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Abstract 

This research exaniined three main factors affecting the occupational rnobility of 

college/university educated people (personnel) within the context of contemporary China's 

emerging labour market: the ownership of the work unit, graduate cohorts, and family 

backgrounds. Data collected fiom a sarnple of univeeity graduates, aged 22 to 56 in five 

Chinese cities (N = 360) were used. It was found that: 1 )  the emergent labour market is 

segmented by the differences of ownership of the work unit - the state sector is relatively 

closed and the non-state sector is quite open; 2) ownenhip of the work unit is the most 

important structural factor that affects the channels of job change; 3) patterns of personnel 

mobility show remarkable cohort characteristics, which reflect both the processes of 

sociaiization during their formative years as well as the effect of different employment 

policies and opportunities; 4) family backgrounds have a great effect on occupationai 

preferences and employment; meanwhile, the effect is conditioned by both the structure of 

the labour market and politics. These fmdings suggest that the interplay between the 

socialist political system and the market economy has significant implications on 

personnel mobility and the social stratification in China both contemporary and for the 

future. 
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Chapter One 

Introduction 

The People's Republic of China is on the way to a social transition fiom a 

completely-centrally planned economy to a socialist market economy. The emergence of a 

labour market is changing the traditional job allocation system, the ownenhip of personnel 

by the work mit, and the patterns of personnel mobility. As it matures, the reformed labour 

market structure will have direct effects on oppominities for occupational mobility that are 

independent of the effects of individual characteristics. It is the relationship between the 

structure of the new labour market and the characteristics of personnel mobility that I shall 

explore in diis study. The data, drawn from a survey with a self-administered questionnaire, 

were used for this research. 

The concept of "labour market" used in this papa refers to the "arenas in which one 

or more of the foiiowing are similarly çtnictured: employment, movement between jobs, 

development and differentiation of job skilis, wage differences (in their own right or as 

functions of skills, social statu .  experience and other detednants)"(Althauser and 

Kalleberg, 198 1 : 12 1). In this sense, there was no real labour market under the system of the 

centrally-pIanned economy. 



The term "personnel mobility" is derived fkorn the context of contemporary China's 

econornic transition. "Penomel," in China, refers to those who have post-secondary 

education. a group which makes up only a small portion of the population.1 "Personnel 

mobility" in this thesis ~ f e n  to job shifls or occupational changes of personnel, no matter 

whether the movement is vertical or horizontal. lob changes among college/university 

graduates are more fiequent than among their age peers who have not completed pst- 

secondary education. Since a college/university graduate is automatically granted a state 

cadre status2, ard the system of personnel management is a key part of the Chinese political 

structure, personnel mobility has characteristics which are different fiom those of other 

groups of workers. 

When China's economy was completely state-planneci, both the number of students 

recruited by colleges and the allocation of empioyment of the graduates were strictly 

included in the state plan. This job allocation system had its both positive and negative 

aspects. While it guaranteed college graduates employment, it gave hem littie, if any, 

freedom to choose their occupations. Furthemore, dong mith the job allocation system, 

I According to a I O  per cent sampling data 60m the Chinese census of 1990. the number of graduates of 
college accounts for about 1.38 percent of the population (Li, 1993230) 

' A state cadre natus is one of the social statu systems in China. For details. see section 1.2: '.Job Allocation 
System". 



came the ownership of personnel by the work unit (drmwei)'. This situation meant that 

employees could not change their jobs without the permission of the work units - and in 

fact "fixed" personnel in theu job posts for life. Therefore, the rate of personnel mobility 

before 1980 was extremely low, except for penods following certain political movements.* 

With the development of China's pst-mao economic reforms, the inadequacies of 

the old system began to emerge. While the country as a whole does not have a large enough 

educated workforce, personnel are often overstocked and wasted in some work units and 

departments because of many barriers to move within the system (Tang, 1994). In any case, 

the recent economic reforms both demand fkee personnel mobility and provide 

oppominities for personnel mobility. In fact, in recent yean quite a few worken have 

changed or intend to change jobs. Therefore, personnel mobility has remained a "hot topic" 

in the Chinese media since the rniddle of the 1980s.' 

What are the mechanisms and the factors governing personnel mobility? How do 

they affect job shifts or occupationai choices of personnel? What are the motivations of 

See section 1 . 1  : "Damuei and ownership: the relationship baween the damwi and its employees." 

' During the Maoist em, there were many large scals political rnovements which involved millions of 
university-educated people - personnel. For example, in 1957 Anti-Rightists Movernent, a large number of 
ir.tcllectuals were forced to change jobs. Some of them were sent to the countryside to undergo "thought 
reform" by do hg heavy manual labor. 

5 For example, the Chinese govenunent announced that Hainan Island, which used to be a part of Guangdong 
province. would become a province and the biggest Special Economic Zone. It was reported that about 
100.000 people went to Hainan to find jobs. Many of hem were in the categop termed personnel. 



changing jobs for personnel? What are the values underl ying these choices and change? 

These are the major questions that motivated the research that 1 report in this thesis. Due to 

the fact that China is a socialist country charactensed by the hi& centralisation of state 

power and one-party government, the political system has an ovenvhelming influence on al1 

aspects of social life. In addition, although China is gxadually changing fkom a "political 

timeV6 to an "economic the", curent economic reform is limited to ensure the political 

priority of maintaining the dominance of socialist public ownership of the means of 

production in the national economy (Gong, 1992; Goldstein, 1995). Therefore, the basic 

perspective used in this research is that of political economy in the sense of explainhg the 

interplay between political and economic interests in China With this perspective in rnind, 

it is hoped that we uill gain insight into not only the behaviour of the ernerging labour 

market, but also into Chinese social stratification of the future. 

The research is largely based on a survey which 1 conducted in China in 1994.1 also 

draw on government documents, statistics and other relevant midies. What follows in this 

chapter is a brief description of the historical background of the three systems that are 

related to personnel mobility. Chapter Two presents the conceptual h e w o r k  of the study 

Accordhg 10 Zhang, Y. and Y. Cheng, the political tirne is characterizcd by the following four points: 1 )  
political stnigle gains dominance over the other aspects of social life; 2) stresshg a closed and unique interest 
of a particular group against dissident groups; 3) ideology over economic interest is taken as the fmt goal; 4) 
political relations dominate the other social relations and social structures are combined based on a political 
relations. See Zhang and Cheng, 1988:36-59. 



and describes the n w e y  method that was employed. Chapter Three presents the data 

analysis and main findings of the survey. Finally, in Chapter Four, the conclusions of the 

analysis are made and, implications of the hdings are discussed in depth dong with some 

speculations regarding the future. 

Historical Background: 

This section introduces the basic features of three main systems related to 

"personnel mobility", and provides the historicai background for the meaning of personnel 

rnobility in contemporary China The three systems are: the &mei (work unit) and 

ownership. the job allocation system, and the hukou (household registration) system . 

1.1 Danwei (work unit) and Ownership 

The majority of urban workers in China are organised under the danwei system. The 

danwei (work unit) in China is "an administrative term refening to al1 the organisations in 

almost al1 urban workplaces such as govemment agencies, factories, hospitais and schools" 

(Chen, 1992: 15). As the "building block of Chinese (urban) society" the danwei nuictions 

in not only economic but also political and social ways (Butterfield. 1982). It is a 

comprehensive entity that embodies the Chinese social-econornic system and govemment 

policies; and therefore, its implications are complicated and extend far beyond the 



workplace. Particularly , two aspects of the damvei should be highlighted here: the 

relationship between the danwei and its employees, and the type of ownership of the 

danwe i. 

he rela- between the danwei and its emploveeg 

The damvei not only pays daries to its employees but also is responsible for many 

personal rnattea of its employees. Usually, people ask what danwei you "belong to" when 

they corne to know each otier for the fint tirne. In a certain sense, if you know someone's 

work danwei, you can largely identiQ who they are. In many circumstances, people have to 

hold a letter of introduction from their danwei when they need to identiS themselves to 

somethinghne outside their work'unit. For example, a couple has to hold a danwei letter of 

introduction for a mariage registration. Before the system of residence identification card 

was established in the middle of 1 980s, anyone who wanted to stay in a hotel or to buy 

plane tickets was required to show a letter of introduction fiom his/her danwei. Most 

employees live in the apartments assigned by their danwei. Many Damvei provide medical 

service, day-care service, and even canteens are often subsidised by the damuei. Even when 

an employer is involved in a lawsuit. the leader of hidher danivei would be asked to be 

present in court. No wonder many employees cal1 their damuei, ''our home". 



Under the dunwei system, an egditarian distribution principle is at work within a 

work unit. Aithough individual incornes have k e n  differentiated since the economic 

reform. according to a recent study ci. 1993), the income differences b e ~ e e n  various 

Daawsi are much greater ?han that between individuals in the same danwei. This means that 

the level of an individuai's income depends more on the h e i  in which the person is 

working, than on the individuai's abilities and contribution. Since most employees work in 

the same damvei for their lifetime, they acquire a "datzwei status". That is to say, an 

employee's stahis is closely associated with the status of hisher &nwei. There is also an 

organisational hierarchy within the damvei systern. The higher the danwei's stahis, the 

higher is its employees' social statu (Lin & Bian. 199 1 ; Li, 1993). Consequently, to enter a 

better damvei ha j  becorne a goal in status achievement. The stanis of a dnmvei is 

determined by many variables such as ownership, fûnctional division and authority that are 

legitimised by the government (Bian, 1990). Better Danwei offer more benefits to their 

employees while mediocre Danwei offer few. In addition, the Chinese urban social 

insurance system is based on high employrnent, high subsidy and low salary (Lin, 1994:55), 

which enforces the bond between the danwei and its empioyees. 

The ownership. of the danw~i 

In China, the nature of the ownership of the means of production is crucial to the 

nation's basic social system because of its economic and political implications. First of d l .  



the issue of ownership of the means of production represents a socidist doctrine. In its 

effort to eliminate private ownership and set up public ownership of the means of 

production the communist govemment of China staged a large-scale "socialist 

rransformation movement'" on the ownership of the means of production in agriculture and 

the craft industry and nationalised industrial and commercial enterprises in tke rnid-1950s. 

By the end of 1956, nearly dl enterprises had been brought under the control of the state 

and the collectives. Public ownership had become dominant in the national economy. 

Meanwhile, a central-planning and budget system had been created, together with a 

rationing system for basic necessities (Christiansen, 1993). As far as the types of ownenhip 

of the Danwei were concemed, there were only two types: state-owned and collective- 

o ~ n e d . ~  Besides Party and gavemerit departments, dl shiye h w e i  were state-owned 

ShQe danwei refers to non-commercial institutions such as science and research institutions, 

education, culture and art, broadcast and television institutions, public health, physical 

education and social welfare institutions. These Danwei are largely supported by various 

Included in this socialist tramformarion were the ûansformations of industry and commerce into joint state- 
private enterprise; of agriculture into People's Communes; and of handicrafts into handicrafi CO-operatives 
(Mao, 1977:382). 

Sute-owned donwei (work unit) refen to one whose forma1 ounership belongs to the people of China. In 
pmctice, it is owned and adrninistered by either the central, provincial or countyicity govemment It used to bc 
inciuded in the mandatory plan and budget that was administered by each of these government levels. 
Collectively run enterprises are, in principle, owned by the workers of the collective, but in practice they are 
administered by towns or villages in rural areas and by neighbortiood cornmittees in urban areas (Lin. 
1994:99). 



levels of the government's budget (Xinhua Dictionary, 1980). With few exceptions, state- 

owned and collective-owned Danwei in urban areas hired their employees only through the 

Labour and Personnel Bureau of the Local govemrnent. 

During the period of the centdy-planned economy, almost every aspect of state- 

owned Dmwei was supenor to that of collective-owned Damvei. For exarnple, state-owned 

enterprise Danwei were given priority for hding,  equipment and recniiment of 

managerial and technical personnel. Working in a state-owned hnwei knplied ow-g an 

"iron nce bowi"; that is, employees in state-ed Danwei enjoyed a higher incorne' higher 

levels of job security, and better benefits than those working in collective-owned Danwei 

(Feng, 1993). 

M y t e  and Parish have summarised the differences in the employment and benefit 

standards in what was obviously a "dual markety': 

While workers in state-owned enterprises are paid according to h e d  wage 
scales that are cenûaily detemiined and enjoy a wide range of f i g e  
benefits, such as health insurance, paid maternity leave, subsidised pre- 
school care, retirement pensions, etc., in collective-owned enterprises some 
people receive monthly wages, others receive daily wages and others are 
paid piecework. Some workers in collective enterprises enjoy partial 
(benefits) and some collectives provide nothing at d l  but only pay for work 
done. (1 9843 1 ) 

Due to these differences, people preferred jobs in state-owned Danlwi such as state- 

owned enterprises, Party and governent departrnents. and shiye Danwei. Many urban 



collective enterprises irksorne, demeaning, and without a "future". Just as the Party 

Secretary of Heilongjang Province complained in 198 1 : "Some people think that only 

worklig in state-owned enterprises is real employment, working in collective-owned 

enterprises is semi-employment and engaging in private and housebold occupations is no 

employmeot at dl" (White, 1982 :625). 

The economic refoxms of the 1980s cleated a new situation in China. The cendly-  

planneci economy is graduaily being transformed into a "socialist market economy". The 

"socialist market economy," the temi adopted at the 14th Congress of the Chinese 

Communist Party (CCP) in 1992, means coexistence of multiple ownership of the means of 

... 
production in China (Beiiine Review, 1992). Now, state-owned. collective-owned. 

privately-owned enterprises, individual entrepreneurs, and joint-ventures with foreign 

investors are allowed to CO-exist in China. 

in the proces of the economic transition, non-state-owned enterprises operating 

outside of the state plan have developed rapidly as they are subject to less state control and 

enjoy more preferential policies, while the govemrnent has reduced special protection for 

state-owned enterprises (Christiansen, 1993). As far as  the labour system is concerne4 the 

non-planned sector is much more "market-orienter. For exarnple. the non-state enterprises 

have full autonomy in ternis of hiring and f ~ g  employees. They may hire "black persons" 



without either dong 'an9 (personai dossier) or hukou (household registration)'O. They may 

also attract and keep highqualified personnel with higher salaries or by promoting them 

more rapidly according to their performance without the limitation of an imposed 

promotion quota. In addition, they do not have to take up some of the employers' 

responsibili ties of traditional Damuei, such as providiog housing and chiidcare facilities. 

Otherwise, state-owned Danwei have to bargain their autonomy with their higher level 

administrative department. Due to the history of operating under the systern of the planned 

economy for so many years, when conhnted with the "market economy", many state- 

owned enterprises now lack flexibility and vitaiity. The econornic efficiency in most state- 

owned enterprises has declined. n i e  employees working in the state-owned Danwei feel a 

lcss of the superior position that they used to enjoy. They now face the fact that not only do 

employees working in the san-zi" enterprises gain higher income, but even specialised 

individual households (geti-hu, referrhg to persons who are self-employed in cities) are 

9 Dang'an is a confidential file about a person, recorded and kept by h i f i e r  a h w i  (work unit), which is a 
part of the personnel management system. An evidence of cadre statu5 was recorded in individual dang'an. 
Beginning in high school, a hng'an is created for eacb citizen, noting his or her achievernents and failures in 
school, and in subsequent employment. The record hcludes material directly relaied to educational and 
employment activities, as weIl as broader personal and political behavior. Individuals are not aIlowed to 
access their own &ng 'an. 

10 Hukou (household registration) is an individual's official residential record kept by the IocaI PubIic Seturity 
Bureau. For details see section 1 -3: "household r e g h t i o n  system (inrkou)." 

" Scrn-zi enterprises refer to enterprises with any of the following hree sources of capital: sino-foreign joint- 
ventures, co-operation, and enterprises with sole foreign capital. Son-5 enterprises began to emerge in Special 
Economic Zones in China after 1979. 



becoming rich." The job security in Party and government departments and shiye damvei 

has traditionally been higher than that in the other enterprises, but the salary is lower. For 

example, in my survey, there are significant income differences between Danwei with 

different types of ownership. In Damvei of public-owned ownership, more than 80 percent 

of employees' income drops under RMB 800 yuan per month, as compared to san-ri or 

privately owned enterprises where more than 80 percent of employees' income is above 

RMB 800 yuan per month. Since the late 1980s' san-ri enterprises have become more 

attractive for many young workers. 

1.2 Job Allocation System 

Paralle1 to the highly centralised planneci-economy, China traditionally had in place 

a job allocation system for college/univenity graduates and urban high school graduates. 

Higher education was f i e  before the middie of the 1980s. Coiiegduniversity graduates. 

M e r ,  obtain automatically state cadre status when they accepted their statedesignated job 

assignments. In China, the urban labour force is divided into two groups: the cadre and the 

worker. State cadre status means a person is a member of the cadre establishment. There are 

" Accordhg io a national survey in 1991, per capita mual  income in sute-owned enterprises was RMB 
2.637 yuan, which is R M B  1,400 less than per capita annual income (RMB 4.037 yuan) in san-zi enterprises. 
The survey also showed that 53.4 per cent of the ernployees working in state-owned enterprises thougfit that 
employees in san-5 enterprises had higher personal income than tbey should have, and that 12 per cent 
thought that it was too high. They had even sironger resentrnent against rich specialked individual households 
(geti hu) and though t their income was too h igh (Feng, 1 993). 



many distinctions between the two groups. Saiary grades fiinge benefits (travel ailowances, 

housing, pension), al1 are superior for the cadre, than those for the worker. The government 

is responsible for the state cadres and guarantees their employment, salaries and pensions. 

State cadres were manageci by the local branch of the state Persorne1 Bureau, and workers 

were managed by the local branch of state Labour Bureau. Although Personnel Bureaus and 

Labour Bureaus were merged after the reorganisation of govenunent departments in the 

rniddle of 1980s, the state cadre status system stili exists. 

The job allocation system in China was based on Mao Zedong's explanation of the 

Marxist idea that a labourer is not a commodity, but a national resource in a socialist 

society. People own the labour in society and labour produces social, rather than private, 

value. Therefore, "society requires that ali its able-bodied members contribute their work 

ability to it and assigns them jobs cornmensurate with their abilities" (Xue, 198 1 : 12). 

Denved fiom this notion, the policy that the trainhg and use of intellectuals must be 

planned and managed by the state on a Lmiform bais  was developed (Zhang, 1980). 

Under the job allocation system, college/university graduates had the obligation to 

accept the state assignrnent in retum for fiee pst-secondary education. If a graduate did not 

conform to the job allocation, helshe would lose hidher state cadre status and would have 

great difficulty finding another job in any state-owned danwei. Even if they managed to find 



ernployment, the record of not accepting a state allocation in their dang 'an @ersonal 

dossier) would have a negative effect on their fiiture. 

In correspondence with the job allocation system, personnel management practised 

ownership of personnel by the damei (work unit) and the snjtem of transfer and placement 

for cadres. The ownership of personnel by the danwei refers to a dependent relationship 

between the employees and the danwei, which means the employees b'belong to" their 

danwei. Once a person was assigned to a knwei, hdshe would be ''fixeci" to that dunitri 

unless an officia1 transfer was made. Individuais had little power to initiate job changes. It 

was assumed that, in a socialist country, work organisations are in charge of the allocation, 

management, use and transfer of personnel according to "the demands of work" rather than 

individual needs or preferences. Any Job change iriitiated by an individual would face a 

series of administrative and organisationai barriers. For exampie, without the permission of 

the danwei employees could neither resign nor take out their dang 'an (dossier) fiom the 

danwei to work elsewhere. Without the dong 'un, a person becornes a "black person" and 

would not be hired by any danwei under public ownership. Therefore, an officid tramfer 

was the only way for a cadre to change jobs under the cenûaily-planned economy. Through 



an officiai tramfer, one codd =fer al1 of the benefits - professional title, seniority,13 and 

even an assigned apartment, and so on - from die previous work unit to the new one. 

Under the job allocation system, the recruiting danwei also had no choice in the 

allocation decision. The majorïty of graduates were assigned, based on '%e state plan", to 

state-owned enterprises, sh&e iyenwei and Party and govemment departments. This ofien 

resulted in o v e m g  in certain Dunwei because they had to accept ail personnel assigned 

to them, regardless of whether or not they were needed. Nor did the D m e i  have the 

authority to dismiss any employees. The end result was oflen "five people sharing the work 

of three" (çhina Da&, 1987). On the other hand, there was a shortage of personnel in some 

small and collective enterprises because college gmduates were rarely assigned to them. In 

conclusion, there was a lack of flexibility to allow effective use of trained personnel under 

the job allocation system. 

"Personnel mobility" becarne an important issue with the launching of the policies 

of economic refom in the 1980s. When enterprises outside the state sector such as 

enterprises with foreign-investment and village or town-owed enterprises in rural areas 

emerged, they needed a number of employees who had received pst-secondary education. 

Under market demands. the control for personnel mobility began to be Ioosened. In the 

" Seniority starts on the fm day of employment in a state-owned &mi. A peson moving fiom a state- 
owned work unit to another may take his or her tenure to the new one. Pay raises and f i g e  benefits are based 
on total seniority accumulated throughout the state-owned sector. For details, see Peng, 1992. 



early 1980s, "leaves of absence7' became an acceptable means for personnel mobility in 

state-owned Damuei. For the person on leave, the position is reserved, but the salary is 

suspended (Lin, 1994:75). It needed a contract between the person and the damvei about the 

length of the leave and the fee for keeping the position. When the contract was due, the 

penon was supposed to r e m  to the damuei. Leave of absence, thus, gave workers in 

stated-owned Danwei an oppomuiity for m g  to seek employment in the "market". If 

those on leave liked their new job and did not want to go back, they might resign &er 

obtaining permission fiom the h e i .  If the person did not retum when the contract was 

due, the case became "leave the position by self.'' Or if the person's application for 

resignation was not approved, the case is also called "leave the position by self'. In the 

cases of "leavhg the position by self', the persons would not be allowed to take out their 

dang 'an from the danwei and they would thus lose the &te cadre status unless the 

receiving dnnwei rebuilds a new h g  'an for them according to their colIege/university 

certi ficate. 

In cases of resignation and "leaving the position by self." the penons would be 

asked to r e m  the apartment to the danwei if the they lived in an apartment assigned by the 

danwei In China, housing and housing subsidies have k e n  a part of employees' benefits 

provided by Danwei in the state-owned sector. There were few private apartments and even 

fewer public apartrnents for rent or sale before 1980. AIthough a number of apartments for 



sale or rent have increased since 1980, most employees in state-owned Damvei still cannot 

f iord to rent or buy one without a subsidy. Most non-state-owned work units pay relatively 

higher salaries instead of offenng apartments to employees. However, because of the 

housing shortage and high prices there are still problems. Therefore, housing is one of 

major considerations for employees in state-owned Danwei who intend to change jobs by 

resignation or "leaving position by self" 

There are many disputes concerning personnel mobility in contemporary China 

Settlement of these disputes cfien requires intervention or arbiûation fiom a higher 

administrative department. Eventuaily, in the early 1980s, "increased choice and personnel 

mobility were still seen as a subsidiary methocl, a 'complement' to the planned allocation of 

ski11 Iabourers rather than an dtemative" (White, 1982:630). There was no formal channel 

for personnel mobility except for official transfer and arrangement. There were still many 

constraints on the fkedorn of perso~el  mobility. The govemrnent was afkaid that trends 

toward uneven development would be reinforced as  talented people rushed towards big 

danwei and large cities with better conditions. while the small Danwei and remote areas 

would face a shortage of such people. In addition, the idea of personnel ownership by the 

danwei made many state-owed Danwei and departrnents unwilling to fiee up their 

personnel in spite of the fact that there were more people than jobs. 



The development of the economic refom demands increased personnel rnobility. 

To meet this challenge, a new system emerged. The f k t  "Personnel Exchange Centre" was 

established in 1983 in Shenyang, a city in North-eastern China to provide an altemative 

c hannel for pro fessionals to change jobs or occupations. (Lin, 1 994:49). Personnel 

Exchange Centres, a nibsidiary body of the municipal Personnel Bureau, were established 

to deal with rnatters conceming personnel mobility outside of the planned system. These 

cectres. however, served only a limited number of professions including various categones 

of science and technology personnel and managerial personnel. M e r  the 14th Party 

Congress in 1992, the Personnel Exchange Centres were renamed Personnel Markets. 

During the 1990s. many non-governrneni personnel exchange organisations and 

employment agencies, which serve as broken between recniiters and job seekers, have 

begun to emerge. By 1994, over 2,000 Personnel Exchange institutions and nearly 1,400 

Personal Markets were established in China (Lin, 199450). Some of these centres, 

managed by various levels of govemment, are authonsed to arbitrate disputes conceming 

personnel rnobility and to manage dang 'un for personnel who move fiom a state-owned 

sector to a non-state-owned sector where no dang 'an is required. " 

On the other hand, a ciraft resolution on reforming state monopoly ofjob allocation 

for college graduates was put in practice in 1989. The new policies included "two-way 

I I  When one wants to get a job in or return to a state-owned h m ~ i .  the dang an is still required (Fang and Li. 
! 99424). 



selecûon" and "choosing occupations by self within certain limitations (zkhu ~eye)".'~ The 

goal of this refom is that a personnel market system will gradually replace the old state job 

allocation systern. 

Meanwhile, in 1 986 China initiated a tentative refonn of the labour systern. The 

refom focused on breaking, or at least cracking, the "iron rice bowl" in skite-owned 

enterprises (Leung, 1994). One of the principal changes that occurred as a resuit of the 

refonn was the elimuiation of the "permanent" worker category for al1 newl y hired 

employees in state-owned enterprises. Beginning on October 1, 1986, ail workers were to 

be employed on a contractuai basis (Waider, 1989). A proposal that Party and government 

departments wodd carry out a civil sentant systern is only at the preliminary stage (Lam 

and Chan, 1996). Shiye damei  also began to sign contracts with new-corners. An employee 

would have been allowed to move to another danwei d e r  the contract expired. 

1.3 The Hukou (HousehoId Registration) System 

The household r e g i d o n  system is the population management system which was 

established in the 1950s. It is a social control measure which controls population mobilit). 

not only from d to urban. but also behveen different districts and cities. Every person has 

" The limitations include that students fiom certain remote and poor areas have to go back to their hometom 
and some key state departments and projects are guaranteed the supply of college graduates. (&lp You to k 
Ern~lo~ed, 1993). 



a registered record in the local Public Security Bureau of hi sher farnily residence fkom 

birth. The registered record identifies two key points. The fm point is the type of 

household - one was bom into - either agriculture or non-agriculture. The second point is 

the location of one's officia1 residence. These distinctions have acquired a legal meaning 

and structural importance that are of immense significance in China's social order. The 

system fixed people permanently in their places of registered residence on the basis of their 

birthplace, and could be changed only by official permission (Potter, 1983). 

In terms of the first poinf since the= are significant socioeconomic distinctions 

between rural and urban in China, the implication of the type of household one is registered 

into extends far beyond detemllning whether one's residence is in an urban or a ruraï area. It 

also detemiines one's eligibility ta access govemment provisions of social services and 

benefits. With non-agricultural household registration, people are entitied to non- 

agricultural (urban) employment and the attending weifâre benefits such as a subsidised 

apartment, medical seMces, and pensions (Cheng & Selden, 1994). Urbanites could also 

obtain a variety of coupons from the local govemment that allowed them to buy ration 

goods at government prices. By con- people with agricultural household registration 

had to obtain daily necessities fiom their own production or fiom stores at higher market 

prices. T 'ose  with rurai repistrations ako never have -guaranteed employment and usually 

work only in the agricultural sectors or township indumies run by the local collectives. 



Employment advertisements in cities usually require applicants to have an urban hukou 

(urban ho use hold registration). 

Although several miIIion peasant workers have entered the cities and found work in 

many industries such as corstruction, food and service in ment  years, they are not eligible 

to access govemment provisions of social services and benefits reserved for urban residents 

- uniess they get permanent urban registration. Peasants' children are not allowed to register 

in technical and vocational schools in the cities. Not surprisingly, the large gap between the 

two types of household registration has rnotivated many with agricultural household 

registration to change to a non-ag-riculturd one and to tq to move to urban places. 

However, changes in residence across administrative boundaries are strictiy controlled by 

the government, especiaiiy if they involved a tramfer fiom an agriculturai to a non- 

agriculturai household regisûation. 

In t e m  of the second point, the household registration system also restricts 

mobility between cities and benireen regions. Economic development is unbalanced 

between cities and regions in contemporary China (Li. 1995). Large cities are obviously 

superior to medium and small cities in living conditions due to their different levels of 

development. Southeast coastaI regions are richer than those inland, especially those in the 

Piortliwest regions. If urban residents want to change jobs which would involve moring 

fiorn one city io another, they have to obtain permission fiom the Public Security Bureaus 



of both the points of origin and destination. Without registering in the local household 

registration system, they cannot establish eligibility for anything that local govemment 

provides for local residents, such as grain subsidy, pnce subsidy, and so forth. Therefore. 

the household registration not only provides the p ~ c i p a i  basis for establishuig 

identification, citizemhip and proof of official status, it is also essential for every aspect of 

daily life. Moreover, state-owned work uni& do not accept anyone who does not have valid 

registration in the local household registration system. 

Under the househo Id registration system, residence became wociated with sharply 

differentiated structures of socio-econornic benefits, separating cities from the countryside. 

Generally, in every sphere. the city is privileged over the countryside, and urbanites over 

farmers (Yang, 1993; Cheng & Selden, 1994). Over more than four decades, the household 

r e g i d o n  system ha corne to largely determine the oppomuiities afforded urban and rural 

people, and also limits personal mobility between the various regions of China. "This 

system has essentially remahed intact into the 1980s, and its Unprint in important aspects 

continues even to the present" (Cheng & Selden, l994:668). 

Obviously, the three systems mentioned above are facing severe challenges and are 

gradually changuig since the implementation of Deng Xiaoping's econornic reforms. 

However, since these systems are al1 Iinked to both socialist doctrine and the stare's 

mechanisms of social control, the government has been very prudent in reforming these 



systems. The changes that have occurred over the past decades and a half, however, have 

had significant impacts on personnel mobility in the PRC. 



Chapter Two 

Conceptual Framework and Methodology 

In this chapter, I will discuss both the conceptuai framework of the study and 

descnbe the survey method that was ernployed. 

2.1 Conceptual Framework 

In this study, a labor market segmentation approach was used to examine the 

emerging labor market in contemporary China. Many sociologists have used the approach 

to analyze the labor market in a developed market economy (Althauser & Kalleberg, 

1 98 1 ; Wallace & Kalleberg, 1 98 1 ; Miller, 1 982; Wanner & Lewis, 1 983). This approach 

is based on the basic assumption that there are segmented labor markets corresponding to 

the two sectors of a dud economy: prirnary and secondary labor markets. Explmations 

for the origins of dual labor markets have relied on the differential ability of the secton to 

maximize profits through the structuring of their labor processes (Krahn & Lowe, 1993). 

The segmentation perspective recognizes that the segmented labor markets have 

structural differences and inequalities. One of the key eiements in the operation of the 

segmented labor market is the existence of barriers to mobility between the two labor 

markets. 

Researchers have found that labor markets in countries with less developed 

economics cm be divided into '-modern" and " traditional" sectors corresponding to the 
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primary and secondary sectors in advanced economies (Forni, 1979:8 - 10: Sullivan. 

198 1 :330 -332). Both the divisions of "prirnary" and "'secondary", and that of "modem" 

and "traditional" labor markets are based on econornic or market forces. 

In China's case, the emerging labor market is stnicturaily segmented. However. 

here the segmentation is characterized by the differences in the ownership of work 

organizations. These differences are more administrative than economic. In other words, 

the differentiation is based on political considerations instead of market forces. The 

Chinese economy can be divided into two parts in temis of ownership: the state-owned 

sector and the non-state-owned sector. The state-owned sector includes Party & 

govemment departments, s h j e  h w e i  and state-owned enterprises. The non-state-owned 

sector before the economic reform, as described in Chapter One, refers mainly to the 

collective ownership including urban collective enterprises and rural People's 

Communes, and now includes those outside the state plan and budget such as san-ri', 

private and town-village enterprises. Since govemment policies about the two sectors are 

different, the rnechanisms of the two labor markets operate in different ways. The labor 

market in the non-state-owned sector emerged only in the afiermath of the economic 

reform. In this sector, there is tremendous demand for educated Iabor and it is full of 

opportunities. Particularly, it is quite open in tems of entry and exit. There are few 

limitations to personnel mobility. Market forces play the main role in this sector. 

' For definition of the terni. see note 10 in Chapter One. 
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Generally, in this sector, job security is lower and salaries are higher than that in the state- 

owned sector. 

In contrast, the labor market in the stateswned sector is relatively closed, 

especially in Party and government departments (Lam and Chan, 1996). Some systems 

and policies such as cadre status and dang 'an system block personnel's fiee access to and 

exit from jobs in this sector. Administrative mechanisms play the main role here. For 

instance, they allocate personnel, set wage rates and determine salaries based on the 

critena set by the state. While the non-stateswned sector is short of qualified people, 

there is a surplus of penonnei in the state-owned sector. The rnovement between the two 

labor markets is not symmetrical. There are relatively few barriers to move fkom the state- 

owned to the non-stateswned sector; however, to move the other way is quite difficult 

because of the personnel policies and systems of the state. It is in this intricate and unique 

structure that collegeeducated people (the personnel) make their career choices and 

travel their career paths. 

Based on the pursuit of power, wealth, and knowledge respectively, three major 

career paths can be discemed. In the popular vernacular, they are rnetaphorically labeled 

the red, yellow, and black paths (Yang, J.S., 1994). Both the red path and black path are 

in the state-owned sector. The red path refen to k ing  an oficial in the CCP or 

government departments. This choice is associated with prestige. power, higher benefits 

and cemin special privileges'. These jobs are quite stable and airnost guaranteed for Me. 

' Some of these privileges include the use of vehicles of the work unit and the priority of getting bener 
housing. For details, see Li, (1993) "Social stratification and mobility". 



However, they offer relatively low salary levels and slow promotion through the 

bureaucracy. The black path refers to an academic career in univenities or resemh 

institutions. This choice is characterized by both lower income and lower benefits but 

good job security. The popular description of rhis choice is to "climb the mountain". The 

color black connotes hani work, Iow iiicome and no bright future. The yellow path refers 

to entering the business world in the non-state-owned sector. rtlls choice usually brings 

higher income, but no '%on nce bowl"; that is to Say, job security is low. The popular 

description of this choice is to 'Ijurnp into the sea", which irnplies a lot of opportunities to 

make "big" money but with those opportunities corne risks. 

What are the factors that affect the patterns of personnel mobility? A cohort 

approach is used to examine the eEect of these facton. The cohori perspective assigns 

pnmacy to sociohistorica~ facton rather than just birth cohort membership. In China, the 

rapid social change in the past few decades made cohort characteristics very striking, 

especially for university graduates. Under the job allocation system, state cadre status and 

the dang 'an system, there are considerable limitations for personal fieedom in tems of 

occupational choices and, therefore, the sociopolitical influence on personnel is very 

obvious. Sociohistorical events help to shape not only cohort experiences, but also cohort 

occupational values. 

Cohort is defined here according to the year of graduation. There are four 

graduate cohorts: (1) the pre-1982 cohort; (2) the 1982 - 85 cohort; (3) the 1986 - 88 

cohon; and (4) the post-1988 cohort. The different features of die graduate coliorts reflect 



18 
both the experience of socialization during university years and the impact of the change 

of educational and employment policies on them. It is assumed that cohort attributes 

affect their occupational choices and mobility. 

2.2 Questionnaire Design 

In 1993,I participated in a research project on the Operation Mechanisms of 

Dalian Personnel Market administered by the Personnel Bureau of the Dalian municipal 

government. I interviewed many employees with university degrees - the personnel - 

who atîempted to change jobs or occupations in the Dalian Personnel Market (DaZiunshi 

Rencui Shichang). Based on the insight and experience gained fiorn participating in that 

project. 1 designed the questionnaire used in this research. It consists of 40 closed- 

category items and two open-ended questions. M e e n  items are about the individual 

background of the respondents. Six items concem factud matters, including means of 

finding employment and the channels used. Other items concem reasons for changine 

jobs and perceptions about occupational and social reality. Two items deal with 

personality traits which were assumed to have some relationship to personnel mobility. 

The question about occupation is open-ended. According to my knowledge of 

China and the purpose of the research, the responses to occupation were coded into four 

types: oficials, mmagers. professionals, and clerks.) Tne classification of the types of 

' AIso, 1 referred to N. Lin & Xie's 1988 study on occuparional prestige in China and Li's 1993 stud'; on 
social stratification in China. 
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occupations here is to combine occupations with types of work units. In China there are 

three types of work units in terms of the nature of fimction of the work unit: Party & 

government departments, shiye danwei. and enterprises. We departments of the CCP are 

aimost as big as government departments.4 The power of Party and govemment 

departrnents is dominant in China because of the long-tem centrai planned economy and 

the systern of combining the CCP and the government. Shiye Danwei are the most 

personnel-intensive units in China. Since they are mainly supported by the govemment 

budgets, jobs in these units are stable but wages are usuaiIy low. Generaily work 

environments in shiye Danwei are better than that in the enterprises. Enterprises Vary in 

ownership, sizes, salaries, fringe benefits and job securïty. Govemment policies on the 

reform of the personnel system differ in al1 three types of danwei: enterprises, Party and 

governient departments, and shiye Dunwei (Tang, 1994). 

Oficials were defmed in this study as persons who work in Party or governent 

departments including high ranking officials, as well as rank and file civil servants. 

Managers refer to those persons who work in enterprises including managers and 

engineers. Professionals are defined as persons who work in shiye dunwei including 

professors. medical doctors, editors and so on. The rest of the occupations were classified 

as clerks, which include persons who work in shiye dunwei or enterprises doing technical 

' In order to ensure the leadership of the Chinese Comrnuniry of Party (CCP) in China, there are CCP 
depanmenu parallehg the eovemment departments at every level. In the inner organizations of the CCP 
departrnents, there are branches corresponding to the departments of government branches (Ogden, 
199330). 
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or skilled jobs such as technicians. Managers and professionals are excluded from this 

category. 

2.3 Sam ple Selection and Questionnaire Distribution 

A total of four hundred and twenty eight questionnaires were distributed in five 

Chinese cities: Dalian, Beijing, Shenzhen, Changchun and Ruzhou. Of the four hundred 

and twenty eight, three hundred and sixty were retumed representing a completion rate of 

84.1%. The selection of the locaiities in which to distribute my questionnaire was made 

on the basis of combining geographical diversity with expedience. Dalian is one of the 

first 14 costal cities which were opened to the outside world in March 1984. Since there 

are many state-owned large and medium-sized enterprises in Dalian, a great number of 

college luniversity graduates were assigned to this city every year under the job allocation 

system. Beijing is China's capital and the most important political, economic and cultural 

center in China. Graduates who were assigned to Beijing were usually regarded as k ing  

lucky. Shenzhen is adjacent to Hong Kong, and one of the five Speciai Economic Zones 

in China. It was the fmt trial area of son-zi enterprises in the People's Republic of 

The majority of college/university graduates working in Shenzhen got their jobs 

by themselves. rather than by state allocation. Changchun and Ruzhou are inland cities. 

The former is a large provincial capital city in the northeast of China and the latter is a 

In 1979. four "Special Economic Zones" were demarcated as the "trial tields of the economic refoni'.  
Preferential policies and many flexible regdations were set up to am-act foreign capital invesiment (Ogden. 
l993:2S). 
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srnall city in central China. My colleagues working in these cities helped to distribute and 

collect the questionnaires. 

As to the selection of the sample within these cities. IWO cnteria were used: (1) the 

prospective respondents were college/univeaity graduates and (2) the questionnaires 

were to be distributed to as many secton in the econorny as possible. Colleagues in the 

PRC distributed the questionnaires by their persona1 contacts. Therefore, the selection of 

the sample was not random. 

Table 2.1 displays a distribution of respondents according to their major field of 

study, the type of occupations, and the type of work units. 

Table 2. l Distribution of Respondents by Major, Type of Occupations, 
and Type of Work Units 

Characteristics Num ber of Cases f ercentage Total (N) 

Major 339 

Social Sciences & Humanities 
Natural Sciences 
Engineering 
Agriculture & Medicine 
Management 
Finance & Foreign Trade 

Type of Occupations 
Officiais 
Managers 
Pro fessionak 
Clerks 

Type of Work Units 
Party or Government 
Shiye Danwei 
Enterprises 

- - - - - - - 

Note: Percentage may not total to 100.0 due to rounding errors. 
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2.4 Implications for Analysis 

In the People's Republic of China, an understanding and acceptance of the suney 

method only began after the open-door policy in the 1980s. Conditions for survey 

research are still far fiom ided. Since respondents are ofien doubtN about the stated 

purposes of surveys, as they may be apprehensive about the consequences of complete 

and tnl.thful respon~es.~ To reduce the effect, 1 stressed in the cover letter of the 

questionnaire that this was an academic research project, and that al1 responses would be 

confidentid. As well, 1 used unofficial channels to distribute the questionnaires. 

Generally speaking, in survey research, the idea is to use data obtained from a 

sample to generalize to a population. Probability sampling offen assurances that a large 

enough sarnple will be representative of the population, reflecting its similarities and 

differences sufficiently reliable. Since the size of the population in this survey is 

unknown to me, it is clear that 1 cannot presume the features of the sample to be in any 

sense representative of the population of interest. However, as indicated by Manion 

(1 994:765), if the sarnple is sufficiently varied dong the dimensions of analytical interest, 

and if cases in each of these dimensions are suficiently numerous, it is not inappropriate 

to make some generalizations about the larger population. Manion also pointed out that if 

the s w e y  research and statistical analysis are handled appropriately, the biggest debates 

-- - 

Many surveys conducted in China disaibuted questionnaires by administrative or organiwtional 
channels. such as unions, women's association, or the Comrnunist Youth League. Because of the state's 
invofvement many people do not believe that surveys are realty anonymous (Manion. 1994). 
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about findings from a local sarnple will not nim on methodological questions per se. but 

on questions of good judgment. 

Although 1 cannot generalize the findings with full confidence, the fact that the 

sarnple was drawn fiom five different cities. widely distributed geographically and with 

varying levels of econornic development, indicates that perhaps the data reasonably 

represents the population. In addition, 1 also collected uifonnation fiom other resources 

such as other surveys, interviews and publications in order to verify the reliability and 

validity of the survey results. Importantly, since 1 used to be a member of the personnel 

under study, the knowledge and judgment drawn on my life experience may help me to 

better understand and explain the implications underlying the responses and statistical 

figures. Furthemiore. famili=ity with this topic helps me to evaluate the appropnate 

scope of the findings. 



Chapter Three 

Data Analysis and Major Findings 

The survey data were entered in SPSS (Statisticai Package for the Social 

Sciences) for analysis. This chapter will describe the basic characteristics of the sarnple 

first, then introduce the main findings fiom the data analysis in five aspects: (1) the 

channels of initial employment; (2) reasons for job changes; (3) occupational types and 

occupational preferences; (4) channels and ways of changing jobs; and (5) views toward 

the job market in contemporary China 

3.1 Description of the Sample 

The sarnple consists of 360 college/university graduates in the People's Republic 

of China including 200 males and 157 females (information on gender is missing for 

three cases). The largest part of the sample (52 %) is represented by the youngest 

respondents who are aged 3 0 and under. Within this youngest age group, 3 1 per cent are 

ages 26 to 30 years old and 21 per cent are age 25 and younger. The sarnple has 237 

persons (66%) who are married. Over haif (55 %) have at least one child. The sarnple 

may be divided into four graduate cohorts according to the year of grûduation. There are 

9 1 penons or 25 per cent of the sample who graduated h m  college/university before 

1982. The respondents who graduated between 1982 - 1985 totaled 57 or 16 per cent. The 

1986-88 graduate cohort has 55 peaons or 15 per cent. The respondents who graduated 
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between 1989 - 94 totaled 157 or 44 per cent making up the largest part of the sample in 

this m e y .  Table 3.1 illustrates background characteristics of the respondents in terms of 

gender. age, marital status. children and year of graduation. 

Table 3.1 Background Characteristics of the Respondents 

. . -- 

Characteristic Number of Cases Percentage ( %) Total (N) 

Sex 
Male 
Fernale 

Age in 1995 
Under 25 
26 - 30 
31 -35 
36 - 40 
41 -45 
over 45 

Marital Status 
Single 
Married 
Other (divorce& 
Separated, widowed) 

If Have ChiIdren 
Have Chiidren 
Have No Children 

Year of Graduation 
Pre- 1982 
1982-85 
1986-88 
post- 1988 

-- - - .  -- 

Note: Percentage may not total to 100.00 due to rounding errors. 



3.2 Analysis of Data 

3.2.1 The Channels of Initial Employment 

As mentioned in Chapter One, employment of college graduates has been mainly 

state allocated in China since the 1950s. In this sample, 233 of 339 (69%) respondents got 

Chart 3.1 Channels of Initial Employment 

Personnel market Personal 
10°h Connections 

d O L  

State allocation 
I Contract 
R Personnel market 
O Personal Connections 

State allocation 
69% 
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their fint jobs by state allocation. The rest obtained their first jobs tirough a variety of 

other channels: contract' (1  1 %), the personnel market ( 1  0%). personal connections2 (9%) 

and other channels (1%) (See Chart 3.1). 

However, the percentages Vary greatly arnong the four graduate cohons. As 

shown in Chart 3.2,76% of college/university graduates before 1988 got their fim jobs 

Cbart 3.2 Percentage of Individuals, Grouped by Year of Graduation, 
Showing the Ways by Which First EmpIoyment Was Obtained 

m m m  - 
Re- I 982 1982 - 85 cohwt 1986 - 88 cohort p03- 1988 cohort 

1 mState allocation . Contmct O Personne1 market O Pemmal connections . Ottrer 1 

Note: Percentage may not total to 100.00 due to rounding errors. 

I Students signed contracts with the work units before they went to colleges/universities. They get financial 
support ftom the contracted work units during the period of their education, and therefore they are 
supposed to work for the work uni& afier graduation, 

In thir study. personal connections inciude parents. relatives. fiiends and classrnates. 
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by state allocation. The percentage of graduates allocated by the state reached as high as 

95% in the 1982-85 graduate cohon while the percentage dropped to 53Y0 after 1988. 

Meanwhile, 17% respondents in the post- 1988 graduate cohon obtained their first jobs by 

the personnel market. 

It is interesthg that the percentage who found their fmt jobs by penonal 

connections increased markedly in the post- 1988 cohort, while the proportion of state 

allocation dropped d o m .  It can be seen in Chart 3.2 that the proportion of personal 

connections accounts for 4% in the pre-1982 cohort, only 2% in both the 1982-85 and 

1986 -88 cohorts, and rose to 17% in the post-1988 cohort. It reveals that individuais who 

applied for jobs through an individual search use more penonal contacts than those who 

were assigned jobs directly by the state. The reason for this is probably the fact that 

searching for jobs by themselves was officially pemiitted at that the; thus, the use of the 

personal contacts becarne more legitimate. 

It may be anticipated that the way in which the fmt employment was obtained 

would have some implications on graduates' job mobility in the funire. Those who got 

their first employment by state allocation would be deprived of the experiences of 

actually searching for a job. 

3.2.2 Reasons for Changing Jobs 

Respondents were asked whether they had changed their jobs. Nearly half (1 69 

persons) of the sample reported that they had chmged their jobs at least once. Of the 
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respondents who changed jobs, the pre-1982 cohort accounts for 33.1%. 22.5% in the 

1982-85 cohort, 16.0% in the 1986-88 cohort, and 28.4% in the post-1988 cohort. In 

addition, males' rate of  job change is higher than that o f  femaies (53% vs. 44%). 

When the reasons for job changes were probed, the responses revealed that 

pursuing an opportunity to develop personal abilities was a main motivation. The 

questions are: "Why did you change your job? What were the determining factors for 

your job changes?' The respondents were asked to rank three of ten items. Table 3.2 

presents the results. 

Table 3.2 Reasons for Changing Jobs 

Reasons for change First Choice Second Choice Third Choice 
% Y0 Y0 

No opportunity to develop my abiiities 
Complying with organizational amgement 
Not interested in my previous job 
Low income 
Try to ptove my own abilities 
My personality did not match the job 
Unpfeasant interpersonal relationships 
In order to obtain an apartment 
A lack of opporhrnity for promotion 
Other 

Total 

Note: Percentage may not total to 100.00 due to rounding erron. 

In the first choice, the three most fiequently chosen answers were 'previous jobs 

offered no oppomuiity to develop my abilities," "complying with organizational 
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arrangement, ''3 and "was not interested in my previous job". In the second choice, the top 

three answen were "previous job offered no opportmity to develop my abilities". 

"previous job paid low wages," and "was not interested in my previous job." In the third 

choice, the top three answers were "previous job paid low wages". "try to prove my 

abilities," and "my peaonality did not match the job." 

It should be noted that there is clear gender distinction in the determining factors 

for their job changes. The order of the fmt three choices for males is "complying with 

organizational anangement," "no opportunity to develop my abilities," and "low wages", 

respectively. For females, the same proportions of respondents chose "no opportunity to 

develop my abilities" as their first and second choice, and the third was "to try to prove 

my abilities." 

Why is there such a distinct difference between the males and females in terms of 

the factors which determined the job changes? Superficially, the results seem to indicate 

that males put Iess emphasis than females on opportunities for individual development. 

but a closer examination makes one realize that this is not the case. Under the system of 

personnel management in China, "organizational arrangement" often means to give 

someone a promotion, or put someone in an important position. Men are more likely than 

wornen to get the oppomuiities of "organizational arrangement." Thus, organizational 

arrangement became the primary factor for job changes among the males. 

' Tornplying with oganizational arrangement" in China means that the job change is inltiated by the work 
unit instead of the individual. For details, see section 1 .Z "Job allocation system" in Chapter One. 
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There are other interesting findings according to the top three choices by the four 

graduate cohorts. Chart 3.3 shows that "no opportunity to develop my abilities" and "not 

interested in my previous job" are common reasons in al1 four cohorts. The former 

Chart 3.3 The Reasons for Chaoging Jobs Answered by Cohorts 

Note: For the sake of clarity, only the top three choices in the four cohorts are shown. 

accounts for 25% in the pre- 1982 cohort, 20.9% in the 1982-85 cohort, 30% in the 1986- 

88 cohort, and 22.4% in the pon- 1988 cohort. However. the latter, for the p s t 4  988 
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cohort, is rated the f ~ s t  and accounts for 25%; for the pre-1982 cohort, the proportion is 

the lowest and accounts for o d y  12%. In addition, while the proportion of c'complyiing 

with organizational arrangementw accounts for 33% in the pre- 1982 cohort, 19% in the 

1982-85 cohort, and 30% in the 1986-88 cohort respectively. it accounts for only 8% in 

the post-1988 cohort. Instead, the post-1988 cohort rated "try to prove my abilities" as the 

reasons for changing jobs accounting for 16%. 

3.2.3 Occupational Types and Occupational Preferences 

Table 3.3 shows the ciifferences of occupational type of the four cohorts. The 

proportion who are clerks" is the highest in al1 but the 1982-85 cohort. The proportions in 

the 1982-85 cohorts who are officialsS (39.2%) and managers6 (3 1.4%) are obviously 

higher, compared to the other three time periods. The proportions of persons who work in 

the enterprises increase markedly in the two cohorts d e r  1986. They total 60.5% (clerk: 

34.9%; manages: 25.6%) in the 1986-88 cohort. It reaches 75.0% (clerks: 58.3%; 

managers: 16.7%) in the post-1988 cohort. The proportion who are professionals is 

approximately 20% in the pre-1982 (21 -6%) and the 1982-85 cohorts (19.6%); however, 

Clerk refers to personnel with low rades who work in the enterprises or s h j r  damvei. Please see section 
2.2: "Questionnaire Design" in Chapter Two for the definition and classification of clerks in this study. 

Official refen to personnel who work in Party or govemmenr departments. Please see section 2.2 
'.Questionnaire Design" in Chapter Two for the defmition and classification of officiats in this study. 

Manager refers to personnel rvith administrative titles who work in enterprises or shiyc danwei. Please 
see section 2.2 "Questionnaire Design" in Chapter Two for the definition and classification of managers in 
this study. 



it drops down in the 1986-88 and pst-1988 cohorts, especially in the latter where it 

accounts for only 1 1.1%. The distribution of occupational types in the cohorts reflects the 

Table 3 3  Type of Occupations by Cohort 

Year of Graduation 

Type of Occupations Pre- 1 982 1982-85 1986-88 Post- 1988 
Y0 % Y0 Y0 

Clerks 39.2 9.8 34.9 58.3 
Oficiais 
Managers 
Professionals 
Total 

Note: Percentage may not total to 100.00 due to rounding enors. 

features of job allocation policies, changes in China's econornic structures and the 

prevailing ideas in different histoncd periods which 1 shall discuss in Chapter Four. 

There are two variables concerning family background in the questionnaire: 

father's education and parents' registered residence. In order to explore the influence of 

family background on a person's occupation in China, this study examined the 

relationships: between father's education and child's occupational types; between the 

parents' registered residence and the child's occupational types; and between the father's 

education and child's occupational preferences. Table 3.4 shows when the father's 

education is high (hi& school graduation and higher), the percentage of respondents 

working as a clerk in enterprises or shiye danwei is high (45.1 % and 54.6%' respectively). 



compared to less than 35% when the father's education is low; and when the father's 

education is Iow (illiterate or ody elementary and junior high), the proportion of 

respondents working as an officia1 in Party or govemrnent departments is high (28.6% 

and 29.8%. respectively). compared to less than 10% with highiy educated father. The 

education level of a person's father appears to have a slight effect on the managers and 

pro fessionals. 

Table 3.4 Type of Occupations by Father's Education 

Father's Education 

Type of occupations Illiteraîe Elementary & Junior Hi@ School University or 
higher 

Yo % vo ?40 

- - - - - - - - 

Clerks 
Onicials 
Managers 
Professionals 
Total 

Note: Percentage may not totaI to 100.00 due to rounding enors, 

The Chinese household registration system strictly controls migration fiom ml 

to urban areas. Because of the advantages enjoyed by urban residents over their m a l  

counterpms, parents' registered residence in terms of urban or rural areas is an important 

family background factor and has a great effect on the child's occupational type. In Table 

3.5, it appears that the persons whose parents' registered residence is in rural areas seem 
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more likely to have jobs as officiais in Party or govenunent departrnents (40%) than those 

whose parents are in urban areas (1 6.5%). The latter are more likely to have jobs as clerks 

in enterprises or shiye danwei (47.3% versus 23% of rival respondents). Both of these 

patterns of the effect of farnily background on the child's type of occupation seem to be 

quite different fiom what appears to be the case in North America (Chen & Regan 

1 98546). I shall discuss the reasons in detail in Chapter Four. 

Table 3.5 Type of Occupations by Parents' Rqistered Residence 

Parents' Registered Residence 

Type of Occupations Urban Rural Urban & Rural* 
O h  % % 

Clerks 
Officiais 
Managers 
Pro fessionals 
TotaI 

Note: Percentage may not total to 100.00 due to rounding erron. 

* "Urban and rural" refers to cases where the two parents have different registered residence. 

To estimate occupational preference, respondents were asked: " I f  you were given 

an opportunity to choose fieely, without limitation, which occupational path would you 

punue?" The alternatives are a career in Party or governrnent departrnents, shiyr danwei. 

state-owed enterprises, non-state-owned enterprises, clin my own business and odier. 

The ranking of the preferences is as the following: "orvn my own businessw( 43.108). 
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"Party or govemment departmentsW( 1 5.6%), "non-state-owned enterprises"( 14.7 %). 

"univenities or research institutesW(I 1 .O %), and Iastly. state-owned enterprises (5.7 96). 

"'Other" accounts for 10.0%. Eight respondents specified on their questionnaires that they 

would like to study abroad. The rest only checked the item "other". 

Table 3.6 shows that "own my own business" was rated the nnt by al1 cohorts 

(40.7% in the pre-1982 cohort; 46.8% in the 1982-85 cohort; 35.4% in the 1986-88 

cohort and 45.2% in the post-1988 cohort). It is a "dream" shared by worken in other 

industrial societies. For exarnple, according to the fmding of a work ethic survey and a 

job satisfaction survey in Canada, working for one's self was most attractive (Burstein, 

Tienhaara, Phewson, and Wamder ,  197542). 

Clear differences in the four cohorts appear in the other choices. The number of 

people who prefer to work in Party and government departments decreases markedly after 

1989. The proportion in the pre-1982 cohort is 22.1%, 17.7% in the 1982-85 cohort, 25% 

in the 1986-88 cohort and only 8.3% in the post-1988 cohort. Secondly, the number of 

people who would like to go on an academic path also declines after 1986. The 

proportion is 14.0% in the pre- 1982 cohort, 16.1 % in the 1 Y 82-85 cohort, and it drops to 

below 10% in the two youngest cohorts (6.3% in the 1986-88 cohort and 8.9% in the 

post-1988 cohort). Thirdly, the stateswned enterprises have lost their attraction for ail 

cohorts to varying degrees. The lowest proportions in al1 cohorts chose state-owned 

enterprises. They are chosen by 8.1% in the pre-1982 cohon and the 1982-85 cohort, and 

only 3 2% and 3.8% in the 1986-88 and the post-1988 cohorts respectivcly. In contrast 
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with state-owned enterprises, san-zi enterprises have great appeai to the cohorts aiter 

1986. They are chosen by 9.3% in the pre- 1982 cohon. 3.2% in the 1982-85 cohon. 

16.7% in the 1986-88 cohort, and 2 1.7% in the pst-1988 cohon. Finally, it should be 

noted that over 10% in the two cohorts of the 1986-88 and post- 1988 (12.5% in the 1986- 

88 cohort and 12.1 % in the post- 1988 cohort respectively) chose "other." 

Table 3.6 Occupational preference by Cobort 

Year of Graduation 

Occupational Preference 

Party & govenunent departments 22.1 
Univenities & research institute 14.0 
State-owned enterprises 8.1 
Non-stated-owned enterprises 9.3 
Own my own busmess 40.7 
Other 5.8 
Total t 00.0 

(n=86) 

Note: Percentage may not total to 100.00 due to rounding errors. 

1s there any effect of father's education on the child's occupational preference? 

Examining the responses to the respondents' father's education, it demonstrates: ( 1 ) that 

to "own my own business" held the greatest appeal for the respondents no matter what 

father's education level is (elrmentaq &junior: 47.4%; high school: 44.7%; universi- or 

higher: 37.7%) with the exception of those persons whose fathers are listed as illiterate 

(30.4%). The latter group seems more likely to prefer jobs in Party and government 
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departments (34.8%); (2) as father's education increased, the proportion who like to work 

in Party and govenunent was gradually declining. It was the highest (38.4%) in the group 

with illiterate fathen, the second ( 1  7.5%) in the group of fathen with elementary & 

junior high education, the third (13.1%) in the group of fathers ~ 5 t h  high school 

education, and the fourth (10.4%) in the group of fathers with University or higher 

education; (3) that State-owned enterprises seem to be more attractive than non-state- 

owned ones to the people with illiterate fathen (17.4% vs. 8.7%), and non-state-owned 

TabIe 3.7 Occupational Prefereoce by Father's Education 

Father's Education 

OccupationaI Preference 
- .  - 

Illiterate Elementary & High 
Junior h igh school 

Y0 Y0 % 

University or 
higher 

% 

Party & govenunent d e p m e n t s  34.8 
Univenities & research institutes 8.7 
State-owned enterprises 17.4 
Non-stated-owned enterprises 8.7 
Own my own business 30.4 
Other 0.0 
Total 100.0 

(n=23) 

Note: Percentage may not total to 100.00 due to rounding errors. 

enterprises appear to be more attractive than that non-state-owned ones to the other three 

( elementary & Junior: 10.2% vs. 5.8%; high school: 22.4% vs. 2.4%; university or 

higher: 16.0% vs. 5.7%); (4) lastly. that quite a large proportion (16.0 %) chose "other" in 

the group whose fathers' level of education is post-secondary (See Table 3.7). 
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The reasons for the respondents' occupational preferences were also explored in 

this study. Respondents were asked whether they made this choice mostly because (1) of 

Table 3.8 Reasons for Occupational Preference by Cohort 

Reasons for Occupational Year of Graduation 

Preference 

More opportunities to develop 
Were interested in 
Job security 
Higher salary 
Better benefits' 
Higher social prestige 
Other 
Total 

Note: percentage may not total to 100.0 due to rounding emors. 

oppomuiities to develop individual abilities; (2) personal interested; (3) job security; (4) 

higher income; (5) beîter benefits, or (6) higher social prestige. The top three choices in 

descending order were: oppomuiities to develop individual abilities (37.5 %), interested 

(29.1 %), and job security (1 5.6 %). 

There are variations in the ranking, however, when the four cohorts are considered 

separately. The results are shown in Table 3.8. Three cohorts rated "more opportunities to 

dcvelop" as the fmt reason (44.4% in the 1982-85 cohort, 40% in the 1986-88 cohort and 

41.2% in the post-1988 cohort) while the pre-1982 cohort rated as their first reason 

"interested in it" (32.9 %). It c m  also be seen that the two younger cohorts, the 1986-88 
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and the p s t -  1988, show considerable differences in rating "job security" and "higher 

sdary" aithough they are closer in age. The 1986-88 cohort seems to stress job security 

more than the p s t -  1988 (25.5% vs. 8.5%). Whereaç, the post-1988 cohort stresses higher 

salary rnuch more than the 1986-88 cohort (18.8% vs. 3.6%). I shall discuss the reason 

for this in Chapter Four. 

In addition, it should be noted that social prestige is not rated at dl by the two 

older cohorts and is nted very low by the two younger cohorts (1.8% in the 1986 -88 and 

2% in the post-1988, respectively). One reason for this probably is the respondents' 

realization that theh choices and ideas confonn to neither traditional nor "orthodox" 

criteria Therefore, they intended to "ignore" occupationai prestige. 

3.2.4 Channels and Ways of Changing Jobs 

As rnentioned in Chapter One, official transfer or organizational arrangement was 

aimost the only channel for changing jobs during the penod of the solely centrally 

planned economy. With the development of a market economy, however, the situation is 

changing. In this sample, more than half (5 1.8%) of those who had changed jobs moved 

by the channel of officiai transfer, compared to 2 1.8% by personnel market, and 2 1 -8% 

by personal connections. To further examine it by the four cohorts, as shown in Chart 3.4, 

the proporiion that changed jobs by personnel market (37%) exceeds that by official 

transfer (33%) in the post-1988 cohort. It should also be noted that the percentage that 

changed jobs by penonal connections in the 1982-85 cohort (33%) is obviously higher 

than the other cohorts. 



Channels for Cbrnging Jobs by Cobofl 

official transfar ~ a w s o n  cori~trofœ O psnonnd mriul eottntr 

Note: percentage may not total to 100.0 due to rounding errors. 

These patterns seem to indicate that the 1982-85 cohort had more social 

connections and was able to take advantage of these co~ections as personal resources. In 

China, oficials usually have more occupational privileges and social connections than 

any other occupational group. As show in Table 3.3, the proportion of official in this 

cohort is as high as 39.2%. Mranwhile, the respondents had strong realization of the 
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importance of social connections. In answenng the question regarding the "importance of 

social connections for getting good jobs", 65.4% of the 1982-85 cohon rated it as the 

most important. A sizable number of respondents from the other three cohorts also rated 

it as the most important: 5 1.9 % in the pre-1982,44.4 % in the 1986-88 and 39.7% in the 

post- 1 988 cohorts, respectively. Although a higher proportion (26.9%) in the post- 1988 

cohort changed jobs by personal connections, they ranked the social connections as the 

most important channel relatively lower. The reasons for diis is probably due to the 

availability of the other channels, particularly the personnel market As a matter of fact, 

quite a few found or changed their jobs by using the personnel market. This gave them 

more confidence in themselves, because finding jobs through the p e n o ~ e l  market is 

based on persona1 abilities, while gening a position through social connections is a 

manifestation of personal favors. 

As far as the ways of leaving a job are concemed, out of the whole sample, there 

were 18 cases of job changes by "way of leaving the position by self', 20 cases of 

resignation and 16 cases of "leave of absence'' (See definitions in section 1.2, above). 

However, the post-1988 cohort alone accounts for 38.9% of leating the position by self, 

66% of resignaiions, and 44 % of leave of absence. The reason for this is partly because 

the post- 1988 cohort is younger and has fewer farnily responsibilities than the older 

cohorts, and partially because of the effect of their first employment: many of them had 

the experience of Personnel market, which gave them more self-confidence. 
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The survey data also show that the channels and ways that individuals changed 

their jobs are closely related to both the type of the work unit (Party & govemment 

departments, shiye d m e i  and enterprises) and the tpe of ownership of the work unit 

(state-owned and non-state-owned). 

Table 3.9 Channel for Changing Jobs by the Type of Work Units 

. - 

Type of Work U n i ~  

Channel for Changing Jobs Party & Goverment Sh j-e Danwei Enterprises 
Y0 Y0 ?'O 

Organizational Arrangement 69.2 77.8 30.2 
Personal Connections 15.4 13.3 29.0 
Personnel Market 9.6 4.4 36.5 
W e r  5.8 4.4 3.2 
Total 100.0 100.0 100.0 

(n=52) (n=45) ( ~ 9 6 )  

Note: percentage may not total to 100.0 due to rounding errors. 

As can be seen in Table 3.9, more people (36.5% versus 9.6% and 4.4%) obtained 

their jobs in enterprises through the personnel market while more people (69.2% and 

77.8% venus 30.2%) obtained jobs in Party or the government departments and shiye 

danwei by organizational arrangement. 

If we examine the channels of obtainùig jobs by the type of ownership of work 

unit, it becomes clear that the type of owneahip of work unit have a strong effect on the 

channels of obtaining jobs. Table 3.10 reveds that nearly two-thirds (65%) in state- 

owned work uni6 O btained their jobs through the channel of organizational arrangement, 

compared to 8.9% in non-stateswned work units. Airnost the same proportion (66.7%) in 
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non-state-owned work units got their jobs by the personnel market, compared to 7.7% of 

those in state-owned work units. The following facts probably account for these patterns: 

Table 3.10 The Channel f Changiag Jobs by Type of Ownership of Work Unit 

- -  - 

Type of Ownership of Work Units 

Channel of Changing jobs S tate-Owned Non-State-Owned 
Y0 % 

Organizational Arrangement 
Personnel Market 
Personal Connections 
Other 
Total 

Note: percentage may not total to 100.0 due to rounding enors. 

son-zi and privately-owned enterprises, which appeared during the economic reforms, 

have to recmit their employees from the personnel market because they do not have state- 

allocated college graduates. On the other hand, since the channel of state allocation was 

guaranteed for Pm & government departments, the state-owned enterprises, and shiye 

danwei, they are not motivated to recmit new employees fiom the personnel market, nor 

do they have room to do so, as most of these work units are already over-stafEed. 

The type of ownership of work unit have also a strong effect on the ways of 

leaving one's work unit. In Table 3.1 1, type of ownenhip refers to that of the present 

work units of the respondents. Ways of leaving refers to the ways that the respondents 



Iefi their previous work units in terms of oficial transfer, leaving position by self, 

resignation, and lave of absence. 

Table 3.1 1 The Ways of Leaving by Type of Ownenhip of Work Unit 

Type of Ownership of Work Units 

Ways of Leavirig 

Official Transfer 
Left position by Self 
Resignation 
Leave of Absence 
Other 
rota1 

Note: percentage may not total to 100.0 due to rounding enors. 

Table 3.1 1 shows that only 13.3% left their previous work units by officiai 

transfer in non-state-owned work units. By cornparison, nearly four fifths (79.0%) in 

state-owned work units did so by official transfer. Meanwhile, over one thûd (35.6 %) of 

people in non-state-owned work units left their previous work units by resignation, 26.7% 

by Ieave of absence and 20% by "leaving the position by self'. These compared to 2.4%, 

3.2% and 8.1% respondents in state-owned units. This pattern indicates that non-state- 

owned work units have a much more flexible system of job entrance and exit than do 

state-owned work units, which was favorable for personnel mobility. 



3.2.5 Views toward the Job Market in Current China 

In order to explore the respondents' general views toward the job market in 

contemporary China, which were assumed to have an effect on personal behavior of 

occupational choice, the following questions were asked: "In your opinion, which of the 

following occupational paths is the best in China currently? Why do you think it is the 

best path?" The three alternatives are: the academic, business, and being a CCP or 

governent official.' Over half (64%) of those surveyed thought that to punue a career in 

business is the best path in contemporary China. The following four statements 

summarize the reasons given for such a choice: 

"Doing business rnight make more money." 

"Although doing business involves certain risk, it is an incentive. It makes you 

excited and pushes you to pursue higher targets." 

"Doing business provides more oppomuiities to develop an individual's potential." 

"The market economy is the direction or trend towards which China is moving. So, 

the business path will have the best prospect in the fbture." 

The above answers, to a great extent, also explain why so many young 

intellectuals would like [O '3ump in10 the ses'. and "do their own business". In traditional 

' The t h m  paths are defined in ternis of puning knowledge. wealth and power. For details, see - 2 . 1  
Conceptual Framework" in Chapter Two. 
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Confucian China, merchants were ranked at the bottom of the occupational hierarchy and. 

therefore. enjoyed very low social prestige. In the three decades of the planned economy 

(1 949-1 979), commercial economy was cxiticized as capitalistic and business people were 

looked d o m  upon. Recent economic reforms in the PRC have brought about a change of 

values. Personnel are the first group of people to embrace these new values. 

The respondents were aiso asked to rate eight factors in ternis of their importance 

in getting a good job: social connections, field of midy, market demands, Iuck, family 

background, marks, univenity reputation, and gender respectively. Table 3.12 presents 

the results of their ranking. The results reveal that havhg social connections is the most 

important factor in the job market. An overwhelming majority was sure that "social 

connections" is "the most important" (47.6%) or "quite important'' (43.7%). Social 

connections are an important personal resource almost in every field of contemporary 

Chinese society - the job market is no exception. "Field of study" and "market demands" 

were also rated quite high (field of study - most important: 37.9% and quite important: 

48.5%; market demand - most important: 33.3% and quite important: 50.9%). This means 

that the respondents recognized the importance of the emerging labor market. Meanwhile, 

the fact that "luck" was also rated high (most important: 30.4%, and quite important: 

55 .  1%) indicates that one's chances in the emerging labor market are uncertain in the 

minds of many respondents. 

It should be noted that only 6.8% rated gender "the most important", while a little 

more than half (50.6%) rated it as "quite important". Exarnining the responses by male 



and female respectively. I found that 9.0% of the females and 5.1 % of the males 

perceived gender as "the most important", and in the "quite important" categorv, the 

proportions are 57.2% vs. 45.2%. What is most notable though is that almost two-fifth 

(39.4%) of the respondents thought gender is 'hot important", more of males gave this 

response (44.6% vs. 33.1%). 

TabIe 3.12 Importance of Factors in Getting a Good Job 

Social Connections 

Field of Study 

Market Demands 

Luck 

Farnity Background 

M* 

University Reputation 

Gender 

n e  Most Quite Not Do Not Total 
Important important important Know 
YO O h  YO % (n) 

Note: percentage may not total to 100.0 due to rounding mors. 

The fact that every hïo in five respondents in this s w q  considered "gender" as 

not important in tems of getting a good job seems in sharp contrast with the situation in 

Canada. Some explanations may be in order. First of ali, Chinese women's status in the 



occupational world has improved greatly since 1949. It is now a constitutional right for 

women to work in any field they want to. In addition, san-ri enterprises or foreign firms 

in China tend to hire more women. Thus, it is easier for women to find jobs in these 

businesses which are considered as more glamorous, in addition to better pay. Secondly, 

to a great extent, what Canadians may consider as gender stemtypes are considered as 

normal ancilor acceptable to most Chinese people, even to most educated women. So 

"good jobs," in the respondent's mind, may mean those which are traditionally gender- 

typed jobs. As a matter of fact, many women working in san-zi enterprises or foreign 

firms have low level white collar jobs, even though these type of jobs are not considered 

good jobs from a Canadian viewpoint. In brief, as a result of the combination of these 

cultural and structural factors, gender equality is not, at Ieast not yet, a key issue in the 

cunent context in China 

In summary, the analyses to the data reveal: (1) the job aliocation system is 

changing - although state allocation in ternis of graduates' initial employment is still the 

main channel, its implications is rnarkedly declining; (2) the major reason for job change 

is changing fiom complying with organizational arrangement to pursuing opportunities 

for the development of personal abilities; (3) the proportion of personnel working in 

enterprises is increasing while the proportion of personnel working in Party & 

govemment departments and profession is declining; (4) family background (father's 

education and parents' registered residence) has an effect on both occupational types and 

occupational preferences; (5) there is a strong relationship benveen the channels and the 



ways of job change and the type of ownership of work unit; and (6)  there are cohort 

differences in a11 aspects of personnel mobility. 



Chapter Four 

Discussion and Conclusion 

The data analysis in Chapter Three reveaied that three major factors affect 

personnel mobility in terms of job changes and occupational choices. They are the 

ownership of the work unit, graduate cohorts, and family background In this chapter, 1 

shall interpret how and why these factors affect occupational choices and mobility of 

workers with college education, in the context of both Chuiese history and the current 

econornic reforms. Finally, several conclusions are & a m  and some speculations 

regarding the future are presented. 

4.1 The Owaership of Work Unit 

The data analysis has demonstratecl that the ownership of the work unit is a 

significant factor affecthg personnel mobitity in terms of the channels of obtaining jobs 

and ways of leaving a job. As far as the channels for obtaining jobs are concemed, as 

shown in Table 3.10, the jobs in state-owned work units were more likely to be obtained 

by organizational amingements, while the jobs in non-state-owned work units were more 

likely to be obtained through the personnel market. As for the ways of Ieaving a job. most 

respondents now working in state-owned work units lef3 their previous work units by 

o E c  ial tram fer, whereas, most respondents now working in non-state-owned work units 
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left their previous work units by other ways: resignation, leave of absence, and left the 

position by self (see Table 3.1 1). 

The patterns the job entrance and exit indicate that there is a "segmented labor 

market" characterized by ownership of work units in China. It is the result of the 

interplay b e ~ e e n  political control and the emerging market economy. The foundation for 

political control is the govemment's power to allocate al1 resources and the mems of 

production (Xu, 1991). As mentioned in Chapter One, the work unit in China has not 

only economical but also political and social functioas. The ownership of the work unit 

and the ownenhip of p e r s o ~ e l  by the work unit are the combination of political and 

economical factors.' Bian (1 990) demonstrated that a state socialist govemment needs 

such an organizational system in order to run the state-dominated economy and to pursue 

political control over its citizens. The curent economic refoms have not changed the 

essence of that political system. Therefore, the reform of the personnel system in the 

state-owned sector has k e n  retarded by political considerations. For instance, the attempt 

to introduce a civil service system has not just been a technical endeavor. ' n i e  policy- 

making process has been replete with political conflict over what the main problems of 

the bureaucracy are and what solutions shouid be sought dthough the term Civil Service 

System continues to be used, the Provisional Regulations (1 993) constitute a very limited 

depamire h m  the old cadre management system" (Lam & Chan. 1996:785). 

1 Zhou and Wang argue that the persistent presence of economic shomge has induced the state to adopt 
strategies that transfer political resources into the economic sphere and develop those institutions that can 
effecti, ely manage resources alIocation. For details, sce Znou and Wang (1991). 
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The emergent labor market is not completely open. To a large extent, the state 

cadre statu and dang 'on system continue to function as mechanisms of political control 

of job access in the state-owned sector, especiaily in Party & government departments. 

Many univeeity educated people still pursue a career in Party & government departments 

("the red path") because it offen greater job security and better benefits. However, it is 

also logicai to predict that more and more univeaity educated people will seek jobs Ui the 

non-stateswned sector due to the fieedom of mobility, opportunities to develop, and 

higher income. That is to say, the ccyellow path" in the non-state-owned sector will be a 

reservoir of people with higher education. Attraction of the "black path" (i.e., academic 

career) will depend on the increase of educational investment and future improvement of 

the status of inteilectual in the PRC. 

4.2 Gtaduate Cohorts 

The analysis of the data reveals different response patterns among the four 

p d u a t e  cohorts in ternis of the channels of initial job entrance, reasons for job changes, 

reasons for occupational preferences, and the different ways of changing jobs. Since the 

lives of the membee of different cohorts intersect in distinctive ways with particular 

historicai events of the Chinese society over the past forty years, the different patterns are 

a manifestation of cohort experiences. 

w 

Former-Prime Minister. Zhao Ziyang. during the 13th Congress (1987), presented a proposal for a civil 
servicc system. it was the cote of the ref~rm of thc political structure. The new Provisional Rcgulation 
(1993). however, allows open recniitment only of Iow level civil servants. 



64 
The pre-1982 cohort includes those who went to colleges/univenities before and 

during the Cultural Revolution (1966 - 1976). As noted in Chapter One, the system of 

"unified entrance examination for higher education and unified state allocation for 

graduates" was established in the 1950s. However, during the Cultural Revolution 

(except for 1966 -1969 when no new students were admitted to collegesluniversities), the 

"system of entrance (to higher education) by recommendation" (Broaded, 199 1) was put 

into force in the name of the educational revolution. Under this system, instead of 

acadernic achievement, colleges and universities recruited students who were 

recommended by their work units, mainly on the basis of their family class origin3, 

political commitment4, and at least two years of work experience. These students were 

called "worker-peasant-soldier students". As it was stipulated, these "worker-peasant- 

soldier students" were supposed to retum, &er graduation, to the work units which had 

"Farnily class origin" refen to an official class labelhg for each family established in the 1950s. In order 
to coordinate the land reform, the cenîral goverment published the criteria for determinhg a family ciass 
origin in ml areas in 1950. Every rural fmily was assigned a class origin largely based on the economic 
conditions in 1949, Later, urban employees were aIso designated class ongins with reference to that 
criteria. There were thirteen major class origins according to the criteria. For example, landlord, capitalist, 
rich peasant, middle peasant, staff, poor peasant, urban poor, peddler, laborer. For detaib, çee Li, 'The 
contemporary China: social stratification and mobility" (1993:60-62). 

Political cornmitment refened to one's political attitude and behavior. The key criterion judging one's 
political cornmitment was whether or not a person was in favor of the leadership of the Chinese 
Communist Party (CCP) in China. In 1979, the CCP put foward "the four basic principles" as potitical 
criteria: adhere to the leadership of the CCP; adhere to Marxisrn-Leninisrn and Mao Zedong's thought; 
adhere to a socialist road and adhere to the dicttttorship of the proletariat. The CCP desires that the whole 
nation to keep Pace with the CCCCP (the Central Committee of Chinese Ccimmunist Party) politicatly. 
There were rnany political movements spreading al1 over the country since 1949. During the period of 
these political movements, alrnost every one had to "make a statement of one's position." Usually, there 
was an amount of "political studies" in work units - studying the documents made by the CCP duting 
work hours. A individual's political attitude and behavior were recorded in the persona1 dang 'an and 
he/she never knew what kind of records were in hishcr own &ng 'm. 
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recommended them. Ten per cent of this cohort obtained its first employment by such 

contracts (see Chart 3.2). Because of theu low acadernic quality: a policy in the early 

1980s stipulated that "worker-pesant-soldier" students were not ailowed to be teachers 

or scientific researchers unless they had M e r  education (Broaded, 1991). 

Members of this cohort grew up, rnatured and got their fmt jobs prior to China's 

economic reform and the open-door policies. Their socialization was highly politicai 

during the Maoist era. When they were growing up, they were indoctrinated to believe 

that individual interest should be totally subordinated to the interest of the state and 

collective, and that the individual should obey organizational arrangements without any 

conditions. Individual preferences and personal gains were considered incompatible with 

the concepts of me socialism. At that time, a popular description of the values was: "the 

demands of the Party (the Chinese Communist Party) are my needs". "1 am a brick and 

I'd like to be laid anywhere at the CCP's discretion". Any other thoughts and behavion 

would be considered as a deviation and would be severely criticized. 

The s w e y  data clearly reflect these characteristics of this time. Almost two-thirds 

changed jobs through officiais transfer (see Chart 3.4) - higher than the other three 

cohorts. Due to the fact that individual needs were ignored and suppressed over a long 

time, this cohort probably would be more eager than any cohorts to choose their 

5 The study period of the worker, peasant and soldier students was three years instead of the regular four 
years. The subjects they studied were much more politically-related no matter what major they were in, and 
they spent a considerable amount of school tirne participating in political movements. nieir academic 
qualiq was considenblq. lower. For details, s e  Broaded. "China's losr gencration - the status degradation 
of an educational cohort" ( 1 99 1 ). 
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occupations based on individual interest if they were given a chance. This result is likely 

the combination of a measure of success of the politicai socialkation and the lack of 

oppormnity to express or exercise their peaonal preferences. 

The 1982-85 graduate cohort includes the fiat four classes graduated after the 

reintroducing of the examination-based selection procedures for higher education. This 

cohort was characterised not ody  by a very high academic calibre but also by 

considerable variation in age6 Many of hem had several years' experience working at a 

gras-root level before they went to college. Most mernbers of the cohort grew up during 

the Cultural Revolution. Socio-political participation during their formative age (mostly 

teenagers or younger) accelerated their social maturation process. The college years of 

this cohort coincided with the beginning of China's economic refonns and the open-door 

policies. The so-called Ideological Liberation   ove ment,' occurred in the eariy 1980s, 

had a profound impact on them. Everything fiom the "orthodox" (the Party's) values and 

beliefs to the official evaluations of some histoncal figures and events were king 

Since Chinese colleges/universities were cloxd (1 966-69) and the *system of entrance by 
recommendaîion" was implemented during the Cultural Revolution, many classes of high school or junior 
high graduates during this period did not have the opportunity to go to college until the restoration of the 
entrance examination system. Therefore the memben of the 1982-85 cohort inctuded students with a wide 
range of ages. 

' The Ideological Liberation Movement (skiang jie/og-wndong) tock place in the early 1980s. In order to 
change the "two whateversw policies (we must abide by whatever Mao said; we must carry out whatever 
policies made by Mao) and clear the road to the economic reform, a discussion about the cnterion of tnith 
took place across the nation. "Seeking tnre fiom facts" was proposed in the Ideological Liberation 
hiovement. 
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challenged. When this cohon entered the labor market. China was in a stage of Iarge- 

scale reconstruction and was badly in need of skilled and educated personnel. Therefore, 

aimost al1 of the college graduates were put into the state allocation plan. In my sample, 

95% of this cohort were state allocated. Quite a number of the members of this cohon 

were recruited into Party & governrnent departments as officiais because of the change in 

the selection cnteria for officiaiss during this period of trexnendous social change. In my 

sample, almost two in every five (39.2%) of this cohon were officiais. Thus, it is 

reasonable to say that this is a result of histoncal opportunity rather than one of individual 

preferences. 

Unlike their pre- 1982 counterparts, memben of this cohort began to depart from 

orthodox ideas and values. As far as the relationship between the individual and the 

organization was concemed, they put rnuch more stress on individual interest. The data 

bear this out. The proportion of persons giving "no opporhuiities to develop my abilities" 

and "not interested in my previous job" as reasons for job change exceed that of persons 

who Say such a change was '?O comply with organizational arrangements" (see Chart 

3.3). Also, ahos t  half of them took "more opportunities to develop" as the first reason 

for their occupational preferences (see Table 3.7). 

The 1986-88 cohofi 

8 The selection mitcria for officials put more emphasis on revolutionary zeal and Iess on expertise in the 
Mao Zedong era (Mao. 1964:276-279). The educational Ievel arnong officiais was low. For example, in 
average, oficials with a college diploma accounted for onIy 5.8%; officials with junior high and below 
accounted for 7 1.2% before 1980s (Li, l993:285-289). In 1980, new "officia1 criteria" were put fonvard 
by Deng Xiaoping: Young. educated with expe~ise and re~olutiomq spirit. 



6 8 
As the scope of China's economic reforms expanded in the mid-1980s, the 

contradiction between the job allocation system and the demands of socio-economic 

development was exposed. Clearly, the job allocation system has become inadequate in 

the new environment and changes were required. It was under these circumstances that 

new ways of recniiting college students and allocating graduates were introduced. Two 

new categones of students emerged: zfei sheng, students who were supported by their 

own resources, and weipei sheng, students who were supported by k i r  "contract" units9. 

Both of these categones of students are outside the state plan. The state has no 

responsibility for their employment- Zrei sheng, the pnvately supported students, are 

supposed to h d  jobs by themselves after their graduation; Weipei sheng have to work for 

their contract units for a fixed number of years (Lin, 1994). In my sample, the percentage 

of "contractees" in the 1986-88 cohort was 22%; meanwhile the percentage of state 

allocation dropped from the previous 95% to 76% (See Chart .3.2). 

A labor system reform took effect in 1986 (Leung, 1994). The reform required al1 

new employees in state-omed danwei to sign contracts with their ernployen. This means 

that they no longer owned an %on rice bowl", while they gained relative freedom of job 

mobility. ïhe  1986 -88 cohon is one characterized as a "transitional point". They were 

attracted by the freedom of job mobility offered by the new system, on the one hand: but 

they were reluctant to lose the %on nce bowl" guaranteed by the work unit, on the other. 

Iléipei slieng do not corne from the conmct units. They are hi& school graduates and they chuose their 
contract units prior to going to college in order to get financial support from the contract units. 
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The ambivalence made hem seem to be more conservative than the 1982-85 cohort. They 

could not go ahead without looking back as did their post-1988 counterparts. In this 

sarnple, one in four (25.5%) of this cohon chose 'job secunty" as  a reason for their 

occupational preferences (see Table 3.8). At the same time, nearly one in three (30%) 

changed their jobs becaw of "no oppominities to develop rny abilities" and 15% did it 

because of 'hot interested in previous jobs". Still, 30% move because of "complying with 

organizational arrangements" (see Chart 3.3). 

The data have shown that the pst-1988 cohort is obviously different from the 

pre-1989 cohorts. They are a product of the new era. Two events played a significant 

roles in shaping their cohort experiences. One is the 1989 Tiananmen Square Protests. 

Many college students in this cohort were involved in the student movement in 1989 in 

various ways. The participation and the aflermath had a great impact on them. In the post- 

Tiananmen period, politicai virtue (Le., political loyalty to the CCP) has becorne more 

important again, especially in the recniitment of officiais to Party & govemment 

departments (Lam & Chan, 1992). A new policy made in 1989 siated that new college 

graduates cannot be directly assigneci to Party & govemment departrnents. At least two 

years of work experience at the grass level was required. Provisional Regulations on state 

civil servants, promulgated in August 1993, emphasized that the majority of civil servants 

should corne fiom the ranks of worken and peasants. As a consequence, in this sarnple. 

officiais account for only 13.9% of the respondents in the post- 1988 cohort (see Table 
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3.3). It seems that members of this cohort also want to stay away fiom the centen of 

politics. Less than ten percent of hem prefer to work in Party and government 

departments. 

Another event is the reform program of university graduate alloca5on which was 

put in effect in 1989. The goal of this reform was that the Personnel Market, instead of 

state allocation, would gradually become a main employrnent channel for college 

graduates. As a matter of fact, this trend has already started to show in the employment 

patterns of this cohort. The proportion of state allocation dropped down fiom 95% of the 

1982-85 cohort, 76% of the 1986-88 cohort, to 54% of this cohort. The proportion who 

got their initial jobs through the personnel market reached 17% (see Chart 3.2) - the 

highest proportion ever. 

This cohort grew up and matured in the environment of China's economic reforms 

and open-door policies. They are the k s t  group of college graduates to expenence the 

"market" test nght after they left campuses. They seem to be least influenced by both the 

traditional Chinese and orthodox socialist values. They are very individualistically- 

onented, or, to be more accurately, they have had better oppormnity to express their 

individual interests and they did so. For example, only 8% in this cohort changed job 

because of "complying with organizational arrangements'?, while rnost of them did so due 

to personal reasons: 'hot interested in my previous job" (25%), "no opportunity to 

develop my abilities" (22%), and "to try to prove rny abilities" (16%) (see Chart 3.3). 

Meanwhile, this cohort appeared to be more market-oriented. For example, 1 8.8% took 
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higher salary as one reason for their occupational preferences, which is the highest rate of 

al1 the cohorts. Because of the limitations of the state budget, salaries in shiye danwei 

such as univenities and research institutes are low. A popular saying in China is: "You 

are poor like a professor". In this sarnple. fewer membee of the post-1988 cohort than in 

other cohorts who worked as professionals (professional occupations mainly are in shiye 

danwei) (see Table 3.3). AIso, when expressing their occupational preference, few (less 

than 10%) preferred work in "universities Br research institutes" (see Table 3.6). 

Compared with the other three cohorts, members of this cohort are younger, more 

coniident in themselves, and more adaptable to the emerging market economy. 

Therefore, they tended to opt for "own my own business" as  their occupational 

preference, or "non-state-owned enterprises". They rated "'job secwity" the lowest among 

al1 of the four cohorts (see Table 3.8). Their ways of changing jobs are also less 

stmctured and seen as more "brave" (resignation, leaving the position by self and leave of 

absence account for quite high proportions). 

In bnef, cohort patterns of personnel mobility reflect different cohort experiences. 

The pre-1982 cohort grew up and matured before the economic refoms. Complying with 

organizational arrangements was the determined route of action and officia1 transfer was 

a main channel for job change for this cohort. The 1982-85 cohort, as the first class 

graduated after the restoration of the college/univenity entrance exarnination system. is 

playing an increasingly imporhnt role in China Almost 40% of hem were officiais in 

Party and govemment departments and another third were managers in various 
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enterprises at the time of the survey. The 1986-88 cohort was at the transitionai point of 

the new and old labor systems as they were the fim group who were required to sign a 

contract with a danwei in the state-owned sector. They longed for more oppomuiities to 

develop themselves, but continued to place high value on job security. While over one 

third of diis cohort wished to own their own businesses, a sizable proportion of them 

wanted to be officials in the Party and govemment departments. The p s t -  1988 cohort 

seemed to have adapted completely to the market values. They preferred to work in non- 

state-owned enterprises or to own their own businesses. They pursued higher salas, and 

were less concemed with job security. Only 13.9% of this cohort were, and ody 8.3% 

wanted to be, officials in Party & govemment departments, the sxnallest proportion 

among al1 four cohorts. 

4.3 FamiIy Background 

Many studies found that family background affects a penon's occupation (Coleman, 

1974; Chen & Regan, 1985; Li & Chen, 1993). According to Blau and Duncan (1 967), 

socioeconomic status (mainly father's education and occupation) has a direct effect on a 

child's educational opportunities and achievement, and M e r  on the child's occupation. 

What is the situation in China? This study found that family background, plays an 

important role in one's occupation in China. However, it appears that it has differed 

effects before and after the econornic reforms. 

This study found that, by taking father's education and parents' registered 

cesidence as indicators of a person's SES background, the influence of farnily background 



operates in ways similar to, and yet different fiom the West. As far as the father's 

education was concerned, the data show that in China the higher the father's educational 

level is, the higher the probability for his offspring to enter clerical type of occupations as 

it was defined in this s t ~ d ~ . ' ~  Those whose father's education is low are more iikely to 

work and also aspire to work in the Party or the govemment than those whose father's 

education is high. On the surface, these patterns appean to be in sharp contrast with what 

usually is the case in Canada: the higher a young person's family background, the higher 

the level of occupation to which they aspire; the "better" the family background, the 

higher the level of occupation they tend to enter (Chen & Regan, 198546). Closer 

examination would reveal that this also is the case in the PRC. The difference lies in the 

definition of "good" farnily background. This point requires further explanation. 

Before the recent econornic reforms, political control of job access played an 

important role in China. Class onginN was the principal screening device, sorting people 

into categories, and thus affecting their chances in al1 aspects of their lives, fiom 

education and occupation, to promotion and even mamage. Particularly, the state job 

allocation system added political implications to the effect of family background on a 

peaon's occupation. This system channeled university/college graduates into various 

occupations according not only to their fields of study and academic rnerits but also their 

family class origin and personal political ~ommitment.'~ High academic achievernent was 

10 See section 2 3  "Questiomaire Design" in Chapter Two. 
I I  See note 3 in this chapter. 

'' See note 4 in this chapter for the defmition. 
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no guarantee of occupational success. Sometimes, fmily class origin and personal 

political commitment were even more important than academic qualifications. Although 

the economic basis of the onginai family class origins established in the 1950s has 

diminished, the designations remained in their place for subsequent years. In time, these 

designations of class origins became labels standing for political status in China (Whyte 

& Parish, 1984:46-51; Li, 1993:60-63). A hierarchy based on political status was thereby 

developed. The family class ongin is recorded in the household registration (hukou) and 

in an individual's dang 'an. Furthemore, a father's class ongin was passed on to his 

children and recorded in their d ~ n g  'an. 

During the Maoist era, "good class origin" referred to worker, poor peasant and 

revolutionary cadre (Le., if one or one's father becarne a substantial official in the new 

order); "bad class origin" referred to capitalist and landlord. There was a relatively 

neutral label called "SM". This category included professionals, minor bureaucrats, and 

other intellectuals. 

Based on political requirements, officiais in the Party and govemment 

departments were supposed to come fiom families of "good" class origin and to have 

high political cornmitment. It was believed that people with "good" class background 

would be more reliable and loyal to the Party. Thus, through a process of "political 

screening", those graduates who were of such family background were most likely to be 

assigned to the so-called "power institutions" - Party and governmcnt departments. Once 

there, they also had better prospects of advancing through the ranks. 
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Although, as noted above, ''SU&" was in theory a relatively neutrai class label, 

their children were declared to be suspect along with children of capitalists and others of 

bad class origin (Whyte & Parish, l984:47). Mao Zedong pointed out in 1957 that most 

intellectuals were from bourgeois families and received bourgeois education before the 

establishment of the PRC, and thus their world-view were bourgeois. To fit in the new 

People's Republic, intellectuals had to reforxn their world-view (Mao, 1957:384). As a 

rnatter of fact, there was a policy to this effect. In any case, due to al1 of these political 

considerations, under the system of job allocation, the number of people whose fathers 

were intellectuals who were assigned to be officials in Party and govemment departments 

was far fewer than those whose family class origins were revolutionary cadre, worker and 

poor peasant. 

Although famil y class origins was not asked in my questionnaire, there is 

evidence to indicate that a father's education was closely related to his family class origin 

for people who are now over 35 years of age. According to a 1972 - 78 Chinese urban 

sarnple, the fathers of those whose class origins were staff and capitalist usually had a 

high education before 1949, and the fathers of those whose class ongins were workers 

and peasants usually had lower education (Whyte & Parish, l984:48). In other words, we 

could say that for a person now aged more than 35, if his/her father was highly educated. 

he/she is more likely from a "bad" class origin and if hisher father was poorly educated, 

helshe is more likely from a "good" class origin. Therefore, it could be Uiferred that 

family class origin rather than father's education, by the device of the political screening 
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of job access, that had a direct ef5ect on a person's occupation under the job allocation 

system. 

Govemment policies have changed a great deal since the introduction of 

econornic reforms. Class labels for landlord and rich peasant were rernoved in 1979.') A 

new policy regarding intellectuals is to "trust and to depend" on them. The term "family 

background" no longer means family class origin. Perhaps this is why family background 

is ranked relatively low in tenns of getting a good job. It is still quite important, but is no 

longer the rnost important factor. As the most important factor, it ranked f i f b  (28.1%), 

even lower than "luck" (30.4%) (see Table 3.12). 

There is perhaps another reason to account for family background having a 

relatively low ranking in importance. That is, for the great majority of the respondents, 

much of their University education was government funded, regardless of their farnily 

class origins. Thus, in their minds, family background is not al1 that important. The 

highest ranked factor is "social connections" (47.6%). 

Although family class origins are seldom mentioned in contemporary China, the 

impact of political control over job access and that of the many political movernents on 

the intellectuals and their children are still significant. This impact is s h o w  in the very 

small proportion (1 0.4%) of those with highly-educated fathen who prefer to have a 

career in the Party and the government (see Table 3.7). At the same tirne, 16.0% of this 

- - - - - - - - - - -  

13 In January 1979, the Centra1 Committee of the Chinese Communist Party made a policy decision that 
"took off' the class labels for landlords and rich peasants after an e~*aluation by the local masses and the 
approval by local county government, except for a few who had not been reformed well (Li, 1993). 
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group chose to work in non-state-owned enterprises and 14.2% in univenities or research 

institutes as their occupational preferences. In addition. it is worth noting that 16.0% of 

this group chose "other". Arnong these people, except the 8 cases who specified on their 

questionnaires that they want to study abroad. the rest lefi it blank. From what 1 

understand. "these blanks" may very well be the same thing: to study abroad. If so, it is 

also worth noting that 40.1 % of the p s t -  1988 cohort in this sample are children of 

highly-educated fathers (see Appendix A). Although this sarnple is not representative, it 

is not unreasonable to predict that increasingly large proportion of students with such a 

family background will pass the entrance examination for higher education (Kwong, 

1983: 106; Broaded & Liu, 1996:62). The implication is that an increasing numbers of 

university graduates will go overseas and eventually enter the international labor market 

in the fbture, if China's open-door policy remains the sarne. 

Another family background factor that relates to one's occupation is parents' 

registered residence. Generally, residence in an urban or a mal area may affect job 

oppomuiities in many countries (Krahn & Lowe, 1993: 122). If there is fieedom of 

migration, its ef5ect is not crucial. However, in China this factor is crucial to a person's 

career path. As mentioned in Chapter One, choosing and changing of registered residence 

is strictly controlled by the household registration system. Furthemore, the registered 

residence is not only an indication of the area where one lives; but it is also an indication 

of social status. Since there are huge differences in socio-economic conditions between 
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urban and rurai areas, parents' registered residence has a significant impact on the life 

chances of theu children. 

In this sample, as show in Table 3.5, respondents with a niral background are 

more likely to have jobs as oficials in Party and govemment departments than those with 

an urban background (40% vs. 16.5%); and chilâren originally fkorn urban areas are more 

likely to be clerks in enterprises or shiye &nwei than those fkom rural areas (47.3% vs. 

23.3%). Due to the fact that parents' registered residence is closely related to father's 

education (see Appendk B), one plausible explanation for this pattern is probably the 

same as for education. In addition, the social statu of the peasants in Chinese society and 

their traditional values rnay dso  help to explain this phenomenoa Peasants account for 

approximate 70% of the Chinese population. Under the household registration system 

fiukou), to be a peasant means not only where you live or what job you do but aiso 

means a given social status (Potter, 1983). According to a 1989 - 1990 study, peasants' 

social status in terms of Uicome, prestige and power was at the bottom of the Chinese 

society. In cornparison, officials' prestige and power was rated at the top by the peasants 

c i ,  1993: 102). Since peasants have a sî~ong feeling of powerlessness, they tend to 

encourage their children to p u m e  power. Once becoming an official, a person may help 

to change hisher own statu and that of the family. To get a university education is one 

the few ways to become an official. The dynasties may have long gone, but one 



traditional value lingers on among the peasants: by becoming an official, a peasant's 

child can stand out among his fellows and bring honor to his ance~tors.'~ 

5.4 Conclusions and Summary 

From a political economy perspective and by using the concept of segmented 

market and cohort aaalysis, this study explored the impact of structurai factors on the 

occupational mobility of university educated people (the personnel) in China, the 

motivations for job changes, and the values underlying occupational choice and change. 

Since the early 1980s when the economic refomis were launched, a labor market 

has emerged. However, this emerging labor market is a segmented one dong the lines of 

the ownership of the work units. Within the state-owned sector, the labor market is 

controlled, while it is open in the non-state-owned sector. Personnel mobility is 

conditioned by this segmented labor market. While state allocation is still in practice, the 

personnel market appears to play an increasingly important role in job-seeking and job 

placement. 

To sum up, the anaiysis identified three main factors that affect personnel 

mobility : the ownership of the work unit, graduate cohorts, and farnily background. First 

of ail, the ownership of work unit is the most important stmctutal factor affecting the 

charnels ofjob change. It is the result of the interplay between the socialist political 

14 China esîablished a system of civil service examination in the Song Dynasty (960 - 1279) - which set a 
goal and a path for scholars: when one had achieved excellence in studies one became an official. The 
system lasted roughly eight centuries. For details, see Schirokauer, 199 t : 134 - 36. 
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system and the emerging market economy. Secondly. patterns of personnel mobility show 

rernarkable cohort characteristics. The cohort experiences reflect both the processes of 

socialization during their formative years as well as different employment policies and 

opportunïties. A main motivation for changing jobs for college-educated people is to 

pursue opportunities for developing individual abilities. The pst-1988 cohort appears to 

be distinctly different fiom the other three examined in this thesis. They seem to have 

adapted more fully to the new market system. Finally, farnily background have a great 

effect on their occupationai preferences and employment. The effect is dso conditioned 

by both the stmcture of the labor market and national politics. 

This thesis placed an emphases on historical analysis, especially of the old 

systems because they still have tremendous influence on conternporary society due to 

inertia within the PRC. The emerging labor market bars a clear impriat of these systems. 

However, as the econornic reforms develop M e r ,  it is very likely that the political 

control of personnel mobility, such as the household registration system, the ownerçhip of 

personnel by the work units, and the dang'un system, will be loosened M e r .  The 

segmented nature of the labor market wiii also likely change. Barring another Cultural 

Revolution or similar chaotic mass political movement, the labor market is likely to 

becorne one of the major avenues for occupational and social mobility in the PRC. 
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Appendix A 

YRGRADU year of graduation by FATHEDUC father education 

Column 23 141 85 109 358 
(Continuedl Total 6.4 39.4 23.7 30.4 100-0 

Count 
Row P c t  
Col Pct 

YRGRADU 
1 

Pre-1982 

2 
1982-85 

3 
1986-88 

Couat 
Row Pct 
Col Pct 

YRGRADU 
4 

pst-1988 

PATHEMfC Page 1 of 2 

illitera elementa high sch universi 
te ry & jun 001 tY Row 

Column 
Total 

1 

11 
12.4 
47.8 

2 
3.1 
8.7 

5 
10.4 
21.7  

Page 

illitera elementa high sch universi 
ry & jun 001 t Y 

2 

31 
34.8 
22.0 

Row 
Total 

Pearson 30.53996 
Likelihood Ratio 29.77332 
Mantel-Haenszel test for 9.79944 

linear association 

3 

22 
24.7 
25.9 

Minimum Expected Frequency - 3 .O84 
Cells with Expected Frequency < 5 - 2 0 F  16 (12.5%) 

Number of Missing Observations: 2 

64 
17.9 

48 
13 - 4  

4 

25 
28.1 
22.9 

3 

39 
60.9 
27.7 

18 
37.5 
12.8 

Total 

89 
24.9 

13 
20.3 
15.3 

14 
29.2 
16.5 

10 
15.6 
9.2 

1 

11 
22.9 
10.1 



SPSS/PC+ The S t a t i s t i c a l  Package for IBM PC 
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FATHEDUC father education by PARECI registration place of parent 

Count 
Col P c t  

FATHEDUC 
1 

illiterate 

3 
high school 

4 
university 

Column 
Total 

PAREG1 Page 1 of 1 

urban rural urban an 
d rural Row 

Total 

Pearson 50.86018 6 
~ikelihood Ratio 55.72063 6 
Maatel-Haenszeltestfor 18.48219 1 

linear association 

Minimimi Expected Frequency - .521 
cells w i t h  Expected Frequency < 5 - 5 OF 12 ( 41.7%) 

Significance 

Number of Missing Observations: 7 
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Questionnaire 

(1 )Age: 

1. Under 25 2.26-3 0 3.31-35 4.36-40 5.41-45 

(2)Gender: 

1. Male 2. Female 

(3)Marital status: 

1.  Single 

2. Manied 

3. M e r  (divorced, separateû, widowed) 

(4) Do you have a child or children? 

1. Yes 2. No 

(5) In what year did you graduate fiom College\university? 

(6) Your highest degree: 

1. Bachelor 2. Master 3. Ph.D 4. None 

(7) What was your major in coiiege/university? 

(8) Where was your parents' registered residence ? 

1. Father a. urban b. nuai 

2. Mother a urban b. rtuai 

(9) Father's education 

1. Illiterate 2. Elementary or junior high 3. High school 4. University or higher 
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( 1  0) Mer you graduated f?om university, by what channel did you get your first 

emplo ment? 

1.  By state allocation 

2. By my contract 

3. Through personnel market 

4. By personai connections a parents b. relative c. niends d. ciasmate 

5. Other (please spece) 

(1 1) nie type of your work unit 

1 .  Party and governrnent department 

2. Enterplise 

3. Shiyie damvei 

(12) The ownerçhip of your work unit is 

1 . State owned 2. Urban collective 3. Town-village collective 

4. Sm-zi enterprise 5. Private business 6. m e r  ( s h ,  please) 

(1  3) Your position at work (please be specific) . 

(14) Into which of these categories does your monthly incorne fa? 

1. RMB 399.00 and below 

2. From RMB 400.00 to RMB 599.00 

3. From RMB 600.00 to RMB 799.00 

4. From RMB 800.00 to RMB 999.00 

5. From RMB 1000.00 to RMB 1499.00 



6. From RMB 1500.00 to RMB 1999.00 

7. From RMB 2000.00 to RMB 2499.00 

8. RMB 2500.00 or more 

(15) Al1 in dl, how satisfied would you say you are with your job? 

1 .  Veiy satisfied 2. Satisfied 

3. Somewhat satisfied 4. Not too satisfied 

5. Not at al1 satisfied 

(16) Have you changed your job, d e r  your first employrnent since graduation? 

1. No 2, Yes 

If yes, please continue to m e r  questions 1 7,18,19,20 

(1 7) How many times have you changed jobs? 

1 .  Once 2. Twice 3. Three times 4. Four or more times 

(1 8) How do you get the present job? 

1. By official ûansfer 

2. By personal connections: a parents b. relative c. classmate d. &ends 

3. Through personnel market 

4. Other (please speca) 

(1 9) in what manner did you change your last job? 

1 . B y resignation 2. Being fired 3. Lefi the position by self 

4. By official transfer 5. By leave of absence 6. Other 
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(20) Why did you change your job the 1st tirne? Which factors are important? (You may 

choose up to three fxtors and rank your choices.) 

1 . Not interested in my previous job 

2. No opportunity to develop my abilities 

3. Low salary 

4. Lack of opportunity for promotion 

5. Unpleasant interpersonal relationships a with colIeagues b. with the boss 

6. Try to prove my abiiities 

7. My pemnality is not suitable for the job 

8. in order to obtain an apaitment 

9. Comply with organizational arrangement 

10. Other (please specify) 

(2 1) If you were given an oppoxtunity to choose k l y ,  without Limitations, which 

occupational path wodd you pursue? 

1. A career in Party and govemment 

2. Universities and research institutes 

3. Shlye danweis 

4. S tate-owned enterprises 

5. Non-state-owned enterprises 

6. Own my own business 

7. ûther (please speciS) 



What are the rasons for your option. 

(You rnay choose up to three factors and rank your choies.) 

2. The income is decent 

3. Job security is high 

4. The benefits are good 

5. There are more opportunities to develop my abilities 

6. High prestige 

7. Other (please spece). 

(22) Please evaluate the importance of the following factors in ternis of getting a good job? 

Social connections 

Field of study 

Market demands 

Luck 

Famiiy background 

Marks 

uni ver si^ 

Reputation 

Gender 

The most important quite important not important do not b o w  



(23) in your opinion, which of the following occupational path is the best in China 

currently? 

1 .  Academic 2. Business 3. Being an officiai in the Party and the government 

Why? please give reasons. 

(24) Do you agree or disagree the following views? 

1. Any person with ability and willingness to work hard has a good chance of k i n g  

successm. 

Agree Disagree Do not know 

2. Poverty is chiefly a result of injustice in the distribution of wealth. 

AF Disagree Do not know 

3. It is easy to get one's way in moa situations. 

Ag= Disagree Do not know 

4.1 am paid fairly compared with people in other occupation. 

AF Disagree Do not know 

5. My pay is enough to live on comfortably. 

Disagree Do not know 

6.1 am really doing something worthwhile in my job. 

AP Disagree 

7.1 find real enjoyment in my work. 

Agree D isagree 

Do not know 

Do not know 
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8. It is important to make plans for one's life and not just accept what cornes. 

Agree Disagree Do not know 

9. The best way to judge a person is by his success in his occupation. 

A i F e  Disagree Do not know 

10. Businessmen and industrialists are much more important to society than artists 

and professors 

Ag= Disagree Do not know 




