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W 1he People’s Republic of China (hereafter China) was founded on 1 Oct-
oer 1949 and has since been ruled by the Chinese Communist Party

LN it .
14‘5_\_Q ccp). Following China’s opening up from a state-planned economy in
3._\_.} the late 19705, the contemporary Chinese economy has been described

: « by foreign commentators and scholars as ‘Chinese capitalism’ (e.g. Guth-
% e 1999; Gabriel 2006; Redding & Witt 2007; Huang 2008; Kennedy
r, 2011) or ‘authoritarian capitalism’ (Witt & Redding 2014). The Chinese
iy government prefers to call it the ‘marketisation with Chinese socialist
characteristics’, to signal its departure from the state-planned regime,
but without (at least publicly) abandoning the socialist ideology.
Commentators outside China also use the term ‘state capitalism’

to emphasise continuing state intervention as a defining feature of the
country’s liberalising economy. This state capitalism is characteristic of
a developmental state, and manifests itself in various forms, including
the dominance and existence of a significant number of state-owned
enterprises (SOEs) that are managed in a capitalist manner, particularly
in key industrial sectors or as lead enterprises of the industry; strong
state control in the allocation of resources to privately owned busi-
nesses; and state intervention to protect the growth of large enterprises,
often state invested or state connected, with national strategic interests.
The Chinese economy is a ‘mixed economy’ characterised by ‘a blend
of market-driven, government-controlled and guanxi (relationship)-
based culture’, with strong management implications (Si et al. 2008:
:)3(2‘ W'lhin. t.his system, foreign capitalists, private entrepx.'cm?urs. and

_ 'authontles interact to (re-)construct market-friendly institutions.
Political power and social relations are mobilised and consolidated to

achieve thejr respective goals (Cooke 2013).
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INTERNATIONAL AND COMPARATIVE EMPLOYMg ¢ -
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with a population of over 1.36 billion ¢ hing i
populous country, and in u:rms.«.)l one indicator, j, I '.I"' Wi
cconomy in the world in 2014." The gross domes; :
capita of China is r?mrc lhan. l'S.S()S().() (The Econey,
market p;mic.:npau'un rate is h.lgh. in part becays,. i
system is basic, with only limited coverage. My, e S
the population is in employment (more than 764
nearly half of those employed are in urban aregs (NBSC 5 " COPle)

Compared with their counterparts in othep (.“"l""z«.»u ), -
women have a relatively high employment pamcipam):‘nm_ Chy
up more than 37 per cent of the total workforce i full.ur ate, mm‘

J a me ¢
ment in urban areas (NBSC 2012). Part-time employmen ¢ ¢
in China, partly as a result of the low-pay, fu]| 'cmpk)yml: Unusyy -
adopted by the government during the state-planneq "COnom"‘,l Poly
It is also driven by the Marxist emancipation thesis, i which v 8
were encouraged by the state to participate in employmen, :\: .
financial independence and enhance their political and soig m(:u
addition, women'’s high employment participation rate is undfrpins;::
by the work ethic in the Chinese collectivist culture, which treats worg
as an obligation and advocates that each should contribute ¢ Society
to be entitled to benefit from it. ;

The development of the labour market of socialist China can pe
divided into three periods. The first was a highly regulated—or
more precisely, controlled—labour market through administrative
policy during the state-planned economy. Labour mobility was highly
restricted, monitored by the hukou system—a household registration
system where individuals are registered with the local authority where
they were born and where they live. The population was divided by
two residential statuses: urban and rural. Rural residents were not
allowed to enter urban areas for employment. This restriction ¥
gradually removed during the period of deregulation that fol.IO\“f‘:‘Ti
between the 1980s and early 2000s, when millions of farmers m'g‘:fm
to urban areas for employment and millions of SOE emPloye::m o,
laid off and forced to seek re-employment in the labour marke
first time. in 2008

The enactment of three major employment-reid -
(see below) marked the beginning of the third period, ;cet
government has sought to re-regulate the labour ma:“ : rotection
legislative intervention, to provide greater employm¢ ing wflh
to workers—particularly those outside the stat¢ scCtO(f)-St engif®
labour market transformation has been one of the ;(nang 2003)- wd
tasks facing the Chinese government (Fleisher &
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EMPLOYMENT RELATIONS IN CHINA

elations At the workplace level have been developed

nt B
oy mf broader context of labour mar.ket transformatlon‘.

l's political economy, characterised by the enduring strong
“hind

orvention, weak collective bargaining regime and the large

o : : :

are lfnitS economy and workforce, makes China an interesting country
0 4 J

s

. 1t brings 2 rather different perspective from those of the
;\élo;;fd cconomies in this book. This chapter includes three main
ccions, in addition to this introduction and a conclusion. The first
ction outlines the changing role of the parties, including the state,
e unions and the workers. The second examines the processes of
employment relations by focusing on the development of collec-
ive consultation and collective contract, as well as labour disputes
wsolution. The third section discusses a few current issues that are

confronting the state, employers and workers in China, which may
have a broader impact on its economy.

THE MAJOR PARTIES

The role of the state

fZS(::na isasocialist country with the legacy of a state-planned economy
om dded in its political economy, the role of its government—
r more broadly the state—is dominant as an employer, a legislator
and ploy
makjan economic manager. This is despite state sector employment
ng up a shrinking proportion of the total employment since the
?“ly 1980s. For example, in 1978, the year when China adopted its
:PCn door’ policy, more than 78 per cent of the urban workforce
1;ls employed in the state sector. This had been reduced to around
9 per cent by 2012 (see Table 12.1). The sharp decline of em_pk»(;
ment in the state sector, particularly from the late 1990s, was ac?‘;‘;s
Mainly through downsizing, plant closures and privatlsatu()): :ri 1h i
3 part of the state-driven reform. Started in the ea;'ly' ~1;9n9aldng OB
Purpose of revitalising the out-moded and largely l:”“;mc syl
the momentum of SOE reform reached its p';ak in th‘; in 1997. Poor-
Premier Zhu Rongji announced his SOE reform pi Jves out’. In the
; .e years to ‘sort themseive e
Performing SOEs were given three v o8 and 2002, more than 27 million
ensuing five-year period bt{twccn 1998 a
workers were laid off (NBSC 2000): | . s encouraged 0 BFUS
? he private sector al of policy
In the meantime € 1) through the remoY i
) 2001; gaich 2001) ision of financial
(Garnaut & Huang o parriers, and the proyee s o for those
RS d opcrauonal a ’ .t opportunities or
restrictions an ides cmpmym:.m P
; s The sector provide 293
imncentives.




OMPARATIVE EMPLOYMENT RELATIONS

loyment statistics by ownership in urha, and
p

1978 1980 1985 1990 1995 1998 2000 2095

INTERNATIONAL AND C
12.1 Em :
n:f areas (000.0005)‘ )
ru
Ownership type
402
Total
Urban empk)yed pefsons 95
State-owned units 75

Collectively owned units 21

Cooperative units =

Joint ownership units
Limited liability -
corporations

Shareholding -
corporations

Private enterprises =

Units with funds from =

Hong Kong, Macao
and Taiwan

Foreign-funded units

Seff-employed persons 0.15
RUI‘OI emPIOYed persons 3 06

Township and village 28

Private enterprises
Self-em

Numbers foundeq,
(a) Since ]990' da

on : ‘
*and the syp ECOfn Omically active

424 499
105 128
80 90
24 33

- 0.38

- 0.06
0.81 5

318 371
30 70

Ployed persons = g = N8 3 e

. 0 o :
" adjusteq i *MPloyed persong ; E
a ; S in urban al areas have
PopU|ati0n CQnSUSccordance Wwith th d and rur, g

. € data obtained fro Fifth National
SeCtor is oy . aresult, the sum m the Fift

tOtaI. longlnal

of the da

648 681 706 721 758
166 191 207 232 273

104 113 91
36 32 20
= = 1

1 0.53 0.48 0.42

= - 5
- 3 4
0.57 5 10
0.04 3 3
0.62 2 3
6 16 23

473 489 493 489 485

81 g5
15 .
2

21 =38

93 129 125 128 143 -

o8

1N 24 37
29 21 2

Population, the total employed

¥

ta by region, by ownership O
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EMPLOYMENT RELATIONS 1y CHINA

py their state employe
¢ workers. Once m

disp

cal migran

r, new worke
arginal and ";‘r:rﬁf(::rurb;‘.n areas and
due to the ideological clas ginalised in the stage.
jnned cconomy ogical clash between capitalis
o Jlism, the private sector then took a major stake in th m and
This S despite the majority of the firms in this sector being relatively
gmall, lowW technology based and competing mainly on price. Si m."
jarly, foreign invested enterprises (FIEs), and those funded from HOnl-
Kong, Taiwan and Macao, have been given more autonomy to Opcratg
in China sinc€ the mid-1990s, including permission to set up wholl
fo,.cign.owned enterprises. FIEs are no longer required to set up ioin);
sentures as their entry mode. They are also given more autonomy in
Jetermining their employment policy.

A series of labour laws and regulations have been promulgated by
the government since the 1980s, symbolised by the launch of the Labour
1aw of China (enacted in 1995). In 2007, the government increased
its legislative activities and passed three major employment-related
laws to take effect from 2008: the much-debated Labour Contract Law
(amended in 2013), the Employment Promotion Law and the Labour
Disputes Mediation and Arbitration Law. In 2011, the Social Security
Law was enacted. The promulgation of these laws signals the govern-
ment’s renewed and stronger determination to increase the level of
protection of its workforce. Employees are afforded greater power to
seek justice through legal channels when these laws are violated by
employers. In addition, the government has issued regulations, includ-
ing the Special Regulation on Minimum Wage (2004), the Regulations
on Employment Services and Management (2008) and the Interim
Provisions on Labour Dispatch (2014), that are aimed to support the
amendments of the Labour Contract Law (2013) and tighten the use of
agency employment. up

These labour laws and regulations provide a legal framework within
which employment relationships are governed and labour.m‘arkelts
regulated, at least in principle. The primary objective of their Impie-
mentation is to achieve a more efficient and equitable labour marke;-
In parallel, a system for labour dispute resolution was developed. It
has been argued that, with ‘the major exception of freedom Of 550°
Ciation’ th 5 g d by the series of labour laws
i e labour standards established by 1~ hose of cOMPA-

regulations of China ‘are not markedly inferior 10 t

: 7
rabje . 5 . tions’ (Cooney &
Countries and indeed many developed nat lrt:mains prOblematiC

674). How i
. ever, the lack of effective enforcemen : f

) T on failures arc
(Taylor er 41 2003: Cooke 2012). While implementat! the Chinese

2 S 007),
characteristic of all regulatory systems (Cooney 2 % related 1aws,

S¥stem is frustrated by the multiplicity of employment-

€ economy.
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administrative policies issued 4 g

s and
i levels, the ambigue

icipal governmct
¢ instruments and the confusing
an scck to secure compliance

ive regulation
al and mun

of som¢ ol these regulatiy
through which employees ¢

(Potter 1999; Cooney 2007).
In addition, it has been argued that employment-related g

tions arc rargeted prim;lrily at those in the formal employment ¢ ,‘
with formal employment relationships (Hu 2004). There is consid
able ambiguity about whether certain laws and regulations
apply to the informal sector and to workers in informal employm
(discussed further below). Employers also tend to take advantage of
these regulatory loopholes and argue for exemptions (Cooke 2011).
The amendment of the Labour Contract Law in 2013 and the adoption
of the Interim Provisions on Labour Dispatch (2014) are both attempts
by the government to stem creative non-compliance. While the labour
laws carry more legal power, they provide only limited regulation of
the labour market. Although the labour market-related regulations =
have some effect, these regulations, together with a series of other 3 g7

direct
pm\'im‘i

employment-related regulations, are essentially administrative policy ~ wz7®
regulations that have limited authority and enforceability (Hu 2004). 3 ey
A feature in the Chinese laws and regulations is that the central =

government provides a broad framework. It is up to the local govern- E gr
ments to devise their localised regulations based on the national . oy
framework to suit local characteristics. This flexibility is needed in a . N
vast country like China, with significant economic disparities across the | -y

. R

:go:;nzul; the decentr:flisatior? of interpretation and enforcement "

iid dC(Crmin‘; [‘i’(l::O;tlunmes for implementation slippage. The power ;

may be undermine(;) b o;lal go,vc'r"ment officials and labour authorities .' Ry

them may even be Co-(); e priority of economic development; SOme of Yo
pted by employers.

Employers

OV ) . x . &
developed 2néc:m‘;3250€lanons in developed economies, which ar¢. "’ez‘%
ers and fo ide a range of services to their member emploY - "

" M press :
legislation, “-‘mploycm:c groups to influence government policy an

:'-fhtd. The Ching El;s,l ?SSQClations in China are much less well €5
directors ASsociation :"‘Pnse Confederation (CEC)/China Enterpris¢
:::d Commerce (ACH%EDA) and the All-China Federation of Indust? -
w"“‘ciauo"s that the sm) 4re the o main official employc”busmess-
Matives of Cmpluyer;c recognises at the national level as the repf®
interests. Like other major non-gove
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NGOs) recognised by the Chinese government, both
ader the teadership of the CCP.
rate ‘éF ¢ was established in 1979 and the CEDA in 1983. The two
The rgcd into one institution in 1988. The subordination to state
NGOS m:l eans that the CEC/CEDA has limited autonomy beyond state-
coﬂ“f)ln od activities (see Unger 2008 on the relationships between
- ions and the State). Nevertheless, the lobbying power of Chinese
cployers is 6SinG They are able to form pressure groups rapidly 10
ert preSSure on the gov'crrfmcnt if f0fthc9mlng regulations and
policies are likely to have a significant negative impact on their business
ironment. The drafting of the Labour Contract Law (2008) is a good
= je—the final version was watered down from the draft version as
4 result of employers lobbying to maintain flexibility in hiring and firing.
gstablished in 1953, the ACFIC, also called the All-China General
Chamber of Industry and Commerce, is a chamber of commerce with
enterprises and personnel from the private economic sector as its main
component. It is 2 channel for the CCP and the government to liaise
with the private sector, an aid to the government in administering and
serving the private economy. In 2008, ACFIC added an employment
relations function and was recognised by the state as a representa-
tive of employers in national tripartite consultations in 2010. ACFIC’s
espoused functions and tasks include promoting harmonious labour
relations, participating in coordination of labour relations, promoting
social harmony and stability, and representing and safeguarding the
legitimate rights and interests of the private sector (see ACFIC 2015).
As mentioned, the state is no longer as dominant, though it is still
amajor employer in the urban sector. Private firms and FIEs are becoming
major employers too. Employers of different ownership forms operate
in different historical, legislative, economic and labour market contexts.
Their business strategies and employment policies are heavily influ-
enced by the context. Outside the state sector, employment relations are
Sbaped mainly at the enterprise level, and display different characteris-
Ues across various ownership forms, as we show in this chapter.

jsations {

Workers

ovonly has the Chinese government's economic policy triggered radical
= W iits economic structure; it has also brought about fundamental
e&ges ;:‘ the ideological identity and demographic profile of its workers.
fcmonfv mg.es have diverse implications. During the state-plann_cd
ing la,g'll,)emd’ Chinese workers were relatively homogeneous, consist
€ly of employees in urban areas who were employed primarily
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by the statc. The status of workers under socialist China wag & e
as much as it was economic. Workers were rc;,ia'rdcd by the state ae
\masters’ of the country (se€ Sheehan 1999). The term ‘working of

kers from those in rural areas (Peasants), 1

differentiated urban wor : .
former enjoyed a high level of social welfare and benefits. By contrase s

Jatter were relatively deprived. Employment relations in the state secq
were portrayed as harmonious, with workers participating in the deme.
cratic management of the workplace and production activities '
their union organisations and worker representatives.? § k

The reforms in SOEs since the late 1980s have led to profound
changes in employment relationships between the workers and thejr
state employers. An important change is the end of employment security
and the reduction of workplace welfare provision. These changes have
undermined, and in some cases almost ended, paternalistic bonds
between the state employer and its workers. A significant propor-
tion of the labour discontent and disputes has come from those who
have been affected negatively by these changes. However, a number
of SOEs have transformed themselves successfully, and continue to
perform very well (e.g. see Nolan 2001). This is particularly the case
for the extremely large SOEs that are controlled directly by the central
government (yianggi). Well-performing SOEs continue to adopt 2
paternalistic management style, offering even better welfare benefits to
their employees than they once did as a result of the improved perfor-
mance of the enterprise (Chan & Unger 2008).

Meanwhile, the opening up of the economy has attracted millions
of rural migrant workers secking employment in urban areas. They have
played a pivotal role in China’s recent economic development. The
inflow of rural migrant workers to urban areas started in the lat¢ 1980s,
and there are now probably more than 262 million rural migrant workers
engaging in urban employment (China Labour Bulletin 2014). Most ©
ie ﬂ:'al migrant workers have informal employment status, €Ven thou
o e e g s o e e
o e basis. Inferior employment terms and COﬂdf":i’n ct,i‘ 3
P ' security, pay level and working conditions, are 2 dis loy-

re of this category of workers. Most of them have no written €™
ment contract, little training, few rest da social security an¢ = .
health and safety protecti : 7500 . r COndl'
tions and are large] on. They work long hours, live in [c);(l)moan H001;
Gallagher 200s. l.eeyzggomlsed and unrepresented (¢-8- oaid 4%
common, especially 7; Pun & Smith 2007). Delays in gettir8

The ;nfel:?m' eznm 1the construction industry (Cooke 2009, igraf
workers are 2 legap oyment conditions endured by

¢y of the non-egalitarian socialist d¢

| S
- .

= & i o B
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, adopted by the government, in which urban development has
hieved at the _'»‘J“P'f.‘“‘c (’f"fu"‘“] P"l’}‘lﬂ‘i(’"s (e.8. Solinger 1999.
- 2000). Institutionalised discriminative practices continue when
M‘;nl migrant workers enter urban cm.pl(.)ymcm. Although efforts have
:]ccn made by the government to clnmmatc. dnfcnmina(ivc practices
. the 1990s through regulatory and policy intervention, the lack
plOc rehensive legislative coverage and effective enforcement in the
Of'cv::;pand informal sectors means that these workers remain largely
u:Pl‘O(CCted (Cooke 2011).
In sharp contrast to the above two groups of workers is the younger
eneration of university graduates employed in government and public
fector organisations, well-performing private firms and prestigious
multinational enterprises (MNEs). Following the expansion of higher
education in the early 2000s, China has produced millions of university
graduates each year, in addition to thousands who have been educated
overseas. For example, the number of university graduates grew from
212 million in 2003 to almost 7 million in 2013 and a predicted
727 million in 2014 (China Education Online 2013). However, the
prospect of gainful employment has not been achieved by all of them,
so the term ‘ant tribe’ (yizu) has been coined to describe the expanding
force of under-employed or unemployed university graduates.
Meanwhile, the well-documented talent shortage in China (e.g.
Farrell & Grant 2005; Malila 2007; Cooke et al. 2014) means that some
of them hold a high level of bargaining power in determining their
terms and conditions. Enterprises are relying on financial rewards
(e.g. pay rises, bonus and stock options) and career development
opportunities as the main mechanisms to attract and retain talented
and experienced employees (Wang et al. 2007; Cooke 2012). This
new generation of workers—particularly the post-1980s generation
(ie. those who were born after the implementation of the one-child
policy in the 1980s)—tends to have different values and a very different
Wwork ethic from those of the older generation of workers, who were
more influenced by the traditional Chinese cultural values and socialist
Wwork ethics such as loyalty, obedience and diligence. Young graduate
zzployees have little knowledge about the unions (Cooke ?012% and
kecl:(;o !)e more materialistic, with stronger career aspirations and a
¢sire to progress (Arkless 2007; Malila 2007; Cooke 2012).

’(mtcg’
peen ac

Ulllohs

Only . &
isnl) ©N¢ union—the All-China Federation of Trade Unions (AC.FI'U)—
fecognised by the Chinese government. The ACTFU-CCP te dates
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1920s (the union was founded in May 1925) when o

itions served as the party member recruitmeng iy

and provided vital support o (h‘c (IfJ.!"."'}' nlml)il.i.s‘ing .‘""fk.t'rb- Si y
2 o of socialist China, the ACFTL h.l.s~hcunm one of the ¢

lom?(‘ll“l-:’ isations’ that have the function of organising and represe

i | groups, such as women, youth and workers, A disti
feature of these political organisations is that th.c_v have 1o be recognis,
and led by the CCP This institutionalises superior and subordinate rela.
tionships between the party and the mass organisations, depoliticises
the relationship and tries to disguise any conflicts and power strug-
gles between these organisations and the state. Although the relatiop.
ship between the party and the ACFTU has not always been smooth,
attempts by the ACFTU to gain greater power and autonomy have been
suppressed by the party (You 1998; Sheehan 1999). Similarly, attempts
to form autonomous workers’ unions are suppressed, as was the case
during the Tiananmen Square incident in 1989.

The governance structure of the ACFTU branches includes vertical
and horizontal reporting lines. They are under the dual control of the
local government at the lower levels and their organisational branch at
higher levels. ACFTU branches are responsible for liaising with union
organisations at the enterprise level, where they have to win recogni-
tion from employers.

The roles and responsibilities of the unions are set out by laws:
the Trade Union Law (1950, 1992, amended 2001), the Labour Law
(1995) and the Labour Contract Law (2008). According to the Trade
Union Law (2001: Article 6), ‘the basic function and duty of the trade
unions is to safeguard the legal rights and interests of the employees.
While upholding the overall rights and interests of the whole nation,
"adff unions shall, at the same time, represent and safeguard the rights
anq interests of employees’. Article 7 further stipulates that the ‘trade
R R L
work assignments co .KCII\-’C e e improve
their ideological th nSClCntlously,.educate B e.m e wf lssion:ﬂ.

scientific ang Cultuor:lghts aflfi ethics, tec.hnologlcal and pro Cm i
ideals, ethics, educati qualm?s’.al.]d ,b Rkt guaplonss

ACCording & 1 ar<::1 flnd discipline’. .
unions fall within the ‘an; (1.98,9: ,78) fypologles, ‘[hc C
carrying ou[a‘deCiSinUt ontar.lan category as.the state i
Production an g )fsu‘bordmate role’ that is ‘concernc

ction’. The unions’ primary responsib

State (Marti
n : ;
: 1989), the interests of which are not necessar!

Wl[h [hOSe
of the workers. Under the socialist system, in which
300
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. and the workers are perceived to share the same interests,
employe” © nain functions are to organise social events, take care of
(he uni© elfare, help management implement operational decisions,
work‘"” ?:;" (raining, raise employee morale and coordinate relations

ise :nanﬂ gement and workers (Verma & Yan 1995). They carry out
functions effectively by acting as a ‘conveyor belt’ between the
theee d the workers (Hoffman 1981). The way the ACFTU is opera-
QCP a;'s‘c d has led to questioning by global union organisations, labour
::i:.emem activists and scholars about its legitimacy as a genuine union
(g Taylor & Li 2007).
since the mid-1990s, when SOEs shed millions of their workers, skill
wraining and assisting laid-off workers to regain employment have been
wo major functions of the unions. With the growth of new ownership
forms outside the state sector and the concomitant social welfare reforms
in the state sector, the welfare role of the state has been diminishing. The
formerly relatively harmonious management-labour relations have been
replaced by relations that are characterised by conflicting interests, more
disputes and increasing inequality in contractual arrangements between
apital and labour. However, the role of the unions—or, more specifi-
ally, the union officials’ perception of their duties—has not changed
sufficiently to reflect the new reality. Union officials generally lack the
resources, power, skills and legal knowledge to fulfil their collective
bargaining role and to defend their members’ rights (Warner & Ng 1999;
Cooke 2012). They are often ineffective in representing workers’ inter-
&1 against management prerogatives, and sometimes even side with
Management (e.g. Clarke 2005).
_ Nevertheless, the ACFTU is the largest national union confedera-
tion in the world, measured by its official membership (Warner & Zhu
fx?gl}?) As shown in Table 12.2, union density has been consister.ltly
Orga;lizt more 90 per cent, since 1990 in workplaces wh.ere union
iSationsal;,ons are established. The number of grassroots union organ-
Rl timge uas' grown .subs‘tantially since 2009. So has t.he r}umber .of
Petiod of :'OF officials in union branches, after exl?enencmg. a l?nef
Underyen, :c ine between 2001 and 2004 when‘ union organisations
Sector l'eformpe;Od of restructuring and downsizing as part of the state
i Workplac.e ;:Vel'theless, the high level of membership in umf)n-
tablishes is as not bro.ught real power to workers. Once a union
ost manda[n a“ enterprise—particularly in the urban sector—it is
The maiorior} for nt§ employees to become members. '
bﬁshing 2 ty of studies on the Chinese unions have taker? :.1 union-
TePrese ‘PProach, highlighting their inadequacy in organising and

Nting w, o : ;
8 Workers’ interests. Much less attention has been paid to

..

petween

IS ey
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ble 12.2 Enterprisc union membership
Table 14. A

Grass- Female Female Union
roots

nions Employees employees Members members  density
(000s)  (000s)  (000s)  (000s)  (000s) (%)

Year

1952 207 13,932 - 10,023 - 71.9

1962 165 26,671 - 19,220 -~ 72.1

1979 329 68,972 21,717 51,473 - 74.6

1980 376 74,482 25,186 61,165 - 821

1985 465 96,430 35,967 85,258 31,492 88.4 381

1990 606 111,569 42,910 101,356 38,977 90.8 556

1995 593 113,214 45,153 103,996 41,165 91.9 468

2000 859 114,721 45,345 103,615 39,173 90.3 482

2005 1174 159,853 60,163 150,294 55,748 94.0 477

2006 1324 181,436 67,193 169,942 61,778 93.7 543 ‘
2007 1508 204,524 74,945 193,290 70,422 94.5 602 j
2008 1725 224,875 81,688 212171 77,738 94.4 705 :
2009 1845 245,353 86,526 226,344 82,484 93.3 746

2010 1976 253,454 92 gg 239,965 88,715 947 864 :
2001 2320 273,047 102112 258,851 97,636 948 998 i
2012 2663 293 715 110,145 280,213 106,110 954 1079 ]
y
:

Note: Since 2003, statistical coverage of the number of grassroots unions has

been adjusted. [Original note in NBSC 2010.]

Sources: Compiled from NBSC (2010: 885; 2013: 927). i

:ll:)‘i]:';sr]t:lm[lt::r;al en.vir-onment in which unions need to gain rec?gni-
at the opemﬁolr\]’:lrsllfyu;g Organising strategies deployed by the ACFTU
the few eXceptions ;ve. Kim et al. (2014) and Liu (2010) are among
Pressure perspectiye "ing on a large dataset and a dual institution g
tion by foreigy MNE- s Ctal’s (2014: 34) study of union recog“e
likely to recognise S in C.hma concludes that a foreign firm is mf)rn
is high in i Nions if the legitimacy of collective representatio

country anq «jf itis located in a Chinese city Wher®
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yn is prevalent among Chinese-owned firms’. Similarty
un“mm(l: 3()) Argues that the ACFTU is not a monolithic nrgzmisam,,:.
,id 'th.cft' is considerable variation within ACFTU in terms of l()cai
ins*” ', anising strategies’, and different patterns of organising may

union ¢ KPR equences fi
e wastly different consequences for the future of trade unions and

collective pargaining in Chh"\a‘. .

A small number of studies provide a more balanced assessment of
the ACFTU. For example, the senior leadership of the ACFTU has been
regarded a5 instrumental in pressing for collective regulation in labour
estation (Clarke & Pringle 2009; Taylor & Li 2010). Similary, Chen
(2007: 65) acknowledges the ACFTU for ‘its effort to promote the pro-
bour legislation’, particularly in drafting the Labour Contract Law and
the Labour Disputes Mediation and Arbitration Law. In addition to their
legislative role, unions also have a direct economic impact, particularly
in the enforcement of mandatory social insurance, although evidence
sbout union influence on pay is inconclusive (e.g. Yao & Zhong 2013).

THE PROCESS OF EMPLOYMENT RELATIONS

Collective consultation and collective contracts

The notion of collective bargaining was first introduced in employ-
ment relations in China in the early 1990s, after the Trade Union Law
(1992) authorised unions at the enterprise level to conclude collective
contracts with employers. The state prefers the term ‘collective consul-
ttion’ rather than ‘collective bargaining’. It holds that consultation is a
more constructive approach than bargaining, as the former conforms
10 the Chinese culture of non-confrontation and conflict avoidance. In
1994, the Provisions on Collective Contracts was issued by the Ministry
of Labour, which provided detailed regulations to support the collective
Zggmm provision outlined in the Labour Law of 1994 (see Taylor et al.
the 3; Br9wn 2006 for more detailed discussion). Unions have. been given
e (;-Tm al role of representing workers in consultation with employ-
thc- s is position of the unions has been reinforced and exp.anded 12
Pm“:bSCQUem amended Trade Union Law (2001) and the 1mpr(1)vc9:~i
""rsiol:ns on Collective Contracts (2004), which supcrs.edcq thlc 9“:-
sent cﬂ; Alccf)rdi'.‘g to the Trade Union Law (2001), 2 unlnon' ?h:llo ;ctr[: i
Matters lt)h::cccs e “Cgotmtion and Slg,.nlng of a col ecui\:dUde -
e be concluded in a collective contract may o5

"8 time, rest breaks, vacations, occupational safety and health,
m”)‘(‘)ng,' insurance and welfare. In addition, local Jabour authontle§ are

nsible for facilitating and monitoring the consultation process:
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f this tripartitc consultation System

. nt O

ishmen . . HoNs and ente -

. . ernment, uni ‘ Chlerpriges

. yw the gove N
hanism f¢

2l dialogue and L‘()(;pcr;'uinn in ('unr«-hn;lllng ,
strengthen ’(,)“'l .nts have been made in the period singe this sves
relations. A(‘Il'c‘,‘;n‘:-:,licc(i\'C contracts are widening to cover a
was implemented. € standards, though pay remains the major j
of aspects of labour l]«‘"l'U is also pushing for collective contracr

7hane 2006). The AC i oy . : 3 L
([h‘l'l::’c ‘lzz(i)rgc)covcragc. such as region-based and industry-wide collec.
pr()\'l :

The establ

important mec

tive Con.tf::::s.[herc is still scope to improve the collective Contrace
systc"::lml;at ;las been ’dcvelopcd éi'ncc‘ [h? :ate. 19995 (‘Brown ‘?006;
Clarke et al. 2004). The collective consu tau'on System does ngy
provide an independent framework for regulating employment rela-
tions. Most collective contracts are standard agreements made between
the employer and the union without the direct involvement of workers
or any real negotiation process. Where there is collective bargaining j;
takes place mostly at the enterprise level. The government is trying to
promote industry-based bargaining, or multi-establishment bargaining
for enterprises (often MNEs) that have operations in various parts of
China. But region-wide or nationwide collective contracts may be too
broad to reflect local needs. This gives managers an excuse to ignore
local union representatives (Cooke 2011). Wal-Mart (China) is one
example (China Labor News Translations 2008).

Resolution of labour disputes

& our dijg ut : ;
;ned_'aﬂon, arbitratign e ““Solution sygien consists of three Stages:
le led degc ption - litigation (see Taylor et al. 2003 for a more
foace in the ¢, ) riée ediation jg the initig] procedure; it usually takes
Mmityee Consjgy; go > SICiThe dispute occurs through a mediation
P re I . T
Union ¢, thirg Presentatiyes of the employer, the employees
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e through consultation and voluntary
uraged by the state. Any agreements
g. If this approach fails,
he Labour Dispute
ommittee will

: he disput
i ) ach enco
cdiauo,h‘s‘stage and peyond are legally bindin
e he tWO parties in dispute can apply tot
1T Committee for resolution. An arbitration €
Arb ,u-auonrmed to arbitrat¢ the dispute. A dispute €as¢ can also be
e Pc dodirectly to the arbitration committee without going through
SUbfm-q:J stage of mediation at the enterprise level if it is felt that medi-
e o settle the dispute. However, a dispute casc will not

qtion iS unlikely t : s
beaccepted for lawsuit until after it has been through the arbitration
procedure- Cases resolved by the arbitration committees arc classi-

| fied as being settled by mediation, arbitration or other means. If either
party is not satisfied with the arbitration ruling, then the case can be
appealed at the local People’s Court. At each stage, emphasis is made
on resolving the conflict through negotiation, mutual understanding
and voluntary agreement between the parties directly involved. Labour
disputes are categorised as individual or collective disputes.
several characteristics have emerged from the rising trend of labour
disputes since the adoption of the Labour Law (1995), which peaked in
2008 and 2009 following the enactment of the Labour Contract Law and
the Labour Disputes Mediation and Arbitration Law in 2008 (se¢ Table
123). First, the number of labour disputes accepted by the arbitration
committees at all levels had been rising in the 2000s before starting to
gf:i‘(’;e from 2910: This is due to the strong promotion of mediation by
—— 'elfo maintain a harmonious society, sometimes by forcing arbitra-
{\swelig Il‘v:sauofns back down to workplaces for mediation (Cooke 2012).
P be:e from Ta'ble 12.3, 'thc proportion of cases settled by media-
0715 47 n m‘creaf»mg steadily since 2007, from about 35 per cent in
Pl per cent in 2012. In addition, a substantial number of cases
kn mediated outside the arbitration system. Nevertheless, We do not
oW the level of satisfacti S ys Y R
nvolved, which coul ction w'nh mediation and arbitration of those
Sooond. - cou d. assess their relative efficiency and effectivencss.
‘ontract haye by: social insurance and termination Of employment
U0n of cases wOLe" the major causes of disputes. Third, the propor-
Proportion of “_bY workers appears to be signiﬁcantly lower than the
tcline, from 4?568 submitted by them, and appears (o have been in
nly 33 pe per cent of the cases being won by the workers in 2007
Y employ, £ cent in 2012. In comparison, the decline of cases won
Of the .. ™ has been much les -
le €ses being won b uch less pronounced, from about 14 per cent
Wnrkn addition ¢ [:. y employers in 2007 to 12 per cent in 2012.
TS rely on oth e official labour disputes resolution system,
other channels to voice their grievances and seek
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Table 12.3 Number of labour disputes and settlements

i 2007 | 2008 | 2009 | 2010 | 2017 | 9

Cases from previous 25,424 | 33,084| 83,709| 77,926| 42,308
year

Cases accepted in 350,182 693,464 | 684,379 | 600,865 589,244
current year

Collective labour 12,784| 21,880| 13,779 9314 6592
disputes

Cases filed by workers| 325,590 650,077 627,530 | 558,853 | 568,768 620,849 |

Cases by cause of dispute
Remuneration 108,953 | 225,061 | 247,330| 209,968| 200,550 225,981
Social insurance 97,731 - - - 149,944 | 159,649
Change of labour 4695 B - = & A
contract
Termination of labour| 80,261 | 139,702 43,876 31,915| 118,684 | 129,108
contract
Workers involved 653,4721,214,328 11,016,922 | 815,121| 779,490 | 882,487
Collective labour 271,777 | 502,713 | 299,601 | 211,755| 174,785 231,894
disputes
Cases settled 340,030 | 622,719 | 689,714| 634,041 592,823 | 643,292
Cases settled by means of settlement
Mediation 119,436 | 221,284 | 251,463 250,131 | 278,873 | 302,552
Arbitration lawsuit 149,013 | 274,543 | 290,971 266,506 | 244,942 268,530
Others 71,581 126,892| 147,280| 117,404| 69,008| 72,210

Cases settled by result of settlement

Lawsuit won by 49,211
employing unit
Lawsuit won by 156,955
workers

Lawsuit partly won by| 13 ol
3,864 | 265,464 2,954 | 350,652
both parties 339,125| 319,565| 32 4

Cases mediated

80,462| 95,470 85,028| 74,189| 79,187

276,793 | 255119 229,448| 195,680 213453

1519 212937|
02| 237,283| 185,598 | 163,997| 194,338| 21297

from NBSC (2010: 885; 2013: 927).

Sources: Compiled
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o example, letters and petitions (Thireay & Hua 2003)
¢ industrial actions, and street protests, which are often sp(;n:
318 (Chan 2001; Chen 2003; Gallagher 2005; Lee 2007). Official
on labour disputes reveal only a partial picture, The precise
et of labour disputes, industrial actions and street protests, and
';: (otal number of those who are involved, may not be recorded.
:\nothc ¢ development in is industrial action—driven collective bargain-
ing, €5Pe cially in MNE-funded manufacturing plants such as Honda
(Nﬁnhai) and Foxconn (Cooke 2014; Elfstrom & Kuruvilla 2014). Nego-

iations take place after strikes (see below).

'uslic
workpmc

aneot
stﬂ[isncs

Labour market flexibility

The key features in the labour deployment strategy adopted by enter-
prises in developed economies to combat labour and skill shortages
and the pressure of global competition include temporary employ-
ment, job sharing, annualised hours, and part-time and seasonal work.
Chinese labour market flexibility is achieved through the rapid expan-
sion of the informal employment sector, including agency employment.
The primary motives are cost savings (from employers’ perspectives) and
the creation of employment opportunities (from the government’s per-
spective). China has been experiencing a change from a rigid internal
labour market dominated by the state sector to an increasingly informal
and unprotected labour market since the mid-1990s. Redundant SOE
workers and former rural migrant workers constitute most of those in
informal employment. Increasingly, though, university graduates are
also joining the informal employment ranks through a variety of job-
Placcment schemes (e.g. internships, trainee schemes, long probation,
‘I-Sourcing, agency employment) innovatively introduced by employ-
E:;:eo ‘_“'Oid formal employment commitments. The main Cfluses of
n (;SIIY gl‘a(.iuates’ unemployment, un.der-empl.oyment and l.nsecu;c
absenc);mcfn‘t 'mclude the rapid expansion of higher cducau?n, the

T o bkl.lls sought by employers and a lack of work expenfenct.?-
,-m,esme]:pe'f'"g up of the economy to the private sector a-nd-t 2:::52
e Nt since the mid-1990s, and the govemment's prli)l:l 1 .
of ecOnmeljeSts of capital rather than those of 'labo_ur in the .mter_ctt‘es
ACrogs d?;"c dCVle)pmcnt, have led to widening 1.nc.omefﬁdl_S[;a[§ll:as

en rec():(riem social groupings and regions. The Gini coe ]i::) g
1993 itehd to be above 04 (the intematlonifl wam;;g il
(2013 Chi - S}Jb'Sequently increased. According to ; i

' Ina’s Gini coefficient was 0.474 for 2012, having peaxc

0.497 ; : ¥
lin 2008, Low wages for workers with undifferentiated skills have
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INTI
ain cause of income disparities. Li et al.’s (20] iy
; representative China General Social Survey dagg « ‘
evel of under-payment was almost 44 per cent in
antially higher than generally eggjom,

| peen am
| the nationally
averaee |

that the average level OF URCE

| period 2003-08, which is subst

in developed economics.

Employment agencies
Accompanying the rise of informal employment has been 5 signifi. g
cant growth since the mid-1990s in the number of employment agen-
cies tailored for the lower end of the labour market. Despite being
around since the mid-1990s (Xu 2009), employment agencies rep-
resent relatively new institutional actors in employment relations,
Most employment agencies and job centres have been set up by, or
under the auspices of, local governments to provide services at the
lower end of the labour market. In 2001, there were nearly 27,000
employment agencies, 70 per cent of them funded by local govern-
ments at various levels as part of the multi-level employment services
network. By 2009, the number of employment agencies had grown to
more than 37,000. The number of employees working in employment
agencies had increased from fewer than 85,000 in 2001 to 126,000 in
2009 (NBSC 2002, 2010). This significant growth was a response to the
large-scale downsizing in the state sector, the inflow of rural migrant
workers to urban areas to seek employment and the growing number
of unemployed school leavers and university graduates (Li et al. 20006).
el More importantly, it was an opportunistic growth that stemmed from
| the enactment of the Labour Contract Law in 2008, While the objec-
e ::)VCW of lt(he law was. to offer a greater level of employment prqtectiot;
long.(s)z l-‘firs, an unintended consequence has been the dismissal 0
by :ft e?PIOYCCS, stopping recruitment and the use of agf?hcz
boue Con[r; ooke 2012). This necessitated the amendment 0 o

HSk006 05 Tal ;t LaV‘V in 2013 and the introduction of the Interim
Accordin :J ; of T 014), : f 1995,
employmemga © the Employment Agency Regulation © bl
e noﬂ-proﬁt.i‘:';{fles established by local labour authormesels.p e
unrelated o ghe au:lhg : ?N.hereas those set up by pAIvALe e‘:)[n-pfo (-
ing. Most emp] orities can be either profit-making or peyond
the price ge by tﬁ Oi'mem agencies charge service fees,.Ofte"ve :)ceﬂ
Criticised fo. their li 1? €al authority. Employment agencies h%n ormd”
tion anq ability ¢, . Of. professionalism, up-to-date market !
Market SCrvices, T ¢oordinate varioys organisations related t© orly

308 - €Ir training function js under-resourced an



 om TG ————

EMPLOYMENT RELATIONS IN CHINA

ning content is out-dated, and fails to reflect what
quipP© eded by employers (Li 2000). The legitimacy of employment
§mos n; labour market brokers is also questioned by job seekers (Li
lgcnclt‘\:u 2003). Despite all these limitations, employment agencies
2003 creasing role in the labour market, and agency employment
play an 1 . employers’ staffing strategies. It remains to be seen how
jorms @ P mendment of the Labour Contract Law and the Interim

eﬁCCtivc the a ; . .
provisions on Labour Dispatch are in offering an enhanced level of

protection to workers.

The rising level of labour disputes and workers’ bargaining

power

A key feature of employment relations since the mid-2000s has been
the increasingly public and high-profile protests and strikes under-
taken by workers to seek justice in both the public and private sectors.
According to the ACFTU, there were nearly 10,000 collective disputes
in a year, including strikes, go-slows, appeals and demonstrations
(Lu 2010). Similarly, the China Labour Bulletin (2014) recorded nearly
1200 strikes and worker protests between mid-2011 and the end of
2013, These actions included high-profile strikes organised by workers
secking improved terms and conditions in MNE establishments in
various major cities; protests from taxi drivers over high costs, camber-
some local government regulations and enterprise charges; protests
from teachers in remote regions over pay arrears; and protests about
poor terms and conditions of sanitation for workers hired (some via
subcontracting) by local governments.
G ui*;'tcsc levcnts -are.ofﬁcia.lly referred to a§ ‘.mass inciden.ts’ to disg\fise
partly rgf)l ay their (.hlsruptlve z.md antagonistic nature. iI'h.ns euphemism
e o, :itits traditional Chinese cu.lrure, characteristic of confr.oni
deologica] dance and hal.'mony-seekmg. It al‘so rcﬂect.s a ‘polftlca
denied oy emand to maintain stability. The rlght‘ to strike is nelthc(;'
ACFTU doe granted in the Chinese labour laws. ’Ih.e state--contro.lle
re degly wisui1 (;,t have the right to organise industrial action. Strlll]ces
Merge in the bY‘ local governments pragmatically as and when they
I devegs adbcnce of lggal guidance (quke 2013). e
Ofganiseq WEE cconomies, industrial action us.ua.ll)' filkCS p a;e .
Breemen b ts following the failure of negotiations .to r'eaz h'a
N receny }',Ca;_‘cgntrast. such attempts at dispute resolfmon in m:jl
Protegyg taki s have occurred in the reverse order, with stnke§ zfn
hag en 3 08 place without any forewarning and before negotiation
Uempted to settle the dispute. These spontaneous events
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isc, union and government by g, Mise
often take the cmcrprlls:); l[l;::::\ulrc “!'l] i ‘w,‘" d
an (-nn.rmnu..\ ‘_'::::)‘lil(l)‘n rapidly to avoid contagion (( 00k 10]5)4
oo “.m»l - ?lj ;m(.‘s(i(‘ private sector, a diverse range of :

Within d;.‘\ ( ,(mc,;( and power wrestling with Proprieg
sl :w;ﬂh‘ and on a day-to-day basis—has been foungd,
o &-l:('m\‘ ;Ic slack attitudes, low ctficiency, Materig]
inCIUdcv‘~ ﬁs‘);:b:n;\gcl, a ‘I()w level of organisational ci(izcnship beha
go-isl‘o‘}:i“'t; level of negligence (e.g. Liu & Yuan 2095; Cooke 2013,
i 1;1 » ibovc instances of confrontational industria] aCtion ang ¢
cxprcs:ions of discontent suggest that (;h_inese workcrs: are f'}cfcasmgiy
becoming aware of their rights and willing to advar_ue th‘t:lr intereg
through self-organising and other fonps of expression. They are T
powerless, although many workers still have POOr terms and congi.
tions of employment (Cooke 2013: also see Box 12.1),

Labour NGOs, including international and domestjc ones, are
emerging industrial relations (IR) actor.s, and have been playing 5
growing role, particularly in southern China. The).' have been develop.
ing the rights awareness of workers and facilitatmg Pay negotiations
and dispute settlement. In some cases, they have been pivotal in strike.
driven collective bargaining (e.g. Cooke 2012; Lee & Shen 2011).

BOX 12.1 HONDA (NANHAI) STRIKES |
On 17 May 2010, a high-profile
1900 workers and interns in th

Plantin the pegy| River Delta reg

strike took place, involving some
¢ Honda (Nanhai) car component
ion of south-eastern China. Striking

antial pay increases, better pay and
s for student interns who were one-third of the work-
ity and, most importantly, a union to be clected
kers at the plant. The strike. whu.‘h
aralysed Honda's whole operation in

s . . 1 o l
© the ‘just-in.time’ Production mode, ended in a tot

Lo on
» Whose workers also went on strike a"'d i i3
H Wage increases, Workers' Successful industrial actions
- ONda haye g, inspired the
i

: s
i counterparts in other foreign plan
a and Hyundai, 1o follow suit.




well equipped to handle strik
' union’s attitude changed as the strike went on, and it becam

ally led by two workers: they were later sacked
n refused to send representatives (o negoti-
by Honda- ement for fear of being singled out for reprisals. They
e with masks and uniforms to conceal their identities during
action. Young and information technology (IT) savvy,

used internet chat rooms and other social networks
maintain communication. As the strike

atinued, the workers not only developed higher consciousncss
; (he importance of having a formal organising body through the
setting UP of a democratic union in their factory, but also employed
professor Chang Kai, the influential Beijing-based IR scholar, as their
« adviser to guide them through the negotiations with manage-
ment. Honda (Nanhai) raised wages three times in 2010 as a result

of the collective bargaining between the workers and the company.
When the strike started, ten union officials tried to shut down
the workers' picket line, although a thin apology from the local
government was made afterwards (Watts 2010). T his suggests that
nding worker rights was the main

peacekeeping rather than defe
priority of the unions. It also showed that the local unions were not

es. Under heavy public criticism, the
e more

workers the

worc
he strike

workers
:f;e e the strike and

' proactive in facilitating the negotiation process.
ght the

! the gov &
government and unions to broker deals,

less
i the success of such worker-led collective bargaining,

SUpport :
. of state institutions and other actors. In many ways,

The Honda (Nanhai) case and other similar cases highli
growing mobilisation of labour activism in channelling worker
ﬁfmflnds and the impact of worker-led collective bargaining.
owever, these achievements have been made possible with the

support of other key institutional actors, including lobbying by
and the involvement

2011). Nonethe-

of medi
media, scholars and other pressure groups (Xie
facilitated

:’P‘:)?r:’t‘:;—c:icmd representatives rather than state- Of eflt.erprise-
take place onllon officials, suggests that effective bargaining can

y when workers play an active part in it, with the
go‘,'(fmment-s REX q ; . the
disputes feﬂccéo?:'".uln'g ,onlvement in dealing with lal?our
“0d the low Jey, ; ¢ institutional inefficacy in dispute rc:solunons
(Cooke 2013, ¢l of confidence from the workers in this system

S"‘"’ceg ,
¢ Chi
i0a Labor News Translations (2010); Martin (2010); Watts

| (Zl)](,)‘
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CONCLUSIONS

Employment relations in Chin.u huyc undergone signific
during the process of economic reform, n()l.ilbl}" in hoy
of workers are defined, challcngcd and defended. ¢
employment relations are diverging across differeng OWnergh;
sectors and groups of workers. This is a tren that reflects g,
developed economies in spite of fundamentg] contrasts thy, re
in particular, union independence and strength. Dye
representational strength of the unions and employers’ ..
employment relations are shaped largely between the employe
workers, with the majority of workers having little bargaining Power
Where changes in employment practices are taking place, these oﬁm'
follow employment-related laws and regulations. The role of the stzpe
therefore continues to be crucial in shaping employment relations,
However, despite the government’s desire to create a more humanisc
employment environment for workers through tightening legislative
governance and a more harmonious society, the intended effect of laws
and regulations is not always achieved. Employers continye to find
ways to bypass legal constraints. Many workers may tolerate explojt.
ative employment practices for fear of job losses, while others mobilise
their bargaining power to advance their interests.

Unions are active mainly in the state sector, and in private enter-
prises that have strong government ties, although new initiatives of
organising—such as special unions for smaller enterprises, commu-
nity unions for the unemployed and project unions for construction
sites—are promoted to organise those outside the state sector. Unions
largely play a welfare role, which is inadequate for representing those
in the private sector and those working in poorly managed SOEs. .lt
is therefore not surprising that the level of disaffection with unions is
high among SOE workers, who have experienced radical changes ““,h
vorsened employmeng outcomes. The level of union identification is
lf’W Among rurg] migrant workers; this reflects their unmet repr eser{::
:::Z:Ze‘?; ;l" comparison, public sector employees are HLOF ‘; ; ‘;g‘;g ."[ ;
this secroy. - lnl their demanfis for, the welfarf: role of t end are less
Challengeé bmtl;1 oyment relations remain relatively stabl;f, ao - for the
Unions tq im;ros m;d-(et cconomy. And there is plen%’ 102)SC ’

More broadly etl:eelr l(fwelfare) functlons. ! 2 ues .as it reflects
both the 30V6m1;1e Wellare role of thfe unions contin : ;gmpl oyment
felations anq 'S ideology of building harmoniou ¢ patern®”
i © raditional Chinese culture. Benevolen istics Of
and harmony are some of the key Chamdenlation&
Which fearyre prominently in workplace €

ant ¢y
(h(' n

ls@, collectivism
Inese Culture,
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kplace plays an important role in providing social bonding

wap WOI 2 PR ‘ : :
the ¥ o develop and maintain a harmonious relationship among

vities — .
:1ctl‘l0vecs and between employers and their workforce. The provision
f pm [;lo)'ec welfare and employee entertainment is traditionally seen
e

oy the Chinese as an important iggrcl(]licm to improve t-hc morale and
| mitment of the workforce fm en afm?e the p.roductlvity of the firm
& oke 2012). Unions help with organising social events and provid-
i::the welfare role r(-equirefi to improvc the working and family life of
employees. This role is pamculz?rly important when the HR function in
he majority of Chinese enterprises is underdeveloped.

1o some extent, the ideal form of employment relations promoted
by the government—one that is influenced by Chinese culture—can
he compared with the neo-pluralistic approach to contemporary
employment relations promoted by certain scholars in more devel-
oped economies. It is an approach that emphasises social cohesion and
siresses the importance of social values over interests, cooperation over
conflict and trust over power (Ackers 2002). There has been a diversifica-
tion of unions’ constituencies; this is consequential of the growth of the
market economy. The changing context presents opportunities as well
as challenges to the unions. It requires them to adopt different roles and
organising strategies, especially at local levels, to address diverse needs
and interests if they are to maximise their continuing potential.
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A CHRONOLOGY OF CHINESE EMPLOYMENT RELATEED

1949
1950
1966-70

1978

1992
1992

1993

1994

1995

1997

2000

2001

2003

2003

2003

Founding of socialist China, ruled by the Ccp
Enactment of the Trade Union Law.

Chinese Cultural Revolution, during  which o odi
activities were slowed down or stopped, with the nagl
cconomy on the brink of paralysis. R 2
Beginning of China’s o;;;cp door economic policy, which o
led to the growth of FIEs and private firms wih
employment policies from SOEs.

Enactment of the Second Trade Union Law.
Southern Tour by Deng Xiaoping, the architect of China’s
market economy; he gave a speech that endorsed the role of
private entreprencurship, leading to the rapid growth of the
private sector, which has become a major employer.
Enactment of the Enterprise Minimum Wage Regulation,
which first set the monthly minimum pay for full-time
workers.

Ministry of Labour issues the Provisions on Collective
Contracts, which provided details of the collective contract
system outlined in the Labour Law.

Enactment of the Labour Law—the first major piece of
employment law in China.

Beginning of the radical restructuring of SOEs, which led to
millions of workers being made redundant.

Ministry of Labour and Social Security issues the Collective
Wage Consultation Trial Implementation Measures, requir-
ing employers and workers (represented by managers and
unions) collectively to consult about pay.

Amendment of the Trade Union Law. China joins the World
Trade Organization, which intensifies competition and puts
pressure on Chinese enterprises to change their business and
employment practices. ’
Premier Wen Jiabao and President Hu Jintao take office; this
marks the beginning of the pursuit of an economic develop"
ment policy that emphasises social justice, social harmon}
and environmental protection instead of the efficiency-driven
¢conomic development policy of their predecessors. '
Premier Wen Jiabao initiates a government-led camp-mg'::
in an attempt to solve the delayed pay problem Cﬂdcmlf ; 3
industries employing primarily rural migrant workers—¢sP€
cially the construction industry.

The ACFTU launches a drive to recruit rural mig
members; it also leads the campaign to put pressure of
10 recognise unions.
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