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CHINESE MANAGERIAL REFORMS IN COMPARATIVE
PERSPECTIVE AND A TEST OF MORAL INCENTIVES

by

Roberto M. Bernardo

A Major Test of Moral Incentives

T discuss here in detail what also turns out to
be a major indicator to use on an economy claiming to
operate primarily on moral incentives and only secondarily
on material oges. T refer to the cultivation within the

economy's enterprises of job enlargement including parti-

cipative enté&prise and job administration. A large body
of detailed gsychological and managerial material gathered
mainly bySAQegican, British, end Swedish researchers holds
that an qrggnization that operates chiefly on the parti-

cipativesapproach to job enrichment automatically

releases otherwise dormant non-monetary and community=-

oriented motivators and cultivates them automatically as

well to the point of relative primacy over monetary
incentives., This contrasts with the primary reliance on
labor markets, which automatically release and cultivate
‘monetary and similar other private material incentives to
the point of primacy over "moral" ones., If the managerial
,stychological literature on the subject is true, then the

social prevalence of participative administration and job




enlargement constitutes a major test of the relative

primacy of moral incentives over material.

Al though pafticipative job and enterﬁrise ad~
ministration is a significantly independeht indicator of
the primacy of moral incéntives; it bears an important
relation to the first major test of the relative primacy
of moral incentives over material: the operation of com-
paratively compressed pay differéntials to such a degrce
as to'preilude its determination by a live 1abor”market.;/

W

Thé‘wbrkgiility’of such a severely compressed salary. -

hierarchiz is fostcred by parallel efforts inside the
‘prbduétijiAenterpriSGS and government ofrices to reduce
:’mbnetérﬁ"iﬁcfﬁtiveswto sccondary importance - -by recourse
to pa}ticipative job and enterprise enrichment. One of
the most historic reforms of the Chinese economy as it
emerged from the fighting -of the Cultural Revolution of -
196669 is precisely its attempts to implement and to
deepen ‘Participatic~ and other forms of job enlargement
in its government administrations and economic¢ 6rganiza*
tions. This ideologically motivated reform, influenced.
by the old socialist and communist classics on participa-
“tion“and job enlargement under communism, was the more
significant aspect of the Chinese inc-me~levelling

strategy: the redistribution of the non-salary aspects of
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jébs. that have to'dowith power, staths, and other non-monetery:
aspects of job satisfaction. Yet, at the same time, Chinese

policymakers justify this managerial innovation as a means
of improving organizational efficiency. These series of
important topics are discussed in this long essay in

.comparative perspective.

Contrast With Outside Approaches

- In the West, many of its management experts
continue to endg}se various schemes to pfomote greafer
efficiency in bcith government and private organizations.
To this end ma>$ patended management and organization
developmentﬁr:ining éourses proliferate peddled by
various extérnilgexperts for a sizeable fee. One such
prestigious: expenSive and well-guarded managément training
package, the Kepner-Tregoe management éourse, notes that
"the cost of unsystematic and irrational thinking by
monagers is undeniably enormous. If he wants to, any good
manager can easily recall from his experience a wide as-
sortment of bungled problems and erroneous decisions".g/
The stress of that course is formal, individually-oriented

training in rational-taxonomic thinking about problems and

decisions.

Many management experts outside China take a
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different approach'to ﬂanagemenf'training and organiza—
:fional devélopméht by endorsing, independehtly of the
Chinese; pértiéipative patterhs of job and enterprise
administration. In America, since the early 1970's, piece
meal attémpts‘at job enrichmentiﬁéébundeTWéy in a number:
of its large corporations. In Western Europe, job enlarg
ment with participation continues to gain experimental
momentum and promises to spread more widély in Sweden, - -
These experiments are, according to its proponents, effi-
ciency—aﬁd profit-enhancing, which prébably explains

increasigg corporate interest on the subject,

4

.-

| B wedit oty
The Amegican Quantitative Vs, The Chinese SwaEottxtitye
Approac

¢

;:
gl d Finally, we might mention at some length a form

and énalytical American approach to raising administrativ
efficiency. I refer to the unsuccessful campaign in the
decade of the 19608 to implement Program Budgeting in -
government departments and agencies across the land, Five
important features comprised that drive. In contrast to
the inefficienoy—fostering traditional budgeting of expen-
ditures by object and input classifications, Program
Budgeting would classify them in terms of program. objec~

tives, or outputs sought, regardless of which agency spend
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the money or buys the inputs. The four remaining aspects
of Program Budgeting are self-explanatory: multi-year

budgeting of costs, detailed description of activities

- gero-based budgeting, and quantitative cost-benefit analy-

gis of alternafives, preferably from a social point of
view. This last characteristic some have fancied up under

the name of systems analysis.é/

Although it makes sense on purely a priori eco-~

nomic grounds, Program Budgeting failed to deliver the

‘allocative eféﬁciency envisioned by its top promoters and

=%

by those who iried to implement it in practise. An impor-
tant cause oithis failure cited by those who have studied

the matter c

by

efully was the enormous cost of complying
with the fivé fequirements mentioned above and the paucity
of analytfcal and technically-trained personnel who could

understand and therefore comply with them. Legal statutes

~and political bargaining also acted to inhibit the marginal

reallocation of budgets to their best social uses. More-

over, the social cost~benefit analyses commisioned by the
various agencies concerned indicate the persistence of

self-serving and often intentional misinformation for the

sake of agency expansion. As the informative Environment
recently noted: "A recent government report on a CrosSs

‘section of dam-construction projects shows that advantages



have been generously overstated, cost greatly understate
An in addition to questionable adjustments, "numerous ca
occurred in which there were no supporting date for reput
-advantages, "i/, :This conscious or semi-conscious and sel
interested misreporting is a well~known feature of socie
ties marked by a high level of mutual distrust and low

social consciousness. At any rate, even the most adequa
social cost-benefit analyses have had very little influe

éh actual governmental decisions.é/

; Aside from the difficulties above, two previou
cited erts on the field, Merewitz and Sosnick, stress
the difificulty of measuring Social benefits and costs:
"Socig costs are difficult if not impossible,to_measure
Thefréfefence here is to pollution—type costs external t
the?aéency and the ticklish issues pertaining to the soc
cost of investible funds. On the benefits side, large
.projects require impossible estimation of their total co
sumer surplus of benefits over costs under so-called pri
-compensated demandvcurves, The various adjustments to 4
torted given prices caused by private oligopolies and by
the government pose other problems. Then, too, social .
cost-benefit analysis disguises ethipal assumptions sgch

as the ethical desirability of the distribution of socia

~.benefits and costs and the‘ethical¢desirability,of price:




- 7=

influencing wealth and income and tastes - - no matter how
these have come about. Under these circumstances, thefno~}
tion of socially efficient investment is meaningless since
neither is it well-defined nor is it measurable. Insofar

as talk of social efficiency of an act makes sense, it is
_necessary to specify the goals and their relative worths.
And efficiency of the nmeans can only ﬁc intnited, not mMeasured.
In fact, this is what analysts in international and natio-
nal development banks do ultimately, in spite of their
stress on quanﬁitative measurement of private and social

costs and ‘beneiits.

-

N

‘Th‘”tis what Chinésé planners and“édministrétors
do aléo. The .investment decisions, insofar as they are
consc1ously tak;n in the social interest or on the ba31s
of mutually agreed upon goals, are based on common sense
1ntu1t10n of unquantlflaole ‘mltiple bonefltq and costs
based on group discussion and the coordlnated gatherlng

of data including those pertaining to engineering feasibi-
lity. In spite.of widely state-distorted prices, Chinese
investment-taking may not be so socially inefficient,
comparatively speaking. Instead of emphasiZihg formal =
analytical techniques as ways of improving organizational
allocative efficiency, China stresses non-quantitative in-

formal on-the-spot training focused on current problems and



~ the generation of projects with 4= immediate visible
results; Thej étress reliance on intérnai.group resource
job enrichment and participative maﬁagement to raise moti
vation; communication, trust, and ﬁltimately; ‘utput »A
noted quaxltatlvely-orlented "management scientist" recen
ly gave an evaluatlon of the American formal and quantlta
tlvg approach to improving organizational efflclency.
_ "Most maﬂagement Scientists are s8till thinking, writing,
Ménd operating in a world that is fér femoved from the rea
wnrld..... They often describe and struoture nonex1stent
mahagement problems, tackle relatively minor problems wit

overkil@?tmols, omit real variables from messy problens,

~and buid élegant models comprehensible to only their
fies;" He continues: "I have done research in the
éﬁéq?gémen§7 area and written a book urging:the. use of mc
explicit docision tools .,.. I have taught various tourses in
area, for example, in statistics, management control sys
tems, and quantitative analysis. And yet, in the most
-challenging assignment of my life -- putting together the
[U.S,/ Price Commission —~- I used absolutely nome of the

management science tools explicitly."é/

Current American and Swedish Fnrichment Experiments

In America, the automobile industry and many
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cdrpbratiéhé ih'other industries have taken a stronger in-
terest since the early 1970s in what they call human re-
sources development That qualitative approach to impro-
'v1ng organlzatlonal efflclency seems to have attracted the
public sector, too. As a result more, but as yet atypical,
‘economists have taken a stronger interest in motivational
" and communicative sources of efficiency —- as opposed to
the academic's traditional obsession with allonative i
efflclency derlved from investing and moving glven resour-
" ces to their most remuneratlve employments w1th a glven
fixed level Qi motivation and communication. Jaroslav
Vanek perhapggexagge?§tes in order to make a good point,
He: claims t:if "the aggregate reasonable range for effort

taken as a whole may be as high as between 100 and 800...

per cent.% ;nd accordingly, the reasonable range of value
of product of a given firm will be of similar magnitude.
....Compared. with this, the ranges of variation of possible.
.. performance imputable to other factors /Such as greater
.resource mobility/... appear as very small, if not negli-
gﬁﬂc,Z/ ‘No doubt then that a growing number of large.

Anmerican corporations are taking a serious look at job

~ enlargement.

Vanek distinguishes three components of effort

“each varyingzbétweenvloo and 200 per cent and that is how
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~ he'gets-ﬁiS'BOO'per_cent (2 x2x2x 100); duration .of
work, intensity, and quality of work., The Chinese expe-
-rience, as I shall suggest, shows twq other important
»-coﬁponentsﬁof'effort,,namely,;worker initiative and inno-
“vative aectivity, which together with the previously named
‘agpects ‘of effort, are influenced by.the level of -motiva-
tionsand :communication, - When effort is thus broadly geen
not as-asgiven fixed datum of the textbook: obsession wit
- allocative efficiency--the orders of magnitude Vanek men-
tions are probably achievable especially in the medium-ru

of‘a‘fivi—year:plan.

} The Chinese official publications and spokesmar
élaima;i%t what fires the empidyée'g enthusiésm for his
‘work - organlzatlon is not his formal ownershlp of 1t
or nls;re;ote formal representatlon in 1ts top management
boaré Rather, it is his dlfect partlclpatlon with the
de81gn and management of his workplace at the lowest shop
floor'level I terms of the pass1onate and heavy 1deolo
_*glcal language of the Chinese press’s '"But publlg owner-
ship of the means of production alone does not make the
workers the masters in their own factories: ‘The all-
important question is: Who holds the reins of power in a

factory and what sort of line is carried out.....if a

~ revisienist rather than.a proletarian revolutionary line
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is followed, then public ownership would be»empfy talk and
the factory would be a place where the proletarians would

be oppressed and explolted by a handful in a privileged

dstratum——newaborn ‘bourgeois elements “m/

"It is folly for.other nations to imitate exactly
the new patterns of participative job and enterprise ad-
ministration being developed in China because some of them
are deeply rooted in its culture, history, and political

system. But the new Chinese patterns of organizational

‘administration may point the way to the understanding and
F

the solution ef some of the most pressing problems faced

by private aq! public organizations elsewhere. For

- example, Paj Samuelson writes in the latest editien of his

well=known E€onomics that "Specialization too often breeds
I S

half men—-aﬁbmlc clerks, brutish stokers. No wonder that

men and w0men, as thelr real 1ncomes rlse in modern

8001ety, so often flnd themselves at the same tlme becomlng

8001a11y 'allenated'." He adds: '"In modern economic

" society this process is carried to the nth degree." This

extreme division of labor is epitomized by the modern

assembly'line, where each worker's job is oversimplified

"into a few operations taking the Shortest amount of time.

Here a worker labors in a climate of possibly deadening

‘monotomy, and he surrenders control over the pace and sche-
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" quling ‘of his work to-the rhythms'of«the machine;

i

Samuelson approves of ths Swedlsh experlments

w1th teams who follow the 1ob rather bhan stand at one

point in the assembly llne 11ko cogs in a machine, Havrm

T i mind "oa- slowdown StrikédbylGM'wbrkefS‘in 1972 in Lord.
~storh, 'Ohio, protesting spéedup on the monotonous Chevro.

“let conveyor-belt assembly line,..," he adds: SWPgrtici-

patory democracy may be a luxury only an affluent society
can afford; but in that affluenﬁ”society, where the 01d
patterns; of subordination and domination in an 1nflexibl
may no longer wash the canny corporatlon may

‘it can no longer afford thc luxury of unyleldrn

refusal of alienated workers! demand for greater autonom

Dignd job:fulflllment "—/

9 2 . i L . T e e

S General Motors has, 1ndeod responded to, the,
helghtened pressures from the new values and levels of
qsplratlon of younger and more educated workers.. - (At its
Norwood plant alone, it faced 4 OOO unprocessed grievance
on the eve of 1ts record 1972 strlke ) It-hired a new
vice-pre81dent in early 1973 and a corps of social psyche

logists in charge of,enrlcnlng-workers‘;gobs.a Its:alm;WE

‘reduce absenteelsm, hlgh‘qultﬁrates, poor quality, and a



risiné number of complaints and Strikes.ég/‘

Slnce the Swedlsh work experlnmtu has 1nfluenced

wAmerlcan attempts at job enlargement we mlght take a quick,

instructive look at it. There, small groups of workers in
a number of auto plants have been encouraged to grOW'lnto

skilled and proud craftsmen who mlght iz entlfy'v th the goals

-of, the organlzatlon.“ In suchlgroup assembly, men work in

teams of three,peach assembllng a complete engine, w1th

the exceptlon of work‘carrled out at the pre-assembly stage.
Each team .decides on the allocatlon of work, 1ts pace,
coffee breaksf and 1t encourages workers to learn more
skllls by 1obfrotatlon. At Saab, where thls modlflcatlon

of the assemj?y llne has been tried, a worker could take

up to 30 min tes to perform a partlcular series of tasks.

,s €.

- ThlS contrac&s w1th the maximum time for any operatlon on

9 .
the conventlonal assembly line of 1.8 mlnutes,ud/ At
Volvo, assembly llnes at Kalmar were replaced with computer-

dlrected robots, each operated by groups of workers who

/assemble an entlre auto. Yet the attempt to reduce mlnute

{Espec1allzatlon may oause a spe01flc output to drop w1thout

compensating savings and beneflts olsewhere. The Chinese
experlence w1th less speolallzatlon may help resolve some

of the issues involved.

Aside from redesigning the conventional assembly
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line, the Swedish experiments with job enrichment have
taken an organigational approach to enlarging jobs, a
rather radical method of JOb enrichment the Chinese sce
to have taken the arthest in nurturing. Since produo+
v1ty and technologlcal constralnts may limit the extent
whlch assembly llne productlon can be modified, 1nvolv11
‘workers in other aspects of the totel organlzatlon 1s:
' certalnly one 0V1ll&b10 vy of yroviding job varletj an
‘meaning. Slnco 1973 for eymmph) all Swedish companlesx
| more than a hundred workers are required to include in
thelr boards of directors two elected workers'! represen
tives.= The Grangesberg Company there has moved more in
the dlfectlon of organigzational democracy by hav1ng 28
,emplo e representatives in its 4l-menber top governlng
coun; l; At one of its plants, the local governing cou
011 éetermlned reportedly,vhow most of a 200,000 1mpr
, mont program would be spent. ~—/ At one of its steel—
works, the editor of the employee newspaper is free to
“print articles sometlmes critical of management. And a
’manufacturer of electrlc equlpment has moved 1ts office
onto the factory floor to help reduce the 8001al gap be
ween whlte-cg?%éﬁl%%rﬁggf?' These are all reforms the

A
Chinese have taken much farther and more w1de1y.

The tentative conclusions drawn by writers
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watching the Swedish experiments is that it probably raises
direct observable costs that may be offset by the obser-
vable decreases in the rate of absenteeism and turnover and
the reduction of industrial strikes to insignificance, ob-
‘ servafions also made in the Chinese context. Moreover,

it enables its automobile factories to compete in recrui-
ting younger and more educated workers, - One possible .
effect of job enrichment especially of the participative
type might be worth speculating about: the reduction of
petty theft. A report on the subject observed that: "The
dishonestAéﬁﬁgricag7 worker is enriching his own job in a
manner that ;s very satisfactory_(for him). This enrich-
mgpt is cost’ng management, onvfhé average, $1.SQ per

worker per y.“lé/

% éﬁt possibly the largest gain from participative
job and énterprise reform is a non-GNP gain having to do
with mental health and its possible effect on ncreasing
the average life span--the better measure than per capita
"'GN? of economic development in so far as this term means

general human well-being. The noted managerial psycholo-

gist and proponent of job enrichment, Frederick Hefibera,
has harped on the theme of mental hygiene, In his wordé:
"Industry must realize that it is one of the despoilers of

man's efforts to achieve happiness-—in spite of management's
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:hmostasincareeattempts_tggd:“;ust_thetopposite."%%(i Her

~berg does not connect .3 idea of greater mental health
- with a.longer life span. Yet there is a fast-growing r
- pectable body,of medical.research on the major causes o
heart@gttacks;tham‘pingoints stre~s, alienation from su
-portive groups, and individualistic aggressive competit
impatience., In a review of these‘recentvfindings, Time
~concluded:  "The San Francisco dogtors have long insiste
that the American way of 1life is hard on the heart, Th
Berkeley study suggests that they,a;e‘right,"¥2/

3;?"»;-’ : .
= The theowy behlnd the Swndlsh work—-experiment

1s fogﬁd in Ren31s Likert's two well—known books on par
01pat ve JOb and enterprlse management leert and his
assoﬁ ates at the Institute of Social Résearch at #He U
ve?gfty of Michigan claim,that,the participative managm
_style is. science-based, having been tested by investiga
~on.several hundred managers. .Several years ago, Likert
+ his associates.tested his theory for twenty Yugoslav fi

.. which were divided into two &r-mps in terms of financia

..18uccess, - Flrms whose workers percnlved that thelr work

¢counecils participated more in enterprise management (th

oin the less financially successful compan;es) were also

the~firms‘that comprised the;ﬁinanqially:successful gro

Al

. If Likert's theory.is science-based, as he claims, .we c
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suppose that the Swedish expeéeriments will continue to

yield both monetary and noannetary'benefits.lZ/

The Likertian Psychological nMYral" Basis of China's Reforms

The managerial social psychology of the new Chi-
nese management style is so well articulated by Likert (in
works the Chlnese planners nave probably never seen) that I
‘shall quote hlm exten81vely to establlsh our thesls that
the Chlnese economy operates prlmarlly on moral 1noent1ves.

'.In contrast fo Herzberg 8 conservatlve 1nd1v1duallstlc
approaoh to iob enlargement Likert takes a broader social

and organlzamlonal approach: "Wldespread use of partici-

patlon is o e of the more 1mportant approaches employed by
the hlgh-pnodﬁolng managers...,.Thls use of partlclpatlon

applles to all aspects of +he JOb and work, as, for exam-

.

.ple, in settlng goals and budgets controlllng costs, or-
ganizing the work etc." He empha81ze3°° "o be highly
motlvated each member of the organlzatlon must feelithat
the organlzatlon s objectives are of S1gn1flcanoe and that
‘]hlS own partlcular tasks oontrlbute in an 1ndlspensable
“ manner ..." Consequently, "The obgectlves of the entlre
organlzatlon and 1ts component parts must be in satls~
factory harmony w1th the relevant needs and de31res of the

great majority, if not all of the members..."l—/ From
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these v1ews, itrfollows that "Management will make full
of the potentlal capacities of its human resources only

when each person in an organization is a member of one ¢

.. more, effectlvely functlonlng work groups that have a hig

degreeuof 1oya1ty, effectlve Skllls of 1nteractlon, and

“i‘hlgh performance~goals."lg/

leert remlnds cynlcs espe01a11y, that the g:

cthod of6301sion maklng and superv131on not be confusec
W1th the famlllar commltcees of our experlence, whlch fJ
1t ver% hard to reach dec:.sn.ons and seem to take enormox

‘:.tlme' f"The group method of superv181on holds the super1

,wfully spon51b1e for the quallty of all de0131ons and

ftheir :mplementatlon.“ He 1s respon81b1e for bulldlng h1
f;suborzlqgtes 1nto a group whlch makes the best de0131ons

ﬁ’,

and,cérrles them out well n To quote Jodn Roblnson ln t
Chlnese context° "As one dlrector sald w1th a w“y smlle
, "The achlevements of our enterprlse are due to eellectlv
. work but 1f anythlng goes wrong, 1t 1s my resnon81blllt
The unrversal adoptlon of the group method of dec181on

‘maklng and superV151on 1n31de the organlzatton transforml
. 1t accordlng to leert from the tradltlonal hlre~and~
_flre authorltarlan, end man-to-man system of management )
an overlapplng group form of structure "w1th each work

group llnked to the rest of the organlzatlon by means of
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persons who are members of more than one group."gl/ We
shall see later how this overlapping group form of manage=—
ment,..called “network of management by the masses" in

China, ‘operates there.gg/

Tet us continue a bit further with Likert's dis=
tinction between the autocratic man-to-man pattern and the
participative style he rccommends since it parallels the
distinction between the two which the Chinese themselves
make. The former system of detailed hierachic supervision
is what;the Cginese call, in their ideological language,
the revisioni¥t oné-maﬁ management by a privileged stratum
of bourgeoiséglements, management by a few experts, or
commandism.‘jspokesmen of the newly eﬁergent management

style writes .
&

e

4 One bad result of the revisionist

: 1ine in running enterprises such as "you
should follow whatever the management
says" was that the workers and management
cadres were often at loggerheads. During
the Great Cultural Revolution, they joint=
ly criticized the "rigid rules and regula-
tions," which shackled the workers and
smothered their enthusiasm, and worked out
new and rational rules and regulations.
Tn order to grasp the complicated and
changing situations in the pits, manage-
ment cadres often went to the worksites

~ and discussed problems with the workers.
Tn the past, when inspectors found workers
down the pits working against safety regulo~
tions, they often reproached the workers.
end reduced or withheld their bonuses.
Things are quite different now. Whenever




problezs arice, thef discuss with the
~ workers and together ilngiyhe ways
- and. ‘means to solve. them. _

Although Likert regards' the participativé admis
nistrative style compatiblé with capitalism and Socialisn
elike, Chinese i@ecologists make it one of the two or'thre
.principal waysAqﬁ_defining socialism itself. V(The other

two~perta;n_to theﬁprgmaoy ofAmoral‘incentiveé over priva
material rewards, end. the other is productlon chiefly for
enterprise profit. ) . That Ch;nese 1deology 1dent1fles
Likert's trad;xlppal hire~and-fire system of detalled hie
rarchic supervis;on of employees with- capltallsm 1tse1f

. is cleaﬂ from this typical remlnder' )

} ... if the revisionist line is
allowed to interfere..,then sooner or . )
later the leading cadres would become -
a2 privileged stratum and the engineers
and technicians would turn into intel—

lectual aristocrates, while the workers

would. be deprived of their status as
magters.of the country. And the =
soczalmst state ownership of enterprlses
would- become non-existent except ‘'in name,

That the working class in the Soviet

Union has again been reduced to hired

slaves of the newborn. bureaucrat-mono-

poly-capltallsts 'is a grave hlstorlcal
1esson we must never forget.uﬁ/ﬂ_‘

w**&

Recall from our general readlng knowledge of th

Sov1et economlo reforms that they po;nt to the gradual

devolutlon of d60181on-maklng power to enterprlse manager:
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afid technical ‘experts, thus' weekening i the-long-run -
central gdministrative planiing. Also, the Soviet reforms
‘aim primdrily on strengthening the role of private mone=
tary goals and incentives as means of achieving socially’
_gset goals and plans. And.yet the so-called decentraliza-
“:tlon reforms (marked by occ381onal sllgnt recentrallzatlon)
may result in greater centrallzed control w1th1n the sb-

_ called. decentrallzed enterprlse‘than what ex1sted_prlor to
_the decentrallzatlon reforms. It is by no means clear
whether L 001~tv as’ wolo 1s thrﬁ 1rss cnnfrallvod orAb
. more S0 —«-Jj?*'ﬂ prlcp of uacroncowomlc aecen trqllzaulon

is "jllCI‘OGOOIl@HlC centralization within enterprlses.

B%; to go on with the Likertian description ‘that
the Chlnese pollcy-makers themselves make to ‘describe their
system'z WIn autocratlc organlzatlons, subordinates bow
down to superlors and flght among themselves for power ‘and
'étafus;“mé/ Aside from the alienating c¢limate thus pro-
duced, Likert deplores the administrative inefficiencies
created therein. Subordinates hide information defensively
.and jealously in order to obtain benefiﬁs‘fromiihe;r,rgs-
pective superiors and in order to pit one peer against
eanother should the~likely¢occasionTarisef Each office
staffs for peak loads and job boundaries and responsibili-

ties are too precisely defined and jealously guarded. Co=~
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operation among teasks and:departments.declines contpibue-
~ting. to Parkinsonian bureaucratic growth. Cooperation -
declines too with the resulting.climate of mutual digtrus

and ‘ingecurity. R T A RNIE IO SRS SRR PR

oty e SRS TR AUNIE IS : Lo Dore omiee

. . qere are other 1mportant quotatlons from leert
- claSS1c argﬁment for par+101patlon that are‘simllar to tk
thoée emanatlng from the Chlnese medla and the varlous
Cultural Movements (the 1atest 1s the antl- ourg90181e Ce
palgn in early 1975 that 1nfusod new 11fe to the antl-Cor
’fuc1us mpvement) "lee-and-flre authorlty and such reles
ted con pts as dlrectlon and control and the view that i

-

agsumpt

=

% can onl hqvp one boss stnn fron the undnrl lnr MOth1 He
Ezon.ofnCIassioalﬁmanagement theory, - This theory
flreliesgpnimarilyzOn the, economic needs.of man." In other
worib:f "Thisrsystem of management relies primarily on tk
“ecoﬁomic motives ofvbuyipgva;man%s-time:and»thgn telling
him precisely: what to do,. how to do it, and at what level
to produce.,”

leert stresses that partlolpatlve JOb and en-~

"

terprlse admlnlstratlon relles prlmarllf on what he call&
cooperatlve motlvatlon.{ But that is the same as what

ChlneSe Ma01st 1deology regards as 5001a1 and nonmonetari
-
moral 1ncent1ves. In leert s wordS°' "ngh performance

T
SRS
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i£ varied jobs’tendb to be achieved more from enthusiasm
and & high level of motivation;... This system we shall '
call the iéodperétive-motivation system'..' As a general
rule, the cooperative-motivation system of management taps
not only the economic ﬁ&five§ but makes use as well of
other powerful motives,...."_ But, "as many studies have
_demorstrated superv151on bésed on economlc needs and
reliance on coer01ve, punltlve motlvatlon produces apathy
or hostility in the subordinate toward thg(superlor and
toward the‘n:ganizétion and its.objectiveé ..:.AvIt aléo
Astimulates‘competit;on and conflict amothéubbrdinates who,
as peers,.stri§e for recognitioﬁ and rewards from théir

boss and,oftegg’knife’leach other to pget more for theme

.selves,"gﬁ/_‘j

Agéinﬂ the resemblence with Chinese pronounce-
meénts is s%riking, Chinese Meoists often cite a similar
'argument aé the reason for the overthrow of the .bosgist .
gystem, together with the piecework and bonus schemes that
marked the period before the Cultural Revolution of 1966-
69, The Maoists, too, preach the_necégsity of‘private
material incentives, The currentuidéidgicai movémént"
‘against bourgeois~minded persons and practices at all levels

of Chinese society insists on the retention of what Maoist

call the bourgeois eight-grade wage system, which allegedly
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implements the socialist principle of distribution accord:
ihg to work, Yet, at the same time, the enti-bourgeois

campaign insists on the preservation of material incen-

‘tives. They ought to be, restricted, however, and gradual

reduced and eventually eliminated.?l/

That presunably, is the neanlng of the dicta~
torshlp of the proletarlat over Chlnese bourge01s elements
And that too, is the meanlng of the statement thet moral

1ncent1ves predomlnate and polltlcs take command To

quote frgm a report on the big Kallan Coal Mlne in Hopel.

' "workers‘cooperate and help each other even though they a

in diffetent shlfts mlalng dlstrlcts or m1nes."° “And:
"Contra to what the oapltallsts and the rev151onlsts
belleVQ, thls enthusiasn doeé not come from enforolng rlg
and hnsuitable regulations or_fromgmater;al:;hcentlves, b
frbm:pe0p1e's~1ove‘£ornthe.socialist motherland and, their

determination to struggle for the early,realizatioh_ofith

magnificent.goal ofrcommuhism."gg/

Confucianism as Taylorism

ol dlis oo Whether he-deserves it or not, Frederick Taylor

‘~has ‘come to represent the chief philosopher_ofvghe.clas-

sical managerial system Likert and other members of mana-
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gerial humanism continue to attack. 'In-“the Taylorist

_.,.25 -

system, manegement @lone enforces-the best and simplest
work:methods;» A11 possible mental and creative: effort by
. workers should be alienated from them and centered in-the
“planning and design departmentsiheaded by wrusually bright
Tmen of e fotally différent kind of educafEiOn.y-'/ ~ Since v
the average worker is mentally sluggish and lacks creative
initigtive, since they are stimulated mainly by mormey and
do not identify with organizational goals, workers require
detalled centralized superv181on from manageru who should
not he81tate t@ fire those who fail to meet management's
requlrements.f Many w1d05pread conventlonal practlees
emanate from ghe assumptlons above, such ag the use of tlme
clocks, paymaét by the hour and plecework wherever appll-
cable, docklng ‘of pay, and excesesive preoccupatlon with

quantltatlve and mechanical methods in quallty control 20

The anti-Confucius ideological and political
struggle attacked these assumptions. In the curious Chi=-
nese way of attacking socio-economic weaknesses and -devia-
tions from the desired path and promoting cultural movements,
they-blame too many of these assumptions on:a.few key per-
sons, notably now Confueius and‘the-politically<disgraced
Tin Piao. - For example, in early 1974, & poster put wp by

- workers of the Peking People's Machinery Plant "blasted -the
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Confupianiigea_that 'those who. work with‘thgir mindsé
govern, those who work with their hands are governed'
that.'those abgve are wige and those below stupld' '31/

Other -asgumptions of managerial elltlsm currently symboll

- by. Confucius end other lesser figures under attack are: .

who excels in learning can bn an offieial; nen arg superi
to womeny manual labor are for the masses but nof for

officiale and the educated.

DONCRY V1o T EE S S ol : ‘ o ) s
- Before we leave this ideological background for

the coné?stéﬁédﬁihistrative reforms intfoduéed'by the Cul
ral Rev&ution of 1966—69, let us explicitly note 8 slgnl
cant prJLtlce only 1mp11c1t1y suggested in the preceedlng
dlSCHSS on.} the virtual disuse of that®ultimate motivato
of Liqut’s hlre-and-flre autocratic system, flrlng. " As
follpw1ng account of thb varlous groups and crltlclsm ses
S1ons will further suggest errlng and 1nefflclent worker
ere improved and trained further, not fired. Note that t

may meke more social sense than firing in ;the sense that

-.anterprices acquire greater incsntivesztg;improve‘othamm

Haid-off. ineffective workers, who arelﬁhgsipre&eqﬁeqlfron

--causing the same:.socio-economic efficiencies elsewhere ir

‘other partg of the economy. A management Coqsulpant&,_

Johwm J. Tarrant, .regently wrote a book covering the agoni

- of  .employees and .executives who are involved in the firir
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situation. Both for humanitarian and efficiency reasons, he
recommends a more precisely defined performance review systen
based on enhanced "jobworiented communication between boss
.and subordinate.,” What is the aim of such a program?

Tarrant answers: .

Such a program is a people—sav1ng
program. When it is conducted with intel=-
‘ligence and energy, it can make-a lot of
firings unnecessary. If we are to move

“toward a gzero-firing posture, then we will .
- have to adopt workable appraisal review.
"It's not so bad once you gt used to it
and, as a matter of fact, it makes for a
more efficient organlzatlon. The question -
is, 4o we work with_men for improvement—-—
or & we fire them?éé/n e

Tarrant's pro ogal coincides with the Chinese approach. The

_ anpha81s on i provement keeps an enterprise from passing on

addltlonal costs to third parties, and it ralses 3001ety 8

overall sumply of nonformal educatlon

E@phagié“on Group Moral Stimulation

| wlth the prev1ous comparatlve background sheddlng
A;llumlnatlon our subsequent dlsou851on of Chlnese admlnls-
‘ tratlve reforms, let us take close concrete 1ooks at three

Chlnese enterprlses and see how the general reforms we have

discussed apply in practlcc. Let us concentrate here on the
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principal o -—lepping groups to see how these nurture and
~cultivate what the Chinese call mor>l incentives, or,-rnte
changeably, proletarian politics in production., These thr
represeiitative enterprises are the Shanghai Watch Factory,
the Nantung Cotton Mill No. 2 in Kiangsu, and the giant-.

Kaiian Coeleine.éé/

Let us focus then ourhattentlon on the lowest
productlve unit of - our representatlve enterprlses. Upon ¢
focu31ng, we see a fa301nat3rg social group as Well called
the pro@ueﬁlon group, Its larger analogue in agriculture
the prodégtion}team, where the:‘same'prinicipies here dis-
cussed e;ply with equal, if not greater force. At Kallan
‘._dozen or§ more workers comprwse the group, buf in the Nant1
,eNlll thJLe are as much as forty two workers 1n the w1nd1ng
\ group 2&/ Who heads them9 The Chlnese press tells us the
the foremen of 0ld have dlsappeared as such since the Culf
ral Revolution, together with the offices of enterprises
director and vice~direc¢tor. . Foremen used to head the gro
.and they had delegated powers to recommend wage~cla831f1e
nwtlons of those worker° they Superv1sed rnhey had powers
_ass;gn work set plecerateo, and dlSClpllne worrers. Now
:the foreman 'S place 1s an elected group leader who dlffer,

s1gn1flcant1y, it seems from the tradltlonal foreman. B

one thing, one would expect workers to 1dent1fy more W1th
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-worker they elect from their ranks then with someéone appoin-
~ted by top management as its official representative, -
Secondly; the production leader shares supervisory respon-
81b111ty with other elected members of the group's mnana-
Uerlal board. mhes§ are Lhe trade unlon leader of the group,
-and thouo others.réspon81ble reqpectlvely for polltlcal pro-~
paganda, qualltv and operatlon, accountlng, safety, and
workers' dally life and wnlfare._ ”hey.meet';egularly during
_yhe week as a sub~group, and S0 doeu the p”oductlon group as

a whole in order to dlscuss productlom, pralse good workers

and explore wgys of 1mprov1ng group performance.‘

-
z

~A‘v§ry important feature of Chinese organization
appears at;tjésAlbweSt stage in the overlapping group hie-
rarchy. The group s trade union leader conducts political

studies for:ﬁhe group about twice''a week, usually after work,

4

40 tie teéehnical practisec with ideological “teachings.- - Here,

workers may hear exhortation directed against selfishness,
read newpapers, and gossip océasionally’, ‘Study groups thus
help the formal' organization with the informal. It also en-
“courages workers to form warm friendships outside’the fac-
tory from' their own work group, and so fosters the conver-
“gion of the factory into a ‘sociel commimity. The group

" Ieader in-charge of daily 1life and welfare, for example, mey

'arrange vigits with co-~workers whose children are sick. The
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study group is still one way of exerting social preasure on
the workers to their education end work-related activity--

..on ‘their own spare time s well as on official factory time

The productlon group determrneq its own breaks,
the pace of work the rotaulon and enlargemcnt of JObu. It
'functlons as a forum for worker ! suggestlons end hears |
grievances. Wages and recommendations for oromotion to
' thgher wage-ranks are” dlSCu sed herm too. Prooleréuof“iéte
’f;ness, absenteelsm, poor work are handled at this 1eve1 and
T'handled by discussion and education—not by flrlng or cut-
ting dovm;wages. In any of the meetings held by the m-a:Ln

: productloj group or any of its various sub-groups workers

~are engoired to. take an active part in actively changing o:
-.and obso ete ways, by criticising themselves and others.
-gconsfruciiéely and openly. The same goes for cumbersone
-‘rules: technical processes, cost accounting procedures, que
lity control, safety, and so on. They are also enjoined t«
- resolutely transform:themselves and their environment., . By
institutionalizing this special brand.of encounter group
~Aynamics founded,onfsupportivegoritioism~of,inefficient wa,
.and selves the various small groups act.as powerful cataly:

of organizational and technical. change, eaide from enlargi

+. jobs all-around in the process.
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At the Kailan Coal Mine, "For 1nstance, qulte a
number of the o0ld quality-inspection coai cuttlng systoms
hampéred'thc workers ' initiative. New systems such as self-
’1nspectlon by workexs and mutual 1nSpectlon within ‘the group
are mapped out to erisure that they con901oa 1y iulflll their

'rquallty norms. Workers' opinions ‘are solicited régarding
tﬁé“%ﬁole procesé‘of produc%idﬁléffbm mapping out pléﬁé to
:‘héébompiishment”bf‘the task,"éé/ This applies as well to the

“ Wantwig Gotton Mill and to the Shanghai Watch factory end
others in éﬁéﬁc industry. Here then we have the beginnings
of ‘ynat madagement consultanto call horizontal and vertical
joﬁﬁéﬁriéhmeq; in the larger variety of tasks done by the
*worker andhﬁ? involvement with the managerial aspects of
‘'given jobs s ch as its ‘planning, control, and inspection.
“;Frederlck Hé&zberg lists other ingredients of enriched JObu
‘such as direct feedback and contact with users of a worker's
products, “opportunity for new learning, power to communicate
directly with superiors and co=workers, personal accountabi-
1ity, sotie oontrol over scheduling and costs. These social
‘and technical ingredients making for enriched jobs were en-
‘hanced by the various reforms of the ehterprise brought about
by the postiCultural Revolution.

P N P A . i .
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v - The production group deserves more notice,. it

~.omain training ground within the enterprise for:cultivating

-novimonetary motivation.. It doubles as an informal, -outsic
friendship group. The egalitarien participation of each
- member-in ~the group.and its various sub=-groups during. work
~and non-working hours nurturecs feelings of cooperative.gol
damity,a%p reduces mutual distrust.: So we are told by corn
parativeiimplication by.the huge volume of small group
studiesg£§/,4We may divide solidarity into two aspects.
Solidarigty .with a member of the group means, first of all
,caringéivh@t happens to him, In analytical terms, we say
n"g cgrg for you if end only if my level of .contentment ri
.with;yours." The more. intense these feelings are,. the gr
ter is the cooperative solidarity a member feels for'the
group. Because of the policy of lifetime employment .and
‘tenure, group membership remaing more stable. than:say, in
. United States.. Manpower logsecs take' the more likely form
~transfers to other. shops and departments in.the same.fact
Either way, group solidarity develops, Chinese . ideologigt
call solidarity as "fight self", and insofar as it exists
shirking of production responsibilities is thereby discou-

raged. It may even cause members to increase their labor
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effort when they are challenged to d&o so in the annual so-

‘¢ialist lebor emulation caupaigns.

The trade union organlze; these emulatlon contests
in our three Samnle -nterprlsgu.ﬁ_Iﬁ the course of these
periodic contests, feelings of>édiidari%y are éoméﬂoﬁjfapped
for output. “Each group or:shift in every wvékahop nakes an

':appraisal of its own performance every three ﬁonths.’ The
‘factory in question writes up a summary once a year, .and the
Communist Party Committee then calls a factory-wide meeting
‘et 'which awardp are -presented to the outstanding individual,
jgroup or shiféi These moral titles are "Outstanding Workexr,"
"Outstanding ¥nit," and "Model Worker of Such-and-such a
_Faétory“ to tRose who are particularly excellent in all the
. principal‘as§eéts_of,production. Note that the shared ex-
~ hilara$ion a;d pain of "fighting shoulder-to-~shoulder" in the
~,,emulation;¢ampaigns feeds back in the enhancing of solida~
rity;éz/ .And with time, emulation contests help reinforces
the high. performance norms of the official ideology_amqng all

< groups. .

The other, ‘second aupect of group golidarity per-
talnu to its effect in maklng group valaos and prcforenceu

more clopely similar. Thlu tends to reduce confllct and

dlvergent views in rogard to the management of the group 8




—Productive activities. Thus, Tor the sake of the- group,:

members ere willing to bend .or harnonize their interests wit

group productlve norms, whlch, in the Chlnese case averages

=y

out to hlgh per caplta performance becaaso of the relgnlng

growth-orlcnted Ma01qt 1deology.

‘Tinglly, before we take a look at another wide-
spread group, the three-in-one technical de&ign groupsy et
us note another result of the social ‘science of smell grour
behevior, namely, that group decisions concerning matters o
" risk ‘show %“shift toward greater risk-toking when compared

with prrvéte individual decisions. Significant risky shifH
were found to invaeriably accompany group consensus on deci-
sions. Ait other studies found, oo, "that groups exposed
~to dlseu381on without the requirement of ‘conseénsus ‘exhibite
rlsky shlfts fully as great as those in &' conlition requn&-
“ing discussion to cbnsensus.hég/ We need'not, for‘bﬁr puz
"LfOsee”here,Ago’ihto the details of how grbuﬁ“discuésionf
causes its memBers to bs less conservative and cautious,
except to note some of the main plausible reasons: “the sha
s ing of responsibility felt by members as a result of groug
1nteractlon and dlscu931on' the reuultlng greater fam111a~
rlzatlon w1th the ChOLCQD conuldored by the group,‘and the
_rrﬁflueqcevof r;eg-jegers'on qtherlmembers,girﬁhe group.. .

This tendency of group discussion and consensus in causing




its members to adopt rlskler uOlUthuu, in conjunction w1th
 the Ma01ot 1n1unotlon to dare and take bold steps, may have
played a causatlve role in the various spate of practlcal

admlnlstra+1ve and Techplcal 1nnovatlonp rcported 1ncessant-

1y by the Chinese offlclal preus of late.

The Vertically Integrated Three-in-One Group

These famous post~-Cultural Revolution technical
‘design groupsiserve several important funections. Composed
of edministra¥or, technician, and a veteran worker, they
-integrate the%thrce occupational classes together, thus,
helping to.pgfmote the Maoist policy of abolishing the ..
social cleav?gq between these three groupc. They help raise
workers tq g;position of relative prestige and power with
regard to;the Chinese technostructure. They also provide
ways of enlarging each'participant's jobs., One criticism
of technicians the official press often noted was that the
-college~trained possessed knowledge divorced from practise.
Thus, at the famous Shanghai Machine Tools Plant, we have
a widely disseminated emulative example. Some time ago, a
few college-trained technicians designed an internal thread
grinding mechine. The workers then tried to implement its

blueprint in meking-the parts. But these could not be as~
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sembled Thanks to some workers w1th rlch practlcal ex
v‘rlence,‘some of tho parts>Were reprocessed and conseque1
assembled The lesson thc offlclal nress teaches from_j
is: "Because the techn1c1ans of worker orlgln couraéeow
broke through long~standlng rnstrlctlons, they cut the

needed to make the prototype from the usual 18 months ¢

Six. "w ~. »..M : . .

At Kailan Coal Mine, whose design: teams ere
bresumably representative of Chinese: industry, we read:
there éreamore than 100 such groups in the various mini:
distridts and workshops of Kailen.". We read further, pe
haps :Zeptically, that '"nearly all of the 3,600 technice
innovaftions introduced from 1971 to. 1973 were accomplish

I

by5thés?¢hree~in—one'~groups;“and.the mosf experienced w
keﬁ;'often played the main role while technicians offerc
advice and suggestions;"ig/% At Nantung, the workers at -
time; beceme aware that the mill's spindles were a key p
.dem since they could not be operated at the high speed r
quired by a greater output. The critical maximum speed
~ the o0ld spindles,. the -speed be&ond-whiohjthey would stax
. Vibrate and wear excessively, was 12,000 revolutions per
~minute, The mill leadership,. unhappy over what it. felt.
. bottleneck, organiged a«technipai innovation group .to tr:

make high-speed spindles. It consisted of three mainten:
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workérs from the S§inning shop, & cadre from the" equlpment
office and a technician. After @ year of nard work and &
great deal of cooperation from WOrkeru, who rmade parts for
the group, good hlgh-speed apindles operq 1ng normally bct-
wcen 18,000 to- 20 000 revolutlons per mlnute ware 1nvented
In & féw more months, all the mlll s 30 OOO splndles were 80

’freplaced 4/

Thg}typical pattern by which workers contributed
geems to be this: They first put forward the problems en-
“'countered durlég productiong the technicians collected rela=-
ted technlcal jéterlalp before mapping out a deulgn plan,

the technicie carrled out *urther research and experlments
¢

" with the workéru and admlnlstratoru urtll the prOJeCt was

"comple+ed th another alm of the thrce-ln-one group 1u to
tralr techﬂlclans and managers 1ron thope of worklng class

and " peasant orlglns, and manv en+erprlses boast that the

| ‘main por+lon ot neahly tho magorluy of tochnlclanu bhey now

o *x/.
neve come from these formerly degraded classes. 4

Meaning of the Primacy of Moral Incentives

. We.have, for some time now, been referring to.the

predominance of moral incentives over material ones ay if




that phrase were rather well-understaod In doing 80, we
r911ed chlefly on the reader's natural 1ntu1t1ve pense fo
thc meanang of moral 1ncent1ves aﬂd on. the 1mpllclt gener:
doflnlilon 1mp1101t in these pages - The time has come, L
’«ever, to clarlfy that concept more dlreotly, S1nce it is.
jcomplex phraso and varlous authors have trled deflnlng it
| somewhat narrowly. Our deflnltlon stresses 1ts_§g¥g§%; d.

ferent, yet related meanings, My aim here is not tn exp.

‘the concept fully ‘but to make it Toss unclear,

o 3 In the flrst place, moral incentives operate pr:
w‘ﬁarlly oier materlal" when an agent or agency undertakes €
productl e act only if it is conslstent w1th net _community
| beneflt and these gains are collectlvely (equltably) shaz
Note thgt monetary and other materlal rewards are not shur
ned Eer se. Adfer all, & maaor alm of Chlnese development
is mater1a1 well-belng, The de31rc for materlal r1ghes-1
the Chlnese v1ow-1s consi stent w1th the relatlve prlmacy

moral 1ncent1ves if it is shared more or less equltably ac

cording to establlshed oOClal norms,

Note that tnc monklon of "establluhed Soclal )
norms" compllcates further tbo meanlng od the relatlvc pri
~macy-of.moral incentives, Under moral incentives communit

gOélS%takéﬁpréeedehCevevErspriVate.ﬂ-Pfivate'behefiﬁsfare
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be purdued only if they are conbBistent ‘with norams regarded
as "morel", whether these are centrally-defihed community
'goels br not, In this second meatiing, the mechehism of morael
incentives i# & honmarket decentralist process, an orgeniza~-

tional building~-block based on féelinhgs of group solidlarity.

- #ig"such it can be regarded es & tecliniqué of deééﬁtr&lizing

the Gentrally admiriistrative economy or the highly central—
*'1ized enterprise. Ideally, Chine8é pPolicymékers view motal
indentives as an attitude consisting in the'intérfeiized’
learning of»v%}uﬁtar11Y'working more heavily £67 the commu-
“nity's profit%(goals) and reletively less for private goals
that deviate #rom established social -norms. Noté that in
~this second grincipel meaning "moral" is’used ncutrally: It
* merely referé %0 nonmonetery and nonmaterial means of echie—
ving'communiiy goals of whatever kind, TFor instance, Chinese
© planners fégard the widéespread willingness of workers to
compete “"moral" or sociél titles as evidence of the worker's

desire to serve society including himself.

A Philippine example, at this point; will illus-
trate the two different yet related meanings of the primacy
of moral incentives. In e recent speech meant for private
businesses, Minister of Indusiry Vicente T, Paterno defined

"Corporate social responsibility", thé Fhilippine counter

part of Chinesé moral incentives: It is "gensitivity to the
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:socialvoostg of.eoonomic activity anﬂ to the opportunity T

focus corpora e powers on obgoctlvoe that are posslble but

TR

“w(aometlmesﬁlegs eoononlcally atfractlve than oolally de81~

IR T SN

. rable." Paterno, moreover deflned,uhe s001a1 goals 1n te:

'of whloh prlvate behav1or would be judged as 3001ally too

, o°t1y and therefore as soolallv irrespon81ble. :"*hose whj

) in81st on 1mport1ng capltal equlpment and raw materials

H_laroty measures w117 1ncrease L / o

.. which are 1oca11y avallable in suffloient quantlt satlsfc

tory quallty and roaoonable prlce' and *hose whlch clrcumvc

' the Centr§g bank requlrenent of DIlOr Board of Investment

.olearanoeifor 1mportatlon of "qu;pment in exces o£‘§50,QOC

Pa eTno & ded other soc1al goals to, thls 11 t such.

- dpdustrial di persal to rural areas, and the adopn:

.of laborﬁlnten31ve progeoto He oonoluded that in the "eve

,%Adlchoﬂbmy between prlvate proflt mOtlvamlons and natlonal

ob]ectlves w1ders 1t may oe exoccted that government regu—

To meke fatters ever more complicated, the Chines

/po;icymakers also use the term moral incentives to refer to

, what malnvtream economlst call psychlc 1noome or psyohlc

,‘;noenilves. Now psychlc 1n0ent1ve may eltner be coLleo-

- tlvelv Shared or prlvatelv enjoyed by tne 1nd1v1dual M501s

sfress oolleotlve pPsychic 1noent1ves OVbr prlvabe ones such

~ @s the de81re to produce more out of SOlldarltj with the
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community rather than for private fame and praise, Yet pri-

‘vato po VCth lncehthCu qualva as moral 1ncenu1ves not of

ey

[l

‘?5 sﬁa us, how%j%r grows to. the .point of an obse831on and to

thc point oﬁ slow1n5 down social productlon-as in thﬁf

....i

thr advanccd type of the flrst dof1n1+1on above, but ‘of what
mlght be ca‘lea the elcmentary klnd Thlu Set of elementary
moral” incentivesS~~the desire for recognluloa, fOr ] SPnse of
achlevrment for pralu,, and the 11ke--1o clearly prefferesd

—,

by OfflClal 9cmnomls pollcv tO'bne mOtlve of prlvate monetgm
ry and other material gein. The w1despread use of ;nd1v1-
dually awarded medalu and other symbolu of praise and recoge
nltlon shows tbai onlclal p011cv uon31ders prlvate psychlc
incentives ag?moral incentivesa, and SO do peoplc outulde

Chlna° thnuthe degire for prlvate fame, recognltlon or

keeping o¢ productivm and 1nnovat1ve 80crots-nthen off101als

iy

and the mbdla dscrr such PXCPSS,u.S Thc Ohinnse,anderstqndxng
of tapplng moral 1ncent1ves more than materlal ones thus

seems to conform to common outside 1ntu1t1Vo meghings of

sthat phrase when that complezwterm ie 8ensibly analyvzed.
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