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Abstract

Le pur ose of this thesis is to evaluate the hinl of analysis

of social shasje which holds that traditional ideslosy non blitnse

an egstaele to economie devalopment. A unmber of constitutes

writing on China , for example Feuerwerker and levy,have argued ia

part, that China failoi to industrialize in the ninereonth Ceatury

cecause she laches an ideology sutiabli for economis develomment.

My attempt is primarily to understand the ways in whhich'dtraditional'

m anagement values continue to be important in an industrializing

Chinese si L aati on especially given Feuernerker's vicx that they

constitute an impediment to rapid economic geowth. I use as s case

study an industrialining commdnity in the New Territories of Hong

Kong

The thesis corsiste of three main parts:a) a study based

on avsilable litarature of empirical tyces of 'traditional'and

Trodern' industrins smruetured accordinn to four asmects:organiza-

tion, labour relit-ions, localism and use of business techniques

b) field work research in Kara Tung, a small market and light indus-

trial area in the .lew territories, including t nvesti ati oof the

con mu itself and intensive studies of some fachories white life

histories of the fuctary managers: c) the t ird part isiiuantitative

research with a strutured questionaire and attitude test.

Ay main arguannt is that traditionas ideclosy does not

hecessarily ecnsvinnse chanse and sodernisanion, but may vnstead

Eerve as an sapeort for change prinnrily in torms eccnotic valus

and olitical leginimtion,This support is martcularl is prtant

in tern of the organizational structure and labour vithis

the soctory.
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CHAPTER ONE INTRODUCTION TO THE THESIS

1.1 Introduction

1,1.1 Traditional-Modern Dichotor

In classical sociology, social change was often concep-

tualized as a linear movement from a traditional past towards a

modernized future. Such models of change basically assume that

tradition' is an obstacle to change and modernization.

In the sociological analysis of Chinese society such a

perspective may be illustrated by reference to the work of

Fewerker. Feuerwerker, in his study 'China's Early Industriali-

zation' tries to argue that the traditional Confucian ideology'

in the late Ching Dynasty did not represent the type of ideology

needed for the development of modern industries in China. It

restricted the Chinese economy to the type referred to by Weber

as 'politically orientated capitalism' (which is considered by

Weber to be different from and antecedent to industrial capitalism).

1.1.1.2 Weber's definition of Capitalism

According to Weber, capitalism is present wherever the

industrial provision for the needs of a human group is carried out

1. Traditional Confucian ideology can be characterized by humanism,

by its emphases upon the ethical, the intellectual (primarily

with relation to life and activity), the aesthetic, and the

social (not necessarily in that order of importance), without

any aversion to material welfare and the normal enjoyments of

life- and with an inner tranquillity of spirit that pervades

life in both prosperity and adversity, a tranquillity born of

a sense of harmony with Nature and one's fellow men. See

C. A. Moore ed. The Chinese Mind, 1967, p.7



by the method of enterprise, irrespective of what need is involved.

More specifically a rational capitalistic establishment is one

with capital accounting2. Weber further differentiates capitalism

into 'politically orientated capitalism' and 'industrial capitalism'.

1.1.1.2.1 Political Capitalism

Politically orientated capitalism refers to situations

where the opportunity exists, and is taken, to obtain profitable

exchanges by, for example, providing loan support to politicians,

financing their wars and so on. Or as in the case of tax-farming

schemes, planation economies and such like, the capitalist may

take advantage of the profit opportunities nade available to him

by the structure and sanctions of political authority.3

1.1.1.2.2 Industrial Capitalism

Industrial capitalism was exemplifieu in situations where

continuous productive enterprises sought to exploit a market

situation, making use of a capital accounting techniques in

4
the process.

1.1.1.2.3 Rational and Irrational Capitalism

Weber differentiates rational and irrational capitalism.

'Rational' capitalistic behaviour is always that a calculation of

2. Max Weber, (tr.) Frank H. Knight, General Economic History,

Free Press, 1950, p.275

3. Eldridge ed. Max Weber, 1972, p.33

4. Ibid.,



capital in terms of money made, whether by modern book-keeping

methods or in any other way, however primitive and crude. Every-

thing is done in terms of balances: at the beginning of the

enterprise an initial balance, before every individual decision

a calculation to ascertain its probable profitableness, and at

the end a final balance to ascertain how much profit has been

made. So far as the transactions are rational, calculation

underlies every single action of the partners.5

It is important, as Eldridge points out, to recognise

that Weber did not claim that rational industrial capitalism was

identified with modern capitalism: Capitalism and capitalistic

enterprises, even with a considerable rationalization of capitalistic

calculation, have existed in all civilized countries of the earth,

so far as economic documents permit us to judge. In China, India,

Babylon, Egypt, Mediterranean Antiquity and the Middle ages, as

well as in modern times."6

1.1.2 Prerequisites of Capitalism

Weber's concept of 'political capitalism' characterizes

the economic situation of late Ching China as described by Feuer-

worker. The modern-type enterprises started in China in the later

part of the Ching Dynasty failed to develop into a genuine 'indus-

trial revolution' according to Feuerwerker, and therefore failed

to transform the Chinese economy as a whole into a modern, indus-

trial one, because China lacks the prerequisites for modern

capitalism that Weber describes- prerequisites such as:

5. Max Weber, The Protestant Ethic and the Spirit of Capitalism, pp.18-19

6. Ibid. p.197



(a) free labour (or as Weber puts it, the existence of a

propertyless class compelled to sell its labour ser-

vices to live),

(b) the appropriation of all physical means of production

as disposable property of autonomous private industrial

enterprise and,

(c) freedom of the market from 'irrational' limitations

of trading in the market (such as class factors

affecting the purchase of commodities or labour),

(d) a rational technology, as for example, is implied

in the mechanization of production,

(e) a framework of calculable law such that an industrial

organization can depend upon calculable adjudication

and administration,

(f) the commercialization of economic life such that

commercial instruments may be used to represent share

rights in enterprises and property ownership.7

But the question is, is the absence of such values and institutions

quite the obstacle to economic development say, measured in terms

of a steady growth of per-capita income, that Feuerwerker argues

they were in the case of late Imperial China's failure to 'moder-

nizes:

1.1.3 A Contrastin View: The Traditional-Modern Dichotom

Reconsidered

1.1.3.1 Weber's 'Form' and 'Spirit' of Capitalism

Weber has drawn a distinction between the 'form' of modern

capitalistic enterprise and the 'spirit' of modern

7. Max Weber, General Economic History, pp.238-239



capitalise which is relevant here.

1.1.3.2 The Spirit of Modern Capitalism

To those who accept as a guide to their own conduct the

idea of increasing one's capital as an end in itself and out of

a sense of duty (an ethical imperative) Weber attributes 'the

spirit of modern capitalism'. It is a spirit which also charac-

terizes labour. When, in an individualistic way, the workman

calculates how he can maximize his earnings and will respond to

economic incentives (designed to improve his productivity) to.

the best of his ability whilst at the same time manifesting a

sense of responsibility towards his work and a specific willing-

ness to work hard and systematically. It is also a spirit which

characterizes an entrepreneur who accepts the pursuit of money

as being virtuous in itself and systematically organizes himself

and his productive resources to that end. Moral values such as

hon.esty,. thrift, frugality, punctuality and hard work all lead

to the promotion of economic gain.

Traditional spirit, in contrast, is exemplified by the

worker and the employer who simply wish to earn sufficient money

to enable them to carry on living in a way which, for them, is

already established and acceptable. Changes in ways of working

or in the character of market relationship (with customers and

fellow competitors) are seen as undesirable and, given this kind

of orientation, are resented and resisted.

By separating the 'form' from 'spirit' of modern capitalism

Weber is able to suggest first that non-capitalist types of produc-

tion systems, although they will most likely be dominated by a



traditionalist spirit, may in fact be imbued with the spirit of

modern capitalism. Conversely, a capitalistic form of enterprise

(that is enterprises carried on by private entrepreneurs by utili-

zing capital to make a profit, purchasing the means of production

and selling the product)9 can in some cases still be characterized

by a traditional spirit. 10

Weber's notion of 'spirit embodies a number of different

components or dimensions. One of these, and the one I propose

to examine most closely in my thesis is ideology. In particular

what is generally termed in the literature on industrial sociology

'business ideology'.

1.1.3.3 Concludin iemarks

If Feuerwerker's analysis is correct then we would expect

the 's irit' or 'bul iriees ideology' of (say) 1900 China corresponded

more or less to the 'form' or economic structure of that time.

In a 1975 variant of 'Chinese society' (i.e. Hong Kong), given all

the technological changes and western inspired social change that

have occurred, especially since 1945, those business norms, values

and institutions of 1900 China which continue to be present can

legitimately be labelled as constituting a distinctly traditional

spirit or traditional management of 'business ideology'. By

this I mean that, ideally, in 1975 the economic structure should

associate with new norms and values which support the new form

of economic structure.

9. Max Weber, The Protestant Ethic and the Spirit of Capitalism, p.6k

10. Eldridge ed. Max Weber, p.kl



But, as I shall show later, much of this 'traditional'

spirit is still in existence in the business world. It would

therefore seem that such traditions need not necessarily inhibit

the development of new forms of economic structure. In another

context J.R. Gusfield argues that there are manifold empirical

variations in the relation between traditional forms and new

institutions and values, variations whose possibilities are

either denied or hidden by the polarity of the traditional-modern

model of social change (such as that used by Feuerwerker). He

further argues that tradition and modernity have been used as

expli'it ideologies operating in the context of polities in

new nations, 11 J. Abegglen, in his study in Japanese factories,

also demonstrates that changes have taken place selectively in

Japan, and that these changes have been such as to leave unchanged

the underlying basis of social relationships, rather than penetra-

ting to the roots of the social system. The changes have been

built up from the kind of traditional social relationships pre-

existing in Japan. 12 Tradition, then can become a potent set of

values, norms, and institutions utilizable in the process of

'economic development'.

My thesis, then, is primarily an attempt to understand

the ways which 'traditional and neo-traditional' management

values continue to be important in an industrializing Chinese

situation- especially given Feuerwerker's view that they are zimpedi-

vents to rapid economic growth. I use as a case study an

industrializing community in the New Territories of Hong Kong

11. J.R. Gusfield, 'Tradition and Modernity: Misplaced Pola.-ities

in the Study of Social Change', AJS, Vol. 72, 1966-1967

12. J. Abegglen, The Japanese Factory- Aspects of its Social

Organization



and attempt to understand how and why traditional values, norms

and institutions are useful as contemporary economic resources O

rather merely constituting 'archaic survivals'.

1.2 Management Ideologies: Industrial Organization and Change

1.2:1. Various Perspectives- Introduction

It is often argued that in the industrialization process,

one necessary conditions for successful industrialization was the

interpretation of authority in the relationship between employers

and workers. That is, the imposition of managerial authority is

the primary concern of the studies of 'business ideologies' or

'management ideologies'. In previous studies, there are a variety

of perspectives and definitions of management ideologies. Here

I review this work and examine some of their more important

arguments.

1.2.1.1 Various Perspectives

Bendix defines ideologies of management as "attempts by

leaders of enterprises to justify the privilege of voluntary

action and association for themselves, while imposing upon

all subordinates the duty of obedience and the obligation to

serve their employers to the best of their abilit -13

John Child, in his study in British management thought,

argues that 'British management thought' was a comprehensive body

of knowledge- somewhat wider in scope than the management

'ideologies' which had been the subject of previous studies.

1J. R. Bendix, Work and Authority in Industry, 1956, John Wiley

and Sons, p.xi



Although the concept of 'management thought' cannot be given

precise boundaries, it is normally distinguishable from the less

clearly and less sophisticated notion of 'business ideology',

from more specific and rigorous contributions of a primarily

academic nature, and from personal view held by the general run

of practising managers. l4

Nichols defines 'business ideologies as being T1.....

about power and that they consist of those patterned and selective

self and structural representations put forward by businessmen

which pertain to its distributor.t115

Sutton et al. in their book 'American Business Creed'

defined ideology i. s any system of beliefs publicly expressed

with the manifest purpose of influencing the sentiments and actions

of others. 16

David Rogers and Ivan Berg have summarized the different

approaches to the stjdy of business ideologies into two main

categories:l?

First. The neo-Marxist approach and the 'new competition'

approach of such writers as A.A. Berle and David Lilienthal. The

first group has an interest theory of ideology, and they hold

a view of the small businessman as a rational, political, and

economic man.

1k. Child, British Management Thou ht, p.2k

15. Theo Nichols, Ownership Control and Ideology, 1969, p.228

16. Sutton et al. American Business Creed, Cambridge, Mass. 1956

17. David Rogers and Ivan E. Berg, Jr., 'Occupation and Ideology:

the Case of the Small Businessman', Human Organization, Vol.20

no. 3



Second. The social-psychological approach of Sutton and

his associates who use a more complex psychological analysis of

the determinants of the small businessman's ideology. Roger and

Berg have presented another approach to the study of the small

businessman's ideology by investigating into the 'objective

opportunities' the small businessman faces and to establish a

link between his objective opportunities and his ideas about them.

Thus they focus on how the small businessman sees his world in

terms of the opportunities presented to him by that world.

Concluding Remarks

Although there is considerable variety in all the above

definitions and approaches to the study of management ideologies

they are in fact cows on in one aspect, that is they are all, to

some degree concernt about the implimentation of authority.

A. Fox's remark on ideology can serve as a conclusion to this

section. Fox says, management seeks to propagate an ideology

which justifies its behaviour, legitimizes its rule, evokes

loyalty and commitment on the part of lower as well as higher

participants, and serves a support for those norms and values

which are congruent for its goals. 18 Fox goes further to point

out that there are three purposes of management ideology:

(a) it is at once a method of self-reassurance,

(b) an instrument of persuasion, and a

(c) technique of seeking legitimation of authority.19

18. Alan Fox, A Sociology of Work in Indus try, 1971, London, p.124

19. Ibid., p.126



There are, of course, also variations in the different

perspectives outlined above. For example, Bendix's definition

stresses on the exercise of the authority and the justification

of it, while Sutton and his associates stress those publicly

expressed beliefs (that is the open publications and speeches of

the businessmen) which have the manifest purpose of influencing

the sentiments and actions of others.

There are some more important differences, too, between

Nichols' approach and those of Bendix and Sutton. One of these

is closely related to certain methodological problems and it

concerns the fact that those other definitions do not delimit

the term business ideology to ideology of businessmen. In Bendix

and Sutton's case, t.ih.e ideology or 'creeds' considered consists

of statements not ptt forward exclusively by businessmen them-

selves. Thus they five attempted to equate the ideology of

businessmen with ap.arently representative historical shifts in

the literature of management of equate the former with the opinions

of major business theories, whether they be businessmen or not.

Indeed Child has felt bound to state it as possible that what

he termed 'British management thought' was never in fact whole-

heartedly accepted bz most practising managers."20 (My emphasis)

20. John Child, British Management Thought



1.2.1.2 Theories of Management Ideology and Industrial Change

As I have stated in the previous section: all economic

enterprises have in common a basic social relation between the

employers who exercise authority and the workers who obey. And

all ideologies of management have in common the effort to inter-

pret the exercise of authority in a favourable light. But to

what extent and in what ways theories or ideologies of management

change when the industries themselves change? Bendix attempts

to come to grips with this problem when he separates ideologies

of management into enterpreneurial ideologies and managerial

ideologies, the first is representative of the early phases of

industrialization and the second the phase when economic enter-

prises are fully developed (that is when control and ownership

of industries separates). Bendix has also noted that over the

past two hundred years, :managerial ideologies in Anglo-American

civilization have changed from an ideology of traditionalism to

laissez-faire, to 'Social Darwinism' and finally to the 'human

relations' approach.21

Bendix indicates that the historical legacy of ideas might

also play something of an independent role in fashioning current

thought. I agree that when one talks about an ideology, it is

necessary to specify the referent, that is the social context

about which an individual or aggregate of individuals has a set

of ideas. As Marx put it 'men make their own history', but they

do not under circumstances directly given and transmitted from

21. Bendix, Work and Authority in Industry



the past22. Bendix also adopts this idea: ideologies of manage-

ment can be explained only in part as a rationalization of self-

interest, they also result from the legacy of institutions and

ideas which is 'adopted' by each generation much as a child

'adopts' the grammar of his native language.23

But a question still remains untouched here, and it is

the question I am interested in, that is: what ideas, or values

are transmitted, and why? How do these ideas or values function

in a new industrial setting? In my examination of these problems

in a 'Chinese' context it is necessary to begin with Chinese

history and the study of so called 'traditional' Chinese manage-

ment ideologies.

1.2.2 Chinese Traditional Manager t Ideology

1.2.2.1 Weber and the Confucian Ethics as Rational Adjustment

to the World
.am

Embryonic capitalism began in China around the time of

late Ming Dynasty (1577- 1620) 24 and the attempt to introduce

modern industry began in the decade of the 'lung-Chi Restoration'

(1860) with the modernization of armaments.25 Traditionally,

merchants in China were simultaneously devalued and needed. The

low valuation of mercantile activity was in part a reflection of

the role of commerce in an agricultural society in which the

c.f. David Roger and Ivan Berg, Jr., 'Occupation and IdeoloE:22.

the case of the Small Businessman', Human Organization, Vol.20

no. 3

Bendix, 'Industrialization, Ideologies, and Social Structure',23.

ASR, Oct. 1959, Vol. 24, pp.613-622

Teng To, Ts'ung Wan Li Tao Kan Lung Kuan Yu Chung-Kuo Tzu- Pen24.

Chu-I Meng-Ya Shih Ch'i Ti i Ko Lun Cheng.

25. A. Feuerwerker, China's EarlyIndustrialization, Chapter One



dominant values were those of the Confucian gentry-official. AB

Weber states: Confucianism was the status ethnic of prebendaries,

of men with literary educations where characterized by a secular

rationalism. If one did not belong to this cultural stratum he

did not count. The religious (or if one wishes, irreligious)

status ethnic of this stratum has determined the Chinese way of

life far beyond the stratum itself. 26 And Feuerwerker has

concluded that such traditional values and institutions in late

Imperial China were a barrier preventing economic development.

More specifically, Weber's point is this: the Confucian

ethic could be clea.Y-iy seen as a barrier to development when

compared with other major world belief systems. Confucian

rationality, for involved rational adjustment to the

world, whereas Puritan rationality involved rational mastery of

the world. Accordz n-.r to 1•!eher, nothing conflicted more with

Confucian ideals of scholarship and gentility than the Puritan's

view of himself as God's instrument for rationally transforming

and mastering the world. The Confucian ethic, given its wide

spread influence in society, lay at the back of a set of tradi-

tional managerial values and practices which Feuerwerker considers

as barriers to economic growth in a Chinese setting. I consider

below some of these traditional values and norms.

1.2.2.2 Chinese Traditional Managerial Ideology and Practices

1.2.2.2.1 Salt Merchants

Let us first look at the salt merchants. They were in

26. Gerth and Mills, From Max Weber, p.268



fact salt monopolists, closely linked to the bureaucracy and

therefore they.were as unable as the majority of the bureaucracy

to play a positive role in developing China's economy. Their

accumulation of capital was, in addition, large only by standards

of an agrarian economy. This aspect of Chinese domestic co-amerce

and trade was irrevocably linked to the bureaucracy- the carrier

of the Confucian ethic.

1.2.2.2.2 Compradors

Even those compradors of the late Ching Dynasty, such

as Tong King-sing, Hsu Jun and Cheng Kuan-ying who played major

roles in-the earliest industrial undertakings, stuck firrily-to

traditional ideas and values. These men, despite their partici-

pation in foreign trade, their residence in the treaty ports, and

their association with i'oreio^ers, were never wholly free of the

past. They were, in the first place, assimilated to the traditional

official system, holding official rank and usually the title of

expectant 'Tao Tai'. Feuerwerker has pointed out that the

inducement was small for those merchants who had accumulated funds

from the export of tea and silk, the distribution of foreign

imports, or from customs banking and the like to put their wealth

into textile mills, shipping, or mines. On the one hand they

were attracted by the prestige of owning land. On the other

hand high returns could be realized from investing in usury,

native banks and pawnshops. Etienne Balazs describes how the

merchants of traditional China spent their accumulated capital:

.... they indulged in eccentricities and expensive hobbies,

dogs, horses, music and women they owned beautiful pleasure



gardens they became bibliophiles collectors, and art connoisseurs

they patronized. and subsidized scholars on a lavish scale and held

veritable literary salons. Dozens of famous literatii..... were

their guests and proteges. And it is certainly a fact that,

even allowing for the not entirely voluntary contribution of

41 million taels to the imperial treasury (for the emperor's

personal expenses) during the second half of the 18th Century,

their mode of life, clan solidarity, and expenses for education

diverted most of the accumulated capital to noneconomic uses.27

1.2.2.2.3 The Kuan-Tu Shang-PCAn Industries

Let us look at another example to show the operation

of traditional ideologies and associated practices- the Kuan-

Tu Shang-Pan system. It has been argued that the industrial

enterprises of Shen ?euan-buai, an early industrialist in Ching

Dynasty who started the Kuan-Tu Shang-Pan system (official

Supervision and Merchant Management), did not expand to realize

economies of scale. His profit was a product of his family

loyalties, in combination with such considerations as the actual

great risk involved in new ventures. Two other ways in which

Sheng's ties to his family might have adversely affected the

operation of his enterprises. First, 'his undertakings could

hardly have escaped the pervasive nepotism in public and private

office', and second, 'ritual mourning obligation for a close

relative could provide the pretext for the removal of a key

official from posts he had held for many years and which he was

uniquely qualified to fill is again illustrative of the dominance

27. Etienne Balazs. Chinese Civilization and Bureaucracy pp.39-51f



of kinship values even at the possible expense of the rational

pursuit of economic activity. 28

1.2.2.2.4 Chu Ching Yuan's Guide Book for Traders

In the traditional Chinese business traders always

emphasized personal cultivation of the Confucian standard.

Honesty, kindness, contendedness, and righteousness were values

that they had used for generations. Chu Ching Yuan's "Guide

Book for Traders'29 was compiled according to different versions

of this kind of book in early Ching Dynasty. I will quote from

it here in order to illustrate the managerial ideologies of the

traditional traders.

"Keep to your own honesty, and don't be greedy, you will

be a steady businessman. If (you) are greedy of what

other people have, you will be trapped into tisf.ortune.

"Those who are bad in family management. Although he may

have talent and ability, he will still be useless.

Those who have virtue: but no technical (talent) know-

ledge are worthy but those who have talent but no virtue

are no good.

High profit is not my profit, low profit is my profit.

In trade or in lending money, take only 2- 3% of interest.

(This is normal and traditional.)

"Don't be risky, nine out of ten are still dangerous odds."

28. A. Feuerwerker, China's Early . Industrialization, p.86

29. Chu Ching Yuan, 'Chiao Cheng Chiang-Hu Pi-Tu', Shih Huo Pan

Pan Yueh Kan
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1.2.2.2.5 Pawnshops

Another business on which there is material to illustrate

traditional values and norms is the pawnshop trade. In a direc-

tor book of pawnshops in the Ching Dynasty of about 188530,

concerning the regulations of this business and teachings to

the apprentices in pawnshops, there is again considerable emphases

o self-cultivation, on contendedness, on hard-working and on

humility. Ethics like 'to get the worst of a situation is in

ct advantageous' that is 'a fall into the pit, a gain in the

wit'. Labour relations are clearly built upon the realization

of the necessity of co-operation between the owner and the worker.

Regulations are not strict because the owner who has

capital has to rely on the industriousness of the 1.1orker, and

without the workers' contribution, it is impossible to do business.

Risk taking is again not advised in this business, but honesty and

economy are virtues which are enbouraged.

1.2.2.3 Feuerwerker's Parson's Inspired Criti ue of the above

Ideologies and Practices as Barriers to Development

Feuerwerker argues that the modern-type enterprises started

in China in the latter part of the Ching Dynasty failed to develop

into a genuine 'industrial revolution' because China failed to

develop an institutional breakthrough. The inertia of an imperial

political system and Confucian ideology, plus the base of a society

rounded on prescientific intensive agriculture all contributed to

30. Yang Lien-hsing Chi, 'Tien Yeh Hsu Chih', Shih Huo Pan Yueh Kan



China's inability to modernize. ns Feuerwerler concluded, one

institutional breakthrough is worth a dozen textile mills on Ehipping

companies established within the framework of thr traditional society

and its system of values.31 His analysis of the failure of tradi-

tional Chinese society to industrialize can be summarized in the

following points:

(a) low status accorded to the merchant in traditional

Chinese Society,

(b) negative or passive attitude of the government towards

economic activity,

(c) preservation of the time-honoured agricultural economy,

(d) the ethic of traditional Chinese pre-occupation with

dividing a static economic pie- the agrarian surplus-

among landlords, merchants, and officials,

(e) the diffuse and particularistic considerations such

as kinship ties and overriding obligation to family

and clan-in business management,

(f) the political weakness and disunity of China continued

on into the Republican era,

(g) inadequate capital accumulation- the savings potential

of the agricultural sector of the economy was hardly

touched at all as a possible source of industrial

capital,

(h) technical backwardness.

In short, we may summarize Feuerwerker as arguing, in past,

that the

(1) general Confucian ideology

'(2) particularistic, traditionalistic ideologies and

31. A. Feuerwerker, Chi Early Induszrializ ation, p.242
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practices (of kinship-obligation ties, for exarple)

represent barriers to economic growth.

Feuerwerker's analysis seems well done, and appropriate

given the kinds of materials he was working with and the kinds of

problems he set for himself. However, it is my impression that

this model is too static, monolithic and ideographic. That is,

based on my own experience of having lived in Hong Kong, together

with what we know about the possible variety of empirical fors,

it seems at least possible that traditional. beliefs or ideologies

can accomodate new organizational forms or practices. Thus it

seems possible that Hong Kong provides an excellent opportunity

--to examine empirically the relationship between 'Chinese' --bus mess

ideologies and other phenomena.

Let us now look at the Hong Kong situation and see whether

or not these 'traditional' barriers have in fact been barriers

to Hong Kong's economic growth.

1.2.3 Hong Kon Evidence- in Contrast to r euerr:erke.r the Cozitc.-

tability of 'Traditional Management ideology' and Rarid

Techno-econ Development

1.2.3.1 Hong Kong's Economic Development

Hong Kong is one of the world's top 20 trading 'nations'.

With little over 4 million inhabitants, it exports more than India,

which has 140 times its population. In per capita terms, it is

among the top ten traders in the world. The percentage of the

total active population involved in manufacturing is the highest



in the world, and the contribution of manufacturing output to

gross domestic product places Hong Kong as No. 2 in the world,

behind only West Germany. In short, in a community that is

predominantly 'Chinese', there has been very rapid economic growth

over the past twenty years.

1.2.3.2 Economic Agents- Industries in Hong Kong

Where does this miracle of development come from? J. Eng-

land shows that in 1968 Hong Kong workers had longest working day

and the longest working week of city dwellers in South-east Asia:

52% worked 10 hours a day or more, and 58% worked 7 days a week.

"Capital," he concludes, does grow fat at the expense of labour.32

By 1.969, nearly half. Lhe total labour force still employed in

traditional sector. The economy exhibits a dualism which is un-

likely to disappear i gland divides the Hong Kong business

firms in three categcries:

(a) small privately-owned Chinese firms,

(b) large privately-owned Chinese firms,

(c) -large western joint-stock companies.33

I consider the third category- modern and western business firms-

to be firms managed primarily according to a modern capitalistic

ideology, and I accordingly restrict my attention to the first two

types in the following discussion.

In category (a), almost all these firms are family-owned

and managed, with proprietor/manager frequently working side by

side with the workmen. There is no management hierarchy, no

32. J. England, 'Industrial Relations in Hong Kong' in Keith Hopkins

ed. Hon Kon- The Industrial Colon, 1973, Hong Kong Reprinted,

p.20

33. Ibid., p.223
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formality, and communications between worker and employer are

personal and easy. England had pointed out that the values of

a pre-industrial society persist in certain of the traditional

trades where piece-rates are based upon customary rather than

market calculations. 34

The large private Chinese firms are family-owned, the

top management is almost exclusively Shanghainese and usually

linked by family ties. These are among the most experienced

industrialists in the Colony with a family experience of running

large-scale factories.

1.2.3.3 The reuerwerker Thesis Re-examined

Feuerwerker argues that various Chinese traditional values,

norms and institutions represent barriers to economic growth.

Given Hong Kong's economic growth, the question to ask

is: whether or not these traditional values, norms, and institutions

still exist. If they do, then it is probable that Feuerwerker is

wrong about their necessarily being barriers to development.

1.' .3. Evidence

Sik-ni n Chau argues that Hong Kong's growth is the result.

in part of Confucian and Mencian teachings.35 He states......

in almost all cases (the manufacturing enterprises), are operated

as family concerns. Bearing in mind the fundaental importance

31+. Ibid., p.224

35. Sir Sik-nin Chau, 'Family Management in Hong Kong', FORUM



of family to the Chinese, it will be seen that harmony, order

and authority iii the enterprise presented no problems." Chau

even quotes the Mencian saying that 'some labour with their minds,

and some labour with their strength. Those who labour with their

minds govern others those who labour with their strength are

governed by others. Those who are governed by others support

them those who govern others are supported by them". To apply

this to business units, he continues, "there were those who governed

and there were those who were governed, each according to his ability

but all having an equal interest in the success of the operation.

Acceptance of the established order, as advocated by the Confucian

school, made it possible for persons of diverse origin to fit

into a family pattern. Adjustments were smoothly affected and

raental illness was not apparent."

Decision-making in Ch jcse firms, then, tends ideally to

be patriarchal and aulocratic, control is centralized and delegation

minimal. In a community where the principle of diversion of labour

and obedience to superiors are traditional, such an autocratic

system not only caused no dissension but is the accepted norm.

Traditionalism, then, is a positive economic resource.

Obviously, there are also 'western', 'modern' business

ideologies promoted in Hong Kong. There are readily available

articles about modern effective management, professional manage-

ment, quality control, etc. in periodicals such as 'Forum', 'Hong

Kong Manager' and 'Hong Kong Trade Bulletin'. They even talk about

business responsibilities and high sounding notions like 'business

should take its responsibility to asist in improving the standards



of living very seriously, but also realistically (or 'it is the

responsibility of every businessman to have at heart the education

of the nationals of the country.'36).

It is interesting that in the last decade, there has been

a new awakening to the validity of past culture and the possibility

of adopting western management philosophies and techniques to

blend with them. It has developed a young 'plural-culture',

accepting western ideology and life-style within the greater

framework of a very ancient culture, and developed its own brand

of management.

So, it would seem that what we have to look at in the

social organization of Hong Kong's factories-is not traditionalism,

especially traditional managerial ideologies as barriers to growth.

Intend we have to loL:k for the ways in which so called 'traditional'

and 'modern' elemer t are combined together. in this respect, I

am inspired by Majorie Topley's idea that people do not usually

turn to western ideas because they come to believe them more

'true' than the traditional ones. Rather, they find effective

in some circumstances and some Chinese practices for similar

reasons. People may move in and out of Chinese and western

traditions, at least the present time, the effect is the proof-

37
if it works it is true.

36. Sir Sik-nin Chau, 'Business Responsibilities in a Developing

Country' Forum, Vol.2 March 1962 p2.

37. Topley,M. 'Is Confucius Dead', Far Eastern Economic Review,

5°(12), p561-563 (Dec.21, 1967).



1.3 Conclusion

In order to gain evidence about which aspects of 'traditional'

ideologies and -oractices_still exist in industries in Hong Kong, I

have undertaken research in Kwru Tung, a small market, and light

industry centre in the New Territories of Hong Kong.

There is a total of sixteen factories in this community.

I have interviewed all the sixteen factory managers and a number

of the foremen and workers in these factories. I have also under-

take intensive case studies of nine of the sixteen factories and

have collected life histories of certain key individuals. After

finishing ry o reliminary field work I interviewed all the managers

by means of a structured questionaire which included an attitude

test. This research material is supplemented by data taken from

available literature. This library material has been used to

construct empirical types of 'traditional' and 'modern' industries

structured according to four aspects. These aspects are:

organization(a)

labour relations(b)

localism(c)

use of business techniques and attitudes towards(d)

innovations.

These dichotomized empirical types are followed by an

attempt to 'logically' construct a 'mixture type' (see Chapter Three).

The results of m9 f.ndi s are presented in Chapters four

and five. They support my general hypothesis that traditional values
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and norms still exist to some extent in all factories in the

community, that .'traditional' and 'modern' practices can exist

side by side in a factory; and that a factory manager can at the

same time hold both 'traditional' and 'modern' ideologies.



CHAPTER TWO HISTORY OE KWU TUNG

2.1 Introduction

The New Territories are comprised of the mainland portion

of the Colony, between the city of Kowloon in the south and Sham

Chun River in the north. In 1971 the New Territories contained

population of about 693,915 and included a land area of approxir{ately

365 square files.1

The limited amount of building land left in Hong Kong Island

and Kowloon for urban-settlement and industrial development has

forced both Governrent and private investors-to turn to the New.

Territories to help solve the Colony' s pressing problems stemming

from mass. immigration and its rapid industrial development. Tradi.

tional Chinese markets have become transformed into industrial

cites with populations of over 200,000 as in the case of Tsuen Van

and in other instances corpletely new industrial c .ties have been

built up from were reclaiwed land- as has occurred in Kwun Tong.

Anthropological interest in the traditional Chinese villages

of the New Territories, and the rapid urbanization of the traditional

Chinese sarkets hae deverted academic attention away from the numerts

small industrializing communities that in some parts of the New

Territories, at least, have been formally designated by GovernmenT

as Temporary Industrial Areas. Too much attention has been focused

on supposedly two completely different social structure - one whch

1. Hong Kong 1975, Hong Kong Goverment Press, 1975, P.189



is associated with a 'modern-urbanized' way of life, and the other

which is more 'rural' and has retained much of its traditional culture. 2

My research site, Kwu Tung, is one of these intermediary type,

small, Temporary Industrial Areas. It has been in existence for

approximately fifty years during which tire it has developed frcn:

being a purely agricultural area settled by a few immigrants into

a market and industrial area which, together with its hiunterland

has a population of approximately 30,000, The actual market are.

industrial area itself has not been 1urbanized' to any great exte ,t

and the population distribution of the hinterland is relatively.

dispersed. The rapid urbanization of the market-cum-industrial area

was prevented by objections on the part of the local traditional Han.

lineage villages on the grounds that this development would spy.

the good geomantic setting position of one of their ancestors' grca`es'x.

The' Kwu Tung area is a part of the wider marketing and political

co ur..ty centered on the large nearb market tows of Shek u.

where the a the Sheung Shui Rural Committee has its office. Its historical

development may be rather arbitrarily periodized into three periods c o

925-1960 1960 -1970, 1970 to present. The first period

is characterized by the initial settlement of the area by a few

businessmen, the second period by the establishment of traditional

Thus simplistic views of the New Territories such as that of2.

Potter have to be rejected. His assertion that the New Territories
are one of few remaining places where traditional Chinese

villages and towns still exist in a state approximating ot the

traditional pre-coamunist forms of the New Territories"

grossly inaccurate to me. (Potter J.,'The Structure of Chines

Rural Society in New Territories' in Agassi and Jarvie,Hong Kong

For a brief account of the Hau Lineage-Villages in the
3.

Baker, H.D.R., 'The Five Great Clans of the New Territores

JHKBRAS Vol.vi, 1966.

Baker, H.D.P.,. Sheung Shui-A Chinese Lineage-Village,gives4.

ground information on the market town of Shek Wu Hum.



industries such as the soy-sauce factoriesf and the third period by

move-in of technologically more modern manufacturing industries

The expansion of the area as a market and the development of local

industry has more or less occurred simultaneously In my description

of the historical development of Kwu Tung I have therefore included

material relating to both the market and industrial aspects of its

expansion

2«2 1925-1960: The .frarly Immigrants

According to some of my more elderly informants, approximately

50 years ago there was a tobacco farm in Kwu Tung which belonged to

a leading Hong Kong Eurasian family, the Eo Tungs® The farm included

a 1 cottage5 tobacco factory where the tobacco was dried, preserved

and out The factory was situated immediately behind a small market

called Yin Liu Kui, literally 'The Tobacco Cottage District5

Thus the earliest immigrants were in fact tobacco fare labourers,

and when the farm closed down, before the Japanese occupation, some

of these labourers settled in Kwu Tung They became vegetable farmers,

renting land from the local dominant lineage - the Han villages

In addition there appear to have been five families who immigrated

into Kwu Tung at about the same time as the tobacco farm closed down.

One of the families, the Cheungs, established a business in the nearby

5
intermediate market town of Sham Chun The men. in the family looked

after the Sham Chun shop, while the women grew rice and vegetables

in the fields around Kwu Tung Another family were the Chans who

5 Baker, Sheung fihui, also provides material on the market-tevn.

of Sham Chun



aecame tenant farmers of a Hau lineage village until the son in the

family, growing tired of being politically and economically tied to

the Hau, gave up tenant farming and in 1950 established a business

on one of the roads running between the two standard market tow ms

of Then Long and Shek Wu Hui.

This-represented the beginnings of the commercial development

of. Kwu Tung. A numUer of the other people in the area also gave up

farming and set up small scale businesses, ranging from the sale of

saw dust (for fuel), fire wood, poultry food, fertilizer, and kerosene 6

As their businesses prospered a number of restaurants were established

and Kwu Tung, by the end of the 1950's, was a thriving marketing

Following the Great Leap Forward in China, there was nassive

immigration into Song Kong. Kwu Tung's population increased enormoUslys

and the simple social division. between the Hau lineage-villagee and

the early. immigrant families was destroyed iy a numb er of associations

and organizations establiEhed by newly arrived.immigrants. These

associations were primarily structured along ethnic lines and expressed

their mutual antagonisms in a number of ways, including,, in particular

setting up their own versions of the local Festival dedicated to the

Goddess of Mercy. Kwu Tung is noted throughout the Sheung Shui

district for both its Cantonese/Hakka and Teochiu versions ofthe

Goddess of Mercy Festival6

M. Palmar.6. For a more detailed description of this process see

'Politics, Ethnicity and Religion' (Unpublished- researc parer.

'1974)

centre.
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2.3 1960-70 The Initial Industrial. Development

The first industries to develop in Kw.ju Tung were 'traditional'

industries. By 'traditional' industry I refer to those types which

had' existed in China for a number of centuries with amore or less

unchanged technology. One particularly distinctive characteristic

of these industries is that they require a large space in which to

operate and, therefore, cheap land. This is especially true of the

wine factories and., for example, the soy-sauce factories which have

to have an extensive area for drying out the beans.

Kwu Tung,, like many other parts of the New Territories, was

well suited for this kind of development. The land was not too close

to the local traditional.villages to raise many geomancy objections

nor was it too close to the larger market towns and therefore

prohibitively extensive. Much of the land development - the conver-

fishponds into building land - was undertakersion of paddl fields and

by land investors and construction companies from the nearby market-

town of Shek Wu Hui. It seems that the factories were sublet rather

than sold. For example, at present, the Mandarin Gloves Factory

pays a rental of $2,400 per.month and the Shanghai Soap Factory

$1,500 per month. Both leases are for a period of twenty years.

However, by the late 1960's, the pressure for industrial

accomodation in the urban areas of Hong Kong Island and Kowloon.

forced industr.alists there to consider alternative locations. By

1970 the kinds industry being established in Kvru Tung reflected 4

pressure - they were much more 'modern' in technology and muoh More,

space intensive



It should be noted that, in absence of a dearly defined

industrial policy on the part of the New Territories Adis tration,

the industrial-commercial development of settlements such as Kwu

Tung was piece-meal and ad-.hoc in nature. Some degree of systematic

planning of the community was introduced with the designation of

Kwu Tung as a Temporary Indus trial Area in 1972. A Temporary

industrial Area is an area where a number of facto: ies have been.

established without any prior Goverment pla ring. The ex .stence

of these areas has been accepted by the New Territories Adminis tra t cn

who agree to tolerate them providing certain basic safeguards concern-

ing pollution, fire-ris:, etc. are undertaken by the factory owners.

They are regarded as temporary in the sense that the Government

expects them to move to properly developed layout areas near the

main-market-towns when industrial land in these areas is made

available to theme

21* 4 Concluding Remark

The development of Kwu Tung has two major dimeI sior.s. C1re

is the development from a purely agricultural base to an indu.s trial

communitya The other is the development, of the market itself from

one or two smal,i shops by the road side into small market centre

for several traditional villages and the immigrant' commimi ties.

One important factor facilitating these developments is the geogra-

ph .cal setting of Kw Tung.. It is situated in the cent re of the

several tradition .l Han V ILllages like Ho Sheung• Heung, Ka:' Tsi=

Village Yin Kong Village and Ping Kwong illage a it serves.



good meeting place for these villages but at the are time is out

of their traditional control, while the people in Kwu Tung being

immigrants, are socially more marginal, cannot live off' uuearned

income such as rent and are therefore forced to make a success of

their commercial or industrial enterprises.



CHAPTER THREE EMPIRICAL TYPES IN BUSINESS

3.1 General Tntroduction

3.1.1 Changes in Idealogy

In his seminal study of changes in management ideology,

Bendix' has divided the past two hundred years in Anglo-Azerican

civilization into four major stages. At the inception of indus-

trialization in England an ideology of traditionaligm prevailed

which Mill called the 'theory of dependence'. According to this

view the labouring poor are children, who must be governed, who

should not be allowed to think, for themselves, who must perform

their assigned tasks obediently and with alacrity, and who must

show deference to their superiors. These beliefs formed the basis

of the presumption that the dependence of the poor and the recpo.

sibility of the rich are the valid moral rules of the social order

In the course of industrial development, these ideas were

gradually modified. As the ideal of responsibility of the rich

was increasingly rejected by the advocates of laissez-faire, the

dependence of the poor was turned from an inevitable into a self-

imposed fate. It was asserted that by abstinence and exertions

the poor could better their lot. Tn short, status was a hatter of

achievement rather than ascription.

By the end of the 19th Century, in England and even more so

in America, Social Darwiniery had become a dominant ideclcgya The

l. Bendix, Work and Authority in Industry, 1956:p.435-436



Social Darwinist principle invokes that success in the competitive

struggle proclaims the employer's fitness and thereby their entitle-

ment to govern an alternative justification was that their special

contribution to national wealth justified their leadership.

Now recently, is the United States, the focus has been upon

'human relations'. That is, a 'modern', 'socally conscious' private

enterprise system which, by its success and creative dynamism, its

professional orientation of social responsibility as against the o lid

'erploitative, harsh capitalism', and its enlightened concern with

'human values', justifies management in their appeal for social

support.

At a more empirical level, the changes of management ideology

are probably not nearly so clear cut as those demonstrated by Berdiz.

If one views these types from a cross-cultural perspective then

significant variations in ideology development patterns can be

identified. In japan the Manager t s legitimacy h .s rested heavily

on the persistence of feudal and family values which shaped industry

as they shaped other institutions (Abegglen, 1958). Alan Fcx also

points out that even in Western societies the force of tradition

and custom can endow managers with legitimacy in the eyes of their

subordinates."2 So the literature suggests that traditional values

have, at least in their form, lingered on during the process of

industrialization. Some of these traditions which are given emp:hrsis

in the lit er a.ture include the unchallenged control that may e i s-t.

within long-standing family firms and which in particular s rc

a paternalistic model of management-labour relations. Other

2, Alan Fox., A Sociolo v of Work in indu 1971, p.40



traditional ideas which can be found in Hong Kong in modern factories

include the worship of patron gods. For example, the worship of

Kuan Kung (who was a General in the Three Kingdom Dynasty) and Tu

Ti, the Earth God ? are commonly found in modern business and industrial

plants.

31.2 The DimensionsmmttmmmmmmmmrnmmmmmmmmnmmammmmmmBiMI—www0 mm

3
As demonstrated by .Joseph Gusfield 9 it is incorrect to view

traditional societies as static9 normatirely consistent., or struc¬

turally homogeneous. The relations between the traditional and

modem do not necessarily involve displacement, conflict or exclu-

sireness« 'Modernity5 does net necessarily weaken 'tradition1.

Both tradition and modernity form the basis of ideologies and Ecve-

merits in which the polar epposites are converted into aspirations-?

but traditional forms may supply support for, as well as against,

change. In this chapter , I want tc outline two ideal types of

industrial units, i.e. one traditional and one modern This outline

is based on the literature of empirical findings of a number cf

industrial sociologists In addition, I construct another inter¬

mediate ideal type which is a mixture of 'traditional1 and 'modem1

enterprises This mixture model of 'traditional® and 'modern1

enterprises is not only a logical construct, for there are enterprises

in Bong Kong which do empirically approximate to this type Thus

in Hong• Kong, one can find many examples of industrial firms which

adopt modern business techniques, but in their organisational

3. Gusfield, J.$ Tradition and Modernity: Misplaced Polarities in

the Study of Social Change, in American Journal of Sociclcry«

72, 196?



structure, are family owned and managed in paternalistic ways.

I propose here to concentrate on four dimensions of the

activities of the industrial unit. These are organizational struc-

ture, labour relations, localism, and the use of technology/business

techniques- in particular, attitudes to innovation. These four

aspects cover most of the activities of a typical businessman, and

will to a certain degree reflect his ideology of -business. I discaes

these aspects in greater detail below. In general these four aspects

will be used as dependent variables to show the role that 'traditional'

and modern r ideology plays in business. I would expect that in a

traditional factory the organizational structure would be muchmore

informal, and the division of labour would be more diffused while

in a modern factory the division of labour would be more specific

There would be more formal rules goner wing the behaviour of the

workers in a modern factory and there would be more informal rules

or norms in traditional factory. T would also expect that a tradi-

tional businessman would be local oriented and more conservative in

his attitudes towards say technological, organizational and financial

innovations.

31.2. Organization

The term 'organization' refers to a set of stable social

relations deliberately created,with the explicit intention of

continuously accomplishing some specific goals or purposes.4

km A.L. Stinehombe! Social Structure and the Invention of Orgy:

zational Forrsrs", in T. Burns ed. Industrial Han, P.5



To achieve its goals, the organization has to perform many tasks and

to co-ordinate the activities of its members. It then usually

provides a differentiated structure so that different members or

subgroups of members will perform different tasks and assume different

responsibilities in a co-ordinated fashion. History has demonstrated

the change of industrial organizations, from the individually operated

establishment to family firms or in due course a partnership with

his on and sons in the 19th Century Europe, then the formation of

a partnership between' twwo or more individuals who were not related.

1. is the rise of the corporate form of organization in business that

has brought about the increasing bureaucratization of economic life,

and it is the extent to which this form of organization prevaile

that is the effective measure of that bureaucration.5 So,

differences in the internal industrial organization of modern plants

with, traditional plants is the main concern of this section.

3.1.2.2 Labour Relations

Labour or industrial relations refers to the relations between

an enterprise and its employees within industry and among the employees

themselves 6 Labbour relations involves a transaction or bargain between

a buyer and a seller of labour. In its simplest form the employer

agrees to pay the employee so much in wages for so many- hours of

work a week or for so many pieces of work completed. In its mere

advanced form the transaction would also cover the payment of over time

the granting of holidays, annual leave and rick, leave and the provision O.A. canteens and medical, housing and retirement benefits.

5. LaPiere. Social Change 1965, p,418

6. Doi e, British Fact ory-Jaaneee Factor.1973. Chaoters 5.6.8.7

cf canteens and medical, housing and retirement bencfits.



An integral element of labour relations is attitude towards

work. The employer not only wants work done but he typically wants

it done efficiently and economically. The employee on the other

hand may want intrinsic rewards instead of extrinsic rewards of work.?

For example, in Hong Kong a lot of university graduates may prefer

teaching jobs. instead of joining the business circle, though they

may have a better future in terns of money. But they may think

teaching may give hem more satisfaction.

Other important dimensions of labour relations include.

for example, working conditions and transmission of information

within the industrial unit. For example, one has to examine the

extent to which working conditions are designed. to enure workers'

safe ty, health. and welfaro.

In short, the tee labour relations covers a number of

possible arrangerfien betweeen emplayer and emplcyee,ranging frong

a simple single dimensional contractual agreement to 'buy' labour

to a muitidirensl canal relationship involving a whole complex. of

arrangements.

3.1.2.3 Localism

Localism is used here to indicate the social activities of

the businessmen. By social activities, T mean activities including

commitment in voluntary associations., commitment in the business

circle as well as among their friends and relatives a

7. A1aa Fox (1971), op.cit. p.10-22



By localism, I mean the orientation of the businessmen

towards the local community and its development as opposed to the

urban areas of Kowloon and Hong Kong, and even the wider markets of

Europe and America. These orientations can be conveniently divided

into economic and non-economic. In business, for example, do the

factory owner and manager actively try and create local demand for

their products, or are they reliant .on larger contractors and

exp crters? A modern enterprise is not likely to just lima: its

business to domestic markets. but will looks for international markets

where possible.

In non-economic aspects, do the factory owner and mansger

identify themselves as a member of the local com unity, or do they

regard the wider community of Hong Kong and the international business

comiuni.ty as socially and politically more significant? The relation,

ship between localism, 'tradition' and 'modernity', in particular

in colonial situations,is summarized in the following passage:

Industry was for long almost as definitely restricted by historical

factors. Throughout the medieval period handicraft was tolerated

only in the towns. Home industries alone flourished in the rural

districts, especially in mountainous regions where conditions for

the development of -agriculture were poor. In the merc ntilistsd

period there were in addition direct attempts, particularly by Great

Britain, to prevent the development in the colonies of manufactures

other than those of local importance. These artificia1 limitations

were superimposed upon natural obstacles to rational di.stributicn.

of industry; in the North American cxample, all

industrial development was confined to the narrow Goanstal. strip

where the original settlement was concentrated, Complete freedon



of movement for industry was effected everywhere at a rather late

8date.

3.1.2.4 Business Techniques - General Attitudes to Innovation

The application of techniques and technology in industry is

the fourth indication that I use in my research to demonstrate the

extent to which an industrial unit is 'traditional' or' modem'.

Bus nest techniques such as the accounting system, the use of

profits, sale techniques, etc. are all considered here as non-

material techniques. By material techniques, on the other hand,

I refer to the use of machinery in part.cular, but also, in more

general terms, to the use of labour which can reflect the entrepre-

neurs' attitude towards innovation.

3.1.3. Summary

I will use (a) organization, (b) labour relations, (c) local

ism, and (a) use of business techniques and technology as indicators

in my classification of modern and traditional industrial ideologies

and practices. In addition to using these dimensions to identify

the extreme types, I attempt to construct a model which-logically

represents a mixture of the two types - the particular industrial

organizational values and norms which remain as 'traditional' rather

than become transformed is the focus of this thesis and the logical

mixture model provides a point of comparison for the various emprcal

mixtures encountered in the field research.

8. Herman Schumacher,' Location of industry' Encyclopaedia of

Social Science, p.585



3.2 organization: Formal

3.2.1 Introdction: Dimensions of Formal Organization to be Examined

Under the heading of formal organization, I propose to examine

the following dimensions:

(a) status (the rights of different work groups in the organi,

zation)

(b) role (the obligations of the workers and administrators

to one another)

(c) functions (both individual and departmental)

(a) structure (the internal structure of the industrial

organization)

(e) knowledge (here the emphasis will be mainly on the mana-

gerial groups and the extent to which their knowledge

of the business they are engaged in is acquired from

outside the organ ization: or inte:na that i by experi-

ence achieved by working inside the organization)

(f) sanctioning( for example: the laying off or discharging

of workers)9

(g) recce and trainin (the ways by which recruitment

and training are carried out)

(h) size

(i) informal relations against formal relations

In. sum this section is concerned with the major aspects of

the formal organizational structure of factories.

9.See Smelser, sociology of Economic Life, p.38 for a summary of

the social resources available to the entrepreneurs to control

the behaviour of employees through their use of sanctions. I.

have focused on the negative sanctions of discharge and iay-off

because the current economic recession has enhanced the use of

these forms of aeprivating sanctions.



3.2.2 Modern Types

(a) Status

In general terms status refers to 'the individual's position

in the hierarchy of prestige and influence that characterizes every

community or association' (Nisbet, 1967). In more particular terms

we are concerned with the special priveleges and honour that the

administrative body enjoys. .In the hierachy of an organization,

these people occupy positions of greater responsibility and they

enjoy a higher status. In modern theories of industrial organizations

the ideas of status differentiation has gained wide currency and in

fact has come.to be applied to whitecollar and managerial employees

as well as to the assembly line. The middle-class employee of

the corporation white-collar or managerial- is treated as more

than a contractual hand. He possesses status as well as contract,

for the corporation has begun to assume rather broad obligations

towards him, regardless of his value to - or even his performance

in- the company. The member of a contract system is regarded simply

as an employee, whose contract with his employer lasts as long as

he does his jobs The member of a status system is regarded as a

person: the benefits he receives stem less from his performance as

an employee and more than his status as an individual. 10 As

Herrymon Maurer points out, ....the idea of status was designed to

describe the legal system of feudal times, but the conditions for

a status system include long tenure and low turnover and corporations

today seem to be encouraging long-term employment, just as their

employees are more accepting a lifetime commitment to a single employer.11

10. A. Hacker, 'Politics and the Corporation' in Michael Gilbert ed.

The Modern Business Enterprise, 1972, p.413

11. Ibid., p.414



John E. Goldthorpe and his associates emphasize the occupational

status differences between white-collar and manual wage workers in

England .......

we would suggest that once they become the occupants

of high-paying jobs, cur affluent workers have not infrequently

found themselves in a further social situation of a kind

likely to reinforce their instrumental outlook on their work:

that is a situation of 'status incongruence•. This would

derive from the fact that while in. many cases they have

affiliations of some kind or other with white-collar society,

and certainly had the level of income required to sustain

a white-collar standard of living, they were nonetheless

still of generally lower status in occupational terms. They

remained manual wage-workers, in fact - and often in jobs

ox an inherently unattractive kind - as a condition of their
12

relatively prosperous existence.

(b) Hole

From the structural standpoint, industrial societies are by

far the most complex that have ever existed. This is true both of

the roles individuals fill and of the groups of which these roles

are a part® Nowhere is the more evident than respect to occupational

roles: the United States Department of Labour has identified mere

than 20,000 different kinds of jobs

In examining industrial roles we are confronted with a number

of different theories of organization. Minimally we must examine

i li¬
st least two types - the mechanistic and the organic type. In

12. John H. Goldthorpe, D. Lockwood, Frank~Bechhofer, J. Piatt,

The Affluent Worker: Industrial Attitudes and Behaviour,

Cambridge, 1968, pp.158-159 ' ~~

13. See Dictionary of Occupational Titles (Washington: 1963) Vol.1 p.xv

lf. Bums T. and Stalker G.M. (1961), The Management of Innovation

Taristock Publications.



the mechanistic type, the problem and tasks which face the concern

as a whole are,typically, broken down into specialisms. Each

individual carries out his assigned task as something apart from

the real tasks of the concern as a whole it is as if his task were

the subject of a sub contract. 'Somebody at the top' is responsible

for seeing to the relevance of his work to that of others, and to

the needs of the concern. The.technical methods, duties and power

attached to each post are precisely defined, and a high value is

placed on precision and demarcation,15 The organic type, later

called 'organismic' (Burns 1963) is adapted to unstable conditions

when new and Unfamiliar problems continually arise which cannot be

broken down and distributed among the existing specialist rcles.

There is therefore a.continual adjustment tasks interaction and

communication (information and advice rather than orders) occurs

across any level as required and reliance on the normal hierarchy

processes is rejected in or of going out and. getting things done..

Specialization of roles is an inevitable concomitant. of

'modern' organization (efficient or inefficient), and the problem

is not 'how to specialize' but 'how to specialize efficiently'.

(c) Function

i. Individual

The function of the ,individual in an industrial organi

zetjon also becomes differentiated under modern indserial.

specalization. It was Henry Ford who undertook the mass

15. Burns,, 'On the Plurality of Social Systems' in Michael Gilbert

ed. The Modern Business Enterprise. p.114



production of.his famous Model T Automobile in 1914 and thereby

began a development which has gradually spread to the production

of all but the more esoteric of art goods. Under the conditions

of a modern assembly line a worker may still be a skilled worker,

but he is no longer a craftman- he can no longer exercise personal

judgment in the performance of his task. Moreover, as productive

operations are subdivided and routinized, they become susceptible

to increasing mechanization until, as is so often the case today,

a working man no longer does the work- he starts and stops the

machine that does the work for him. Under this system, workers

as well as those involved in the control of workers, in supply

of raw materials, in the disposition of finished product etc.,

become functionaries.

ii. Departmental

In a discussion of the indexes of bureaucratization,

Bendix Points out, that "the mos useful,gingle index of the

internal bureaucratization of economic enterprises is the

proportion of salaried employee in the occupational structure

of a country"16. From 1895-1950, the A/P ratio 17 in the United

States, France, Great Britain, Germany, and Sweden has increased

and the increase has been most marked in the United States and

Sweden.18 Bureaucratization can be interpreted as the increasing

subdivision of the functions which the owner-managers of the

early enterprises had performed personally the course of their

daily routine. These functions are divided here into labour

16. Bendix (1956),op.cit.p.211

17.W stande for administrative employees and 'P' fer prodtctire

employees

18. Bendix(1956). op.cit. p.216



management, technical staff work, administrative management,

and mercantile functions of purchasing, sales, and finance,

As the work involved became more extensive and complex with the

development of economic enterprises, during the Industrial

Revolutions and after it came to.be delegated to subordinates

both with regard to selected aspects of the entrepreneurial

function proper. During the initial growth, many of these

functions may be taken up by subcontractors. Subcontracting

typically involved a contract between a merchant enterprise

and one or several subcontractors, in which the latter obliged

themselves to deliver a given quantity of goods at a stipulated

quality and price. The organization of labour and sometimes

also of production was left to the subcontractors. "But today"

says Bendiz, "subcontracting in this sense has disappeared

completely from industries which require heavy capital invest-

ments,, the concentration of operations in single plants and

highly technical as well as long-run planning of production.

Most of the functions which the subcontractors performed have

been assigned to. separate departments, and the immediate fores.

of the workers has retained only the function of direct supervi-

l9
sion."

(d) Structure

In analysing the organizational structure of industry most

authors in this field refer to departmental division of Labour

(horizontal differentiation). the hierarchical differentiation

19. Bendix (1956), op.cit. P.213



(vertical differentiation), and functional aspects in the plant.

Size is typically positively related to departmental division of

labour and hierarchical differentiation. In other words, the larger

the size the higher would be the degree of structural differentiation,

along both horizontal and vertical dimensions, in industrial units.20

Cultural factors may also be considered as variable. Thus in Hong

Kong whether the factory is owned by a Chinese or non-Chinese or

by a member of one Chinese-ethnic group rather than another, and

the educational. background of the proprietors etc., may influence

the organizational structure of the industrial units.21

Seen historically, we find the lowest degree of structural

differentiation in the traditional sinL1e proprietor of an industrial

plant where the owner-manager 'keeps his fingers in all the functioral

pies' of the management There may be some degree of differer.tiatio

in the partnership or fermi business. The top manager who is

gener .Ily the head f the family, is not operative in the gense of

'rolling up his shirt sleeves' and getting into the actual. operations

as in the case of the small firm. Operative functions are left to

the department heads, but each head, has a special relationship with.

the others and a family sense of responsibility in the conduct of

his affairs.

It is the rise of corporate form of crganization that ha.s

brought about the. increasing bureaucratization of economic life.

An entrepreneur or group of entrepreneurs was able to form a company

and self, shares which did not obligate those who purchased then

20. See Rance Lee, 'Organization.. Size, Structural Differentiation

and the Man at the Top in E.K, 1972, Sociel Research Center

21. Victor Mok, The Organization any. Management. of Factories in

Kwan Tong' 1973, Social Research Center



beyond the amount of their investments. Thus it became possible

for a large number of individuals to pool such sums which they could

reasonably afford to lose without 3eopard .sing the remainder of their

holdings and without becoming in any way personally responsible

for commitments made by the company.

By its very nature, the corporation brought about a partial

if not total separation between the owners of the company and those

who operated it and to that extent depersonalised the or a nation

and in time the managers of companies were almost as much hirelings

of the corporation as were the common' labourers.

Take the case of a Japanese firm manufacturing electrical

equipment,22 The main office is located in Togo. here are r,

employees in the firm and 500 of them work in the main office. We

can find the separation of staff (the main office) and the line

(the local plants). The structure is shown in the chart below:

Chart of the Main Office

tIord of Director

Managing DirectorsFresident

LIepartmenf

rseioz11

Branches

The ftuict-iori of the President are largely concerned with

political relations and with repre6enting the fir to

putside organizations and persons

22. Abeggleii, The Japanese Facto Chapter 5



Chart of Factory Level

Plant Manager

Aam.i strative Units headed by Department Managers

Section Chiefs Section Chiefs

Branches BranchesBranches Branches

From worker to president there are nine major hierarchically

arranged statuses.

(e) Knowledge

An outstanding characteristic of modern industry is its

widespread use of exact knowledge. Science and industrial production

are separated yet related -aspects of industrial. civilization. As

Wilbert Moore puts it

"It is the utilization of science for technical organs zaticn

and industrial production that has given modern industry

its economic superiority over ether systems of production.

Whether this system ultimately 'better' than traditiona,

handicrafts .cannot be scientifically determined. What is

of importance here is that a distinct body of culture,,

namely, technology has, been of profound importance in

23
shaping the character of modern. industry.

Im modern industrial plants management and ownership are

separated, The management of the business becomes more and more

specialized and requires a corpus of specialized knocrledge. This

knowledge in turn demands a long process of treining in order that.

it may be acquired by the potential managers. The employment of

University graduates in managerial posts I.Ln modern industrial plant

23. Wilbert Moore,' The Attributes of an Industrial Order' in

S Nosow and W. Form ed Man. Work and Societ , 1962, P.92



is considered here to be an indicator of the increased use of

'exact' knowledge.

Of course, I do not mean that the in-work training is no L

important. In fact, in 'modern plants' graduate entrants usually

undergo a period of in-service training. As described by Dore,

English Electric was one of the earliest British firms to begin a

systematic central recruitment of university graduates.21 Most of

the graduate entrants had a standard programme for the 'first s=

months. In the first 3 months the training emphasis was on (J.) c.ost-

consciousness, (ii) time-consciousness, and (iii) profit-consciousness.

The following 3 months of 'mixed group' projects was an attempt to

learn how to work with' difficult' specialists.

In Japan, the emphasis upon recruiting graduate for managerial

posts is even more marked. Take for example Hitachi.

Of- the 305 men who in..1967 occupied- departmental chief

position and head office sector. chief positions on* 9

had not been either to a university or to one of the pre-

war technical high schoo' s of quasi-university status. n`3

In Hong Kcng., the tendency toward using more and more

university graduates in industry and commerce is also increas: ng.

As Espy concluded:

The industries of Hong Kong have a wonderful record of

achievement and are the foundation of our-economy. Their

continued profitability and growth is absolutely essential.

However, this development can be assured only if we can

over come the many difficulties which now prevent us from

making effective use of our univers .t.. raduates. 26

2`t. Ronald Dore, Bri ish Fac EZ=! a _ese FF ac, 1973, p.kk
w+n rr

25. Ibid., p.kG

26. John Espy, 'The Graduate in Industry'., Far Easter:: Economic

Review 13 May, 1965, pp.333-•339



(f) Sanctionin

Norms which regulate relations between superordinate and

subordinate may be upheld by shared values. Characteristically,

however, organizational leaders discover that they cerno trely on

consensus alone to ensure the very high degree of social order

and predictability of behaviour that. they deem necessary power

fills the gap, though in modern industries, managers are aware of

the negative responses which tend to be generated by the use of

power, aid they try to minimize this by promoting and strengthening

authority relations.27

Therefore, in modern industries, cases of sanction, (such

as laying-off a worker or discharging him), are solved by written

regulations. if workers. fail to fulfil the required norms as

expressed in written rules and regulations he may be fired- in

a manner consonant with industrial law in geneal and the immedicto

worker-employer contractual relationship in particular.

(g) Recruitment and Training

The role of recruitment, or selection, is associated faith

organi2 ationaal control. Tf an orgy nation could recruit iiid vid s

who would conform on their own accord, or could educate its members

so that they would conform without supervision, then there would

be no need for controls Many social scientists argue that the ole

of recruitnen ti deserves special ez phasis the liberal.-humanist

tradition which prevails in the social sciences tends Lo r under play,

27. Alan Fox (197l), op.cit., p.54



its importance and to stress that of socialisation Actually, various

empirical studies indicate that a small increase in the selectivity

of an organisation often results in a disproportionately large

23
decrease in the investments required for control.

As I have indicated in the above section on 'Knowledge1, Bore's

study has shown that General Electric was one of the earliest British

firms to begin a systematic central recruitment of graduate students

for managerial posts© The Japanese firm Hitachi recruits centrally

2°
for managers and has done so since the Second World War. v

In the case of General Electric, those who are selected

spend two years as managerial trainees. During those two years it

used to be the practice to put all non-technical graduates into a

relatively humble supervisory position in the production shop. But -

in more recent times they spend most of their formative probationary

30
years in accounting departments --so as to acquire cost-consciousness.

For other workers, English Electric recruits at five levels:

technicians, skilled men, clerical workers, semi-skilled operators,

and labourers© All these are done through the personnel department

In one branch of English Electric semi-skilled operators have to

have a formal one-week training course. Formerly, semi-skilled

operators had been taught informally on the job by a foreman, or

pool-leader There are in-service training for management and

supervisory like foremen etc., and there are training courses

31
(single-purpose) for middle managers.

28.

29.

30

51..

K.J Scuddert 'The Open Institution1, Annuals of the American

Political and Social Science (193) 239i pp.80-82 ~~

R Bore (1973)§ opcit? Chapter 2

Ibid.

Ibid.



It may be concluded that, in most 'modern' industrial p1ats,

recruitment and training is departmentalized and formalized.

(h) Size

In a survey of factory organizations in Kwun Tong, R. Lee's

findings demonstrate that in Hong Kong Chinese entrepreneurs are

more likely than the non-Chinese ones to establish small sized units

with non-bureaucratic or relatively undifferentiated structures.

The reason, Lee argues, is primarily the. scarcity of capital and

the lack of modern managerial knowledge of the Chinese entrepreneurs ,32

Generalizing from the European and American industrial

revolutions it can be said that typically the form of business

associations changes from single proprietorship to partnership ar4

to joint-stock c mpany. With the change in o a.erehip patter., ter fi

is an ssaciated change- i.n size of the. orgamization. Tine joint

stock company makes possible the large capital outlays that are

necessary for full exploitation of industrial technology. Large

scale capital investment projects such as railways, steamship lines,

steel mills,. etc. Galbraith even points out that" the most

obvious requirement of effective planning is large size.33

It can be assumed here, then, that in 'modern' enterprises,

the size is usually larger than that of 'non-modern'. enterprises,

32. Rance Lee (1972), op.cit. p.4

33. JJ. b Galbraith, 'The Corpora 'in The New Industrial state

1971. revised edit onj Chapter 7, pp.72-85



(i) Informal versus Formal Or anization

Systematic focus on the terms 'formal' and 'informal' applied

to organizations, began with the work of Barnard (1938) 34 and this

distinction was supported by the empirical findings of Roethuisberger

and Dickson35 in their analysis of informal activity among workers

(1939). Following Roethlisberger and Dickson, the term 'formal

organization' is used here to refer to those patterns of interaction

prescribed by the rules and regulations of the company as well as

to the policies which prescribe the relations that obtain, within

the human organization and between the human organization and the

36
technical organization.

Great emphasis has been placed on the merits of the informal

by Denham, Roethliberger, Hayo, Whitehead, Romans and others. One

executive values the informal because it can be absorbed into the

daily routine without official notice The term 'informel orgaris

elation' is used here to reier to the actual personal interrelations

existing among the members of the organization which are not repre-

seated by, the formal organization.32

It.seems that in most 'modern' industries, there is a

confused middle-ground where nekr formal and informal action are

obscurely initiated. H. Dalton has suggested some important steps

and mechanisms that connect the formal and informal and enable tber

to. maintain ongoing action. These are (1) official meetings.

34
34. C .I. Barnard, Functions of the Executive, 1938,pp.65

35 F.J. Roetlisberger and J. Dickson, Management and the Worker

19399 Chapter 7

36. Ibid., P,566

Ibid.37.



(2) command from high levels for unofficial action from below,

(3) informal requests from below for the right to engage in specific

unofficial actions, (4) transition roles, (5) recourse to prefigured

justifications, (6) the use of 'two-way tunnels', and (7) adoption

by the formal acknowledged or not- of unofficial widespread

practices that have proved their worth or have become an accomplished

fact..38

38.Helville Daiton,Men who manage, 1959,p.227



3.2.3 Traditional Types- - - - - - - - -

(a) Status

During the late eighteenth and early nineteenth Centuries

the mobilization and adoption of labour were seriously handicapped

by the retention of a traditional way of life among the common

people of England. On the other hand, the retention of the tradi-

tional master-servant relationship tended to facilitate labour

management, whenever the early enterprises could take advantage of

these partly authoritative ties in order to cut down labour turnover

and increase efficiency.

Under the master-servant relationship, status is not differen-

tiated. The labouring poor were considered as children. They must

be disciplined. They must be guided and on occasion they might be

indulged in.

This kind of master-servant, relationship can also be found

in the early phase of Chinese industrialization. Take for example the case

of the Ta-Sheng Cotton Mill which was owned by Chang Chien, one of

the leading Ching Dynasty industrialists. His workers had very

long working hours, usually about 12 to 14 hours a day. There were

about threee hundred to four hundred regulations in the factory.

Regulations such as the workers had to obey the Kung-tau (the head

worker), otherwise they will be punished or discharged. Punishments

were in various forms including 'biting the palm, "being arrested .

and paraded around the factory, etc. There was a private court

also in the factory.

39. Bendix (1956), op.cit., p.60

40.chang pen Shu, Lug Chang Chien Shin Yep. Euo Tung Ti Mu Ti.

ching Chi Yen Chiu, 1996, Ti I ch'i, pp.44-48



(b) Role

in his analysis of traditional industrial undertakings in

Hong Kong, England notes:

"Almost all these firms are family-teed and managed, with

the proprietor/manager frequently working side by side with

the workmen, there is no management hierarchy, no formality,

and communications between worker and employers are personal
41

and easy."

Nicholas C. Owen also states that:

Employees in the 'traditional' sector often engage a worker

without any arranging beforehand exactly what the worker
will do, his wage rates or hours of work." 42

In describing the traditional work habits in the case of

England and Bendix argues that the routine of the domestic industrial.

workers' work entailed an unwriting adaptation to a variety of tasks

and to an irregularity of performance which were incompatible with

the specialization and machipe-driven regularity of factory, work.43

In traditional industries, the role structure is multi-

functional. Through evolution, typically it changes to several

more Specialized structures.

(C) Function
---------

i. Individual

Traditionally, skilled work was performed at a leisurely

pace or in spurts of great intensity, but always at the discretion---------

41. Joe English,'Industrial Relations in Hong Kong' in Hopkins,

ed., Hong Kong: An Industrialized Colony, 1971.

42. N. Owen, 'Economic Policy', ins, Eopkins (1971), Ibid., p.151

43. Bendix (1956), p.38



of the individual worker. The skilled worker was trained to

work accurately on individual designs. In the case of England,

in handicraft production, each individual owned his own tools

and was responsible for their care. Skills were handed down

from generation to generation and, consequently, were subject

to considerable individual variations.44

Thus in traditional industries, where specialization

is not so intensive the individual mars more control of his

products, and in turn has more functions via a vis part participation

in the organization.

ii Departmental

In the tradition case, differentiation of departrents

is relatively insignificant. Many of what are nowadays called

"departmertal pattern" of the textile cottage industry in Eng-

land. The frees-lance merchants who were out of the control of

guilds, and frequently, in violation of laws regulating the

production and marketing of goods, obtained bulk fibers (linen

or wool), had them spun into yearn by a cottage (who usually

received as compensation for his labour, a portion of the yarn

that his household had produced), had the dyeing done by another

cottage, the weaving by still another, etc.45

Some sub-contractors, or 'middlemen' had several 'under

hands' whom he employed and trained and disciplined. They

made contracts with the entrepreneurs and they were respcpsible

44.Ibid., p.204

45. LaPiere (1965), cp. cit. .,p.289



for part of the production in the industrial plant«

, 46
Sub-contractors existed before 1949 And even nowa¬

days in Hong Kongf this system still exists to a considerable

extent in the construction industry®

(d) Structure»nawiiwnMiwnirra

As 1 indicated above in the section on modern types, tradi¬

tional industries differ from modern industries in terms of both

size and formality in structure® The traditional industries are

relatively smaller in sine, and less differentiated in, both hierar¬

chical and departmental structures®

Clifford Geerte has illustrated the organisational structure

of a hat manufacturing factory in Indonesia like this;

t?Tke factory is owned by two young men, both members of

important Moslem commercial families® one a twenty-five-

vear-old tailor® the other- a twenty -three-year—eld textile- .V i- V- -

trader, and employs seven tailors (also all young men and

all pious Moslems) on five machines owned, borrowed, or

rented by the proprietors®1

This is an illustration of a factory which is at a very preliminary

stage but still- different from the 5traditional craftsman? form of

production® Its organisation is simple and small and less formal

in structure®

46® Cfaing Feng,5 Chung Kuo Hi n-Tzu Kung Yen Tsu-Pen Chi a Ti Fa Chia

Yu Po Hsioh Wen-li, Li Shih Yen Chin, 1966, Vol 1p.miLUi—iuM»lnimwi tiithiminnainnunii

47. Clifford Geertz, Peddlars and Princes, pp.64-65



(e) Knowlede

Traditionally, Occupation is inherited, transmitted from

generation to generation. The knowledge of a certain business or

occupation is acquired by experience.

Let us look at the early industrialists in China. In the

late 19th Century and early 20th Century, Chinese industrialists

were mainly drawn from the following sources:

First, Bureaucrats, Landlords, Kerchants and compradors

who became industrialists. Of all the textile factories which were

established before 1913, six were opened by government officials

(kuan-liao), eleven by landlords and three by merchants. From

1914-1922, the textile industry in China underwent considerable

expansion of the investors in new textile industries in this period

17.1% were comeradorn, 55.2%. were merchants, there were very fer

land1ords involved in the industry, by this time

Second, The small handicraft industrialists, swmall pedd1ars

or apprentices and shopkeepers of the first category of industrial

investors discussed above, most Of the industries were large scale

industries which did not go through the handicraft stage of production

because the bureaucrats, landlords compradors had accumulated large

amounts of capital, and used this to import machines from abroad.

But these second set of industrialists had to go through the stage

of handicraft production before they could be successfu1. For erample

in the wood work industry (using only a minimum of machinery), most

of the capitalists were themselves carpenters.In the leather

industry( partial using machines), 2/3 of the industrialists were

carpenters. In 1913, among the founders of eleven engineering and



and machine factories, 8(3of them were handicraftsmen and appren¬

tices. By 1913,- among the founders of 4ll of these factories 75«7%

4 8
were also from apprentices and handicraftsmen.

Third, the accumulated capital of adventurous and opportunism

tic business activities. But these capitalists still invested in

industries that they had learned by experience.

(f) Sanctioning

At the early phase of industrialisation, Bendix concluded

th at 1

t?the creation of an industrial work-force implies for the

worker a more or less drastic separation from the tradi¬

tional setting of his previous economic activities and his

subject to the authority of an employer1s will involves

work-conditions requiring disciplines which contrast

sharply with the work-discipline of the peasant or crafts-
b.o11

men

Norms which regulate relations between superordinate and

y- _

subordinate and subordinates in traditional industries are more of

the nature of social norms shared by the people of the same culture.

For example, in the Chinese pawn shops, we can find regulations

such as the following;

(i) No one is allowed to smoke opium inside or outside the

pawnshop Offenders will be discharged©

(ii) No one is allowed to hang around outside doing nothing

(Chu T?ung Jen Wu Esu Tsai Wai Yu Tang). No one is allowed to go

for prostitutes. Offenders will be discharged©

48. Shang-hal Min-Tsu Chi-Chfi Chiang Kung Yeh, Shang-hai Shih Kung

Skang Esing Cheng Kuan Li Chu? Shang-hai Shih Ti I Chi-Tien Kung

Yeh Chu Shih-Liao Tsu

49. Bendix (195) op.cit©, Chapter 2



(iii) Apprentices are not allowed to leave the pawnshop.

If their family have problems that need them to go home they must

ask for half a day or a whole day off, and must be accompanied by

a supervisor from the shop. When they come back, they must also

be accompanied by a member of their Tamil r. They are not allowed

to go alone. 50

In short, we can conclude that in traditional industries,

sanctioning is concentrated in two aspects:

(i) Implementation of authority which involves strict work-

disciplines, and

(ii) the norms in regulating the behaviour of the workers

are more of the nature of social norms

(g) Recruitment and Trainin

In his research on the history of Chinese businesses in

Singapore, Wong Chi-1in describes the apprentices and workers

relation to the employers as 'semi-feudal' relations of production.

He listed three characteristics:

(i) An apprentice can enter a shop or a factory because

he has a kinship connection with the employer or he is from the

same native place of origin as the employer. if note then he must

be introduced to the employer by a friend or a relative of the

employer.

"the apprenticels(ii) After bein recruited into the factory, the e.prr n

relation with the employer is expressed in a number of idsomatic ways:

sometimes it is 'father and son' or 'small brother and elder brother'

50. Yang Lien Sing Chi, Tien Yeb Hsu Chil9 Shin Huo Pan Yueh Man K'an



relationships, sometimes it is considered as an sapprentice and

master1 relationship, and sometimes it is employer and worker

relationship but among all these relationships, the relation¬

ship of father or big brother (Fu Hslung) and son or little brother's

relationship is predominant In other words, kinship ideology is

used in an attempt to convert an essentially specific relationship

- into a multiplex one The role of a son or a little brother ia the

most important idiom The employer has .also several roles, the role

of a 'father1 or 'elder brother1 being the predominant role

(ili) Therefore, the relationship on both sides is not

controlled by a contract, but by Chinese traditional ethics and

norms Although the master (and usually the employer) seemingly

accents the dutie-s of catarnalism he fails to treat, the aoorentice

with what Wong Chi-lin terms 'fatherly love' or 'brotherly love'

That is, in practice he fails to systematically, intensively and

patiently, and whole-heartedly teach the apprentice his skills and

experience To the apprentice, one way to learn the trade is to

'steal the skill', the other way is to express an above average

attitude of obedience and 'filial piety'; furthermore? this kind

of obedience and piety has to be extended to the kin of the master -

51
to his wife and sons in particular

In traditional industries, there is no centralised recruit¬

ment and training systems - training was sometimes taken up by sub¬

contractors and nepotism was a key recruitment norm

pi- Wong Chih Lien, Ha 5ua She Hui Shih Tao-Lun, 1971 pp»31~32



(h) Size

As indicated earlier, size is associated with the differen¬

tiation of hierarchical and departmental structures of an industrial

organization But 3size8 is a relative concept Of course, in the

traditional situation,, we would not expect to find the multi-national

industrial organisation of to-day But even so in the material about

traditional Chinese industries, we can find instances of factories

employing more than 1000 workers For example the iron industries

in early Cking Dynasty in Kwantung, Fo Shanrere well known for pro¬

ducing Chinese cooking pans«Chu Ta Chun described the industry like

this:

Concerning melting iron, pig iron is put into the furnace

The fire is burning red When the iron is ready, it is

poured out One man will hold it by a pair of tongs, two

or three men will hammer it More than ten young boys

will fan their fans While they are fanning, they sing

Then, the iron is made into iron sheets There are mere

than thirty melting industries There are several

52
thousand men in this business

(i) Informal versus Formal Organization

Formal organization is considered as an organization that

has been deliberately established for a certain purpose In order-

to achieve its goals, the rules the members of the organization are-

expected to fellow and the status structure that defines the relations

between them (the organisational chart) have not spontaneously emerged

in the course of social interaction but have been consciously designed

5 Chu Ta Chun, Kwang Tung Heir Jv Chung Eua Sho Chu, Vol15 pAl.O



53
a priori to anticipate and guide interaction and activities

In the traditional industrial unit, the social organizational

ethic usually dominates the formal organisational ethics Take for

example the Chinese businessmen in Malaya According to Vong Chi-

iin, the Chinese economic groups, even in the present day, still

maintain native origin and kinship relations as a basis for their

organisational, norms That is, the employers only employ their kin

groups, or people from the same native origin The relation between

the employer and the employed is not a worker and employer relation¬

ship, but a distorted 'father and son1 relationship. Wong concluded

that this kind of what he terms 'father and son' (or 'master and

servant', 'master and slave') relation of production is a great

barrier to institutionalization and rationalization of rational

5k
capitalist management.

5«2k Modern and Traditional Types ComparedMff.iH)iHiimIsiij.'ihtt 'HUTajfwa'-nPrctinw-'wufl'»limrm-mu.itmn-www—mtti!Uiu.wiiiilii.mminw»ni»h»nmiiwffnrTfiin.-.iiT-i-.-».«.iMniniimirfTTrn»mrTrm—t-f——-

The preceding survey of mainly western oriental literature

on industrial organization, combined with some material on Chinese

industrialcommercial units can be summarized in the following

table.

Dimensions

(a) Status

Modern Tyre

rising status of the

white-collar intermediary

status group.

Traditional Type

master-servant rela-j i

tionship.. Status is-
i

polarized j
' • • i

55 Peter Blau B. Scott, Formal Organ!zation,

5k. Wong Chih Lien, Ma Eua She Hul Shih Tao-lun, pp«2?-pQ

continued overleaf



(b) Role differentited and

clearly defined

multi-functional.

diffused

(c) Function

i. individual functionaries, less

control over the plant

have more control

of production and

products

ii» departmental bureaucratization,

greater departmental

differentiation

limited differentia¬

tion. within the

plant, many of the

functions are taken

up by subcontractors

(d) Structure more formal and cemuler informal, and simple

(e) Knowledge willingness to use

scientific knowledge

emphasis on person¬

al experience1

(f) Sanctioning emphasis on formally

legitimised norms, action

taken in accordan.ee with

written regulations and

contracts

emphasis on communal

values and norms

which are an died in—

a particularistic

arbitrary way

Cg) Recruitment

and Train¬

ing

systematic and depart¬

mentalized ecg

personnel departments

nepotism is import¬

ant in recruitment,

training is by

apprenticeship

(h) Size f relatively large1 'relatively small'

(in particular in the

Hong -it cng S1 t-uat ion)

(i) Informal vs

Formal

basically formal, but

tends to be •mixture

of formal and infer-

max

less formal with much

greater emphasis or.

what hisbet terms

? communityf



Looicai Mixture Tvre

The above dichotomy between modern and traditional types

of formal organisations needs to be supplemented by an inter¬

mediary ideal type lying between the two extremes. Ideal Types

are conceptualizations that are based on observations of reality and

designed to institute comparisons. They do not necessarily exist

empirically, but may be constructed by abstracting the character¬

istics of the behaviour under analysis to a local extreme® The

purpose of this construction is purely methodological and heuristic.

It serves as a basis with which to compare this logical construction

with my empirical findings

Although at the empirical level the various blends of tradi¬

tional and modern forms may well be expected to be manifold, in

ideal type form the mixture can again be expressed in a relatively

simnle.. tabular form:a

Dimensions

(a) Status

(b) Hole

(c) Function

i. individual

Li departmental

Mixture Type

Hieing status of technicians and technically

skilful workers. Status differences not so

polarized.

Some division of labour, but most of the time

workers operate as a group®

Limited machines, and in a large extend; ;-

controlled by manpower

Some departmental differentiation, but mainly

concerning production No personnel depart¬

ments

cent in tie d overl e af



(d) Structure A formal structure does exist,but in practice

this formal structure is frequently over-ruled

by informal values and norms.

(e) Knowledge Special training and 'personal experience',

both emphasized.

(f) Sanctioning. Formal regulations to govern employees

behavior for important issues only- for

example, theft.

(g) Recruitment Some short training period for workers.

and Training Recruitment is raged by factory manger or

owner himself, net by a specifically differen-

tiated personnel department.

Size Hedium-sized, 50-199 employees.

Informal vs Mixture of formal and informal, but informal

relations such as Kan ching are used foz buci-Formal

ness reations.

(h)

(i)



33 Labour Relations

331 Informal Organization

3»51»I Individualism versus Collectivism

In discussing the notion of 8 individual in a formal organi¬

sation s we immediately find on the one hand, the discrete, particu¬

lar, unique, singular individual person with a name, an address,

a history, a reputation. On the other hand, when the attention

is transferee;- to the organisation as a whole, or to remote parts

of it, or to the integration of efforts accomplished by coordination,

gj— i - - ' -

or to persons regarded-'in groups, then the individual loses his

preeminence in the situation and something else, non-personal in

character, is treated as dominant. In such situations, we ask,

What is the character of an individuals participation in this

situation? Eere I shall discuss these situations in their three

major dimensions? (a) Within the executives, (b) Within the employees,

(c) Between employees and executives®

(a) Within executives A variety of both sociological

researchers and practising executives have commented on the effects

of organisation on the executives® Barnard, for example, cryptically

refers to certain effects of formal organisations which tend to

csc: trC

disintegrate the personality'' 5 lib ere tor implies a similar

tension in pointing to resilience under the condition of adversity

as the vital Duality in executives. Hcecoe pictures the executives

as confronted with situations complicated by pro and con factors,

55 C.I.Barnard, Function of the Executive, Harvard University yress

1938, p.122

36. Aubrey Silbereton. Education and Training for Icdttstrial KaaaeeEect— HH«iiwwaw ».nni'iinxi-Jl«»Trwr...i I»if»I.. « «.min—mi' nu.i.mji

1955, v.G



particularly intangibles « Stryker analyses executive-

turnover in terms of a desire to escape the politics in their

companies as well as the pressures developed by clashing persona-

Xxtx6S « • » e • « r

In 1 modern? industries, it is easy for an executive to fall

into the situation of total submergence and loss in the organization

The editors of the industrial magazine Fortune quote an executive

who hints at how the tightrope between individual and organization

should be walked Ike ideal, he says, is to be an individualist

privately and a conformist publicly - if you can pull it off.-

(b) Vithin .e-mxleyees Argyris summarizes the impact of

the formal organization principles on the individual, and concluded

that there are some basic incongruencies between the growth trends

of a healthy personality and the requirements of the formed, crgari-

zaticru He argues that if the principles of formal organization

are used as ideally defined, then the employees will tend to work

in an environment where: i) they are -provided control over theirl. w»

workaday world; ii) they are expected to be passive5 dependent,

subordinate; ill) they are expected to have a short-time perspective;

iv) they are induced to perfect and value the frequent use of a feu

skin-surface % 'shallow abilities1; and v) they are expected to

go
produce under conditions leading to psychological failure '

57

58.

59.

60

S S -Rcscoe. Organization for Production,, Richard D Irwin.. » UMI HI.LI.IM.. 0 u . ll.lll»ln..,ll.Ml.,l,muWl, n, 0

1955, pp.402-403

•p Stryker A Guide to Hodera Management Methods. KcGrav; Hill,

1956, p25Q, 261.

Fortune, the editors of the Executive Life, Doubleday and Co,

1956, p7

Chris Argyris 'Persona.! vs. Organisational Goals', Yale Scientific

(Feb® 19o0) pp.40-50. See also Robert Rubin ed« Human Relations

in Administration, p«o?



The resultants of this lack of congruency are frustration,

failures short-time perspective and conflict, and the employees

may create specifc (informal) behaviour such as:

1) leaving the organization

2) climbing the organization ladder

3) manifesting defence reactions such as day dreaming,

aggression, ambivalence, regression. projection, etc.

k) becoming apathetic and disinterested toward the organi-

zat.en, its makeup and goals...

creating informal groups to sanction the defense reac do .s

and apathy t disinterest and lack of self-involvement

6) formalizing the informal groups

7) evolving group norms that perpetuate the behaviour

outl .neV' in items 3, k, 5 and 6 above

$} evolving a psychological set that human' or nonmaterial

fectcrs ane becoming increasingly unimpcrtant while

material factors become increasingly important

9) acculturating the youth to accept the norms discussed in

items 7 and 8. 61

(c) Between em-olo r ees and executives. We noted that the

rela tions between workers and their supervisors has been a matte

of central concern. to industrial sociologists of the 'human relations

school because they believe that supervisory 'style'is a key dete

minat of worker motivation and morale.Typically it has been argtet

by exporents ot this approach that supervisowt who are 'employec

orientated' and who maintain a high level of informal interaction

61, Ibid. p.88



vith the men in their charge will in this way create fpositive

sentiment1 among- their men and encourage worker attitudes and norms

of behaviour of a kind favourable to managerial objectives.

A certain amount of evidence has been produced, chiefly

in the United States, which can be used to lend support to this

point of view® Most notably. Walker, Guest and Turner, in their

studies of supervisor-worker relations in American ear assembly

plants, have collected data of various kinds which she w vhat vrhore

a high rate of informal interaction occurs between foremen and

their subordinates, men tend to be more favourably disposed towards

supervisors (and also, if seems, towards the company) than where

the rate of such interaction is low® Indeed, these authors have

suggested that is cases where work-tasks are intrinsically unre¬

warding, this positive connection between interaction and sentiment

may prove to be a particularly strong ore.

3+522 Class Interest versus Business Interest

Throughout the course of modern industrialisation the

conventional., entrepreneurial image of the f worker was exceedingly

simple For example, according to the Puritans, they were idle anc!

disolute and hence lacking in virtue® Eut in the course of the

1920rs and 19301e the worker was to become the subject of scientific

tests, whose attitudes and aptitudes had to be taken into account

by management.

62. See N.R.F. Haier, Psychology in Industry (Boston ,19350 Charter 6

Supervisory Leadership1.

63 A.N. Turner, 'Interaction and Sentiment in the Foreman-'crker

Relti oiiskinf« Human Organization. Vel«v no1. 1935?- 11 UIH II I I n niT I - II 1 - - - — — —T t

G«K Walker, R.H. Guest and A.N® Turner, The Foreman on the

Assembly Line, Cambridge, 195 »



By the 1950 °s the awareness of worker as 'human beings' v:as

widespread among' American employers Failure to treat workers as

human beings came to be regarded as the cause of low morale, poor

craftsmanship, unresponsiveness and confusion Workers wanted

to be treated not as servants, but as cooperators, which is indeed

6k
their true status15

The growth of industry had brought to the force a concern

with the effect of attitudes and feelings upon the work perfor¬

mance of the employee But this concern could not reduce the

pressure that prompted managers to regard, workers as a factor of

production.

The conflict of class interest and business interest in

modern enterprises could be characterised in four basic types

illustrated by Fox (3.971) These are?

The first involves only individuals This is most likely

tc be found within the management hierarchy and so arise

out of struggles for power and status The second involves

management and a lower participant who is not a member of

a collectivity This arises typically from an individual

seeking redress of a grievance or being punished for some

infraction of a norm The third is between a collectivityinnw»n—umiymiH

or one of its members ana a manager or management group

The fourth involves conflict between collectivities over-mWmmmi—JMMtL'JOff

such issues as job rights union membership or union

jurisdiction

In traditional industries the conflict is more direct between

workers and owners

6k. Bendix (1956) cp.eii. p29

65 Ibid p.29'6

66. For (3.971)9 opcite pXh-0



3.3.1.3 Authority

Following Weber,We may distinguish three types of authority.

The three types are distinguished according to the kind of legitimacy.

hat they claim to Legitimacy may be based on:1) rational groumds,

2) traditional grounds, 3)charisziatic grounds a In this section.

I examine the particular type of authority which is i.mplerented in

industrial organizations in order to regulate the relationships of

the superordinates and the subordinates.

Traditional authority. Ey traditional authority Weber

means authority resting on an established belief in the sanctity of

immemorial traditions and the legitimacy of the status of those

erercising authority under them. Benddix's work allows us to

illustrate this kind of authority in industry existing in nineteanth

ventury Russia. Workmen in Russian factories were at the sare tino

kabdiwbere whe are not faeteny workmon by professiom the wager

they earned in factories were only an accesscry to what they received

from their agricultural labour. As a results labour turnover is very

high. In order. to stabilize the supply of labour and control the

conduct of the workers, it was common practice for emplcyers to

build barracks for their workers.

Effprts were made. tc curb labour mobility by long--term

wage contracts and by penal zing workers who left before

the expiration of such contracts.. The employers sought

to control the conduct of workers by the imposition of fines

or other pen.a.Lies in case they ' iola e the standardagain-st shortages, defective productic .t cr be g l a t- c

against shortages defective production or being late to

work, In addition however the employers attempted to

control every detail of the worker's life partly becaus

he lived on the premises of the factory and partly becans

necessity and tradition gave to labour relations the



character of a household discipline Fines were imposed

in case of absence from the factory barracks at certain

prohibited hears Visitors could not be received if

their stay exceeded the 8length of an ordinary visit1

Workers were forbidden to put pictures on the walls of

their rooms11

Similar kinds of autocratic and traditional authority were

common in China during the late Ching Dynasty In the mining

industry, the number of workers were large and in scale t the degree

of development was more advanced than these industries in the urban

area But9 here, besides the strict control by the feudal

government, feudalist!c exploitation and suppression is still in

gg
ruling position in the internal production structure- For example,

the copper mining industry in Yunnan was we11 developed and large

in scale® But feudalist!© exploitation was serious©

In all the districts of Yunnan9 all metal factories have

their regulations The leaders are divided into seven

headmen (ching) Whenever a factory is openedf the seven

headmen will come together to set up the regulations The

69
more regulations, the more serious is exploitation

The kind of fines and ether negative sanctions invoked

were very much traditional

All the miners are governed by the headwerker© When

beaten by a stick it was called tiao z-i, being tied up

is termed xuan The rules are harsh, the punishment is

«70serious

In order to prevent riots by the miners and workers there

67

68

69

70

Bendix (1956)$ ©p0Git. pp«l8X~-l82 - ' ' ' •

Fan Pe Ch,uan, :Chung Kuo Shou-Kung-Yeh Tsai Wai Kuo Tsu-Pen-Chu-I

Ch'in Ju Ecu Ti Tsao Yu Ho Ming Tun5 ? Li Shih Yen Chiu, Ti Era Chi, p.93

Lin Tse Hsu, Chk~kfan Kuang Chiang Chfing Hsing Shih Hsing Kai

Tsai Che1, Lin Wen Chung Kung Cheng Ping Chi, Yun Kuei Tsou Kao, Chuao 9

T1 an Ts?ui, Tien Hai In He rig Chih Chuao 2



was a guarantor system in every mine. The mine owner, who held a

license from the government had to record daily the names of

the day workers, their age and appearance, the native origin This

record has to be checked by the district magistrate1 office every

71
three months.' This kind of authority, then,, involves the total

control of the individuals

Eaticnal-1egal authority, national-legal authority is viewed

as a relationship in which the superordinate is perceived by the•JTw. mmt •t 4

subordinate as having the right to maize decisions which must be

72
accepted as binding.' Weber defines legal authority as legitimated

by a formalistic belief in the supremacy of the law whatever its

specific content® The assumption is that a body of legal rules has

been deliberately established to further the rational pursuit of

collective goals In such a system obedience is owed net to a person -

whether traditional chief or charismatic leader - but to a set of

impersonal principle«. These principles include the reouiremeut to

follow directives originating from an office superior to cue's own,

03
regardless of who occupies this higher office 1 It is one in which

the subordinate extends 1 consent' to the order-giving role of the

superior, i.e. he legitimates thenorms governing this relationship

In this quest for legitimacy, ideologies are pressed into service

in the hope of promoting agreement on these values They are aimed

not only at subordinates but also at the wider society in the belief

that, if they succeed in modifying expectations of subordinate

behaviour at work, social pressures of various kinds will help

71. Chung-Kuo Tsu-pen Chu-I Ming Ya Wen-Ti T?ao~Lun Chi« Hsu Fien

72. Fox (1971), op.cit p.3

73 Peter Blau, 'Critical Remarks on Weber's Theory of Authority %

in Dennis Wrong, ed Hax Weber, 1970? p.150



74
to induce acceptance by the subordinates themselves©1 One aspect

of the process of promoting the legitimacy of this principle may be

the propagation of the idea that the contract of employment is based

on free consent between parties of equal legal status• This of

course s could only happen in capitalist societies when there are

free labour markets To the extent that employees can be induced

to accept propositions of this sort they will legitimize the employer

order-giving role and thereby perceive it as authoritative

Chrismatic authority According to Weber, the values

that legitimate ?charismatic 1 authority, define a leader and his

mission as being inspired by divine or supernatural powers© The

leader, in effect, heads a new social movement, and his followers

75
or disciples are converts to a new cause The positron of the

charismatic leader, thus rests on an identification between leader

and the led of such a kind that he is able to crystallize, articulate,

and shape the practical expression of normative aspirations among

his followers© Once again, cultural components are obviously import¬

ant: In a society where expertise per se commands great respect,

managers may be able to justify their rule by demonstrating efficiency

and superiority of judgment, even where subordinates feel no great

enthusiasm for the objective being pursued? When charismatic

authority becomes routinized it is transformed into one of two

different types; it may crystallize into a traditional system or,

more often, become bureaucrat!zed into the legal authority of a

7bf Fox (1971) $ opcit po9

75« Peter Blau H Scott, opcit© poO



formal organist ion.

552 Contractualism versus Paternalism

(a) In modern Industries

In his description of industrial relations in the large

joint-stock western firms in Hong Kong, England argues that the

prevailing attitude of these firms towards their workers is one

of paternalism®

The firms provide by Hong Kong standards, an impressive

number of fringe benefits, such as free or subsidised

accommodation; free medical treatment for workers and

in some cases for dependents; paid-sick-leave; long paid

holidays (18 days); canteen and social club facilities;

7 6
and in cue or two cases education for worker's children

It is not surprising why England refers to this kind of

system as paternalism when we lock at the literature on modern

industrial units in Britain When comparing the ?British factcrvv

77
and the 'Japanese factory % Bore demonstrates that the welfare

system in English Electric schemes is on a voluntary, contactual

basis® These underlying assumptions are quite different from those

of x: Hitachi (the Japanese firm) f which Bore categorises as having

paternalistic relations® For examplet the Bradford factory has

some twenty-seven, company-owned flats and houses available, at more

or less economic rents, for employees moving into the district

The welfare department also tries to get into corporation housing®

But this represents a supplementary reserve of assistance in a

situation where the basic principle is that a man's housing is his

76. Joe England (3.971)? op cit p228

77® Bore (1975)? opcit Ghpter 8
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own affair. Hitachi, by contrast, operates on the principle that

the company must' take the prime resparzibilaty."78 The basis of

the British scheme, in other words, is the reciprocity of the

contract. An employee who con tributes his (awn individual, private)

ideas to his employer an expect to share in the resultant profits

proport onately and is entitled to complain if he does not get his

rights. As Abee glen says,

'Stated poeiti.veiy, the Western 'syetem empwhasizes the

impersonal exchange of job services for cash reward,

Responsibility for living and health star ftzas is an

individual problem for each worker." 79

Thus in modern enterprises, the labour relations is relatively more

contractual.

(b) In Traditional Industries

The type of paternalism desoribed by Joe England in the

large joint-stock Western firms in Hong Kong is different from

Chinese traditional paternalism. Of course, elements of Chinese.

traditional paternalism have become institutionalized in these

firms' social structure: The Taikoo Dockyard, for example, a

Subsidiary of Butterfield and Swire, in 1967 Provide d Subsidined

housing for over 2,000 of its workers, 60% of the total ran a

school for 1,966 children of employees and provided a Dockyard

surgery and family r, edical clinic a. welfare centre with cinema and

a swimming pool."80

78. Dore (1973) opcit. pp.202-203

79. Abegglen 1958), op.cit., p,66

80. Joe England(1971). op.cit.p.228



Nevertheless, the kind of paternalism practised by the

western firm is still more contractual in nature, and where

certain social responsibilities are accepted by the company, they

are usually those which in many countries like the U.K. and the U.S.A.

have been taken up by the government

Traditional paternalism$ which is still practised in many

Chinese retail businessin Hong Kong shows a quite different

picture© In most of the retail businesses (e.g. Chinese medicine

shops), much of the workersf social identity is directly involved

with his work The workers live and have meals in the shop. Host

of them have just four days holidays per month, with a longer

holiday in the Chinese New Year. Ail these holidays and ether

fringe benefits are not fixed in a contract signed by both the

employer and the employee. If, for example, a worker asks for

leave to go back to China (which often happens because many cf the

workers have families in China), there is nc fixed long leave

Everything depends on fmutual trust5 between the owner and the

worker. The holiday may be ten days, or it may be twenty days in

length. Every month, the workers receive a small amount of hair-cut

money. By the end of the year?, they may receive a bonus, but again

the amount is not fixed. All depends on the owner and his personal

dictates. The nature of the social relationship between the owner

and the workers is most important.

This can be seen in the case of Japan where traditional

paternalism is also still practised and is also quite different from

the modern contractual fringe benefits system provided by a Tmodern5

firm. For example in a small silk factory near Tokyo, the factory



Sir
has 30 looms and 19 employees (13 women) ,

The factory, the worker's living quarters, and Mr. Watanake's

home sgt© all enclosed in the same compound.....He (the owner)

provides care, advice and counsel for his workers and finally

- arranges or assists in the arrangement of their marriages.

The girls enter the plants immediately after middle school

graduation, serve a three year apprenticeship, and then,

usually after two additional years of work, marry.n

This kind of factory, Abegglen argues, is not a 'sweat shop1 .

and the girls are riot 'slave labourers'®

Conclusion

Here again, we can summarize this section in tabular form.

Dimensions

Individual

versus

Collectivism

Modern

more collective-orien¬

tated® Individual tends

to be submerged into tb.t

ormuni nation

Traditional

more individual-orien¬

tated,, Individual has

more freedom

Class Interest

versus

Business

Interest

The conflicts are more

complicated. Collective

: bargaining is possible

The conflict between

workers and owners is

more direct and umne-

diated

Authority tends to be rational-

Legal based

tends to be more

traditional based

Contractual

versus

Paternalism

relatively more

contractual

relatively more

paternalistic

8l. Abegglen (1958)t op.ext. pp.2?~28



3»3«A Mixture Type - in tabular form

Dimensions

Individual

versus

Collectivism

Class Interest

versus

Business

Interest

Authority

Contractual

versus

Paternalism

Mixture Type

Individual is not totally submerged in the» w

organization? because bureaucratization is

not very high

The conflicts of workers and owners could be

compromised in the goal of achieving economic

benefits by both parties Trade Unions are

not powerful, and collective bargaining is

not significant

Sometimes rational-legal, sometimes tradi¬

tional - i«e the legitimating basis of

authority is not clearly defined

he bb pat e r rial i e t i c» b v. t c out re c t s may s t ill

be verbal9 and to a certain extent rely en

8mutual trust? and mutual-respect5



4 Localism

31 Introduction- - ... .iii,,-,.-—, Miimi«iman11amrri

Following Merton (1957)$ who first introduced the terms

localism and cosmopolitanism5 as reference orientationst these

concepts denote a scale of social experience and participation

ranging from one's immediate social network to the broader national

82
society Localism, as defined by W.C Hoof % is a product of

limited experience and narrow horizons, but more precisely, the term

as used, in sociology implies the use of one's immediate community

as a reference group

In my discussion here, I divide localism into geographical

and social relational in the orientation towards a community and

orientation to the reference groups in the community What the

distinction calls attention to, essentially, is the varying degree

to which local loyalties may predispose a person's perceptual,

cognitive, and evaluative responses. The orientation towards kinship

relations or clans, or traditional ethnic groups are, of course, in

this localism

I shall further divide my focus into 'business and 'non¬

business® attitudesr. This separation is relatively arbitrary and

is used here for analytical purposes only

Modern TypeMMMMMMMVMlalMfc9M!aiM4Mfc«iMNVl!40IMMto«aMNMaMvK«VR!»1«u

521 Business

In contemporary Hong Kong, selling techniques are no longer

82 Wade Clark Roof 'Religious Orthodoxy and Minority Prejudice:

Causal Relationship or Reflection of Locallstic World View in

AJS, 80, Nov 3 5 197 s PP 83-66-



limited to narrow social relationships. The market for'industrial

products is world wide. The connections with the buyers is no

longer limited to personal initiative or individual firms. Associa¬

tions like the Hcng Kong Trade Development Council help to promote

the market of Eong Kong products and to obtain higher prices.

In short, it can be said that rational-legal based organi¬

zations have been established in Kong Kong to facilitate the sale

of Eong Kong products overseas. The existence of such institutions,

which ideally conduct trade in a univerealistic way, may be considered

indicative of modern® trading relationships.

5422 Day to Day Management

(a) Recruitment

In a modern industrial plant, knowledge and skill .are the

criteria for recruitment or example in Japan, a degree iron a

good university is the ticket of entry into managerial ranks.

Nepotism is limited by methods like: 1) all new employees are subject

to the same tests and interviews, 2) public advertising for vacancies,

i.e. open competition.

X cannot say that there is absolutely no nepotism in modern

industrial organisations, but in theory, at least, nepotism is limited.

(b) Promotion

When Bore is comparing the promotion systems in English Elec¬

tric and Hitachi, he finds that English Electric does not have a

distinction between ranks (e„g. captain) and functions (e.g. 'company

commander}© All titles refer to functions. As for promotion proper,



86

Dore says to functionally higher positions such as foremen, super-

intendent foremen, chief clerk, etc.- the prospects for shop-floor

and clerical workers are much the same in both the British and

Japanese firms and the criteria for promotion- skills and persona

qualities- are similar, 83 and the only difference is that Hitachi's

personnel department has extensive dossiers and records of earlier

merit ratings for each of the possible candidates for a foremanship.

The recommendations of the immedite shop superintendents and depart-

ment managers can, be, therefore, and in fact are checked and possibly

questioned at a higher management level before appointment are made.

3.4.2.3 Social Rescnsbility

In modern industrial societies, eties, charity is not limited to

the development of a local setting, but rather of more general

societal concern. Many of the business elite in Hong Kong publical l y

stress their sense of social responsibilities and high sounding notions are

used, like 'business should take its responsibility to assist in.

improving the standard of living very seriously, but also realisti

cally for it is the responsibility of every businessman to have at

heart the education. of nationals of the county ."84 MoresPecifi-

cally, "it is the manufacturing industries in Hong Kong that have

the. potential to .provide employment for this large group of young

men and women, and industrialists are made aware of the importance

of finding the right balance of mechanisation in equipping and

83 Dore (1973), op.cit p.67

84. Sir, Sik-nin. Chow, 'Business Re ponsibility is a Deve1oping

Country', FORUM, Vol.2, March 1962, p.2



re-equipping their factories and employment opportunities for

this mass of young men and women-,

Coupled with the utilisation of manpower is the need for

private enterprise to shoulder a responsibility to itself as well

as to the community for planning and co-operating with government

and other bodies in establishing balanced education programmes

Private enterprise must contribute financially and otherwise to

ecu cat lone J,, institutions and should take particular interest in

ensuring the provision of adequate technical and higher education11

33 Traditional Type.MlI ULIIUHII II1IU.'«W.W«I II I liw.l

3«A3»1 Businessimmmmmattmmmmmmmmmmmmtmmammmmmrnmmmmmmmwaw

In traditional Chinese business, particularistic social

relationships are one of the most important factors in trade The

term Chiaa Ohlug (connection and friendship) is most commonly used

to refer to this type of economic activity The following quotation

86
from the Golden Wing indicates how this social relationship is

used in obtaining economic benefits

ffThe (Government) salt office did not totally monopolise

the salt trade, but it set up several regulations and

published then so that the people could follow the new

order At that time Third Go (the third brother), who

was teaching both at Hwanan Girls College ana at Yinghwa

College, went over one day to talk over the matter of the

salt trade with one of his friends who had become the

General Secretary of the salt office• The result of the

83 William C.C Kung, fJustice and Human Bights - Responsibilities

of the Business Sector,

86. Lin Yueh-hwa. The Golden Wing - Sociological Study of Chinesew«iwriniij»i mi u mwwsi.. . %- m 1 1 wrtnimaii ninwmw,»» »n wwnw-w-i...TWU .m n

Fmilism, London



consultation was that Third Go became a wholesale dealer,

buying salt from the government office and transporting it

to Eockcw, whence it was distributed to different stores

for retail sale J

Another characteristic of traditional Chinese business, from

the Chin Dynasty on, is the role of the Ya Esing - the agent He

acted as a middle man betveen the buyer and the seller, and vaa

responsible for -judging the price of the commodities® His reward

is a certain amount ox service charge plus a commission from the

, .. 88
dealxng.

In contemporary Eong Kong, the job of Ya Esing is taken up

partly by the import and export firms« The small traditional

industrial firms, who have no direct connection with overseas buyer

or sellers, are almost wholly reliant on larger contractors or local

import and export firms

Day to Day Managementi w h«gu

(a) Recruitment

In 19685 the Labour Department had conducted a detailed

survey of the labour force• The survey allowed itself some acid

comments on the state ox affairs in the factories run on traditional

lines «. No minimum skills are required of trainees who are recruited

through friends or relatives. Instructions are given en the 'watching

Nelly1 principle, and t?the skills required vary in direct proportion

to. (the trainee's) intelligence and the willingness and ability of

87 Ibid., p.167

88 Ckia Teng Fang Tsct Viang Esing Shui I, Ching-Tai Taun Chen. Ti

Ting Chi Shin, Tung Fang Esuek-Poo, 23 Chuao, 2 Eao



craftsman to teach arid explain ' A suppose nepotism v:as widespread

in China. Olga Lang remarks that,

Providing relatives with jobs is considered a mere natural

and inescapable duty than lending them, moony cr helping

them in other ways. Several people interviewed in Pciping,

Shanghai, and Tientsin who declared that they would rather

lend money to friends and strangers than to relatives took

for granted that the best available job must be offered

90
first to one--s kin.

Besides nepotismf traditional guilds were an important factor in

recruitment. Guilds were barriers to recruitment and to the system

of free labour market.

If a peasant wanted to sell his labour to the handicraft

industries9 in the late Cking Dynasty, they would immediately

face the barrier of the guilds. Some guilds even refused people

from other districts entry into a certain industry ana they also

limited the number•of apprentices. An apprentice would be recruited

°-l
when, one was promoted.. In the procelain or ceramic art industry

in Ching Te Chenf the recruitment of workers was not free Each

employee had his definite employer, and he was not allowed to work

in other factories. Among the two groups of workers, the Tu Chang

92
Croup and the Pen Yeung Group, they all had their own leaders.

In short« in traditional societies, recruitment is relatively9

closed.

89. See LeF. Goodsiadt, fHiding the Crest1 F.E.E.H. Jan. 16,1969

pp.119-122

90. Olga Lang, Chinese Family and Society, Yale University Press,

1968, p.I8I

91• Chung-Kuo Chin-Tai Ehon-Kung-Yeh Shih-Liao„ Ti I Chuo, p.lSl,

188, 192

92. Laa Pu, Ching Te Chen 2ao Lu, Te.o Wu Fang Li oil t Chnac k, p7Tn-r.1I NilIMIMinMilI imi!!urn11imiiit-1-'ITiTn'iiri -l



(b) Promotion

Besides nepotism5 another interesting characteristic in

promotion in the pre~19-9 Chinese businessmen was to expand their

affinal relationship

According to our research, in mechanical engineering

industry in Shanghai before the liberation, among the 31

head-workers who were promoted from apprentices, five of

them were later to become sen.-in-laws of the capitalists?

and one of them had already married, but the capitalist

93
made his daughter marry him as a second wife'1

There was a promotion system in most of the traditional

Chinese business. The posts are fixedf and the criteria of promotion

is based on personal rather than impersonal criteria. For example,

in pawn shops, the lowest class is apprentice whose job is multi-

functional. The period of apprenticeship, one is promoted to the

third class counter-man, San Kuei, then the second-class counter-

man men first class counter-man, Tau Kuei and the last c,r moreJ. . i

senior post will be Chao Feng. A worker may remain a whole life

GZf
as third class counter-man and never be promoted0

3««5»3 Social. Responsibility

In traditional Chinese industries, charity is always related

to guilds of different handicraft industries and religious festivals.

It is local in the sense of geographical as well as social. For

example, in Su Ghou and other places, the guilds were always related

to their religious practices and charity activities. In the old

93 Wu Cheng King, fChung Kuo Tsu-Chan Chiai Chi Ti Chan Sheng V:en~

Ti. Tsunm Xing Pien (Pu Teh Cheng), Tan Chi, China Chi Ten Chiu«

Ti 9 Chi. pp..53-59

9. Ssu Ma Chung Yuan, Hung Ssu Feng, Taiwan



days, each industry or business had their own protection god Tor

example, the carpenters worshipped Lu Pan, shop makers worshipped

Kuei Ku Tzu, candle makers worshipped Kuan Kung, etc® When it was

the birthday of these gods, they would celebrate® These kind of

festivals is always a good fund raising situation The guilds

were interested in charity activities, because they wanted to promote

95
a mutual-aid spirit among the members®

In Su Cbou many guilds used echarity as their first import¬

ant activities, and many even formed a guild merely for the reason

of mutual-aid® Paint industry wanted to promote mutual-aid spirit

among the members, and promote charity ®«® therefore, we organise

eg
this Chi Te Kung Suo®f?' The copper wire industry formed the Tsun

Jen Kung Sue in order to worship Wu Ti4s holy statue, and build a

97
funeral house and a cemetery ®ff

lau Tun JSings in his study of guilds in Su Chou, concludes

that one of the characteristics in Ching Dynasty guilds is to unite

people of the same native origin or of the same industry to promote

charity and religious practices® It may be quite similar to the

17th and l8th Century England that charity was organised by the

church, like charity schools and sunday schools

In short, social responsibility in traditional societies

is local (in geographical or ethnic sense) orientated.

95 Liu Ting Cheng, fShih Lun Ghing-Ti Su-Chcu Shcu-Kung-Yeh Esirg

Eui1 , Li Shih Yen Chiu, 11 Chi® pp2X~2f

96 Ibid

97 Ibid®



3.4.4. Summary

I summarize this section on localism with a comparative table

of 'traditional' and 'modern' variables.

Modern TraditionalDimensions

limited to narrowBusiness international trades,

market world wide social relationships,

market is limited to

local places

Day to Day

1Management

nepotism, closedbased on knowledge(a) Recruitment

recruitmenta.d. skill

based on person ratherbased on skills and(b) Promotion

than impersonalmerit

criteria

emphasis on ethnicResponsibility

groups, solidarities,tated

'local', community

orientated ties

Sooial

more society orien-
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3-.4.5 mixture Type in Tabular Form

Mixture TypeDimensions

Willing to accept international trade, butBusiness

limited in ability to deal directly with

overseas buyers/sellers, has to depend on

middleman (including import-export firms)

Day to Day

Management

Based on 'knowledge' gained from working(a) Recruitment

experience (rather than formal training

agents such as schools), nepotism still

exists, but is Limiter.

Based on working e perience and personality(b) Promotion

ocial

Not limited to sthnic groups or small commu-Responsibility

nity, but not very active in participating

in 'vider' society



Business Techniques

Business techniques here are to be confined to three aspects,

namely accounting system, use of profit, and sales techniques,, These

techniques, of course, will not cover all the business techniques

used by businessmen but they are only relatively more crucial ones.

351 Modern Types

3« X«.X Accounting System

It cau be assumed that any business or firms has as one

of its goals profit® The achievement of this goal is linked to some

sort of standard accounting procedures for determining profit and

losse RM Cyert and March summarize that the demands for two

thingst 1) demands for accumulating resources in order to distribute

them in the form of capital investments, dividends to stock-holders,

payments to creditorsv or increased budgets to Bubunits. 2) demands

°8
on the part of top management for favourable performances measures ''

In modern societies, accountants; have become a special

99 -
profession In Britain, there is the Chartered accountant In

Hong Kong there are professional accountant offices These account¬

ants axe responsible to make up a balance-sheet of the firm for the

government taxation and for shareholders.

To review Weber again, a framework of calculation is one of

the prerequisite of capitalism Therefore the modern accounting«• — • w

system is an important aspect of modern business©

98 R.M Cyert and JeG» March, 'Organizational Goals5. in A Jbehavicuriai

Theory of the Firm, Prentice-Hall f X9.t3 pp«26-Hp

99 J.P« Nettl, fConsensus or Elite Bemination: The Case of Business',

Political Studies Vol13, 195s PP50-44
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3.5.1.2 Use of Profit.

In a modern industrial plant, profit used in consumption

usually includes the following items:

(a) To labour wages, salaries and directors fees,

(b) To capital dividends, interest,

(c) To the state corporation tax.

But besides this, re-investment is the. most important item..

The 'plowing-back' of the undistributed profits becomes

the chief form of investment. But this also depends on the density

of investment. If the conpetit .on in a certain industry is strong

and marginal profit turn-over is small, industrialists will turn

to find. other sources for their investment.

Industrialists always look for other sources for their

surplus. They will find industries that are less competitive

or other places that could lover the cost of production. That is

why industriallsts from U.S.A. and Europe will invest their money

in countries in oath fast Asia, where the cost of labour or raw

material is cheaper.

3.5.1.3 Sales Technique

the modern and larger firms are more able than the small to

afford expenditure on advertising its products, which tends to

increase its share of the market and its output and leads to

further growth.

In fact, advertising, branding and 'sale appeal' packing

are it lain reasons for product differentiation in monopolistic

competition Ultimately, 'they represent the real difference

between. it and perfect competition. the. create consumer loyalty
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and a separate little market-for each branded product. Real or

imaginary differences between 'partial substitutes' in the group

are pointed out to the consumers. The consumers who will travel

miles for his favourite brand of petrol, frozen peas, detergent,

or Leer really thinks that it is a different product, not just

a different brand.

3.5.2 Traditiomal Types

3.5.2.1 Accounting Syeten

The traditional Chinese account is different from the

modern account. In most 'traditional business' the most important.

account book is the daily account, or lincome-payment' account.

This method is based on daily balance and monthly balance (Jih

Ching,Yueh Chieh.) The account book is divided into two sections

with a double line drawn across the middle of the book (see figure).

The upper section records the income, and the lower section records

the payment. So this method is also called 'up income, low payment'

(Shang Chin 11s ia Chih). lt. starts with the first day of the year.

and ends by the last day of the year according to the Chinese

CalenderBy this method, one can immediately know the amount

of capital. (cash) in the firm.

There is another account book called classified account

(Fen Lui Pu) It is basically a dai3. account, but is classified into different topics like wages, licence fee, electricity, rent-d.'

food, etc. Another item will be. on payment to raw material, dated

according to payment of the bille. And then another item for income

into different topics; like wages, licence fec,electricity, ront
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There Kay fee another account keeping all the records of

raw material bought called 'Lai Euo Po5 Some shops or firms have

also a credit book keeping records of credits to other firms

Use of Profits

The consumption of profits is basically similor to the

modern industries„ and covers all the necessary consumptions for

the survival of the firm When a firm makes a profit in a year,

the first thing is to distribute interest of the partner's capital

before red profit® The interest of the original capital invested

is called 'Lao Pun Si% 5the eld capital interest5® If there is

still a profit left9 then it comes to divide the 'red profit' or

to give a bonus to the employees

In traditional Chinese businesst the profit was usually

divide« Take for emacule the 'Family Indus fe f-v cm 3.v CQir IDELulV v 3.—- V- «_ V

company which invested in a varieties of manufacturing industries

in the early years of the JRe public of China (around about 1918),

the reinvestment was 10% of the profit Capital interest was 16%

, , , 100
hxgho

3 Sales Techniques

In traditional Chinese business, reputation was the most

important thing® An old firm means a good firm The older the firm,

the better its name is Lo Gi Ho« the eld name, is a guarantee to

its sales, and to its competition in the market® There is a legend

100o Tien Hsu Ngo Sheng, Kung Shang Yen Chife Tu Hgcu Tmm Wu Chen

Kien, Ping Yin, Yen 3



about a knife shop in Peking. The name of the shop was Wong Ma Tgu,

the brand of the knives that shop produced was also Wong Na Tzu.

Later and on-, this brand became very popular. Other knife sho zs

also began to use the same brand. In the street, there were more

than ten shoes that had their size boards written, 'The True Wong

Ma Tzu Knife Shop', 'The True True Wong Ma hu Knife Shop', 'The

Very True Wong Ma Tzu Knife Shop'.

Although this may be a legend, it shows how important hsin

Yung is, Repute axon means sales

Besides hgin yung,gift giving was a traditional sales technique,

For edarpi e, in rice shops, a gift of a chicken or a bottle of wine

as usually given to clients at the end of the year. while gifts

like caienders, were common in the New Year.101

Traditional advertisemonts, are common in the forms of wall

posters and big charaoters vritten on the walls or hillsides

101.Ibid.,Wu 20
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3 5.3 Summary in Tabular Form

TraditionalModernDimensions

Traditional ChineseNews, western accountingAccounting

System
accounting systemssystem

Profit is divided upUse of Profit Percentage of profit

and distributed tore-invested large

owners almost total

ly. Percentage of

Profit. re-irwestled

small

Advertising noSales Technique Advertiz sing important

important. 'Reputa-

tion' is important



3.5.4 Mixture Type in Tabu-car Form

Dimensions Fixture Type

Accounting

System Gay be both western and traditional Chinese,

e.g. use the western accounting systeLm for

monthly account and traditional Chinese

sy stern for daily account. Or, alternatively

use the western system us the domain, steter

and traditional Chinese system for petty

cash accounts.

Use of Profit Reinvestment increases if profit increases,

and business is goad. Reinvestment be

limited if business is not good.

Accept the idea of advertising but alsoSale Techniques

value reputation at the same time.
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3.6 Concluding Remarks

In this chapter, I have demonstrated from empirical examples

the 'traditional' and 'modern' industries in terms of four dimensions.

I have also constructed a 'mixed' type of 'traditional' and 'modern'

industrial unit. Although it is logically possible to illustrate

a mixed type as I have done move, a further question remains un-

solved, i.e. empirically, how does a mixed type usually manifest

itself, and how does one explain this pattern? In other words,

if it is compatible to have 'traditional' and 'modern' ideologies

and Lractices of industries mixed, in what aspects does this 'mixed'

type usually exist? This is the central problem of my research,

and it constitutes the main question for my discussion in the

foliowing two chapters.
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CHAPTER FOUR FINDINGS - GENERAL

4,1 Background

411 Introductionmi immmmmrntmmmumMaimwnmnip—i—

I have used the following biographical aspects to outline

the personal background of the managers in the factories in Kwu

Tung: sex, age, native origin, work experience, seniority in the

factory, education level, knowledge of English, management training

and fatherSs occupation A knowledge of an individual's personal

background will help us to understand his business ideology

First of all, gome preliminary remarks about the term

'manager' are necessary During fieldwork most of my 'employer'

informants were the factory managers - most of the owners were

not readily available for interviewing except in one case where

the factory manager is himself one of the owners Secondly, most

of the people I did interview do not hold a formal position with

the title 'factory manager' They identified themselves as the

ones who occupied the highest positions after the owners They

usually referred to themselves as the responsible man5 The

delegation of power from the owners to them for the responsibility

and control of all administrative and productive work in their

factories they felt justified their use of this term

412 Findings u—numtMH.WWIIw1

Of the sixteen factories in Kwu Tung, there is.only one.

which has a female manager The age distribution of the managers

There is an explanation on the methods used in this research in

the Appendix at the end cf this chapter



ranges from twenty-four to seventy-four Ealf of them are over

fifty years old' It may be interesting to note that in all the

J

three medium-size factories (i.e. employing 50 to 199 employees)%

the factory managers are under fifty years old All the managers,

excent one. are from Kwangtung Province Nine of them are from

the so called 'Three Districts', that is, Nan Hoi, Pocn Yu, and

Shen Da districts Five of the six managers of soy sauce factories

are Nan Eoi people, although to what- extent they actually use

ethnicity to form an ethnic group monopoly in this industry is

unknown to me®

Fourteen of the sixteen respondents started to work full-

time at an age below twenty-one, and nearly half of the managers

have been in the kind of business they are in now for more than

twenty years

age at which started to work no. of factory managers

11 - 15

16 - 20

21 - 25

26 - 30

3

11

1

1

AGE AT VTHICE THE FACTORY MAN AG EPS COMMENCED WORKING

1. Size of factory is simply defined as the total number of

individuals working in a particular unit. Fcr-the classification

cf factories into 'small1 and 'medium see Eugene Staley

Richard Morse, Modern Small Industry for Developing Countries,—MWr»l—MWU'WIWIW»M.T''ini.M»ll'»'riHaiMHTl lillm h»i»|W»Wi rixn n toil II nil I'll r

1965
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Ten of the managers have been working in the factories they

are in now for more than five years but only four of them have been

with the firm for over fifteen years.

Six of the managers have worked in more than two firms,

excluding the ones they are in, and six of them reported that they

had only worked for one firm.

Table 4.2

No. of managersYears in the business

41- 5

6-10 0

3
11-15

16- 20 2

21-25 1

026-3

31-35

136- 40

241-45

046-50

over 50 2

NUMBER OF. YEARS IN WHICH' THE FACTORY MANAGERS.

HAS BEEN IN THE SAME TYPE OF BUSINESS

1



Only five managers said that they knew English-4 in.d two of

these said they knew only a little. Only one' of the sixteen managers

had received management training, and this manager had undertaken

his training in summer courses organized by the Y.M.C.A.

Three out of sixteen respondents have the same occupation

as their father had. All the others have occupations unrelated to

their fathers'.

4.2 The Attitude Test

4..2.1 General Introduction

TIC-his structured at Litude test is structured to understand

the orientations the managers have towards the political, economic,

and social order. By 'orientations' I mean the organized set of

attitudes, opinions, beliefs and values-the managers hold. First,

l aril interested in the businessmen's ideas -about their work situation,

their ideas about the purposes and goals of their enterprises and.

the mode of organization and the prevailing forms of role relations.

Second, i art interested in their ideas about .various economic

institutions in the wider society, i.e. big business, small business,

labour,business associations, etc.

In order to gain some knowledge of the value structure

and frame of reference of these managers, I took a series of

statements about the business role of the businessman which had

particular reference to three topics. Of course, these three

topics do not cover all the aspects of the value structure and

frame of reference of the managers. But the literature on business



Table k.3

No of firms they had worked for

(excluding the present one)

No of managers

1

6

'j

1

I

1

0

2

0

1

2

•y
J

k

5

6

over 10

NUMBER OF FIRMS TEE RESPONDENTS EAD WORKED FOR

Five or 312$ of the managers answered that they had

relatives employed in the firm when they started working there

Ail their relatives occupied important positions in the firms

In terms of education, there are only five managers who

have been to secondary schoolss and one has been to college in

Taiwan, Fourteen of them received their education in China

{including one in Taiwan) and two in Eong Kong.

Table k-A

Education level size of factory

medium small

Traditional Chinese-

Primary

S e condary

Post secondary

0

0

3

0

hi

6

2

1

EDUCATION LEVELS OF TEE RESPONDENTS



ideologies suggests than their values vis a vis these three topics

will more or lest accurately reflect the values managers hold it

general.

4.2.2 The Topics

The topics presented are concerned with:

a) giving information to employees

b) dependence and independence vis a vis big business

c) the purpose and goals of industrial cornpanes

Under each of these three topics, I have three statements.

Each of the three statements within each topic was designed to fit

in with one of three broad conceptions about the role of business

and businessmen. I term these 'traditional', 'laissez-faire' and

'long-term-company--interest'. The statements are:

a) giving information to emplayees

An employer should never give reasons for his decision

to his employees. (Traditional)

7) Employees should be given informations about a

so that they can be made to feel an important part

of the team and thereby more co-operative. (Long--term-

company-interest)

Not only does the provision of information serve no

useful purpose, since employees do not want it, but

its circulation may have deleterious results for the

firm. (laissez-faire)

5)

9)



b) dependence and independence on big business

3) "To be a chicken mouth is better than being an oxtail"2

and. therefore, one should ignore, as far as possible,

what other firms are doing. (Traditional)

1) Small firms should oppose to the control of the market

by big business. (Long-term-company-interest)

6) Since the capital of small-scale industry is limited

it is necessary to be dependent on big business.

(laissez-faire)

c) the purpose and goals in industrial companies

2) It is undesirable to makemajor changes in a business

simply to make profit because the business may not

survive. (Traditional)

8) Profit is the one absolute in business.But in the

interests of long-term survival every firm must gain

the sy6mpathetic understanding and co--operation of all

people within its sphere of interest. (Long-term-

company-interest)

4) A firm exists for one purpose only: to make a profit.

Managers should not. be concerned with social and

moral issues. If they were, the country's economic

position would be undermined and with it the welfare

of us all. (laissez-faire)

These statements were mixed in the above numerical. order

When presented (See appendix I part II). For heuristic purposes

it was hypothesized that any one businessman would make all three

2. This literally means that to be the proprietor of a small firm

is better than to be an employee of a large firm.



of his choices in line with one, and only one of these 'ideological

sets'.For example, it was predicted that f he chose the traditionalet

item in one topic, he would proceed to choose similar items in the

other two topics. Therefore, the ideal model for 'traditional',

for example, would be questions 2, 3 and 5.

4.2.3 Validity and Reliabilit

4.2.3.1 Validity

This kind of structured attitude test has been. used success-

fully by Nichols in his study of 'Business Ideology in a Northern

City'3. He uses four topics, namely: (a) redundancy, (b) the pur-

pose and goals of industrial companies, (c) giving information to

employees, and (d). the role of the businessman in public life. He

classifies his statements into 'laissez--faire','long-term-company-

interest', and 'social responsibility' He interviewed fort busi-

nessmen in six corporations. Of course, Nichols' particular study

is quite different from mine, and as a consequence, for example,

all the 'traditional' questions have been developed by myself, while

the 'social responsibility' questions, as such, are not inapplicable4

in the way Nichols intended. them to be (See below: Report)

4.2.3.2 Reliabilit

on the question of reliability, I have to admit that I do

not have a large sample. In fact even though I used the whole

universe this still constitutes a very small nurrber of cases.

Theo. Nichols, Okrzership Conti of and Ideology, London, 19693.
Chapter XIV, pp.166-207

I use 'treditional ideological seta instead of social responsibi-4.

lity' sets because the N.T is still a newly newly industrialined ares

while England has a long history of industrialization and the seetal

responsibility ideology covered by Nicho1s is a product of iengchy

industrialization experience.



Secondly, I have not pre-tested my quest-i otire .because of shortage

of time. I can Only report what I have found in all the sixteen

factories. One important fact to note about the attitude test

is that all the respondents were interested in answering this part

of the questionaire, and they all willingly gave explanations for

their answers.

4.2.3.3 Report

The total of the answers which agree with the 'traditional'

ideological set is twenty-one, twenty-six with the 'laissez-faire'

set, and thirty-one with the Tong-tern--company-interest' set.

The following table summarizes the findings. Here, in the

table be .ow, I have classified both the LF set and the LTCI set as

'modern', in order to dichotomize the ideological values of the

businessmon into traditional and modern. The calculation is done

by the number of traditional answers (excluding the 'disagree'

and 'don't know' ones) over the number of LF and LTCI answers. The

average is 0.253. 1 have classified those respondents who are

0.25 or under as 'modern' and those over 0.25 as 'traditional',

i.e. in their answers, they have more of a tendency towards tradi-

tionalism in their answers.

From the bottom section of the table, we can see that on

those topics concerning giving information to workers, there is a

tendency to give less traditional answers, while in topics (b) and

(c) the figures show that there is a tendency towards beIng nzcare

traditional. And in terms of business ideology as a whole, there

are altogether nine modern managers and seven traditional managers.



Table 45

The

factories

Giving

information

Dependence

on fbig

business'

Goal of

business

% of TM

M =

LF + LTCI

5 7 9 3 16 2. 8 h

Modern and

traditional

1

2

3

k

5

6

7

8

o
s

10

11

12

13

14

15

16

- LP LTCI.

T LF LTCI

LF 0

T LF 0

0 O LTCI

0 IF 0

0 LF 0

0 C LTCI

0 LF

T LF LTCI

C 0 -TOTV V mtrnrn -- W mi,

; 0 -LX C J-

0 LF LTCI

0 LF LTCI

T LF LTCI

0 LF LTCI

0 T LTCI

0 T 0

- ~ 0

0 T LTCI

0 T LTCI

0 T LTCI

0 T

0 0 LTCI

«sac ««

0 0 0

• m t m n T

0 T 0

T LF LTCI

0 LF 0

0 T LTCI

0 LF 0

0 I,F LTCI: I
{

0 LF LTCI

T LF 0.
;

T LF o! ji

T LF LTCI: r
i

T L? 0 i?
|

T LF LTCI

0 LF 0

- LF 0

0 LF- 0

0 LF LTCI

T LF 0

0 LF LTCI

- LF 0

0 LF LTCI

T LF 0

• 17

.33

.25

«6

.33

.4

Afhi

0

0

.25

m £mJ

vz

0

.29

«2

M

T

1-4
AJ.

T

T

m
x

T

H

K

n

«.•
K7

rri
x

iiA-

M

mrma.

H

9= of TM 8£ CLXTJO 15%

FINDINGS OF TEE ATTITUDE TEST

Abbreviations: T (traditional)

K (modern)

LF (laissez-faire)

LTCI (long-1erm-company-interest)

- (dont know)

0 (disagree)



4.3 Organization (Formal

4»1 Ownership

Of the sixteen factories in Kvra Tung, six have been registei

as Private Limited Companies. Five reported that they were family

partnership factories. From the records in the Companies Registry

Search, the Registrar General Department, I discovered that two oj

the limited companies were family owned. Thus there are altogether

seven family owned factories. The following table summarizes the

ownership of the factories in the community.

Table 4.6

Size

(no. of

employees

Single

Proprietor

ship

Partner

ship

Family

Partnei
-Sn-v

Private or

Fasxry i»tc

small

(below 50'
j

2
4

medium

(50-199) 1 f

OWNERSHIP OF KWh TTJKG FACTORIES

In the family owned factories, responsibilities may be

divided up between brothers, fathers and sons. Take for example,

the soap factory, where various responsibilities are shared by

three brothers and two of their sons in the following manner:



Table k.7

was once a

rice merchani

manager

(export)

manager

(local market)

factory

manager

(KB; Second

generation

started the

scan factory)

Ah Kwok

(tr f t—t A. 4»SSS1S waii u

factory

manager)

Ah Min

(technician)

THE DIVISION OF RESPONSIBILITIES

IN A FAMILY OWNED FACTORY

Nine of the factories reported that the owners had commer¬

cial Interest in other businesses These included, for example,

import-expert, construction, soy sauce retailing, restaurants, etc.

Sizeni i~

In determining the sine of the factories, 1 will use the

number of employees employed as a criteria instead of using

capital0 The reason for this is that in Kvu Tung, most of the

factory buildings and land are bought instead of rented The

capital amount invested would be very different. Like for ..example,

the soy sauce factories own large pieces of land,-and the capital

invested (including factory buildings and land) are mostly more

than HK$200,000 which could be classified into medium sized

factories in terms of capital« But these factories are quite



labour intensive, and small in terms of workers employed. The

following table summarises the total area of the soy sauce factories:

Table

Factories Total Area (sq.ft.)

Tai Yuen

Yu Woo

Ku Lee

Ju Lung

Tung Woo

Kwong Ta Lung

36,15

19,602

16,522

28,79

26,55

7,800

TOTAL AREA OF THE SOY SAUCE FACTORIES

Source of data: Tai Po District Office

At present, thirteen of the factories have under fifty

employees, and accordingly only three can be classified as medium

sized factories with employees from fifty to one hundred and ninety-

nine® Nine of the factories have a quite constant number of

employees every year. Two factories have dropped from the cate¬

gory medium-sine to small-size starting as a result of the economic

recession of 197 One small soy sauce factory had over fifty

employees during 1963-65 and also employed over two-hundred

temporary piece-rate workers® So actually there are three small

factories which were once medium or large-sized factories.

An. examination of the association between ideology ana

size of factory has the following results:



Table 4.8a

Size

snail

medium

Ideology

Traai Clonal Modern

6

1

7

3

0 = o.l N = 16

IDEOLOGY BY SIZE OF FACTORY

The association between a respondent's ideology and the

size of the factory In which he works is thus very low.

4.35 Organizational Structure

In terms of horizontal departments, sin of the thirteen

small size factories have only one department. That is to say,

these factories operate as a single unit. The large-sized factories

all reported that they had four departments. In comparison with

the number of higher level executives, the figures are quite

consistent.

Table 4.9 Table 410

Number of

departments

Numoer of

factories

Number of

higher level

executives

Number of

factories

i

d. ~ y

Ly y

6-7

o ana above

6

sx

L
T

0

1

j.

2-3

b - ?

o and above

3

Li

_ ««
JL

1

NUMBER OF DEPARTMENTS NUMBER OF HIGHER LEVEL EXECUTIVES



Table 4.11

Ideology

moderndepartment traditional

661-3

4 or more 1 3

N=160 = 0.2

IDEOLOGY BY ME2ARTMENTS OF FACTORIES

This result also shows low association- that is, the

association of departmental differentiation with ideology is not

strong at a1i

In terms of level of management (vertical) the figures

are quite different.

Table 4.12

no. of factoriesno. of levels

01

72-3

4-5 9

6-7 0

08 and above

VERTICAL DIVISION OF LABOUR

(in no. of factories)



Table kl3

levels

3 or less

h or more

traditional

57 W

ir3 (3)

100%

modern

33 (3)

66 (6)

100%

0 — 06 N = 16

IDEOLOGY BY NUMBER OF LEVELS OF HIERARCHY

IN PERCENTAGE

From the above table, vie can see that there are more

levels of hierarchy in modern factories and that the majority

of traditional factories have only three or less levels of

hierarchy«

kk Recruitment and Training

In terms of recruitment none of the factories has a personnel

department Recruitment is the responsibility of the factory managers

and the owners Most of the factories favour recommendations by

friends and by the workers as a means of recruitment

Table kIk

Methods for executives for clerks for workers

newsnaoers

recommended by friends

natives of same village

recommended by workers

vallposters

3

8

1

k

o

5

5

5

5

•—
X

1

3

o

Cr'

METHODS OF RECRUITMENT



For recruitment of workers $ only the three medium—size

factories reported that they use wall posters Xf I re-group

the above table into two categories: 'relatively open'and

relatively closed'-) the figures shows cleaxythac ohe factories

favour •relatively closed recruitment..

Table 4.15

methods

relatively open

relatively closed

executives

3

13

clerks

6

10

workers

Total

(%)

~T

12

~T;

31

T27%7

(73%)

1100%

METHODS OF EECRHITKENT

For high level executives, all the sixteen factories

reported that there was no formal training programme That is

to say all the executives are trained 1 on the job6. For workers,

two of the medium size factories have a training programme for

new workers Training is the responsibility of the foremen. The

following table summarizes training in the sixteen factories in

the community

Table 416

Training

formal training programme

learn on the job

.Employees

executive workers

0

1 6

2

14

TRAINING IK THE FACTORIES

3« Julien Freund«in The Sociology of Max Weber (p.12?) statesj»ujaTiiuw» m mil mmmm—WbMi i mtm—m—i tmmm

that Organisations may be either 'open or •closed1 according

to whether or not the members freely allow others to join.5



It is interesting to note that in all the factories, there

are no written contracts for either executives or workers. All

recruitment 'contracts' are verbal.

lr»3»5 Sanctioning

Five factories reported that they had formal rules govern¬

ing the behaviour of their employees. Out of the five, three are

medium-size factories. Two factories reported that they had no in¬

formal rules but all the others had informal rules® The two factories

that reported they had no informal rules were medium-size factories®

Table k.l?

Rules

have formal rules

have no formal rules

:have informal rules
f

have no informal rules

No. of factories

5

11

2

FORMAL RULES AND INFORMAL RULES IN THE FACTORIES

Table -,18

Rules

have formal rules

have no formal rules

Ideology

traditional modern

1

6

3

k-

0 ~ QohZt N - 16

FORMAL RULES BY IDEOLOGY OF TEE FACTORY MANAGERS



The association of ideology and having formal rules in the

factories is only fairly strong.

The informal rules in the factories concern phenomena such

as obedience, working hard, and theft. The punishment for deviance

in these matters is typically a warning in the case of serious

problem, and discharge if the worker still does not behave well

after a few warnings.

Another question asked about sanctioning is if a situation

arises where a worker is in conflict with the proprietor, would

you usually expect the other workers to be on the side of their

colleagues or on the side of proprietor? All the respondents

answered ,fit depends on the situation - in particular all replied

that it would depend on which group had most reason on its side.

Since all the managers answered in this way, it is difficult to

tell whether or not they are all so fair and all 1 rational5 in

dealing with dispute situations. We could only come to know the

basis of their judgments by an examination of particular disputes -

6
and material on this sensitive has been difficult to obtain.

4.5.6 Sc,le

In response to the question about how many hours do you

Epend at work curing a regular week?, nine respondents said they

worked forty-eight hours in a week, four of them less than forty-

6. During my research there was only one strike, which occurred

in the gloves factory, and which I will discuss in detail in

Chanter



eight hours and three more than forty-eight hours. In cprrelation

to their ideology, the association is very weak.

'fable k.19

working hours

in a week

ideology

traditional modern

kS or less

over r8 2

7

2

0 — 0 o 07 N = 16

WORKING HOURS IN A WEEK BY IDEOLOGY

OF THE FACTORY MANAGER

Half of the respondents reported that they had to keep

regular hours, and half of them reported that they did not have

to keep regular working hours. In relation to their ideology,

the findi.mir shows that the association is ettiie stronr

Table f.2C

work schedule

ideology-

traditional modern

keeping regular

working hours

not keeping

regular hours

1

£

7

2

0 s: 0 . 6 N = 16

REGULAR WORKING HOTJRS BY IDEOLOGY

OF THE RESPONDENTS



On the problem of employer's sense of obligation ,to employee

we asked when you finished your formal job, are you expected to

help others with their work? Twelve of the respondents reported

that they had to Out' of these twelve cases, eleven reported that

this was on their own initiative while the remaining one reported

that the workers expected it of him. When we asked the respondents

what their formal job involved, most of them answered that they

were responsible for everything in the factory. They are respon¬

sible for recruitment, for production, for solving disputes, etc

Their roles are not differentiated, and to a certain degree, ve

can say that their roles are multi-functional

Labour gelations

(a) Individual versus Collectivism

Our assumption is that, in modern factories, workers

would be mere individualistic due to the detailed division of

labour. On the other hand, in traditional factories, workers

f?
are more collective orientated. In approaching to this problem,

we asked the question, do you feel that most employees in your

factory usually operate as a group or do they usually operate

as individuals? Thirteen factories reported that their workers

operated as a group. The other three, which reported that their

workers operated as individuals, are medium-size factories. It

is quite clear here that size is an important variable in their

different answers. But when we use ideology as an independent

variable, the result is weak.



Table k.21

ideologyworkers' operation

moderntraditional

6 7as a group

1 2as individual

N= 16=0.1

WORKERS OPERATION BY IDEOLOGY

OF THE FACTORY MANAGERS

Class Interest versus Business Interest

in this section, we asked the respondents whether they

think that the workers feey they have such in common with the

proprietors. Eleven reported 'yes', three reported 'no' and

two said dor't know' But when we askeia the respondents,

do you think that the company is exploiting the workers?'"

We find that thirteen reported that there is no exploitation,

and only three reported that ,there was. In relation to the

ideology. of the respondents, the association is weak.

Table 4.22

ideologyopinion on

traditional modernexploitation

7 6no exploitation a

have exploitation 0

N =160.2

IDEOLOGY BY OPINION O EXPLOITATIO

(b)

3

=



(c) Authorit

In making decisions on important issues, eleven of the

respondents reported that the owners made all decisions on impor-

tant issues. Four reported that the factory managers made them,

and only one reported that both the owners and the factory manager

together make important decisions.

Table 4.23

people who make no. of

respondentsimportant decisions

the owners 11 (68%)

4 (26%)the factory managers

1(6%)both

100%

DECISION MAKING IN TRE FACTORIES

We further. asked "if he/she is not there for some reason,

what happens then?" Five or 31% reported that someone else made

decision, nine or 56% reported that they had to wait for him/her

to comeback, and two or 13% checked the box 'other'.

Only one respondent reported that the proprietor gave

direct instructions to the-production workers.Two reported that

the proprietor would give direct instructions some of the time

and one reported 'seldom'. But twelve reported that the pro-

prietor would never give direct instructions. Again, if. we use

ideology in relation to the production workers, the result is

only fairly strong,



Table k.Zk

instructions given

by proprietors

ideology

traditional inoaern

never

always or sometimes

h (25%)

3 (18%)

8 (50%)

1 ( 7%)

0 = 0.36 N = 16

IDEOLOGY BY INSTRUCTIONS GIVEN BY THE PROPRIETOR

TO THE PRODUCTIVE WORKERS

(d) Contractual versus Paternalism

In this section, we examine several aspects of employer-

employee relations, namely: meals, lodging, protective clothing,

labour insurance medical schemes, bonus, rights of workers and

holidays.

The. following tables sum up our findings on the provision

of meals and lodging by the factories.

Table h«Z5

provision of meals and lodging

not provided

only for salaried staffs only

for everybody

meals

4 (25%)

9 (56%)

3 (19%)

lodging

2 (13%)

9 (36%)

5 (31%)

100% Ioc¥

PROVISION OF MEALS AND LODGING



The figures show clearly that most factories provide meals

and lodging for the workers. The major difference is that some

of the factories provide meals and ledging for the salaried

workers only, because they have piece-rate workers in their factory.

According to the findings of my preliminary qualitative field-work

in that community, many piece-rate workers in a factory (say) a

soy sauce factory, have the following sort of working day. in

the morning,, after they have looked after the family, to work.. in

the factory for two or three hours, go home to prepare lunch for

their family, return to the factory to work another two or three

hours and then go home again for the evening meal. A piece-rate

worker is typically a married woman.,

The relation to-the ideology of the managers with the

provision of meals is weak:

Table k.26

of meal ideology

moderntraditions.

22not provided

75provided

160= 0.07

IDEOLOGY BY PROVISION OF HEALS FOR WOPKE2S

7. Their work typically consists of the least skeiful tasks such

as washing bottles or cutting ginger in pieces etc
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Table 4.27

ideologyprovision of lodging

moderntraditional

11not provided

86provided

160= 0.05

IDEOLOGY BY PROVISION OF LODGING

The result for provision of lodging is nearly the sane

as for meals. Therefore, we can say that the association of ideo-

logy of the managers and provision of meals and ledging is not

strong at all.

On provision of protective clothing, eleven factories

reported that they did not provide them, and four reported that

they are prov ded to those workers who needed then, The clothing

provided were only aprons.

Fifteen of the .factories reported that they had labour

insurance for-their workers. The only one that had no labour

insurance was an engineering factory. According to my field-

work notes, this factory has only six workers of which three are

owners (and two of these owners are brothers). Out of the remaining

three workers, two are apprentices.

None of the sixteen factories have a medical scheme a But

eleven of them have paid sick-leave for the salaried. empployees

while one reported that it had pain-sick-leave for all workers

The other four reported that they would provide sick-leave to wcrkers



if they were. hurt during work.

For the bonus given to workers during the Chinese New Year,

fourteen factories reported that they gave such a bonus to their

workers, with only two not providing a bonus.

Table 4.28

ideology

provision of bonus

moderntraditional

77provided

20not provided

N =160.33

IDEOLOGY BY PROVISION OF BONUS III CHINESE NEW YEAR

The association of provision of bonus with the ideology

of the managers is only fairly strong.

Concerning the rights of the workers, we used the following

aspects:

(a) right to have a regular 'tea break'

(b) right to have paid holidays (more than the six days

minimum set by the Labour Department)

(c) right to refuse night work

(d) right to refuse to ao a particular job

(e) right to work in places they choose

(f) right to have formal channels of complaints.

=



We find the results as follows:

Table 4.29

yes

no

rights

right a

11

c;
y

right b

12

4

right c

2

14

right d

5

11

right e

2

14

right f

8

ft

EIGHTS OF WORKERS

When we try to test the coefficient of rights with the

ideology of managers, we find the result is weak.

Table 4.30

rights of workers

yes to the 6 rights

no to the 6 rights

ideology

truant lonai. moaern

13

2?

23

29

0 = 0.1 N = 96 (6 rights x 16 respondents)

EIGHTS OF WORKERS BY IDEOLOGY OF THE FACTORY MANAGERS

4.3 Localism

(a) Buying

In Chapter 3 I have already discussed that in a modem

enterprise buying would be relatively more direct from the pro¬

cessors. In my findings, there are five firms that buy their raw

material directly from the processors and eleven which buy their
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raw material through middlemen In relation to the ideology of

the managers, we-find that there is very very little association

Table k«31

techniques of

buying

ideology

traditional modern

direct

through

middlemen

2

5

3

6

0 = 0.1 N = 16

IDECLOGY BY TECHNIQUES OF BUYING

(b) Selling

In terms of selling, more factories in this community

tend to sell their products directly to the consumers, and this

forms a strong contrast to buying.

Table f.32

techniques

direct

through middlemen

both

buying

5 (31%)

11 (69%)

100%

selling

9

1 ( 6%)

6 (38%)

100%

0 0

TECHNIQUES OF BUYING AND SELLING .-.-COMPARED.

8. 1 Middlemen1 us used here to refer to wholesalers, import

export firms or agents.



(c) Day to Day Management

In this section, we have divided our discussion into the

following three aspects (i) people the managers seek advice from

on business problems, (ii) recruitment (whether based knowledge

or acquaintants, (iii) criteria for promotion. These three aspects

are used to test whether the managers are 'local oriented' or not

in their day to day management

(i) Advice on business sroblensAdvice on business problems

On the first aspect, seeking advice on business problem,

we find that only 37% of the respondents seek advice fron their

friends or relatives. The following table sums up our findings.

Table 4.33

others depends bossno one kinsmen friends 'relatives
&friends

6no.of 11 621 I0
respondents

(38%)(13%)(6%)0 (31%)(6%)(6%)

ASK FOR ADVICE ON BUSINESS PROBLEMS

From the. above table, we can see that 38% of the respondents

ask for advice from their boss when they have a business problem.

Although this is quite understandable because most of the respon-

dents are employees themselves, and they would immediately thin:

of the boss on business problem, this figure demonstrates that the

delegation of power from owner to manager is still limited. Quite

a large percentage of the respondents will ask their friends or

5
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'friends and relatives® for advice. None of the respondents re¬

ported that they-would seek advice from banks or Government people,

which one would suppose in modern business would be common.

When ve asked the respondents another question on, when

you are making a decision, do you take into account the opinion

of a person who has long working experience or the opinion of a

person who is higher in status?11 70% of the respondents reported

that they would take into account the opinion of a person who has

long working experience. Only 30% reported that they would take

into account the opinion of a person in higher hierarchical posi¬

tion

(ii) Recruitment

In analysing recruitment in this section we want to test

whether recruitment is primarily based on the specialized knowledge

a worker has or is based on personal acquaintance. We asked the

respondents that when recruiting an executive or worker, what

is the most important thing that they will look for, and what is

the second most important thing. In contrast to this, we also

asked what is the most unimportant thing that they look for and

what is the second most unimportant thing. We assume that in

modern industries recruitment will be based on a person's special¬

ized knovXedge, and in traditional industries, recruitment will

be based cn personal acquaintance. In our findings, none of the

respondents checked criteria such as 'relative®, 'lives in the

9 The term 'friends and relatives® here is used because, in common

sense, people often use the term to refer to people they can

count on, no matter he is a friend or a relative. This also

shows that in Chinese culture people think that relatives and

friends are those they can count on.



same area', or from the same native place'. On the contrary,

these criteria are often taken as the most or second most unim-

portant thing. The, foil owing table summarizeL,the findings.

Table 4.34

recruitmentthe most

clerks or workersexecutivesimportant quality

6 (38%)working experience 13 (81%)

willingness to

9 (56%)2 (13%)work hard

1 (6%)1 (6%)persouaity

1O0%100%

MOST IMPORTANT CRITERIA FOR RECRUITMENT

In the above table, it is shown clearly that for execu--

tires p working experience is the cost important criteria. For

workers or clerks elerks, willingness to work hard is a parioulerl

important quality, Educat .on seems never to have been treated

important. 'knowledge',in the eyes of the respondents, is not

equated with education and in particular the educational level

attained. His working experience means knowledge to then.

(iii) Promotion

Two out of sixteen respondents reported that they had a

forta1 or regular scheme of promotion. When we farther asked

them if they had to promote certain workers then what would

be the most important basis for the prmotion. The finding shows



that 63% of the respondents favoured working experience, while

only 19% reported personality as being important.

4.6 Business Techniques

(a) Accounting System

For accounting systems, we asked what kind of accounting

system do you case: western,, Chinese, or both? and the results

were as follows:

Table 4.35

no. of respondentsaccountin system

8 (50%)Chinese

western 5 (31%)

3both

10070,

ACCOUNTING SYSTEM

In assessing whether or not there is an association

between ideology and the use of accounting systems 1 combined

'western' and 'both' into one category. The result is as follows:

Table k.36

ideology
accounting system

moder
I traditional I

4 4Chinese

western or both

N= 160,13

IDEOLOGY OF FACTORY MANAGERS BY ACCOUNTING STSTEM

3 5



The result shows that the association of ideology of

the factory managers and the accounting system used is weak.

when we further asked the respondents whether' they settle

their own debts by the Chinese New Year, ten reported 'yes', and

six reported that they follow the financial year when 'balancing'

their books. In testing whether there is any association between

ideology holdings of the managers and the settlement of their

accounts in Chinese New Year or in financial year, we find the

result as follows:

Table k.37

ideologytime of settlement

moderntraditionalof account debt

46by Chinese New Year

41by financial year

Q=0.38 K=16

IDr LOGY BY TIME OF SETTLr 1 T OF ACCOUNT

The result is fa rly strong there is a tendency for

traditional factories to settle their accounts by the Chinese

New Year instead of the financial year e

(b)Advertising

Concerning adver tisenient, we asked the respondents whether

they spent money on direct advertising,, 69% of the factories.

stated that they do not advertise their products, and 31% of

the factories said they do spend money on direct adverb ing e



result of the test of whether or not the ideology of the factory

managers has any association with advertising is as follows:

Table 4.38

ideology

moderntraditionsadvertising

5 (31%)6 (38%)have advertising

1(6%) 4(25%)no advertising

N= 16
=0.32

IDEOLOGY BY ADVERTISING IN PERCENTAGES

The association is fairly strong. My findings also

show that most of the advertising that is done is done in

Hong Kong in international bulletins. Only one factory has

advert tsing specially done in specif.c overseas markets such

aE Indoesia, singapore, and Halayais Twelve or 75% of theaE Indoesia, Singapore, and Halayais Twelve or 75% of the

factories employ salesmen to obatin orders for their products

from import-export firms or retail shops.



4- • 7 Concluding Remarks

From the quantitative findings in this chapter, we may have

noticed that the association of ideology holdings of the factory

managers with the various aspects of practice is very weak. On the

other hand, size has more association with factory organisation.

In fact, in the Kwun Tong studies, research undertaken by the

Social Research Centre of the Chinese University has demonstrated

that size is very important variable in determining the factory

organization of Kwun Tong.

To leave the problem of ideology and action aside, we can

still find that 'ftraditional1 and 1 modern1 practices exist in these

factories side by side.

In general, most of the factories fall into the 'mixed

type' instead of falling into the two extremes of traditional and

modern. It is quite possible for a factory that is traditional

in organisation and in labour relations and is local orientated,

to adopt new business techniques. The use of new business

techniques will bring them more profit, but need not necessarily

disrupt the authority structure in the factory.

In order to illustrate my findings in more detail, the

following chapter is used to illustrate two extreme Case studies

which most nearly approximate the 'modern' and 'traditional1 types.
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APPENDIX TO CHAPTER FOUR

Explication of the research

The research itself consisted of two parts: field-work

and structured questionaires including an attitude test. I began

my study of the Kwu Tung community in the summer of 1974, when

I was involved in a group project studying local festivals in

the New Territories. We began that project with an intensive

case study of the Goddess of Mercy Festival which was centered

in Kwu Tung. it was fron that time that I began thinking about

local manufacturing industries and building up my relationships

with local leaders of Kwu Tung, although I also undertook some

prelimmary work in another Temporary Industrial Area in Tai. Po

District called' On Lok Tsuen. It is partly on the basis of some

of this work that. I believe my Kau Tung findings can be replicate

for many of other New Territories' Temporary Industrial . Areas

(a) Field-work

I was engaged in field work, library research, for about

one and a half year (during which time I also had considerable

teaching responsibilities here at the Chinese University of Hong

Kong). This involved initially an investigation into the his tors:

of the area (because there is no written history of any sort about

the community). Subsequently this branched out into other aspects

of local festivals,, and local voluntary organizations Eowever

in this work my main focus has been on the factoriez. Of the

sixteen factories in 4h e community ty s I have been able to undertake



nine intensive case studies. In those nine factories, I also

informally interviewed many times the factory managers, the

engineers, the foremen, and some workers. `these interviews were.

very wide ranging and involved an inquiry into the general attitudes

of my informants on the goal of their businesses, their attitude

towards their workers, and general opinions about wider society

(including information on their political attitudes) This work

also covered details about the organizational structure of the

factories, the production processes, and labour relations. At.

this time I also collected life histories of the entrepreneurs.

and the early immigrants in the community.

In order to cross check the data collected from my infor•

mats. the field site,I have checked through ra variety of

records at Tai Po District Office, the records in the Census

Department, records in the. Company. Registry's Office, and read

es page of the 'Overse Chinese Daily'.daily the New Territori

(b) The Structured QuestionaireThe Structured Questionaire

After gaining some knowledge about the community generally

and the factories specifically from my field work, in combination

with my reading, general ideas for a thesis topic emerged. It

was on the basis of these fairly unspecific hunches and more or

less well articulated hypothesis. that I made up a structured

questiona.re which consists of eighty-one questions (Appendix

The questionaire is structured around the following aspects:

1) background of respondents

2) organizational structure of their factories



3) labour relations in their factories

4) the extent of a respondents' involvement in

the local community,

5) use of business techniques

These aspects t with the exception of the first, are designed

to find out the actual practices of the entrepreneurs in their

factories as they see them and in.combination with my. own observai.

tuns. The practices of the entrepreneurs will reflect, to a cer-

tain extent, the ideologies they hold, My interest is specifically

centered to finding out the role that traditional or modern ideo-

logy plays in business activities.

(c) The Attitude Test

The attitude test, which I have discussed in greater detail

in chapter Five was dtsigned to find out the sujective value sat

or ideology of entrepreneurs. it consists of nine statements

taken.from the literature both Chinese and English on business

ideology. I eall this a test of the subjectiwe idwology of the

entrepreneurs because ideology and action may not have a one to

one correspondence. For example in his study of factories in

Kwun Tong, Victor Mok has found just such a differentiation between

ideology and action among local Chinese entrepreneurs. In his

report, he stated that,

"adjustmontmust be immediate if survival is involved

whereas the adjustment of the basic ideas may take a.

longe while. The better educated person in a sJ stem

built upon traditional ideas, the more likely is he

permeated by the cultural heritage of Confucianism which

"practicc is necessitated by environmental change and



looks down upon profit-seeking. These values may fade

away temporarily in their busy hours. of profit-making,

but they will come back to the foreground when confronte

with a question on basic attitudes. In fact, the more

one becomes successful in business, the more he can

afford letting these deeply inplanted values surface.

There is nothing incompatible about different things at

different times"1.

Ideology and actions in the simple l4arxian sense, are consistent

since ideology shapes the ways in which men perceive 4 think, feel,

and etc. From my personal experience, this is too ideal a Picture

Empirically, it is difficult to find a person who can always act

according to only one ideology'. I would rather say that in cer-

tain situations people act in a certain way and is governed by.

certain ideolog they hold. But in another situation, they may

act in another. way and at the same tine adopting another' ideology

This 4hete will be discussed at greater length in the concluding

chapter

1. Victor Kok, The Organization and Mgement of Factories ir

Kwun Tong', P.16, social Research Centrem 1973



CHAPTER FIVE FINDINGS- TWO CASE STUDIES

5.1 Introduction

In the first part of this chapter 1 present life histories

of two managers from Kwu Tung. One of the managers- Miss 'A'

most nearly approximates in the way she runs her factory with the

'modern' type of management, while the other- Mr 'B'- most

nearly approximates to the 'traditional'. These life histories

both serve as a supplement to my more detailed and quantitative

analysis of the factories in Kwu Tung given in the previous

.chapter and at the same time, enable me to illustrate in terms of

the life-careers of these two particular individuals. the general

cultural background of the managers in the commimity.

Miss A is the manageress of a glove factory which employs

about one hundred and twenty workers. Her factory differs in

many respects from the soy sauce factory of Mr. B. Not only in

their management styles are these two factories different, but

the personal biographies of the two managers also form a very

strong contrast.

5.2 Miss A

"I am now twenty-four years old. I am from a very common

family. I was born in Hong Kong. My father is a bus driver. My

mother is a housewife. Miss A and the rest of her family live

in a typical worker's house, which is about 700 sq. ft. in area.

Miss A has two younger sisters and one younger brother.- she is
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the oldest child in the family. All her brothers and sisters

attended high school. Hiss A told me that when she was in primary

school, the family lived in Kowloon. They moved to Sheung Shui

when she was studying in high school. When I asked about her

educational level, Miss A said, I am a high school graduate only.

After high school, I worked for two months as a nurse. But my

mother objected to my being a mere nurse. Fortunately, at the

same time, this glove factory advertised for a secretary. I applied

for the position and was accepted. I started to study accounting

at night in a commercial school.

In Hong Kong there are many high school graduate girls who

go to study in a commercial school where they learn standard

commercial skills suchas typing, shorthand. book keeping and

accounting. They are typically employed by th :.urge firms in

Hong Kong and Kowloon. If they are ambitious they try to obtain

as much as experience and knowledge as they possibly can about

the business. Some of these then look fora better jobs in the

small firms in the New Territories. When I mentioned this to

Miss A, she agreed with my impression and added that many of her

own school mates had obtained 'good' jobs in the New Territories

on the basis of the training they obtained from the firms in the

urban sector. But when I asked her whether any had gained as high

a position as she had, she immediately said, My position is not

high at all. There is only one person in the office- me- and

I have to do everything!



Miss A has been working in the glove factory since 1970

when it was established in Kwu Tung. It is a private limited

company. The ownership has changed several times, but Miss A

has remained working in the factory and my impression is that

she has become more and more important. Her increasing indis-

sensibility seems to result from her detailed knowledge of every

facet of the factory's management. The present two owners were

in the construction industry previously and had no experience

in glove production at all when they purchased the company. They

therefore relied on Miss A. Her decisions are usually accepted

without question although Miss A reminded me that on 'important

issues' she always discussed the matter with the two owners before

taking action. They are the owners after all, she said.

Miss A spends most of her le .sure in studying books about

accounting. She has also been a part-time accountant for two

other glove factories. Whenever she saw a new design or a new

sample in the other two' factories she would ask them for details

about it. This is the way I improve my knowledge in this business.

They usually tell me their knowledge of producing a new design. or

sample.

When I asked her to evaluate her class position, Miss A

replied, I've never thought about it, I think I am just a very

ordinary person, a high school graduate. what's the use of iden-

tifying oneself as belonging to a certain class. Even if one

proves one belongs to the upper class, what is the use of it?

Class is only a name. I am just an ordinary person.



When I raised another question about her political opinions

and in particular her ideas about Hong Kong's position in the world,

she said, "I don't know. I never care. I never read the political

page in the newspapers. I am totally uninterested in it. I have

no religious beliefs. I think the most important thing in life

is family. I have little brothers and sisters, and I want them

to get as much education as they can.

Miss A's mother herself emphasised that Miss A was a very

filial daughter. Miss A contributes most of her monthly income

to the family.

At one point I asked Miss A whether she would be interested

in starting a factory owned by herself as well as managed. She

said, "Yes, if I've got the chance. But I will not accept a partner.

I will do it all on my own. It's very trouble some to be involved

in partnership."

5.3 Mr.B

Mr. B is the factory manager and Shihu of a soy sauce

factory. He has been working with this firm since he came to Hong

Kong in 1951 from mainland China. He is now 69 years old and

has been in this industry for fifty-three years. His upbringing

is traditional Chinese and he learned his skills through an appren-

ticeship.

Below is the life history of Mr. B as he told it to me

when I visited him on only the third occasion. Since he enjoys

talking it required much less prompting to elicit information from

him and I have tried to present-this translated material in very



much the same order and style as he conveyed it to me.

Mr. B, I was born into a farmer1s family in 1906 in Nan

Hai district, Kwangtung, China. My family was not a rich family.

When I was a boy I had to help my parents in the paddi-rields.

I went to school at about the age of twelve. It was a

small school with only twenty students, all from my own village.

The school was situated in the ancestral hall. There was only

one old teacher. I started by studying the Book of Three Charac¬

ters (San Tzu Ching) and later on studied the Book of Proverbs

(Cheng Yu Kao). I studied for about half a year but then had to

stop, because my parents wanted me to help them in farming. I

was quite strong and I could do a full man3 job by the time I

was fourteen.

I happened to join the soy sauce business when I was six¬

teen. I had a cousin who owned a soy sauce factory in Kui Shih

Chiao in Pan Ju, the district next to ours My father recommended

me to him when he came back to the village for the Chinese New Year.

I started as a messenger boy (Hau Sheng). I had to do everything,

such as sweeping the floor, serving the customers, and buying

little things for anyone who ordered me to buy them. I lived in

the factory. It was during these times that I learned most. In

the old days, if you were willing to learn, the Cheung Kwei, the

accountant, would teach you. I learned calculation and a lot of

characters.

1. The traditional equivalent of an accountant.



"When I was twenty-six years old, I was promoted to be a

Shih Fu. That was very rare of course. People criticized me be-

cause I was too young to be a Shih Fu. But others said both my

Shih Fu and myself were very courageous. It was courageous for

me to be a Shih Fu and it was courageous for my Shih Fu to promotE

me. To be a Shih Fu, one has to know so much, such as all the

different sorts of sauces, wines, preserved fruits and so on. I

tell you one really has to know the complete process. The most

important skill, however, is the colouring of the soy sauce. This

skill is really a product of your experience,

My Shih Fu liked people who were willing to learn, and

he liked people who did not care about having to work too hard,

who did not care working day and night, night and day. Whenever

my Shih Fu ordered me to do any kind of work I would finish it-

no matter how difficult it was. And of course I had to be loyal,

In the old days, the Shih Fu usually worried about the fact that

if he taught you all he knew you would go away to work in another

factory. But my Shih Fu was also one of my cousins. This made

some difference. At the beginning, my Shih Fu also hesitated to

teach me. It all depended on myself- I had to watch him in all

he did (i.e. 'to steal the skill from him'). Later on, I learnt

how to judge the colour of soy sauce.3 My Shih Fu was a real

expert though. He would know when the beans were ready even when

he was lying in bed. He did not have to look at the boiler. He

3. When soya bean, the raw material for soy sauce, is cooked,

it turns into a brown colour. To judge whether the colour

is good or not is. an important process in the-production of

soy sauce.
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"I was promoted to be the cook the next year when I was

seventeen. I was Ta Tsaa by the time I was eighteen or nineteen.

By the age of twenty, I was promoted to be the assistant Shih Fu,

i.e., the assistant 'master'. According to the tradition of this

business, one is not yet qualified to be an assistant at such an

early age as twenty. It is considered much too young. But I was

really strong and willing to work hard. In those days I was never

tired and could carry a hundred catties of soy sauce or beans at

a time. In one day I could carry two hundred buckets. We used

to cook five large boilers of beans a day. One boiler holds 400

buckets. When the beans were cooked, my Shih Fu filled the buckets,

and I had to carry them to the big jars in the garden. I could

carry them all by myself, because' l wanted to learn, and the only

way to learn was to be obedient to the Shih Fu and this showed

him just how,hard I was prepared to work. If the Shih Fu wanted

me to wake'up at three o'clock in the morning, T had to get up at

three o'clock. Sometimes I evenhd to get up at two o'clock 'in

the morning. We cooked the beans at night, and they would be

ready by sunrise. Business was good in those days. Silver was

pouring in. But wages were not very good. For the messenger boys,

it was 80 cents of silver a Month. The second hand (Erh Shou, the

assistant Shih Fu) was paid 7 dollars plus 4 dollars beneficience.

11 dollars of silver was quite good. One could buy a lot of things.

One could buy several hundred catties of rice. Rice cost about

2 dollars for a hundred catties at that time.

2. Ta Tsa is in fact an ordinary worker whose work is not specified.



could know when it would be ready just by the smell. When, he sai

it was ready, then we had to carry on again. When I was young

I never got tired. After a hard day's work, I could still walk

a few miles to watch a Chinese opera. Nowadays, people can no

longer work that hard!

I was once both a Shih Fu and a salesman. Being a sales

man in China thirty years ago was very different from being a

salesman in Hong Kong to-day. I looked like a 'Santung robber'.

With a pair of leather slippers, a bag, and an umbrella, I would

walk from one district to another. I cane to Hong Kong much of

the time. I walked all day down from jai Ping, Wan Li Sha and

to Pao An district.4 When I got all. the business orders and

received the money (in silver), then I took a small steam boat

to Hong Kong. I had a special 'siver' (Yin I) with many

pockets for holding the silver. Then I had to cover this with

another coat. No matter how heat it was, I could not take off

my coat, because I might be robbed.

When I arrived in Hong Kong, I had to change all my

clothes and had to put on a pair of cloth shoes. I had cousins

who were wholesalers in Hong Kong. We exported vinegar, bamboo

shoots, black beans and preserved olives. We used boats to

transport our products to Hong Kong. But in Canton, we also had

a retail market.

4.Pao An or Hsin-An (or Sun On in Cantonese) is a county of

Kwangtung Province. Britain took over about three fifths

of it, which constituted the New Territories.
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Mr. B -seems to enjoy his work. Although socially, he is

not active in the community, some of his friends are Kwu Tung peo-

ple. All his friends are old friends that he has known for over

10 years.' He spends most of his leisure time sitting in the tea

houses and playing Mahjong.

It is interesting to see how a man brought up and trained

in the above manner regards his workers in the contemporary situa-

tion. When I asked.him whether there is any difference between

workers now working in his factory and workers who worked with

hire in the old days in China, he told me that his present.workers

are not as hard working as worker in the old'days. Now, we have

to change our principles. Slowly and a-Lowly we have to catch up

with the world trends. We cannot do things in the old way now.

For example, take working at night-. I have wo almost apologeti-

cally explain to the workers that I require this of them at most

only four times a month, and that they get mere holidays than any

of the other factories.

5.4 Formal Orgaanizati n: The Glove Factorl

5.4.1 Ownership

The glove factory was founded in :Kwu Tung in 1970. In

1972 it was registered as a private limited company with nominal

capital of $100,000 divided into.100 shares with $1,000 for each

share. Towards the end of 1974, the total number of shares taken.

up was 300 owned equally by two share holders who lived in the

local market town of Shek Wu Hui.
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5.4.2 Size

The glove factory employs 120 workers of whom eight are

salaried workers. The remainder are piece rate workers. The maxi-

mum workers they have ever employed is about 180 and this was during

1972-1973 economic boom. The factory never employs temporary workers

not even in their busy seasons.

5.4.3 Organizational Structure

In terms of the horizontal structure, the factory is divided

into four departments, namely: the office (which is the administra-

tive body), the cutting department (including cutting leather and

cloth material), the sewing department, and the packing department

which is situated on another floor and which. includes the process

of ironing, checking and packing. Each glove has to be turned over,

and sewn on the under side. This process is done by home workers.

Vertically the factory is divided into four levels, namely:

the owners or proprietors, the manageress, the foremen and the workers,

There are three foremen: one female foreman for sewing department,

one male foreman for the cutting department (there, were only male

workers in the cutting department), one for packing department.

There is a Shou Fa- the 'collector'- who is in fact the storeroom

keeper who collects and records the finished or semi-finished

products and distributes raw material to the piece rate workers.

He is the one who is'in charge of the home workers. Their organi-

zational chart is as below:



owners

the manageress

Shou Faforemanforemanforemanwatchmax

salaried)

cuttingsewing packing

homestoredepartmentdepartmentdepartment

roo i workersworkersworkersworkers

The owners seldom personally direct the workers. Formally,

any decisions they want implemented have to go through the manageress

and the foremen before reaching the workers. All important orders

are given in written form. Actual practice does not seem to vary

much from these formal norms.

5.4.4 Recruitment and Training

There is no personnel department. Hiss A is responsible

for recruiting workers. They sometimes advertise for vacancies

in the local newspapers but more often they use wall posters which

axe put up in Kwu Tun and Shek Wu Market. Some times they also

spread the news for vacancies among workers and ask them if they

have friends who would like to work in the factory. All applicants

have to.be interviewed by Miss A. There are no written contracts-

the agreement is only a verbal one. In other words, the management-

employee relationship depends on the mutual trust existing between

the worker and the factory management. Skilled workers, who have

had experience working in other glove factories, can be asked

to work on the day immediately following the decision to hire them.

But for unskilled worker, they charge him/her a $20 training fee.



After six months, this $20 will be refunded. I noticed during

wy feel d-work that in some other similar gloves factories in

o loon- and the New Territories the training fee is $50, and some

even charge as high as $100. When'I asked Miss A why her factory

charged so little, she said,

We are also thinking of charging more and lengthening the

time of refund. I have found that some workers went to

other firms as soon as they finished the training period

and have learned the skill. Our training is much stricter

than many other factories. If they make a mistake, we

will tell them to re-do it again."

Training is the responsibility of the foremen. Training

asually takes about a week, but much depends on the individual

worker. Some of them take only 3 days- after which they can

be on their own and earn their own moneys since they are piece-rate

workers.

5.4.5 Sanctioning

On the window overlooking the shop floor, there is a copy

of rules and regulations. This copy of rules consist of 17 rules

for all workers, and 5 specific regulations for the cutting depart-

men 4 workers and 5 regulations for the sewing department workers.

l'he first general rule states Work starts at 8 a.m. At 1 p.m.

it. is time off for lunch. Work starts again at 2 p.m. and lasts

to 7.30 p.m. (4- 4.30 p.m. is time for tea break., Some of the

rules are obviously serious rules and while others are minor ones.

Serious ones include for example:



'Rule 2. No one is 'allowed to be late to work or to leave

early. No one is allowed to leave the factory without a good rea-

son.'

'Rule 6. For those who have not asked for permission,

and who have not reported to work for 2 days, they will be consi-

dered as having automatically resigned.'

'Rule 10. No one is allowed to fight or to gamble in the

factory.'

A minor one, one the other hand, is:

'Rule 9. No one is allowed to talk during office hours

or to joke around.'

At the end of the whole list, it is stated,

The above stated rules and regulations should be respected.

Offenders will be discharged or pun.shed, depending on

the situation, and will not be compensated by the faotopy."

When I enquired about lay-off during economic recession,

Miss A told me that they did not have to lay-off workers when

business was not good. She said that when there were not enough

order from their buyers, they would give less work to the workers.

Less work means less income for the piece-rate workers. So. either

the workers will go away to find other jobs or they remain in the

factory with less income and wait until the situation improves.

But for workers in the cutting department, there is a regulation

which states that during production surplus period, workers will

be given only 40 dozen pieces of raw material a day. In case of

there being no raw material to give to the cutters, then the cutters



are given $10 a day for the first 10 days. During these 10 days,

the workers still have to report to work. After 10 days, there

will not be any compensation and the factory will give. the

workers two days notice that they can go to find'oth er jobs.

The wages of the piece-rate workers is determined by com-

Daring rates with other firms. If there is a new sample, the new

sample will be given to the foremen to estimate the time taken in

Droducing one piece. Then it will be given to a worker to try

because the time taken by the foremen may be shorter than that

taken by ordinary workers. if they find out that mbr a time _is taken

to finish one piece of the new garment, they will raise the wages

for the new products. Two years ago, there was a strike in the

factory. The event broke out when the management attempted to

introduce a more complex production method but refused to raise

the renumeration rate. The workers tried to bargain with the

management but the owners refused to raise the wages. The next

day, a strike was organized. However, only .k0 workers joined in.

the strike and the remaining workers continued to work. The

strike failed after three days, and the workers returned to

their work.

5.4,6 Role (Obligation)

Roles in the glove factory are quite well defined. There

is a fixed time schedule for work, and work expected is indicated

clearly. The manageress, Miss A's is perhaps the least specifically

defined, involving as it does, accounting, typing (there is no



clerk employed), buying raw materials, and trying to find buyers

which on occasions includes entertaining them in the Hong Kong

and Kowloon urban area. This is often done after office-hours.

Miss A told me that she did not like this sort of entertaining,

ut that it was her obligation and responsibility to do so.

I don't like it at all. I wonder why they like to talk

business at dinner tables, in night clubs and ballrooms.

If I talk business, I would like to talk in the office.

But what can I do? They all like it!"

5.5 or.al Qr anization: The So Sauce Factory of Mr. B

2.5.i Ownership

The soy sauce factory moved to Kwu Tung in 1961. It is

a family partnership business and was founded before the Second

World War. Originally sited in Tsuen Wan, it moved to Kwu Tung

to take advantage of the greater'space and cheaper land available

there.

5.5.2 Size

Size is provisionally defined here in the simple sense

of the number of workers employed. In Mr. B's factory, there are

only eight workers and this is the maximum number of workers

ever employed in the factory. In addition, Mr. B usually employs

one temporary day worker to wash bottles during their busy season

towards the end of the lunar year. All the other eight workers

were monthly paid long term workers.



5.5.3 Organization Structure

In terms of formal organization, the soy sauce factory

can be considered as divided into 2 departments, namely: the office,

which is in fact a retail shop in Tsuen Wan, and the factory itself.

The proprietor working there, received buyers' orders and communi-

cated directions to the factory by means of the telephone. In the

factory itself, there is no differentiation at all. That is to

say, the whole factory is a unit in which there is no departmental

division of labour. This, of course, does not mean that all workers

in the factory are doing the same kind of work- merely that. the

factory is not formally divided into structured departments. In

Mr. B's words, ''We don't have any specialized departments. We

just undertake the orders from the office. There are only eight

of us here. We can only do what is urgent first.

In terms of vertical differentiation, the factory is divided

into 4 levels, namely: the owners, the Shih Fu (i.e. Mr. B,who

,is in fact also the factory nanager)t the assistant Shih Fu, or

second hand, and the workers.

On the first occasion I visited Mr. B, I noticed an

organization chart hanging on the wall in his office. His chart

was as below

nage

assistant

miscellaneous boilerengineerdistributor lclrivex

worker

garden miscellaneous workerltechnicifire watchercook



That chart must have been drawn when the factory was first

founded. It would seem that now, due to the economic recession,

the actual organization is simpler that the one portrayed on the

chart. A more realistic organizational chart would be as follows:

I OwnerI

Shih Fu-cum-factory manager

Assistant (second hand)

i orkerE

The owners never give instructions to the workers directly.

Fir. B has complete control in production matters. It is important

to note that orders and directions are given in verbal form and

not written form at all levels,

5.5.4 Recruitment and. Training

Six out of the eight workers in her. B's factory have been

working there for more than 1.0 years. For recruiement, Mr. B has

to ask for the approval of the owners. Most of the workers recruited

were recommended to Mr. B by friends or relatives. As Mr. B said,

We never use wall posters or newspaper advertisements. People

recruited through newspaper advertisement will not work long.

They are not reliable.

There is no written contract. Everything is based on verbal

promises. There is no training programme. Indeed a new worker

is always taught by the older workers and by Mr. B himself.



553 Sanctioning

In the soy sauce factory, there are no formal rules or

regulations governing the behaviour of the workers, but there

are informal rules or social norms such as, for example, that a

worker should work and be obedient. The disobedient and lazy

may be discharged. In his interview with me Mr. B told me of

one worker who was employed as a cook. He was discharged because

Mr. B found out that he was a heroine addict. There have been

no disputes according to Mr. B and everyone gets along well.

To be a good worker, one should not have any dispute with the

manager or owner. Mr. B summed up the worker's situation with this

inxim: It is very simple. The boss needs my labour, and I need

the boss for food. That's all!

556 Hole (Oblige.11 on)thi' li WWWWMWIIlWMtl

Holes in Mr. B's soy sauce factory seem to be more ambi¬

guous. Although there is ideally a clearly defined role for each

worker, in actual practice, the division of labour is insignificant.

Workers are expected to help others when they have finished their

own work. There is no fixed time schedule for work but there are

informal norms. Workers typically start work at seven in the corn¬

ing and have their first meal at 10 a.m., then until 1 p.m. rest

again for lunch, and usually work until 3 - pm. If there is

more work to do than usual they then stay on until early evening

and will be provided with a meal. Their work also depends on a

number of variable factors such as the weather. On rainy days



there is very little work. However, as mentioned early, on four

times a month the workers do have to work all through the night

because.the production process involves having to boil the beans

at night. There is no overtime pay for this 'overtime' work.

Mr. B's work basically involves production and control on

the one hand, and management of accounts on the other. He is the

Shih Fu in the factory. He is particularly proud of the way he

keeps all the soy sauce jars full all the time because the longer

soy sauce is stored, the better its quality- he is thus in a simple

way 'maximizing his use of available capital investment.'

Mr. B works hard and he expects his workers to work as

hard as he does. On the wall in his office there is a couplet

which reads, Never let down the one who relies on you, and never

let down the one who expects of you. This represents fr. B's idea

of what constitutes the most important work value in his organiza-

tion.

7.7 Labour Relations: the Glove Factor.

5.7 1 Individualism versus Collectivism

(a) Within Executives

The salaried executives (including the foremen and the

recorder, the 'Shou.Fa') in the glove factory seem to operate

more as a group most of the time than as individuals. When I asked

Miss A about the relationship among and between the executives,

she replied in the following way:



"There is more solidarity among us. Say, if the cutting

department is too busy, we will all go to help for the

sake of the department head. If sometimes the store

room is crowded with people asking for raw material, we

will all help to solve that problem first. We are all

quite co-operative. There are only a few of us, and if

everybody only cares for their own porblems, then it will

be as if there are not enough people for the factory to

work.

When I went further and asked whether there was conflict between

members of the executives, she said,

We are all colleagues. We work for money, not for 'chi'

(conflict). With those whom you can get along well with,

you just get along with them well, those you can't get

along well with, just 8ay'he3lo': There is no need to

make the situation worse- that's the way it is, isn't

it?"

(b) Within E:rloyees

Although among the piece-rate workers there seems to be

indicators of institutionalized informal co-operation- such as

peer groups- the basis of their work relations is one of insti-

tutionalized competition. Each worker has his/her assigned place

to work and they all work hard, because the more they work, the

more they get paid- and given the existing socio-economic structure

in the Colony the more one earns the more status one acquires in

the eyes of one's peers. There is no minimum wage- and the

strike of two years ago mentioned.above indicates a lack of sense

of solidarity as worker interest group opposed to the managernent.
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(c) Between Employees and Executives

Miss A agreed that there were a number of differences be-

tween the workers and the executives. But she was at pains to

emphasize that there is no conflict between the two groups as

such. The difference is not one of renumeration because the

skilled piece-rate workers often earns more than the foremen.

Instead the difference is in the rank and privileges that the

salaried executives enjoys, such as, for example, paid tea breaks

the tea break is an unpaid optional for the piece-rate workers.

5.7.2 Class Interest versus Business Interest

In response to my questions Miss k agreed that there was

differences between the proprietors and the workers. But she was

opposed to the idea that there was 'exploitation' in the- factory.

It was an interesting interactional situation when I asked Miss A

this question about exploitation. Her mother was present and her

.mother instinctively interrupted and answered my question saying

that of course there must be 'exploitation'. If there was no

exploitation, the proprietors would not make any profit. But Miss A

disagreed with her mother, defining the situation differently by.

saying,

The proprietors establishes a factory. There is no rule

that the workers have to work and the proprietors have

to employ workers. It is simply a mutual agreement. How-

ever, if the boss promises to pay a certain amount of wages

but later refuses to pay that amount, then this is exploi-

tation. Otherwise, there is no exploitation. The proprie-

tor pays wages, and if you agree to work for those wages,

then you work. It all depends on your own decision. Of



course, the proprietor invests money in the business, and

he is entitled to have his profit. It's quite fair."

This kind of agrument epitomizes the ideology of the manageress)

of a 'modern' factory with 120 workers. It was quite a common res-

ponse in my interviews with 'modern' entrepreneurs and is very simi-

lar to the 'laissez-faire' attitude of the nineteenth Century

entrepreneurs in the European industrializing situation.

5.7.3 Authority

The glove factory is characterized by its delegation of

authority although this delegation of authority is quite different

from that presented in the literature on. the modern. complex. organi-

zation for the. case here is simpler. First, the proprietors will

not command the workers directly. Their instructions have to go

through Miss A, the manageress, and the foremen. Second, all impor-

tant decisions are promulgated by formally written pronouncements

instead of by oral instructions. Although decision-making in this

factory is not formulated by meeting held by the proprietors and

representatives from all levels, it is formulated by a meeting of

the proprietors and Miss A. Miss A probably knows every aspect

of the operation in detail for she gets feedback from the foremen

as I have described above, the executives operate as a loosely knit

group. Miss A is the expert in the factory and I would have expected

that her decisions would be valued by the two proprietors. But

when I raised this question with Miss A, she answered me this way,

Sometimes this is the case, but I cannot say that all my

decisions are accepted by the proprietors. Different

people think differently, you know. In important decisions,
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we always discuss things together. First, you have to

understand that I am not the owner.. The owners invested

their money in this factory, I have to ask them 2r their

opinion. For example, if I find a new market for our

products, I have to ask the owners whether they agree or

not to explore this market. If they agree, then I will

send samples to our buyers.

5.7.4 Contractual versus Paternalism

There are no meals provided in the glove factory. There

is no dormitory for the workers except for the watchman. There

is no protective clothing. There is no medical scheme in the

factory, but there is labour insurance for all workers. If a

piece-rate worker is ill, he/she can apply for sick leave provided

that he/she can obtain a registered doctor's certificates. Paid

sick leave is not given for piece-rate workers, and the urpaid-

should not take more than one week, with the exception of serious

cases. There is no bonus. or double pay for the workers or the

salaried executives at the end of the year. In busy seasons,

however,there is a kind of financial perk given to the piece-rate

workers. Their 'financial perk', known as cheung kam, 'encourage

money' is given to those who can finish producing a certain amount

of gloves per day. Its purpose, obviously, is to encourage hard

work, and, as such, is also directly serving the factory's interest,

and cannot really be considered to be a system of welfare or

demonstration of concern for the workers.

Rights of workers. While, as I indicated above, the workers

do have the right to take regular tea break from 4- 4.30 p.m.,



this is only a paid break for the salaried staff and is an unpaid

option for piece-rate workers. They do not have the right to

refuse night-time work, and if they have some personal problem

requiring them to take leave they must submit a written application

to the office. This kind of leave should not exceed two days in

any one month. The workers have thr right to refuse to do a

particular job but they do not have the right to work in a place

of their choice in the factory. All working places are assigned

by the factory. There are no formal channels for complaints, but

if the workers wish they can make complaints to the owners, verbally.

H ol.days. There are four days' holiday per month which

are usually given on Sundays. Piece-rate workers, of course,

receive. no pay for these holidays.

The Labour Department has set a minimum standard of six

days paid-holidays for all workers annually. In this factory

there are seven days.paid-holidays in one year. But the piece-

.rate workers are paid only $10 a day for these holidays. These

holidays usually fall at Chinese New Year (three days), the New

Year (one day), the Ching Ming Festival (one day), the Dragon

Boat Festival (one day), and the Mid-Autumn Festival (Two days

off- but only one day paid).

During these holidays, there are no organized activities.

Two years ago, there was an organized picnic for the workers who,

however, felt that the factory charged them too much for the

occasion. Thus the factory has given up the idea of organizing

'social' activities for the workers.



5.8 Labour Relations in the So Sauce Factor

5.8.1 Individualism versus Collectivism

There are only eight workers in the soy sauce factory,

and there*is one Shih Fu (Mr. B, who is also the factory manager).

In a small factory of this nature, it is easier for the workers

to operate as a cohesive group. The difference between the

executive and the workers, and the difference between workers,

themselves are insignificant. Division of labour is quite ambi-

guous and not well defined. As Mr. B ,,described the situation:

Here, there is no differentiation into departments. Any-

way, we just work together to finish the work of that day.

We will do the more urgent things first. The eight workers

do everything, there is no division of labour. Even a

new worker who does not know how to do a certain job can

always ask me how to do it and then do the. job.

Most of the workers in Mr. B's factory have been working

there for more than ten gears and all consider themselves as life-

long friends.

2.8.2 Class Interest versus Business Interest

Mr. B agreed that there was difference between the pro-

prietor and the workers. But he disagreed with the idea that

there was exploitation in the factory. He told me that wages in

the factory was quite high. Most workers got about HK$700- $800,

with food and lodging provided. Even though the workers have

to work at night sometimes, I do explain to them that it's only

four times a month. I suppose my factory has more holidays than
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any other factories. I will not say it is exploitative situation.

One has to remember that phrase 'the proprietor needs me for my

labour, and I need the proprietor for his food.'

5.8.3 Authority

The soy sauce factory is quite authoritarian in decision-

making matters. First, in matters concerning production in the

factory, Mr. B makes all the decisions. He is the Shih ru and

he is the expert in production problems. He can direct and give

instructions to the workers on the spot. He knows everything in

detail and this enables him to control everything. But on matters

concerning selling and buying, he has to' contact his. doss, who

gives him his instruction over the telephone. For example, if

the factory needs more beans, Mr. B can just telephone to the

owner in the Tsuen Wan retail and wholesale shop saying that

he needs such and such, an amount of soya beans. if his boss

receives an order from a retailer for, say, a hundred bottles of

soy sauce, he will just telephone Mr. B in the factory. Secondly,

all important decisions are promulgated by oral instruction.

5.8.4 Contractualism versus Paternalism

(a) Heals

Meals are provided for the workers in the soy sauce factory.

The first meal is taken at 10 a.m. after three hours of work in

the morning. Lunch is at 1 p.m. and dinner at 6 p.m. There is

a cook for the factory. Trice a month, there are the traditiona?
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Chinese special business feast called jo nar. In Mr. B's factory,

jo nar is held on the usual days of the second and sixteenth days

of every lunar month. There are special feasts also on the birth-

day of their patron god, the Har Tai, which is on the 26th. day of

the eighth lunar month. Special feasts.are also provided on all

the traditional Chinese Festivals and at the Chinese New Year.

(b) Zing

There are dormitories on the second floor of the factory

building. All the workers live there. Some of the workers who

have fai ilies in.Hong Kong go back to the family home during their

holidays. But those who still have families in mainland China,

go home only once a year, and they seem to regard the factory

as their 'second home'.

(c) Protective C1othi

No protective clothing is provided.

(d) Labour Insurance

The proprietor in the soy sauce factory has purchased

labour insurance for all the workers. But, according to Mr. B,

there have been no accidents and therefore to date no claims made.

(e) Medical Scheme

There is no medical scheme, out if a worker falls ill he

is given sick. leave. If he is hurt during working hours, the

factory will also pay for the medical treatment.



(f) BonusDouble Pay

There is the traditional bonus paid to all workers at

the Chinese New Year. The amount of bonus is dependent on the

profit made by the factory.

(g) Rights of Workers

The workers in the factory do not have the right to have

regular tea breaks. They can, however, go out of the factory to

eat when hungry- There are no formal time limits, but there is

a mutual understanding that the workers will not spend too much

time for their tea-break if the factory is busy. During slack

periods they may dwell much longer in the restaurants.

The workers do not have the right to refuse night time

work and there are no exceptions unless an individual falls ill.

They do not have the right to refuse to do a particular job. They

are supposed to do what Mr. B orders them to do. As I have indi¬

cated above, the division of labour here is not well defined.

Workers do not have the right to work in a place of their choice

and there are no formal complaint channels - although they can

always complain to Mr. B immediately if they have a problem.

(h) Holidays

Six days paid holidays are given per month and holidays

given for all the Chinese Festivals and the birthday of the patron

god. During the Chinese New Year, there are at least four days

holiday. This can sometimes extend to six or seven days depending

on which day is the auspicious day for restarting work in that

particular year.



5.9 Localism in the Glove Factory

5.9.1 Business

(a) The majority of the raw material is bought directly from

overseas processors. Most of their raw materials (leather) is

imported from U.S.A. and Canada. They usually ask a leather

factory in nearby Sheung Shui to process the leather prior to

its use in the glove factory, although sometimes they also order

ready-processed leather from Japan.

(b) Selling. They have direct overseas contracts for the sale

of their products. The majority of their products is sold to

England, Canada and Australia. They obtain the relevant parti-

culars- such as the address of their potential buyers- from trade

associations and Government institutions such as the Hong Kong

Trade Development Cw. ncil. Typically' the factory sends samples

and price lists to these firms, and, after receiving an order,

ships their products bylcontainer.

(c) General position of the business in the community. The

factory was established: in Kwu Tung in 1970 only. Both Miss A

and the two owners lived in Sheung Shui and most of their activities

are Sheung Shui orientated. They seldom participate in the local

community activities.

(d) Day to day managemen

(1) Advice on business problems. On business problems,

Kiss A said she would always talk'to the owners first before taking

any action. She said that she was also an employee, and the owners

should be responsible for financial problems. But when I asked her



the question when you are making a decision, do you take into

account the advice of a person who has long working experience

or that of a person who is of high status in the firm?" She

said she would take into account the advice of a person who has

long working experience.

(ii) Recruitment. On the recruitment of executives Miss A stated

that working experience was the most important consideration and

'having new ideas' was the second. But with reference to recruit-

ing a worker she said 'willingness to work hard' was the most.

important criterion and personality was the second most important

criterion. She quite firmly stated that criteria such as 'same

native place', 'living in Kwu Tung' are unimportant in recruitment

decisions.

(iii) Promotion. There is no formal or regular scheme of promotion

in the factory. But if a certain foreman resigns, then Miss A

said she would consider. eith er promoting a worker or recruiting

a foreman from outside. If they have to promote a worker in the

factory to fill that vacancy, she said that the most important

factors are personality and seniority. She told me that working

experience was certainly the first criterion. If a person has

no working experience, one doesn't consider him at all.

5.9.2 Non-Business

In terms of non-business activities, the glove factory

is quite detached from the community. The two owners and Hiss A

live in the local market town of Sheung Shui/Shek Wu Hui, and the.



social activities of the two-owners are market town orientated

rather than Kwu.Tung orientated. They have,for example, never

participated in the Goddess of Mercy Festival in Kwu Tung and

have never even purchased the opera seat shares.

The three friends that Miss A spends most of her time with

after work are her schoolmates whom she has known for more than

ten years. All these friends live in Kowloon, and their occupations

are not related to Miss A's business in any way whatsoever.

5.10 Localism in the So Sauce Factor

5.10.1. Business

(a) Bu in. The soy sauce factory purchase their raw material

through the wholesalers and import-export firms. They have been

dealing with the sax ie firms or wholesalers for over ten years.

(b) Selling.. The soy sauce factory sells its produce directly

to retailers and restaurants. All their products are for the local

(i.e. the Colony) market only.

(c) General place of the business in the communit. The factory

has been in Kwu Tung for fourteen years, and it is one of the

earliest factories established in Kwu Tung. Its position is of

course quite important in the community.

(d) Dayto day management

(i) Advice on business problems. When I asked Mr. B the

question if you had a general problem in your business, who would

you ask for advice? he answered immediately that he would ask

his boss. When I asked him the question "when you are making a

decision, do you take into account the advice of a person who has
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long working experience or that of a person with a higher status

in the firm? he answered that he would take into account the

person who has working experience. It is quite clear that Mr. B

values working experience and respects the hierarchical structuring

of authority. The factory belongs to his cousins, and accordingly

if he has any business problems-, he will certainly talk to them

first before taking any action.

(ii) Recruitment.(knowledge versus acquaintance). In'

recruitment for an 'executive', Mr. B said working experience was

the most important consideration and willingness to work hard

was the second most important asset. In recruitment for a worker,

he made willingness to work hard the most important quality and

working experience as the second most important. In both cases,

he stated.that 'education' was least important a. consideration,

and 'same native place' the second most unimportant. It seems

quite obvious that experience is equated with knowledge in this

kind of industry. Everything depends on 'experience' and not on

objective measurements. For example, ability to assess the correct

temperature and the correct colour of the soy sauce, are both said

to depend on one's experience in the working process. Mr. B

acquired his through working experience, and he continues to

make judgments about technical manners primarily on the basis

of his personal judgment and 'feel' about the situation. There

are two workers in his factory who are relatives of the owners.

When I asked Mr. B what was the basic reason for their being

employed, he said they are more co-operative- i.e. he could

trust kinship tied employees better.
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(iii) Promotion. There is no formal or regular scheme of

promotion in the. factory. However, there is what might be called

a quasi-promotion system that is, to increase a worker's salary

and to give him more important work to do. Mr. B himself said

that this did not constitute promotion per se. And again the

most important criteria f r increasing a worker's salary in this

way is his working experience and his willingness to work hard.

5.10.2 Non-Business

Mr. B is, to a certain degree, quite Kwu Tung orientated.

He has been known to a number of people in the community. Most

of his best friends, those that he spends lost time with after

work, are in Kwu Tung. One is the engineer of the soap factory

situated next to Mr. B's soy sauce factory and who has himself

been living in Kwu Tung for thirteen years. And his two other

close friends are his colleagues working in his factory. They

spend most of their free time playing Mahjong together.

Mr. B, however, has never been a member of any of the

local community organizations and he has never been involved in

the organizations-of any festival. Nevertheless, every year, he

does buy shares of the Goddess of Mercy Festival in Kivu Tung and

he does invite his owners, his buyers or other friends to his

factory to have a feast during the Festival, and to watch the

Festival opera after the feast.



5.11 Business Techniques- Glove Factor

2.11.1 Non-Material

2.11.1.1 The Accounting System

Miss A is responsible for keeping the accounts of the

factory, She uses a modern style accounting system. She does

not understand the.old traditional Chinese style of keeping

accounts. Every year the accounts have to be audited by a

certified accountant and they are required to make up a detailed

balance-sheet for taxation purposes.

5.11.1.2 Use of ProfitUse of profit

The net prcfit in the factory gioes entirely to the two owners.

There is no bonus for the worker and there is no system of yearly

wage increments. When I asked Miss A why the two owners took all

the net profit, and did not reinvest it in the factory, she told

me that first, this is a limited company. If you want to increase

your capital, you have to go and register it. Secondly, the profit

rate on invested capital in this business is not great. It is

about 1% to 1.5%. So, it is not financially very wise to invest

too much capital into this plant.

5.11.1.3 Credit

The factory usually extends credit to its purchasers for

a period not exceeding ninety days. They grant credit by means

of the D.A. (document against acceptance) system. They settle

their account according to the financial year, not by the end of
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the Chinese New Year. Thus, there is no practice of calling in

and paying off one's debts in the month preceeding the Chinese

New Year, as is the traditional Chinese accounting practice.

2,11.1,4 Sales Techniques

The factory has never advertised its products. There

are no salesmen employed. They sell their products directly to

buyers overseas. They first obtain the addresses of possible

buyers from the Hong Kong Trade Development Council. They then

send their price lists to these potential buyers. If they receive

a reply, then they bargain further, and send samples, etc. to them.

All this work is done by Miss A alone. The factory seems to h e

already built. up a good reputation in certain overseas markets

and so now they sometimes receive orders direct from their buyers.

5.11.2 Material

Most of the machines in the glove factory are imported.

from Japan and China. The total capital now invested is about

HK$300,000. The total invested capital in machinery is about

HK$100,000- that is one third of the total investment.

5.12 Business lechniaues- Soy Sauce Factor

5.12.1 Non-Material

Mr. B uses the traditional Chinese accounting system. The

business is a family owned business, and therefore most of the

profit goes to the owner, except a small proportion which is re-
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invested in the factory, and a 1- 2% bonus or salary increment

for the workers..

Credit is extended to local purchasers. The period of

credit is not fixed, but is usually about two months. Sometimes

it may take half a year or even one year to recover the sum

advanced. They have to recover all the credit that they have

advanced by the end of a lunar year. That is, as indicated

earlier, they do not follow the new financial year but rather

traditional lunar year.

The factory has never advertised for their products, but

they do employ three salesmen in the wholesale shop in Tsuen Wan.

These salesmen typically go to retailers and get them to place

their orders. This include going to restaurants, too, for the

restaurants are major purchaser of their products.

2.12.2 Material

The total capital invested in this factory is about HK$500,000

and the total money invested in machines is about $10,000, i.e.

about 2% of the total capital. This shows that the factory is

quite labour intensive.

One interesting point about the machines they use in the

factory is that they do not differ much from the machines used in

China even as early as the Ming Dynasty. The drawings of the

machines contained in a book written by Sung Ying Sing and Tin

Kung Hoi Mu, in 1637, do not appear to be very different from the

machines used in Mr. B's soy sauce factory (See pictures overleaf).
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5.13 Concluding Remarks

This chapter gives us a general, overall, picture of a

'relatively modern' and a 'relatively traditional' factory in

the community. I am not saying that everything in Mr. B's factory

is traditional because Mr. B holds traditional ideologies. I

would rather say Mr. B has to use, more often, traditional ideas

.and values to justify his practices in order to make his factory

function effectively. Traditional ideology here does not constitute

a barrier to the survival and change of this factory, Out instead

change is justified by traditionalism. In other words, traditiona-

lism is used as a support rather than a barrier for change.



CHAPTER SIX CONCLUSION

6.1 Feuerverker{s Hypothesis Reviewed

Feuerverker, in his seminal study of 'China's Early

Industrialization1, concludes that China's industrialization in

the Ching Dynasty failed because it did not meet one of the impera¬

tives of industrial modernisation. That is: it did not achieve

an ideological breakthrough. Feuerwerker has demonstrated in his

work the numerous obstacles the Kuan-tu Shang-pan industries faced,

and argues that the major barriers to the successful institutionali¬

zation of modern industrial organization included,

(1) general Confucian ideology, and

(2) particularistic, traditionalistic ideologies and

practices.

Feuerverker1 s hypothesis, then, include C n. O S. 3 3 G rtion that tradi¬

tional ideologies constitute obstacles to modern industrialization

and economic development. This kind of argument is shared by a

number of sociologists writing on China. Levy, for example,

approached the inability of China to modernize in much the same

way as Feuerwerker. Social change is conceptualized as a linear

movement from a traditional past to a modernized future, with

ideological change being considered as a necessary condition of

such a development.

6.2 'Traditional1 and 'Modern' Practices Exist Side by Side in

Factories

According to my findings from Kwu Tung, Feuerverker s

hypothesis is open to doubt. Traditional ideologies still function



in the factories, and seem relatively compatible with a 'modern1

technological base. In fact I have found that modern ideologies

can exist in a traditional factory and traditional ideologies can

also exist in a modern factory. The empirical situation is far

more complicated than Feuerwerker has argued.

I have found that modern ideologies such as attitudes

towards the application of modern machinery, the use of new sales

techniques (e.g. advertising in international trade bulletins and

overseas), readiness to adopt new technological innovations and

methods when faced with business problems and so on are found in

factories where the organization is still essentially traditionalr

such as, for example, those factories which are family-owned,

where labour relations are paternalistic, where there are no formal

rules, where all contracts are verbal, and where the division of

labour is diffuse rather than specific. On the other hand, I also

find evidence of traditional ideologies in modern organizations

which are differentiated in departments and hierarchical levels,

where tne division of labour is specific, where thereis regular

working hours for the workers, etc. In these factories there is

nevertheless worship of the patron gods, Kwan Kung and Tu Ti In

fact in ail sixteen factories, 'tradition' was minimally present

in the existence of these patron gods, in the 'closed'

pattern of recruitment (73% of the factories), the absence of a

formal training programme for the workers, and in the relatively

authoritarian decision making structure.

The example of the soap factory may be used to illustrate

this. The factory is one of the largest soap factories in Hong Kong,

It belongs to the Hong Kong Federation of Industries. In the office

of the factory, one can see a picture of one of the owners shaking

hands with a recent Governor of Hong Kong in front of the factory's



show room at an industrial exhibition. The owners, who are all

from one extended family, are socially active in the urban sector,

especially among the business circles, there the factory has a

Government contract for about two million pounds of detergent to

be used for washing public swimming pools. However, the majority

of its products are exported,

In terms of machines, this factory has an investment of

about $800,000. This is 53.33% of the total capital. The produc-

tion process is automatic or semi-automatic, except in the packing

section. Packing is done totally by hand.

With respect to other techniques, such as the accounting

System, the factory uses both Chinese and western systems. There

is a clerk who is responsible for transforming all the Chinese

accounts into western.IN terms of organlzatioral structure and

labour relation, the factory falls into our 'traditional' type.

The factory is family-owned and is managed by three brothers and

two of their sons. They refer to themselves as the 'hsiunz-ti-pan',

tho 'brothers group' (for division of responsibilities in this

factory, see Chapter 4).In the main office,which is situated

in the urban sector, ther are four salesmen who are responsible

for contacting the import-export firms, and gaining orders from

these firms. All exporting is done through import-export firms.

Labour relations in this firm approximate to our 'traditional

typos'.All the workers except those female piece-rate workers in

the packing section,operate as an undifferentiated group, i.e.

their role is not clearly specified. The workers have an obligation



of helping others when they have finished their assigned work of

the day. They all have to find some work to occupy themselves1

during office hours. There is no personnel department. When

the factory needs more workers, the owners inform their workers,

who recommend their 'friends or relatives' There is no formal

written contract between the factory and the workers - everything

is done on a verbal basis. The workers receive a bonus at Chinese

Mew Year (although this bonus is not standardized). Food and

lodging are provided by the factory.

6Traditionalism is used as Support in the Sphere of Values

and Political Legitimation

In our Kwu Tung findings, the association between ideology

and actual practices is weak in most aspects. This leads us to the-a.

conclusion that ideology of a person does not necessarily corres¬

pond to his practices. Geertz is right, when he states in his study

of 'Peddlars ana Princes' that,

In any case, the employment of highly generalized dicho-

tomous concepts, of holistic types, to describe these

broader processes, in the light of our still confused and

uncertain understanding of them and of their interrelations

with the much better conceptualized processes of economic

rationalization, would seem premature. It obscures the

very differences we want to investigate in the hope of

eventually arriving at some more solidly founded general

regularities.

1. Geertz, Peddlars and Princes, p.15



It may not be very correct to use highly generalized dichotomized

concepts like 'traditional1 and 'modern1 and try to conclude that

'traditional1 ideology is a barrier to change, because this simply

denies the specific and contextual character of events. Gusfield

has argued that the tendency to pit tradition and modernity

against each other as paired opposites tends to overlook the mix¬

tures and blends which reality displays. And above all, it easily

becomes an ideology of anti-traditionalism, denying the necessary

and usable ways in which the past serves as support, especially in

the sphere of values and political legitimation, to the present and

2
the future.

In terms of values, there are several concepts that are

particular1y common among the factory managers The first is

reputation, (Hsin yung). This concept covers a number of areas,

such as reputation for the product involved (whether or not the

products are good, reliable and welcomed by consumers), reputation

for settling debts (whether one pays his debts on time), etc.

A very detailed description of hsia-yung can be found in De Glopper's

article 'Doing Business in Lukang'• He states that, Hsin yung

refers to an individual's or a firm's reputation, reliability,

credit rating. It is the most important thing in business, a

firm's most valuable asset. People say that to start a business

one needs capital, but capital isn't enough. One must have hsin-

yung, and to have hsin-yung reputation with some set of people such

2. Gusfield, 'Tradition and Modernity: Misplaced Polarities in the

Study of Social Change'.



as the other members of one's trade. Similarly, when a business

fails, as often happens, the failure is described as the result

3
of a loss of hsin-yung

'The second unit idea of value is working experience.

Working experience to the entrepreneurs or factories means prac¬

tical knowledge. They all value working experience. Whether a

person has good education from school is something that does not

really matter. Instead the most important quality is working

experience. If someone has working experience, it is taken to

mean that he has the skill and knowledge of a particular business.

The third concept is hard work. This implies that a worker

as willing to work hard on his own initiative, not through extrinsic

sanctioning. Hard work, Ch'in-li or Ch'in-Iao, is a concept that

has long been established in China. A worker who has finished

his own job is expected to find something else to do instead of

wasting the time. His willingness to do other things beside his

own work are -indicative of his own initiative in working hard.

Another important idea is that of denying the existence of

exploitation. Most of the managers that I interviewed are employees

themselves. But most of them deny that there is exploitation in

their factories. They all say it is fair for the workers To quote

Mr. B again, The boss needs me for my labour, and I need the boss

for food. They all considered that this is a fair exchange.

3. Donald R. De Glopper, 'Doing Business in Lukang', in Willmott

ed. Economic Organization in Chinese Society, 1972



In terms of legitimation, traditional ideology is often

used internally in the factories to justify the authority of the

owners and management bodies. This often happens in situations

of discharging or laying-off workers. For example in Mr. B's

factory, a heroine addict was discharged. The reason given was

that he was not 1 Chang Ginf, that is, not well behaved, and unam¬

bitious. One can immediately sense paternalism in this kind of

legitimation, and this is precisely the kind of .situation where

traditional ideas, norms or values legitimate the management's

decisions.

Another example which may be used to illustrate the

importance of the relationship between traditional values and

authority is the power structure in the factories themselves. Miss A's

factory, the 'modern' factory, and Mr. B's factory, the

'traditional' one, may be used to illustrate this point. Although

I find many differences between the two factories, on all important

matters, especially those concerning finance, both Miss A and Mr. B

have to consult their owners. Miss A has to consult the owners of

the glove factory if she receives new orders from a client. If the

two owners say 'yes', then she will take action. In case they say

'no', she will just have to leave it. Mr. B faces the same kind

of problems. Whenever Mr. B wants to recruit a new worker, he

has to Have the opinion of the proprietor. In both cases, one

so called 'traditional' factory and one so called 'modern factory,

we can still find the close control by the owners. The delegation

of power to the management is very limited on all crucial matters.



This kind of close control of management is of course sympotmatics

of a traditional authority hierarchy.

In short, paternalism, as a traditional ideology, is used

to legitimize the over-ruling power of the owners. The factory

managers will never consider themselves to be part of the control

body in.the-factory, but instead consider themselves more as

employees. As Miss A told me, nlhe business belongs to my bosses.

Of course I have to consult them.

Summary

I conclude that traditional ideology is not a barrier to

change and modernisation, but may well serve as a support primarily

in terms of economic values and political legitimation. This support

is particularly itnpor bstnis in ctspscts ooxs.iix2j3.i»ions 1 structure

and labour relations.

Modern, western, ideologies and practices are accepted

most readily in the case of business techniques. Modern ideas

become mixed with traditional ideas to form a •plural-culture1 and

there has evolved a new brand of management. This brand of

management makes use of both the old, •traditional' ideas and

'modern', western ideas in operating its factories.

There is always the possibility that the findings for Kwu

Tung are specific, but my general impression is that they could

be repeated throughout the vast majority of Hong Kong's industrial

units, including those found in the Urban areas. Furthermore,

if my analysis is correct, then there is little chance that those



Cunabsuibs of traditional ideology still functioning in the factory

will simply tdie awayt as industrialization proceeds. They will

be retained as long as managers and owners find them useful, and

the past twenty rears in the New Territories demonstrate that

ma aers and owners do still find them useful, even in conditions

of apid techological change, in particular in terms of legitimi-

Eing ,their political control and in defining some of their most

important economic concepts
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Appendix 1 Illustrations



The Tarot of Kwu Tung

Big jars for bulb soy sauce.



A ,cutting maohine in the gloves factory---with

the shrine of Suan Kung on the wall

The sewing departaent in the loves factory.



Formal regulations in a soy sauce factory

Formal regulations found in Miss A a factory

幸政事备署告术
勿将痕涎吐在地上

各孩為一

1

蛊論

一么巧。这者作齋I 得罵字巷泡條。

I

其他付我来
，，，..，馮况41-1I41-1

本蔽各錄賁，物



Part of the soap factory

A machine for moulding bricks.
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Machines in a soy sauce factory

The soap factory.



天

工

关

物

卷

上

比

皆

龙

磨

A classical grinding machine---from Tien

Kung Kai Wu.1637

A modern grinding machine found in the flour mill.



維

一！1

A pestle, worked %

with the foot,

used to hull rice

Tien Kung Kai 'u

(1637)

A modern machine for hulling rice, driven by a motor.



缸 连 瓶

窑 接 窑

天

工

开

物

卷

中

陶

挺

二

○

六

A kiln --- Tien Kung Kai Wu

A brick kiln in the brick factory.



鹽 煮 竃 場

Big boilers in a

salt mine--Tien

Kung Kai Wu.

Big boilers in the soy sauce factory.
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上
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*
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六

四



水

礳

天

工

关

物

卷

上

丝

绸

IMO

A grinding machine

driven by water power

R grinding machine

driven by n moter

in Mr.B's factory



磚窑

煤崖韙

天工!;:]物卷屮⑷歧

ix brick kiln—

coal iS3 tued as

the Dialn fuel •

O

W

A brick ki in—vie tiuaaes sry i e •

(coal is uised as the main fuel)



Appendix 2 GLOSSARY OF CHINESE TERMS USED IN TEXT

in Mandarin in Cantones in characters

Chang

Chang-chier

chiang kuei

Cheung

Cheung Hin

cheungr kwai

(a shopkeeper!

chao feng

Cheng- Kuan-yinj

Chi Te Kung Su

chiang

chfiu fung

Ching Koon Ying

Tsaap Tak Kung Shot

cheung

(headman)

chiang chir

(bounties in money)

cheung kam

chiao chfing

(friendship)

kaan ts'ing

chin chih pu tsun chi po

(income payment account)

Chin Ts'ien Tsn Kam Ts!in Tsuen

(Kam Tsim Village)

ch'in lao

ch1 in li

Ching Te Chen

Chiu Lung

k'an lo

k!an lik

King Tak Chan

Kau Lung

(Kowloon)

N t~
Chou Ksi-nien Chau Sek Nin

(Sik-nien Chau)

Chu Ch'ing-yuan Kuk Ts'ing Uen
！“參」X1 辱，)年丨111彡‘V，.二、；二二夺二：；，‘：；，：'V舞，；二：二：二0“V，.



in Mandara

chu t!ung jen wu hsu tsai wa

yu tang

(no one is allowed to hang

around outside doing nothing

Chfao Chou

Ch'eng Yu K!ao

(Proverbs)

chf i

(conflict or anger.

erh kuei

(second class counter-man)

erh shot

fen lui pu

(classified account)

fu hsiung

(elder brotherfather)

fu tse jen

(responsible man)

Ho_ Shang Hsiang

Ho Tung

Hou

hou hsien

(messenger boy)

Hsiang Kang Tao

(Hong Kong Island)

Hsin Chiai

(New Territories)

hsin yung

(reputation)

hsing chieh hsien sheng

(salesman)

in Cantonese

•— v- ,

chue tung yan mo hx

, . A . , A4- r-m s -» Tf O 1 T f VI t

Ch•iu Chau

Shine Ue Haau

hei

i kwaj

1 sau

A A
fan lui p

foo hini

foo chaak yan

—

Hoh Sheung Heung

Hoh Tung

Hau~

A
Vx mil CVICJ Qnn»

Hexins: Kon? T 1 o

.Q rt ITani

A
shun yung

hane kaai sin iRhaanc

• m
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77|
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in Mandari]

Hsu Jun

• t
hsuan

hung li

(red profit,

jih ch'ing yueh chieh

(daily balance and monthly

balance)

K'e Chia

(Hakka)

Ku Tung

(Kwu Tung

kuan liao

Kuan Kung

kuan tu sheng pan

(official supervision and

merchant management)

Kuan Tang

(Kwun Tong)

Kuan Yin Tan

(Goddess of Mercy Festival)

K!uang Tung Jen

(Cantonese)

Kuei Ku Tzu

kung t'ou

(headworker)

lai huo pu

(raw material account)

lao pen hsi

(original capital)

lao tzu h 3.0

(old established firm)

in Cantones

Ts'ui Yun

huen

hung lei

A A
vfli: +: F; i n cr iia-H Icn •

Hakk Ka

Koo Tun?

koon liu

Kwaan Kung

koon tuk sheunsr uaan

Koon T on?

Koon Yam Taan

-

Kwong Tung Yan

Kwai Kuk Tsz

I,,, „ X. t

N

loi foh po

loh poon sik

A

loh chi ho

n r nha
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in Mandari

Lin Shih Kung Yeh Kfui

(Temporary Industrial Area

Liu Yung-ch'enc

Lu Pan

ming

(name)

Nan Hai

ni ch1iu ngo li, wu ch1iu ni

shih

(the boss needs my labour,

T nP'r] fho hnss for food)

Pan Ju

(Poon Yu

Ping Kang Ts'un

(Ping Kwong Village)

P'ou Yang

(Fo Yuan)

ou fu ien suo to, pu fu ien suo

~ -wang - — — -

(never let down the one who

relies on you and never let

down the one who expects fror

you)

san kuei

{third class counter-man)

San Tzu Ching

(Book of the Three Characters)

shang chin hsia chih

(up income, low payment)

Shen Chen

Shen Chen Ho

S -n (Innf rtnP.c;

Lahm Sih Gung Yihp Keu:

Lau Wing Shing

Lo Paan

men p-

Naam Hoi

U A A

nei k'au ngoh lik,

a — v_y a
ngoh k'au nei shil

T5 ? Ann TT

V

Pin-: Kwqii£ Ts!uen

Poh Vsuni?

in

：
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7

I

I 乂
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A A
pat foo yan shoh tok,

vr4- ,-U ku k
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1

saaa kwai

A
Saam Chi Kaang

A

sheung tsun ha chi

Sham Chan

a
Sham Chan Hoh
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卜
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in Mandari

Sheng Hsuan-huai

Shih Ch!iao

shih fu

(a master-workman

Shih Hu Hsu

(Shek Wu Hui

shou fa

Shun Te

(Shen Da

Su Chou

(Su Cher

Sung Ying-hsing

(Suns: Yins Sing

Ta Hsing Sha Ch'ang

ta tsa

Ta Yo Chin

(Great Lean Forward

tai p'ing

TTang Ching-hsing

v
txao tzu

t'ien kung kai wu

t!ou kuei

(first class counter-man)

tso ya

ts1 ai

(knowledge)

T'san J§n Kung Suo

Tu Ch'uns

C 4- l~t

S

Shing Suen Waa

Sz K'iu

A
=irr. fnn

A —
QVioU Afl TTit-i

sau faa-

c v •»» m -»i

So Char

Sung Ying Sing

4

Taai Shaang Sha Ch!on

A
ta tsaap

A
Taai Yeuk Tsun

t'aai ping

—

Tong King Shing

t'iu nsz

t1 in kung hoi mat

h.£m Irwa

-A —

tso nga

hR'm'

—

Ts!uen Yan Kung Shoh

To Ch'eung

4 4’

vf' %

I

1-一‘

V
1-I

检

賣！
4111111

3

“，4“V

5口，‘V

II
乂

I 1

‘，

对 1

”1-“1

7

‘1



in Mandari

i

Wang Ma-tz

Wen Li Sha

Wu Ti

ya hsing

(agent)

Yen Kang Ts'un

(Yin Kwong Village

Yen Liao Ch'u

(Yin Lao Kui

yin i

(silver jacket)

yu ch'ang shih chung

(parade around the factory]

Yuan Lang

(Yuen Long)

Yun Nan

in Cantones

Wong Ma Tze

Maan Lei Sh

Mo Tai

nga hang

In Kvong Ts'ue

— A
Tn Inn K»ni

ngan i

van r.h'ftno' shi chnn?

— S

Uen Long

Wan Naaa

1 V V a Vk O £T%4 -» Vi f

4’.-

I

1

47



CHINESE MATERIAL CITED IN THE TEX1

C.h qn cr Pen-shu. 1 Lun Chan? Chi en shih veh huo tun? ti mu ti1

,r«v, 4-4 1 -»U t

VI
、七二 ’ .1 1 71 5

f r L
S 1 rlt 'P I 's? -T
..f ' A f - f:i A L • i - I .,-V

Chia T'eng-fang tso, Wang Esing-shui i, 'Ch'ing tai ts'un ciien ti

ting ch'i shih1, Tung fang hsueh poo4 23 chuao, 2 h

一乂，.义衿广；
4 ？ 1 ‘ ；！认，村應仏令為令

41 113• - • -i J «J i

Ch'ing Feng. 'Chung kuo min tsu kung yeh tzu pen chia ti fa chia

vu no hsioh wen ti', Ching chi yen chiu, 19

7

；

「受是1411841

广‘

“1名；，，‘411111

‘I

， ‘“1 々’ ！ ‘

v ' x , y i _ '

Chu Ch ' ing-yuan, 'Chiao cheng chiang hu pi tu , Shih huo pan yueh k'ai

看々1：一

-1’

-1~11.
二

士，，、

I“

，是
丨411-1 夢制

• »

Chung kuo tzu pen chu i meng ya wen t'i t'ao lun chi, hsu pien

V，-二,丨丨夕妒
身、VI,,V

；“”身了

11I41.
贫、7111)1丨“，明丨

‘11
‘

、身彡！，

V09,

夕.
、

Fan Pe-ch'uan, 'Chung kuo shou kung yeh tsai wai kuo tzu pen chu i

ch'in ju hou ti tsao yu ho ming yun», Li Shih yen chiu, ti 2;ch:0x1 8 XIX 311 11011 1 I 11 “I 丄 11 ， 厂 IX 0

1 -1 3 X

.1

1.

VI7

乂

一如“‘9,,況
I Li. JL ) »»

Lan P'u. 1 Chins fe Chen't'ao lu', T'ao wu fang lioh, chuao k

’巧 9’ 錢‘ I 真.
1 巧， 7 士 舒 ！‘ 4V ‘) ，么、一‘) Hi | | | |- - J' I 'l I I

Lin Tse-hsu. 'Ch'a k'an k'uang ch'ang ch'ing hsing shih hsing k'ai t'sa:

ch§h Lin Wen chung kung chong p'ing chi, yun kuei tsou kao

chuao 9

‘)1‘1!01
，”、‘乂、，、！ ‘ ‘ I ‘ ‘ .1 ‘ ！ 〉

？卜、尤 二 口人- “，“、，、



Liu Yung-cheng, 'Shih lun Ch'ing tai Su chou shou kung yeh hsing hui'

Ti' ~v. t rcn i-:: tt i

1，哔，

？，春 上热、：’ 1 ；乂 ]0‘

1 1 一 I
'}

Q ! rr5Ti nhi -f A—Vnn rr-CA noi' r»T

土 4:

r+
An r.hrm f R !nn —-ien — kimc-sn nai r.V

1户身，，1.11
，产

，.9091-19
7-‘1

Shang hai rain tsu chi ch'i chf ang kung yeh, Shang hai shih kung shai

hsing cheng kuan li chu, Shang hai shih ti i chi tiei

kuns yeh chu shih liao tsu

11. 111 1II

I|I|

Ssu-aa Chunsc-Yuan. Hun: ssu feng, Taiwan

7“，―.厂—，‘

十、

V’”
鳙—II39‘；'!.？「乂7V

I
， —彡彡

T'an Ts'ai, Tien hai yu heng chi!

|
气三”“’

Teng to,'tDsVung Wan li tao Kan lung, kuan yu Chung kuo tzu pen chu i

ineng ya shih ch'i ti i ko lun cheng, Li shih yen chiu.

'丫

“I1 ‘5 711

‘ 、义 乂 “ I ， V 名一 ， ―， 畢 产 I 7 ‘

从 ：』？ 知“之新唸 ！ 1,
W:J fr 'W v I y '

fpi-io-n TT-n H(?n Khpnt?. TCimcr shane Yeh ch'ih tu ne:ou ts'un

，丨，-，匪、，'！141,-1”--111-1，七,V一，V ：；、
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yang Lien-hsing chi, 'Tien yeh hsu chih', Shih huo pan yuez 'an

楊 聯 陞 輯 《 典 業 須 知 》 食 貨 半 月 川

Wu Ch'eng-ming, 'Chung kuo tzu ch'an chiai chi ti ch'an cheng wen

ti, ts' urtg ying p'ien pu yeh ch'eng"t'an ch'i'

Ching chi yen chiu, ti 9 ch'i

吴 承 明 “ 中 国 資 產 階 級 在 產 生 問 題

《 不 夜 城 》 談 起 ”

經 濟 硏 究 ， 第 九 期



1 i t'• -'-xi-i - - r X ,' ,11 ,y r.- t r ; y i v'V'i.; -• :.; t . -wi. jv J J o v .i. O1.I i.•. a 1

V Jrr» p O r A -? f i r;--A.« i » —ai- -v » •

- - 7

.. i . i'-

- rs O: a —----•~

—V. ,- ~k' «i Ci

Li. ' -~s —,-i -S •~r • JT wo _L 'J-

t. that is vour native olace';' V „

c. '.There were you bornlev

7 Ho.7 old vere you when you first started to work full time?

Are in- years, ' V

'6. when you first started to work, what was your father's occupation'

9- How old were you when you. first came into this kind of business?

Are in wearsv__

10. How old were you when you started to work in this company?

A T7 p • 0 7,r sqp or v U_i 4. w cA-L O

11. How can companies have you worked for until now?
i rr v —» T h c vo oL-iij-o OiUd,

12. when you first started working for this company, did it employ any
•«» — « •-v ,— ' - v-» «—i f r— •O _ ? C Ui. i 0i3.ti V do.T.'

-rr
Zes

N o

T P t Vp q t y,r n O I'JP L.}a p y°. J- J tO O « V V 4. i- 'W j. V •

(check whether the relative held effective control of the

company)



12.

(Ctd.'

Close relative held effective control

Distant relative held effective control

Effective control not held by any relatives ::1J u

r e 1 a t i ve s e mo1 ove dU KS

Effective control net held b~r anv relatives

and no relatives employed.J. c

C V-, r.1 P .D 11 -v -t- •- r-.av.vv.-Pr afCO-jt rvti_j va.Liv--c-j_Wj, a

l;h Did ycr ' happen to have attended school?

P o oa.

No

If 1 Yes1 a) in what place did you go to school?

pv, -

u yii t i vi

r r j r - O ! p«. i P-' P- 0«v._L_ K_'. w

, « — —- -- — v i •f.w•,' i-—j-..' !' r - •V-'.y-4{1-1-Vi„ u PUi_j. i. ; - CV-—VX_ ii.L - o-C-A.

ii

b) What was the tvoe of school you last attends:: ivlljC — i
time:

EDr a y v n pv- r' 1 PUj j. P o ca. .1. a P. o—._ _ CA.P. VAiPi- a- •„

TP n ry-; T ri 1 J-IPCEPy» c

'•1 » r a SL-.-i ~OcCPliOOL,L ••t-

P c s t s e cor dary

T. - j_ . 'r v _ u n _
xi OCUrJ 2 P. PPct L PaPd

c) Have von ever studied abroad?w t;

T«-
y a 0

?t •i. t O

T T •• - r- re rvI - _- w_-v _• ». 0- t- V_.

d • '. D 5 l



1

If 'Yes' where?15.

(C t ci )

lA. (a) Do you happen to speak English?

f r c

N o

t r'~ i TV srrr i ! o T, v-£.ii 4~ 5~ V C. rl vT i r0 o c It 0V iJ JUL; Uv. ilea, p t .,± oL I tail juuix' J_ ion% ' «v a. .1 C.

«r•'•
•.f c-a.

No

15, Nave you ever had any manage merit training?

Vw.c.V-i.v

No

•r -T- t tr., f - ' 1-. ,, OJ. x xGS ii0li

- -.-t 4~i {?-. 1 .'V.a jlL xL«

S. • 1 J • J
vvuat Kin a;

16. How is the business owned?

1 v- r;r P dp 7r; C '•1-1-'——v»jVn--J.4.-V•--u-

1 1J; -y-. ••-••-r~r~v;w»C» :,,y'g1ZZS~.O1JV.-f .1-Vi. j '

No-Pr: rr. -j_ 1 -7 no-- 4- 0 g v c 17-r.--J JL~ ~ —

) « 1 t -. - •
.!. 5 ~i r»N Pi —T r P gt'-'icr'rh'r: - ' _ _1_ -i J, 0 V- V_ . j. i -i. J' »_•

1— N w « - -; -??»-» -x»—. 1 T'j '- f , «•» ' ,r —- i; 1~ 1 ' s~
y j bi J.. Vd t hv O. J-j -fcj u « IO?



16.

(Ctd.)

If 2) and 3) ask: a) Which relative now share the
ro oncir o rr o n 4

Don't know

Not applicable

b) How is the responsibility 5.5

up?

Don't know

Not applicable

17. Does the proprietor(s) have a commercial interest in ana other
business?

Ye s

No

Don't know

If 'Yes' what are they?

18, How many neoDle are enrol eyed in this fact cry?

19. How many higher level executives (including the proprietor manager

and department head4 engineers and technicians; are employed in the- .

factor?



20. Vvliat was the maximum number of workers employed in your factory?

re r soils.j-

What year is that'V year.

21. What was the maximum number of ternrorary workers that vou ever

employed in vc-ur factory?

persons

yearV'

22. What was the maximum number of temporary workers that you employed(y v «i» •

an-, rn T i-i -n V n £» t-- £p C W ~1 C f ~ UU U. Vurilifc viiS mUC;;' DtdbUIi- .LcPOb V c?I -w_ -

2~7rrv, -t~ CT-t V Wr~- a - v-- - r-r- %- - - »- ~ W.v1~pr~ m-rr~ -—.y- -ynr-, n.-, t r i --r -v 1,—y»c?~f~Wm.WV f, 1 Or ~w-•' . UV._y V.£.S Uifc LITJ .-an.wr.. ml. utiWhWI di y b tire? jLU
-t ! - v-i —-WV r~, - cr • t cr'' - • mc v ~ r wer v ?'Uvu. -LiIK vUC o Uih V -1; t; v~ r- u- tTcxlv i xj XJ

2k. How many malor divisions or departments are there in your factory?J Kj u~ V V
( V rr t o 1 HIxwJh-LZiQIj.bcb_L}

25. How marw levels of management are there in your factory? (vertncal)
%

(Space for orga.nlnational chart)



26. then are this business founded?

-i. C.J 1925-1959

1960-1969

1970-present

Don't know

27• When was the factory set tip in Kwu Tung?

Yea: 1925-1959

1960-1969

1970-present

Don't jmow

Was the business founded in Kwu Tung?

Y e s

Do

If moved to Kwu Tung: what was the main reason?

a) cheaper rent or land

b) easier to emplov workersX u

c) labour cheaperi '

d) more space here

e) others (specify)

A.J GOIi h tn.no vv

g) not applicable



23o Does your business have- am-- tranches?

Yes

33r-i.

T~ X f V 1 -T J J? • -r r-r-i : • %, , v p- C; ' • cr r-ip t q p f- rs » 1 7~. VI! 11 Tj C Traps V a ' T- t -.- •»-»- —»s-' -• -? ——•~ V w' V'O. ... •- C-. -i. ~ H.. i.'. iv_, „i L. —C. s. O i. -v., —' t w1
n -T V a •

I' 3. 2

2ranch

net applicable

if 1branch1. Where is the main factory located?4 C

T- vr

Overseas

11 o t appiicablc

• v t i r', £2, °n 51 !• pn f~ V ci ey- n. y r v-, f'e: p» 3 C'r' • P c- y- y il pc '.-- a. i. —n_!.n i- % i —h. —1—-' —i b. cn.. o i.0- CO~r wJ- a. a- e.- ™ s_' h»C-- -w tl »

TT T.
ii in t?

Overseas

Both in H.K. and Overseas

?. T « V i ~iv o V o v I ; oo o, ! pas 0-' COa- ~Lm±.o ci t.s v-

29. Where do vou live?t

T - :
r-x yj -jp jjp p»

O - O hi i r 1' - - —
3d I;CUi ia;i U J- i =. U 0.

» -5: . Ta——-••-,: eor-,crV- ci-C.' a } a cov.- szo



3C« Are von a member of any community orranizat i or. s ?c

Yes

N o

If !Yes5, What are these organizatiens 1

Kwu Tung based only

Sheung Shui Kui based

Sheung Shui Kui A other places

Kwu Tune and other rlacesV..' -I-

Only other than Kv;u Tuny or Sheung Shui KuO — '—

Not applicable

31. Have you ever been involved in the organisations of anv festival

since you start working in Kwu Tung?-5 . v—j

Vo cr

V,V
i.:o

i -P 1 Is c c 17 V- - g To rpci—j t n, 1J_ — tu 7a vav J. U J-i vl va-'.«r

Kwu Tung based only

Sheung Shui Kui

Sheung Shui Kui other places

livru Tung and other places

C-nly other than Kwu Tung or Sheung Shui. Kui

N o t a p p 1 i c. a b 1 e



-2. Do vcu ordinarily buy shares in the Goddess of Merc Festival?V V

V a c:i.eO

h! p.1 U

If 'Yes' . How many shares did you buv this year?tP c «- u

a . p »• h v d 9 8 o in or- mrvro

7 f 1 ~' ! n- rprp~y p r r •; p.W [.' . VX • ' —i—V-

r -r-v t t • j - -? „ -r—- -a ; t v-s T-.rs--r -v- —- ; c~ -v - - .- TTro m - p~r T~ r- ci T1my,T o n. v t—' O- T1 . o r-- ~ p -v-. - -- ---y p-'U Ou Lc:.-.p'c -; v. 1 ti b- ui.(ai y k! v t U:» uL blliJpll 0 o_-a.~ .. .-'S x n v.--' f O t- J. J. -- — -

Yes

is o

-V J » y :i V « -» » • -. •I S0 I .'• r- . y- - : - WpCOV T 1 » l ! CI v' V-» p f~ t T -L b 1, ,a - - L i i. Leal Uituaae 1 o yJ J. U

hwu Tung based only-V

Kwu. Tung .and Sheung Shui

Kwu Tung and other places

Only other then Kwu Tung

Others

Not applicable

31, Kane the 3 weenie (other than those of your immediate family) that

~rou sr-end most time with when you are net working?v —— - —

y. 1 -J rs r-s •»—.v - t O-i-.. n

a) Hoy, lenw have vcu know hi a?



f
J~~»

•'JL.p
g - - - a

-, P .- -I » 1 • iip, : ;'i « , -rA h ! t •• J y f «, » v. -V —' D ——V- w

- r r—N
,; -1 r] 5 - p r?

Sheurg Shui Ku:

Other olacos

X T 2 ~) T1 !PiT ~P j p p Ts P i £}i 5 vVW• . J _JL Oj- KJ-t-

... ~» - rp : i.gr3.vp grp. e? r 3 'V y .vi •—~W• . ' -i- •—» I ' .A. —-'—•

r» i3 ''TiO T O. T pT7
OCJ.itT i-Ct wOi J

'.ir-p» ' 1 vo in p-f- p -n ~ 'pP ri P cr 3 -p 1 o P.O. '. r PP 'vy»lA- _•.-—.-'-.•„'i. w«—0 _lv' -——% f_7J„--.4, N_-.«!.•'AWV_-f '——.- 'w«.—•g J » ..

• r~v r~' i • • t r
;neung ohm Kui

Other place

as'' i— ~i ' x ~i;o ! ~ Ti j i r -p- n4v»V•—K.-»—„•«.Us,: _—I—v-

• r ,. t • T » »p } ' ; p 'P T r P 'op p 11 • o gc c—; o vp o« i 4..i--—'- V_» ;—_ u. '-.J _' C- w%. •

Same business- as the respondent

Related to the business of the respondent

Not related business

Not arollcable

a K IT.-v-f .-1 ,-S vrr'iP m n o o g rviO f t.± o V-. y»Ap '•r'V' ?,r.h 1 ;; V- T OP rtTp ; •eg. li.O s r a-x — w Lr .i.j.-i_ j..4. w c Oj o- O t.'-c~ - c cii U vil'.- n
•p7 p ,3 Ig o r 1 P O f Pa, i. w v- ~ NV j-f 4,7l • - J

jusiness connectior

Kinshio c onnectionJN

f T J »« r- 1—;TOo t p(-7i C'- V WO.» J, V-Va-

Not- applicable

Other (specify)



(2) Na

(Ctd.)

a) How long have you known him?

vear-s.yr

Not applicable

b) Where does he live?

Kwu Tune

Sheung Shui Kui-||| mtmm,, d '

Other places

• Not applicable

c) Where does he work?

Kwu Tung

Kwu Tung but the same place you work

Sheung Shui Kui

Other places

Not applicable

d) What is his occupations?

Same business as the respondent

Related to the business of the respondent

Not related business

Not applicable



7 itJ I 1

( r. t- s )'SLfVA.Og

s) How did you meet him? (e.g. through work, through another

friend, schoolmate)

__ Business connectic

Kinshi'o connection. u _

Native place

___ Not applicable

__ Other (specify)

(3) N am€

a) How long have you know him?

Years

Not applicable

b) where does he live?

Kwu 'Tung

Sheung Shui Kui

Other places

Not audi cable-1. x.

c) 'where does he work?

Kwu Tung

Kwu Tung but the same place vou work

Sheung Shui Kuio

Other places

Not applicable



222

34. d) Wha, is his occupations?

(Ctd.) same o ,a press as responaen

Relayed to the business of the respondant

Not related business

Not applicable

e) Rio Yy did you meet him? (e.g. through work, thurough another

friend, schoolmate)

Business connection

Kinship connection

Native place

Not applicable

Other (specify)

33. From where do you buy your raw material?

1) Mainly directly from the processor in

H.K.

Overseas

2) Mainly through middle men in

H.K.

Overseas

3) No consistent procedure

If1) or 2). How long have you been dealing with them?

years

not applicable

(xiii)



-6. Are vour products mainly exported or mainly sold on the localJ V.; «,•
i ' o

Through Directlv r. ,n w ,
, n Jt3 O t Q rl.rt.,1 nd I cnpri r.n (.on ..

Hon ar

they

S Old?

__ Export

Local

__ Bcth

3?. If you had a general problem in your business who would you ask

for advice?

1) No one

2) Kinsmen

3) Friends

d) 'Relatives and Friends

3) Others

6) Depends_ w

，〔统處激

if 'Depends', Ask questions on what?



'3. What kind of methods do you use in recruitment'

0

'I 1
，、卜、

4,

’

二】一一二？」一！乂〕匀乂 V1.厂广；

㈨璀友，々

、，、、I.!―1V5071；么：

⑷

I

I‘1 4’V
、’，.

‘ ‘

I4I7

：
摩“
！

？一二XV乂-‘.;V

I

1

乂

1
；

广 埃

H'j_ n~H0T

Flv°7i + yrr~JJ. .'W—-VW_i~v—

T 1
oierks

H~r r •? 1 r 7—O•XWV-1S--W'v .J__
' J T.- v»- , pyc;r•••v-»-j.. -_'

1. Recruitment organizations

2. Natives of same village

3. Friends

k. Recommended by friends

g. Recommended by workers

6. Newspapers

7. Wail posters

5 Relatives

9» Others



oQe If von vent to recruit on executive, what is the most important

thin a that you look for? What is the second most important thing

most 2nd most

important importmt

a) age

b) work expe rienc e

c) education

d) willing to work hard

e) relative

f) personality

g) lives in the area

h) same native place

i) recommended by a friend

i) has new ideas

What is the most unimportant thing? What is the second most

unimportant thing?

most 2nd most

unimportant unimportant

a) as:e

b) work experiencei.

c) education

d) willing to work hard

e) relative

f) personality

g) lives in the area

h) same native place

i) recommended by a friend

j) has new ideas



UQ, If vou want to recruit a worker or clerk, what is the most•j »

important thing that vou look for? What is the. second mosti. - -

important thing?

most 2nd mosi

importaat iraportan;

a) age

b) work experience

c) education.

d) willing to work hard

e) relative

f) personality

g) lives in the area

h) same native place

i) recommended by a friend

j) has new ideas

what is the most unimportant thing? What is the second most '

unimportant thing?

most 2nd most

sini mnnrtanh unimnnrnf

a) age

b) work experience

c) education

d) willing to work hard

e) relative

f) personality

g) lives in the area

h) sme native place

i) recommended by a friend

j) has new ideas



41 • Is there any formal or regular scheme of promotion in your
business?

(1) For executive

Ye

No

(2) For workers and clerks

_ Ye

—, No

42. What is the most important basis for promotion in your business

(What is the second most important basis?) (What is the most

unimportant, what is the second most unimportant?)

Important Unimportant

X. I 3 X. _» JL Ov-J
most una most most una most

-i m-nnr-f -5 za-n h iirii m-nnanf- iin i mnnrf fln

a) age

b) work experience

c) education

d) willing to work hard

e) relatives

f) personality

g) lives in the area

h) same native place

i) has new ideas

j) seniority
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43. How many relatives or clansman or the proprietors are employed in

your business?

If any, ask: What do you think was the basic reason for him/them

being employed?

1) trustworthy

2) capable

3) cooperative

4) business-minded

5) responsible

6) experienced

7) a relative

8) others

9) not applicable

44. Is there any training programme in your factory or do employees

learn on the job?

(1) For executives?

training

on the job

(2) For workers?

train it

on the job

(xix)



5• When you employ an executive do you give him a written contract

or is it dona on verbal basis?

Written

Verbal

Both

46. Bo you expect your executives to have a general knowledge about

most of the features of your business or only those directly

related to the job?

General knowledge

Specific knowledge

Does not matter

4'?. Do your factory have any formal rules governing the behaviour

of your employees?

_ Yes

No

If 'Yes1 (a) Could you give me some examples:

'

2:

3:

(int erme di a t e)

(minor)

If 'Yes' to (a), (b) Do the rules specify some kinds

of nunishment?JL.

Yes

No

Sometimes

Not applicable
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47.

If 'Yes' to (b), What punishment attaches to someone

(Ctd.)
who breaks regulations in 1), 2) and 3)

1.

Not applicable

2.

Not applicable

3

Not applicable

48. Could you give me a couple of specific cases of one of your

employes being punished formally?

49. Do your factory have any informal rules governing the behaviour

of your employees?

Yes

No

If 'Yes', Could you give me some examples. (Interviewer

should ask about sanctions).

Not applicable

(xxi)



Labour Relations

pO. Does your factory have labour insurance?

i 03

- N°

Some

51 Does your factory have a medical scheme which covers illness;

Yej

No

If 'No' , If any one of your workers felt ill, would

your company do any thing to help him?

Yesor sometime,

_ No

Not aoolicable

If 'Yes', 1) What would the company do for the

employees?

If 'Yes1, 2) Does your company provide paid sick

leave for employees?

Not applicable

Only for executives and salary staff

For everyone

Depends on the circumstances (specify)
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52. Does your company provide meals for its employees?

No

For salaried staff only

For everyone

53 Does your company provids accomodations for its employees?

NO

For salaried staff only

For everyone

54. Does your company provide protective clothing for its employees?

No

To everyone who needs it

It depends (specify)

55. Does your company pay regular bonuses at Ghinese New Year?

No

To everyone who needs it

To salaried employees only

If 'Yes', On what is the total amount of bonuses

paid out based?

Not applicable

(xxiii)
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(Ctd.)

If 'Yes', On what is the amount of an individual'

or particular employee's bonus based?

Criteria bonus

Double pay

Double -r criteria bonus

Double pay -f beneficience

Not aoolioableM» — J

56• What kind of accounting system do you use; western or Chinese

or both?

Western

Chinese

Both

If 'Both1, 1) 'What do you use the western system for?

2) What do you use the Chinese system for?

57. Does your company normally extend credit to purchasers?A

Yes

No

If 'Yes1, Is the credit system different from the

local market than it is in the export market?

Yes

Mo

Not applicable



r~r~i
.

(Ctd.)

if 'No', What is the normal credit period?

days

. If 'Yes1, What is the normal credit period in ths

local market?

days

What is the normal credit period in the export market?

days

3; Does your company try to settle its own debts by Chinese New

Year?

Yes

No

It depends

If 'It depends', On what does it depend?

59 Does your company spend money on direct advertising?

Yes

No

If 'Yes', Is most of your advertising done in H.K.?

Yes

No

If 'No', Do you do any advertising in foreign countries?

Yes

No

Not applicable
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(Ctd.

Where is most of your advertising done'

Plac e

Place

If 'Yes5 What kind of techniques do you use fox

advertising?

('1) on Radio

(2) on T.V.

... (3) in local Newspaper or Magazines

(i) with Wall posters

(5) Writing on hill side

6) International trade bulletines

(?) Others (specify

(8) Not applicable

60. Does your company employ salesmen to contact middlemen?

Yes

No

If 'Yes1, How many persons

'What kind of technique do they generally use?

61. Does one person in your company usually negotiate for the purchase

of raw materials?

Yes

No



I

( r j. j

If 'Yes1, Who is this-:

Kow does he ensure that he gets the best price'

62, .Roughly how much capital is there invested in this factory?

(i,e value now)

HK:

63 „ If your company makes a profit at the end of a year how will this

be spent?

What proportion on;

1) Re-investment in some plant

P1 T n on t hnsn1it?

3) Red rrofi

4) Investment in some other plants

3) Bonus for employees

6) Increase of salary for employees

7} Other specify

Total; 100

cl

c
O

0

StO

0

0
rO

0vn

64. Roughly how much money altogether is invested in machines in

the factory?

HKS _



op. Do you feel that most employees in your factory usually operate

as a group or do they usually operate as individuals?

Yes

No

If 'No1 . 1) How do you account for this'

2) Do the salaried worker operate as a group

Yes

No

Not applicable

3) Do the worker operate as a group'

Yes

No

If ?Yes®v 1) Could you give me some example of how the

factory operate as a group?

2) Do you feel that there is more solidarity

among the salaried employees than the
workers or is it about the same?

More among salaried employees

More among workers

About the same

Not applicable



66. A) If a situation arise where a worker was in conflict with the

proprietor, would you usually expect the other workers to be

on the sice of their colleagues or on the side of the

proprietor?

Yes

No

Depends

Hon ' im Imow

If 'Depends', And on what will it depend'

B) If a situation arise where a salaried employee was in conflict

with the proprietor, would you usually expect the other

salaried employees to be on the side of their colleagues-A- V v_-»

or on the side of the proprietor?

Yes

No

Depends

Don1t know

if 'Depends', On What will it depend?

6? A) Do you think that the worker feel they have much in common

with the salaried employees?

Yes

No

Don1t know

(xxix)



b?. B) Do you think that the workers feel they ha78 much -in common

. with the proprietor?
v«wv4k.» J

Yes

No

Don1! knovi

C) Do you think that the salaried employees feel they have muc

common with the proprietor?

Yes

No

_ Don1t know

68. A) Do you think that the company is exploiting the salaried

employees?

Yes

No

Don1t know

Why do they say that?

69. A) Who is in your company makes decision on the important issues?

B) jli heshe is not there for some reason what happens then?

1) Someone else makes decision

2) Waits for himher to come

3) Others (specify)



70. Does the proprietor give direct instructions to the producti
workers?

1) Always

2) Often

3) Sometime,

k) Rarely

5) Never

If other than 'Always1 , How many people will these

instructions have to go through before they finally

reach the production workers?

(numbers)

71. In what form are important orders given in your factory?

1) Extremely oral

2) Host oral and some writte:

3) Some oral most written

k) Extremely written

3) Depends

If 'Depends1, On what does it depend'

72. When you are making a decision, do you take into account of ,

person who has long working experience or a person in higher

hierarchy?

1) experienced person

2) person in higher hierarchy

3) both

k) others (specify)



73- About how many hours do you spend at work during a regular week'

hours a week

Do you have to keep regular hours?

Yes

Mn

If 'Yes1, What are they

If 'No1 Do you keep regular hours anyway'

Yes

Hn

On what does your hours depend?

7'k Could you give me some ideas of what your formal job involves',

that is what you are expected by the organization to do on a

day to day basis?

73 When you have finished your formal job, are you expected to

held others with their isork?

Yes

?iT_

If 'Yes1, Who expects you to do this (the owners,

workers) ?

Own initiation

Owners expect it

Worker expect it

Not applicable

( YYY1 ? )
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76. Does people in your factory have a right to have regular tea

brea?

Yes

No

If 'Yes', How does this operate?

1) Only for salaried staff

2) For everyone

3) Salaried staff and optional. for workers

4) Optional for everyone

5) Depends

6) Not applicable

If 'No', Do some people take tea break anyway?

Yes
No

Not applicable

Ir 'Yes', Under ghat circumstances do they Lake a

Lea break?

77. Does people in your factory have a right to have more than six
days paid holidays, set by the Labour Department?

Yes

No

If 'Yes', How does this operate?

1) Only for salaried staff

2) For everyone

3) Salaried staff optional for workers

(xxxiii)



77.

(Ctd.)

_ k) Optional for everyone

5) Depends

6) Not anolicable

If 'No, Do some people take more than six days of

paid holidays anyway?

Yes

No

__ Not applicable

if 'Yes1 Under what circumstances do they have the

paid holidays?

78. Does people in your factory have a right to refuse night time

work?

Yes

No

Not applicable

If 'Yes1? How does this operate?

1) Only for salaried staff

2) For everyone

3) Salaried staff and optional for workers

k) Optional for everyone

5) Depends

6) Not applicable
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( p K-q-- LI «»

If 'No', Do some people have the right to refuse night
work?

Yes

N o

Not applicable

If 'Yes1, Under what circumstances do they have the

right to refuse night work?

79 • .Does people in your factory have a right to refuse to do a

particular job?

Yes

No

Not applicable

If 'Yes', How does this operate?

1) Only for salaried staff

2} For everyone

3) Salaried staff and optional for worker

4) Optional for everyone

5) Depends

6) Not applicable

If 'No', Do some people have the right to refuse to

do a particular job?

Yes

No

Not applicable

If 'Yes' Under what circumstances do they have the

right to refuse to do a particular job?.



80. Do the worker in your factory has the right to work in place the,
r:hnnsi»?

Yes

No

Not applicable

If 'Yes', How does it operate?

1) Only salaried staff

_ 2) For everyone

3) Salaried staff and optional for workers

k) Optional for everyone

3) Depends

___ 6) Not applicable

If 'No', Do some people have the right to work in

place they choose?

-JL CO

No

Not aoolicable

If 'Yes', Under what circumstances do they have the

right to work in place they choose?
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Do workers in your factory have any formall channels for complaints?

Yes

No

Not applicable

if 'Yes', How does it operate?

1) For salaried staff only

2) For everyone

3) Salaried staff and optional. for workers

Opfional for everyone

5) Depends

6) Not applicable

If 'No', Do some people have any formal channels for

complaints?

Yes

No

Not applicable

If 'Yes', Under what circumstance do they have formal

channels for complaints?



Part II Attitude Test

1 Small firms should oppose the control of the market

by big business-

2. It is undesirable to make major changes in a business

simply to make more profit because the business may

not survive.

To be a chicken mouth is better than being an

oxtail, and therefore, one should ignore, as far

as possible, what other firms are doing.

k. A firm exists for one purpose only: to make a

profit. Managers should not, be concerned with

social and moral issues, if they were, the

country's economic position would be undermined

and with it the welfare of us all.

5. An employer should never give reasons for hie

decisions to his employees.

6. Since the capital of small-scale industry is limitec

it is necessary to be dependent on big business.

7. Employees should be given informations about a

firm so that they can be made to feel an

important part of the team and thereby more

co-operative.

8. Profit is the one absolute in business. Put in

the interests of long-term survival every firm

must gain the sympathetic understanding and

co-operation of all people within its sphere

of interest.

A TA
Don1

Know
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Part II Attitude Tes. (Ctd.)

Agree Disagree Know

9, Not only does the provision of information serve no

useful prupose, since employees do not want it, but

its circulation may have deleterious results for

the firm.

Donlt
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