expenditures, child care, et al.).

The narrow view can be summarized as “any type of plan sponsored or initiated unilaterally or jointly by employers and employees in providing benefits that stem from the employment relationship that are not underwritten or paid directly by government.”
 And this narrow definition of employee benefits will be the one primarily used here, that is , the benefits is exclusive of social insurance item provided by the government, but inclusive of health insurance, life insurance, educational , employee training, time-off benefits, employee share-holders and looking after family. 

With the development of society and introduction of foreign managerial expertise, enterprises employees, especially the professional manager, attach great importance to the welfare system of the enterprises. Some scholars investigate that point out salary ranks the second in attracting the professional manager.
 The private enterprises faced with the dilemma of talents pitfall
, they became increasingly aware of the importance of improving employees’ welfare, so they offer relevant welfare program in some areas. The outstanding welfare programs are educational and training (accounting for 30.8%), time-off benefits (accounting for 20.8%), and other programs are also adopted by private enterprises. However, these programs are designed for the formal employees in the enterprises, especially the employees who work more than 3 years (accounting for 34.9%). 

Chart 3.3 The welfare programs of private enterprises
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However, among the enterprises interviewed, 16.7% of the enterprises still didn’t provide any welfare programs. Among the 26 enterprises which didn’t provide any welfare programs, 17 of them are small-sized enterprises. The enterprises that provide welfare programs are of large scale. Like social insurance system, the employee welfare benefits will be expanded with the development of the enterprises, the increasing demand for excellent talents as well as with the great importance attached to enterprise’s image. For those enterprises which didn’t provide employee welfare benefits, the major reason is that the cost is too high (accounting for 32%), which is the same with the former reason of social insurance system. Another major reason is that they didn’t take it into consideration (accounting for 31%). From the research of the seminar we find that the further reason why they didn’t take employees’ welfare benefits into consideration still is the high cost. For the labor-intensive Zhejiang province, it’s unnecessary to provide welfare measures to raise the employees’ loyalty. The answer of the question “by which means the enterprises keep the talents” well illustrates this point. 25.2% of the enterprises think the reasonable salary plan is the key to keeping the talents and the other 17% of the enterprises think that the bonus is important to keep the talents, that is to say, the improvement of the loyalty of the employees in private enterprises depends on higher salary. Others such as employees training, attaching great importance to employees’ development, fine enterprise culture and good employee’s welfare have little effect on employees’ loyalty. Only fewer than 15% of the enterprises chose the above programs, especially the employee’s welfare. Only 9.8% of the enterprises think they retain talents by good employee’s welfare.

(2) Educational assistance and training

The employees will receive relevant training before they adapt to the work. From the surface, enterprises will provide training in work, which is designed to improve the working efficiency of the employees and make them quickly adapt to their work. With the development of the society, health and safety conscious have been on the agenda. The employees want to gain the relevant security when they create value for the enterprises, and at the same time the employers also provide relevant training in safety and health to reduce the disputes of labor and capital. With the expansion of the enterprises, enterprise’s culture will finally be formed. On one hand, the enterprises retain talents by their own fine enterprise’s culture. Our survey shows that 11.8% of the enterprises think that the enterprise’s fine culture is one of the factors that retains talents. On the other hand, the enterprises propagate their culture to the employees by training so as to integrate their employees into the enterprises. Among the 100 enterprises interviewed, 92 enterprises choose the training in working skill. However, 57 enterprises provide training in health and safety knowledge. And 43 enterprises provide training in enterprise’s culture. With the expansion of the enterprises, further ways of training are adopted from the angle of dynamic perspective. The survey data show that the small-sized enterprises whose registered capital is below 1 million yuan don’t offer training concerning enterprise’s culture. In all, with the increasing size of the enterprises, the training of the enterprises is gradually developing from working-skill one to enterprise’s culture one. 
However, the enterprise’s training has become a stable welfare program of the private enterprises. The training is far from formalization and systemization. The training offered by 88.5% of the enterprises is not fixed in time. In terms of ways of training, the enterprises invite their internal managers to give lessons rather than training in basic skills by the way of master teaching an apprentice.
Chart 3.4 the main ways of training provided by the enterprises
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(3) time-off benefits
With the improvement of the productivity, people have more chance to be detached from work in a technologically advanced era, so there’s chance for employees to have elastic work time and take holidays. In such case, the enterprises also hope to balance work and play of the employees by some holidays or adjustment so as to improve the working efficiency of the employees.
 However, the private enterprises are mainly newly established ones, who hold the view that the employees don’t get pay in holidays. The survey shows 41.8% of the enterprises adopts this measure and 2% of the enterprises even reduce their employees’ salary during the holidays. To our great joy, private enterprises begin to be conscious of “importance of human being ” and start to provide their employees with time-off benefits. The survey reveals that 23.5% of the enterprises pays part of the salary when their employees are on holiday and that 32.7% of the enterprises “give their employees normal salary when the employees are on holiday”. The holidays are mainly national holiday (accounting for 34.9%), sick leave (accounting for 22.3%) and home leave holiday （accounting for 16%）. From above, we can find that the time-off benefits has entered the development of the private enterprises, demonstrating the care to employees by the employers. Among the enterprises interviewed, the purpose of 5 enterprises mention the idea of “importance of human being ”. We can draw the conclusion that the private enterprises are attaching great importance of the employees’ right. From the surface, they are thinking of their employees, but from a long run, they are gradually aware of that time-off benefits in essence is beneficial to attracting talents, to improvement of the labor and capital dispute, to improving labor productivity and eventually to increasing the enterprises’ profits.
However, we still find from the data that time-off benefits doesn’t popularize in private enterprises, less than 50% of the enterprises even don’t allow their employees to take holiday on national holiday. Two-day holiday, which is popularized in state-owned enterprises and national public institution, is only practiced in 7.1% of the private enterprises. And only 17.1% of the private enterprises carry out one-day holiday. So many of the private enterprises don’t carry out the no.38 clause in “labor law of people’s republic of china”, which stipulates that the enterprises must ensure one-day rest of their employees. The no.26 clause in “labor law” reads that the laborers’ working hour must be below 8, and don’t exceed 48 hours every week on average. In our survey, we find that employees in 43.3% of the private enterprises work more than 48 hours per week and in 7.7% even work more than 60 hours. Luckily, 82.2% of the enterprises offer extra-hour wage. However, we find the private enterprises also practice elastic work time (accounting for 18.3%), and keeps pace with the international standards.
(4) life insurance

Life insurance, as a supplement of social endowment insurance, is bought from insurance company by group life insurance in modern enterprises. Our country is gradually pushing ahead the pension system. Occupational pension system refers to the supplementary pension offered by the enterprises other than basic endowment insurance stipulated by the nation. It plays role in two facets: firstly, occupational pension system is a stimulating mechanism established on the basis of voluntary and is related to the ages and positions of the employees, so it has attraction for the fixed employees; secondly, it helps to retain useful talents, optimize human resources so as to improve the efficiency of the enterprises’ production and management. However, occupational pension system is a new thing in China, and enterprises, especially private enterprises haven’t realized its importance. Therefore , in our private enterprises, occupational pension system is on its initial stage. Our survey shows that 83.6% of the enterprises don’t offer pension, let alone personal account—accounting for 93.4%.

However, some information reveals that with the Rules of Employer Pension coming into force, the private enterprises in Zhejiang province plan to purchase supplement the endowment insurance. The personnel manager of Xizi Elevator Group told the journalist that they were discussing whether to provide their employees with supplement the endowment insurance for it’s favorable to them when cost listed before being taxed. Employees in some enterprises say that many welfare programs, including bonus traveling and real thing, have to be taxed, therefore, the enterprises are more willing to carry out occupational pension system.

(5) Family care and auxiliary facilities

Besides the work time and educational training, the private enterprises begin to care about the life of their employees. The survey shows that 40.7% of the enterprises offer accommodation to their employees to ensure the demand of eating and living of their employees. And some enterprises provide their high-level manager with mobile phones, computers as well as travel.
Chart 3.5 The welfare programs provided by the enterprises for their employees
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Moreover, in order to stable the sentiments of their employees, enterprises will offer help when crisis occurs in their employees’ family. We find in the survey that 61.6% of the enterprises offer temporarily economical help when their employees’ families are faced with particular difficulties. And 29.6% of the enterprises carry out the way of mutual help between employees. Form above, we can see that there’s improvement between employers and employees, which is demonstrated in a informal way rather than a formalized and systematic system.
4 Social Accountability 8000 
Social Accountability 8000 is formally put forward in 2001 by SAI. SAI is a U.S.-based, nonprofit organization dedicated to the development, implementation and oversight of voluntary verifiable social accountability standards. SA8000 is a way for retailers, brand companies, suppliers and other organizations to maintain just and decent working conditions throughout the supply chain.
 It is a universal standard, which not only applies to developing countries but also to developed countries; not only applies to various industrial and commercial enterprises but also to public organizations; and it can also replace enterprises or industry to formulate relevant social accountability norms. Companies don't really have to comply with it. But this acceptance and social capability favor them in international trade. For some international companies are incline to refuse the company without SA8000. And SA8000 exerts the same influence as ‘labor law’ in China, which starts with protection of the employees’ benefits to urge enterprises to care about social accountability.
It is estimated that there are at least 8000 enterprises in costal areas have accepted the examination of social accountability by the multinational corporations since 1997. Some enterprises received more orders attributable to its good performance in social accountability, while others were cancelled the qualification of suppliers due to failure to improve honesty. SA8000 has became a ‘Stepping-stone to success ’for our enterprises to enter the supply link or industry link of the multinational corporations as well as production export to western countries. Accession to SA8000 proves that the enterprises have got through the examination of social accountability, which reduces the obstacle of exporting to European and America countries. Up to Aug. 26, 2002, 34 enterprises in China have passed the SA8000, which are mainly distributed in southeast coastal areas where the trade is highly developed. Guangdong ranks the first for 21 enterprises in it have passed the SA8000, accounting for 61.8% of the total.
30 enterprises in our survey know SA8000 and 6 have received correspondence from multinational corporations in European and America countries of SA8000 examination. The number is small relative to the large number of the private enterprises in Zhejiang province. However, this reminds us that SA8000 has entered Zhejiang province and become an important measure of estimating trade partnership by multinational enterprises. If private enterprises want to enter international market, they have to attach importance to it. 
Table 3.2 The Situation about SA8000

	Whether know SA8000 or not
	Received the letter that demand the enterprise carries on SA8000 

	Yes/No
	Number of the private enterprises selected
	proportion
	Yes/No
	Number of the private enterprises selected
	proportion

	Yes
	30
	30．3%
	Yes
	6
	6%

	No
	69
	69．7%
	No
	94
	94%


In our survey, we also find the private enterprises hold an sensitive attitude toward SA8000, and few enterprises deny it. Only 1 enterprise think that “it has negative influence on the enterprise and it’s unnecessary for it to be examined by SA8000. 70.7% of the enterprises still takes a lookers-on attitude toward social accountability and maintains that they must have a better understanding of SA8000. As a rational agent, faced with social standard not put forward by formal international organizations, the owners of the enterprises, who are profit-maximizers, still takes a lookers-on attitude toward social accountability, which they think is designed to erect trade barriers to China (accounting for 21.6%) and meant to raise the cost of China’s products (accounting for 20.8%). However, they become increasingly aware that enterprises in modern age should not only pursue profits but also care about social moral and accountability, and SA8000 is the internal demand of enterprise’s idea of “importance of human being ” (accounting for 41.6%), only by this way can the enterprises be further developed in the long run. In all, enterprises are thinking of this international standard by their own eyes. As Adman Smith pointed out that numerous selfish “economic agents” are engaged in economic activities beneficial to the society under an invisible hand. He pointed out that the more one pursues its interests, the more social benefits will realize after he was convinced of person’s motivation of self-interested. 

Then, how long before private enterprises in Zhejiang province practice SA8000? We will make an analysis by comparing the specific measures the private enterprises adopted with SA8000.
（1）health and safety

Modern society requires enterprises care about the production efficiency of their employees as well as their safety in work,. Since this is concerned with labor and capital disputes of enterprises, the owners of the enterprises tend to attach importance to it. As mentioned in the above sections, enterprises put emphasis on the training in working skill and also provide training in safety knowledge. And some enterprises hand out <employee’s handbook> to raise the safety-conscious of their employees. In the survey, we also find out that the enterprises attach greater importance to provide a safety and comfortable working environment to their employees. For example, Cornell company, as a shoe-making company, put emphasis on the prevention of professional diseases. On one hand, they choose shoes glue with little toxicity, on the other hand, they care about ventilation facility in the construction of the factories. It is the same with what mentioned in SA8000 3-1 “the company should take generally-accepted risk and any particular risk into consideration and provide a healthy and safety working environment and also take measures to decrease the potential risk in any condition possible so as to avoid harm caused by work and work-related accidents”. And it’s the same with what mentioned in 3-3 “company should ensure that all the employees accept fixed and recorded health and safety training, and provide new employees and transferred one with new training. 
As to safety and health, SA8000 requires that the company should formulate a senior management representative responsible for the safety and health of all the employees and establish a system to monitor the potential risks which will do harm to the employees. Only 30% of the enterprises meet this standard, from which we can see that health and safety have been the focus of the enterprises. Even if the injury happens to the employee, the owners of the enterprises will seldom choose to escape; they’ll allow the employee to stay at home with pay(accounting for 25%) or entrust it with insurance company(accounting for 43%)
(2) The freedom of organizing labor union and right of collective negotiation

As is mentioned in SA8000 4-1 “the company should respect all the employees’ freedom of establishing and taking part in labor union as well as the right of collective negotiation. In our survey, the number of the enterprises with the right of collective negotiation is small relative to the number of those without labor union and right of collective negotiation. However, the difference is not that large for the enterprises with the right of collective negotiation accounts for 43%. Moreover, with the enlargement of the size of the enterprises and number of the employees, the collective force of the employees is relatively large, which adds to the bargaining power of the employees to the employers; on the other hand, for the large-scale enterprises with higher frequency of foreign trade, they require good enterprises’ image exposed to the public, and the freedom of establishing labor union becomes one of the criteria of maintaining their enterprises’ image.
Chart 3：The freedom of organizing the labor union and the right of collective negotiation
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(3) Salary

It’s explicitly mentioned in the section of salary of SA8000, the salary provided by the company at least must reach the minimum level stipulated by law or industry. We set the minimum salary of Zhejiang province at 520 yuan, and classify the salary into three levels: below 520 yuan; between 521 and 799 yuan; above 800 yuan. The data suggest that the salary of the employees in 33.8% of the enterprises is below 520 yuan. So the low salary of employees in private enterprises is a tremendous defect in salary system and an important reason for “talents pitfall”. Meanwhile, we find that the minimum salary of 24.7% of the enterprises has reached over 800 yuan. The lack of migrant workers occurred in Guangzhou. The low salary of private enterprises forces the farmers to go back home rather than work out in the city”. So if the private enterprises want to attract more labor force, they must raise the salary. The amount of the salary in private enterprises is to some extent raised, and the structure of the salary begins to be clearer. 73.1% of the enterprises offer the composition of salary and welfare benefits on a fixed day. This does not only change the phenomenon of “vague salary“ in private enterprises but also improve the employees’ initiative and caters to the SA8000.
Table 3.3 the minimum salary in major cites of Zhejiang province

	Area
	Salary

	
	Monthly salary
	Hourly salary

	Hangzhou & Fuyang
	520 yuan/month
	4.7 yuan/hour

	Ningbo
	520 yuan/month
	4.7 yuan/hour

	Shaoxing
	480 yuan/month
	4.3 yuan/hour

	Wenzhou
	520 yuan/month
	4.7 yuan/hour


Source of information：中华人民共和国商务部驻纽约总领馆经济商务室 《社会道德责任标准（SA8000）介绍》 2007.5

Note：The date in the table is publicized in 2003, yuan/month refers to “minimum wage standard of the month”, yuan/hour refers to“minimum wage standard of the hour for part-time job”
Conclusion
To solve these problems will defend on further development of the economy, however, constructing and refining the social security system, relieving or eliminating social conflicts along the way of change and seeking means and ways to solve social problems are more important. 

By reference to past experiences of the developed countries as well as other developing countries, the income of the workers will considerably raise along fast growing of economy. Recently, many MNCs in the US and Europe require domestic providers to pass the Certificate of Social Accountability 8000, which means the age of relying on the low cost of labor for Chinese companies has past. Unless they change the situation in the workplace substantially, they won't be competitive in the long run. 
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