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PAY AND THE NEI/ POINTS SYSTEM IN
CHINESE AGRICULTURE
by

Roberto M. Bernardo*

Ambiguity and misunderstanding mar current inter-
pretations of the new pay and work-points arrangements that
emerged from thaﬁ cruciél turning ﬁoiﬁé‘in moderh Chinese
history: the Cultural Revolutioﬁkof:1966-69. This new
points plan is loosely called the Tachai work—pointSISChémé,
after that hard working and furiously inventive brigade in.
toilsome northern Shansi who spearheaded it nationwide since 1954.
Jan Prybyla';.thicklsyngptic work on the Chinese epondmy:
v’merely{mentions this new points method: "“Commune mgmbersf
’performance was to be measﬁred not only or even mainly.by “
the amount of work done, but by the workers' revolutionary
spirit. The old piecework rate system was to be replaced

Piie .t

*T am thankful Ffor financial support from the
Institute of Economic Development and Research of the
School of Economics, University of tne Philippines for this
paper and for a forthcoming monograpii from which this is
taken. Thanks, too, I owe Paul Ivory and C.P. Chen of
the Berkeley Center for Chinese Studies; they shared some
of their vast factual and linguistic knowledyge of China
with me. I also thank the U.S5.-China Association of
San Francisco through whosé auspices I met and talked -
to nearly five dozen recent visitors to China. My research
" into the Cninese economy was began and completed while a
lecturer in the departments of management.and econonics,
University of California Extension. (The author was a
Professorial Lecturer at the School of Economics during
the first semester of school year 1974-75.)
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by periodic awards based on sfc:gles;,estaﬁ_lished by revolutionary
pace-setters.' He hints at its probable establishment by writing
that '"The educational campalgn of 1963 65 and its successor

the proletarian cultural revolu’uon d1d not-—unt11 1969--manage 1o

take ovér the economic base of China's society. ul

Frederlck Crook tells us rather vaguely that the Tachai

e
e

work- pomts system was not Wldely used n2 Yet the Chmese press
and-radio and, visitors alike such as Kla;us Mehnert tell us "Today
. . ‘ 3 et

you will find Tachais all over China." The otherwise authoritative

United 'States government handbook on China disagrees, too: MFull.
-®

detalls of the system used in 1971 were not known. . They probably

followed in general outline those repcrted in the'1960s. 4’ It adds on

(R ST
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Jan S. Prybyla, The Political Economy of Communist
China (Scranton, Pa International Textbook Company), pp
555, 424 XTI : : _

Y

7o - 2Frederick W: Cook, "Collec’mve Forms in Communist
Chma, Monthly Labor Remew, March 1973, p. 48.

e

Klaus Mehnert China Returns (New York New Arpemcan
.,—;lgbrary, 1972), P 172 ' e

Ce 4Area Handbock of the People s Republlc of China . By the
Forelgn ‘Area Studies of the American Umversﬂ:y (Washmgton, oo
D.C.: U.S. Prmtmg Offlce, 1972),\p 4217. , _ -




same page that "Bonuses might be added for performance- -
above average." Christopher Howe's timely book on wages ... :
in China should have settled this conflict in interpreta- - -
tion. But it skims through tﬁe current wage setting
process rather superficially and tells us wrongly about a
return in 1972 to pre-1966 rural, as well ae~rndge;r§e;3v»~*
income evaluation patterns.5 This view is not uncommon.
For"instance, Merle éoldman'élso wrere 6fbe.re£urn to
material inéeﬂ%ivesAahd bonuses prEQaient in the pre-
Cultural Revolution era.® A point I make in this eseey is
that the Cultural.Revblutioh significahfly altered the U
balance between private mbnetary inceﬁtires{end dollecﬁireb“
moral ones by replacing the old piecework'poihts eyetem‘
by the Tachal-llke group method of allotlng p01nts. It is ’
true as Joan’ Roblnson notes’ that "After the tlme of my B
Vlblt in May 1972 there seems to have been greater
relaxatlon and sqme drift to the rlght.' Now 000 [51nee‘

late 1973} a return to the left isvin fuil swing."7v But‘

5See his Wage Patterns and Policy in Modern China-

1919-1972 (Cambridge: Canbrldge Unlver51ty Press, 19735
ppo g §6 28. -

6Merle Goldman, "In the Wake of the Cultural Revo-
lution,” Current History, September 1973, p..13l;'

7Joan Roblnson, Economlc Hanagement in Chlna,f
(London: Anglo-Chinese Educational 1Institute, 1975), p. 46.




to suggést that' the pre-Cultural Revolution mixture between
the twWo sets of incentives was approximately restored is -
to err or theé side of scholarly conservatism: in the face

of the regrettably scanty-ileconomic,informatlon°

YooY Gincie LYoo

Transmuteéd Points v

DRRA S 1 20 “‘)‘.,L

{ The new polnts system brought about by the Cultural

A

Revolutlon and the natlonw1de enulatlon of Tacha1 is not
well-understood even by those who report 1ts widespread

use. For example, Wheelrlght and MacFarlane seem to suggest

suspen31on of the p01nts system because "Wages, previously
allocated by the brlgade on a work-p01nts system,‘are ‘how

T N

arrlved at by dlSCUSSlon°" They quote a cadre from a
brlque near Peklng who is equally vague° '“Touay we haue'

1nd1v1dual assessment, followed ny mass dloCUaSlon of thé

lndlvrdual's assessment IL someone Llnl lies work earlv

YL .
now, he works elsewhere w1tnout poxnts and 'serves thé

people'". "This is the clearest descrlptlon thev glve us,

whteh 1s-stlll con£u81ng, because p01nts-are used after”

all, although in 'non-automatlc' form: 'H*”fg_'cgfwgg;: =

Ll A
B . el

At the end of the vear all the work p01nts were
.added up and a final distribition of income
.: . ~tproportigonal to one's:share of points] was

Soarbety
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made (preliminary distributions, or advances, being
made during the year). .Since 1967, however, these
~distributions have been made by mass decisions,
rather than by automatic application of a scale of e
work pomts "8
" The points system of 'set’c‘ihg agricultural wages is still used,
of :coﬁrSe The Cultural Revolution merely transformed its manner
of appilcatlon from 1ts bureaucratlc p1ecerate form, thus reducmg 1ts
matemal mcept;_vg fprce I should first hke to dlscuss the Tachal-hke
points system, however, ,an;l I shall pos}poge d;scussmg of the pldﬁd
until then. The essence of the Tachai-like points plan that replaced
the old consists of having&eam or brigade. members grade themselves
on a scale of points with a limited given spread subject to ratification
or modification by their peers and supervisors at a periodic agsembly
held for that purpose. Ideally, an able-bodied worker of above-
average capacity seis the pace or standard of comparison at 10 points
and the least produc;tive regular workers receive six-and-a-half points.

At Tacha1 itself, 1ts tireless leader received the maximum daily

points of 11

. 8E L. Wheelwrlght and Bruce McFarlane, The Chmese
Road to Socialism (New York: Monthly Review Press, 1970), pp. 131,
188, 193; John K. Galbraith who describes it as a pecuniary reward.
system "'in- accordance with their hours of toil as modified by the
point system" is equally vague. See his China Passage (New York:
New American Library, 1973), p. 105.




This is‘fbiiowed by'tén;and-a-half points'fgf §ne of.its
strongest and hgfdest workeré, Thevlowést daily a;;ﬁt-
ment of six-and-a~half points went to a married ﬁoméﬁ who
was not so strong apd whose family obligations slightly
confiic#éa with‘hep'ﬁork,.These points ratiqgs, in effect,»
impiiééfién ﬁéy éaﬁégories’separated by hglﬁza pqintleach,
or'fivékgfé&es sepérated by aafﬁli)pointheaéh.g ‘Gehéraliy,
each workér's classification in these poinﬁéégrades |
depends on 'his-physical stréngth, technical skill, age

and experience, and political attitudes. At the meetiﬂgs;
the worker considered these in;relation:to his co-workers'
Pos§?§§i?g%pf{}he§§ and ot@erﬁaptributes the  team consi~ -

PRENN B

dered relevant. _ S
slderes e ool o0 RIS R

It,is dmportant to notethat this informal and '

participative nethod of fixing relative basic wagus takes ™"

: P PPN
edos S

9I‘gle,hnert‘;pn,ppo,.;fll—SS.reports'in&t‘ructiiiely’ from:' -
his Tachafi  visit. On the campaign to implement Tachai
nationwide, see, as examples: "Chen Yung-kuei Tours
Annhwei, Addresses Tachai Conference,® in Dailv Report
People's Republic of China (DRPRC), U.S. Pepartiient of Com-
merce, January 15, 1974: "Tachai Corn in Szechwan, " DRPRC,
January 21, 1974; "#any Model Agricultural units Appear
in Sinkiang," DRPRC, .Hay 23, 1973, ' Thred-other Chincse
periodicaLfsaurces'onuTachﬁi,I,cqnsulﬁedwextensively were'’
Union Research Service (Hong Kong)., Survey of China tHain-"

Land Press- (U.5, Consulate,. Hong Kong); Peking Review, v
especially issues Nos. 2,715, 22 of 1973, For a history of':
Tachai's: remuneration systém, sce Jonathan Unger, "'Learn
From Tachai': China's Agricultural Model,” Current

Scene: bevelopments in Mainland China (Hong Xong), Sep-

tember 7, 1971,




place in a context where. from 40.to 60 percent of the..- .
totalvwageslfundAisidis;;ibuted‘to each: community. member .-
on an equal basis independently of labor input. The.actuyal
proportion set aside for distribution. according .to the
shares of points is discussed. .1In politically advanced
teams or brigade such. as: Tachai, this proportion is. closer
to 40 than tqﬁﬁogpe;pgnt,lo , S

¥ [

The usual assessment period in the more than three

milliohztéaﬁs;;ih'a small minority of cases,:the brigddé:;-
is a month. Longer periddé, many teémsvthought, stfaiheawi
the recollections of members regarding the relative per~-
formances of their:.companions. A double record-keeping
-arrangement kept daily track of each laborer's farm, tasks
and ;héir re§pec§ive duration. . fhe team's or squad's W.
record?keepe; entered such information in its book. .On the

worker's own booklet, he did the same and stamped it.for

[
VSR ANI

""loThis important information is reported among others
by Jack Chen, who spent a year in a commune in 1969-70 and
returned again in 1972. He writes: ™“The Party and People's
Government recommended that 60 percent of that {distribu-
tion] fund should be divided equally among all-members ..."
Two years earlier, however, he observed that other teams
may have allotted only 40 percent for equal distribution.
See his A Year in Upper Felicit (New York: Macmillan
Publishing Co.’; pp. 158. R S
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the worker's benefit and.own. record, A day's-entry on -
February 18, 1975 might read:. Digging irrigation ditches,
half-a=-day; ridged a field, palf:a-daf; and §0 on. The
types of work done,.each day and their duration gave some -
inkling of tiae: amount of work done. .. The evaluation
agsemblies then implicitly or.explicitly gavesa judgment on
the quality of the work done whéﬁfit.fixes points to each
person. The number of days recorded multiplied by the
worker's day réfé i% points y1eldedvh15 salé;;;for the
month, quartér, orlyear in questlon.'hh B
i TR e i

1w, One. would suppose that.at these meetings, team mem-
bers.implicitly ranked themselves and others according to
a peggggyed?hierarghyiof capability, since payment according
to work:was given:a -large weight:in that portionyof.the
yﬂgenﬁund4meant-forLWkavpcints distribution. Well-known -
keyymen: and key;jobs. provided the standard of compaxrison.ow
Those judged{informally as the most able took the highest
~allowed daily base rates in terms of pointgl.mfgégéwlﬁpizlv
citly Judged as tﬁe next most capable Set df personS‘j:%#Q
recelved slightiy less p01nts.' The least ‘capable’ members
of the regular erk force theu recelved the smaliest (day’

Os uc

rate 6r badesrata The money~value of a- 901nt 15 knbwn u“

PR

and .given when the year's wage fund set aside for points




is divided by the total number”of,pointsiof.the.whg}g;tegm
or brigade. Notice thégug-gené;éﬁé team that gives too
many high daily wages in terms of points to those at the
lower gradés causes the moﬁetary'valué of the point to fall
and causes’ ‘income to be redistributed from the most capable
to the 'less advantaged. Notlce too, that the laborer |
is paid for his tine, without try1ng to count his Spec1f1c'
outputs directly. ' This contrasts with the old p01nts ”
plan that used points to pay workers directly for their

measured output.

_Becausepthe;e is no direct relationship between. iy
pieces of .output and wage under a day rate payments scheme,
it has a lower material incentive value than piecerate., .
of courSe higher productivity is rewarded, too, under a . .
time payments scheme but these take the form of merit .,
raise§!(implicit1y given in the periodic assemblies). It
is usually smaly,:uncertain, and not proportional to the.
differences'injrelative efficiencies among workers. The
same goesqféf promotions, which is still another form of
reward under the base rate payments, Thus the switch away
from the old piecework points system, to be descrlbed

shortly, was a 51gn1f1cant move away from prlvate monetary

o

incent IVGS .
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variations’ Under the New P01nts System

> . . . ,
. S S
IR TR A R S R o S SR S s NSV ¥yt o (RS R Frid ‘

In some.teams,.workers keep their daily work-records
omﬁscreps”ofﬁpaper,, In;others where the:degree-of:itrust o
and, conscipuysness are high, only:oefficial records~are:kept.

and evqlugpioggmeggings take place at!lemger . intervdlss t o

reportsjgﬂgqvmrragrqns under the mew:points system. -He: 7.~
writes. of 4m§egm¢ghatgbreaks.up,iﬁt@;foun;groups; twoli oot
composed of men, two of women, after all the members make .
their own assessments at the full assembly. The flrst male

group cr1t1c1ze the self- assessments of the other group

ofwxéhf “The "women' s groups do 11kew1se.v Then all four

ni 6y

groups submlt reports to a prcv1ously elected small.group“

representlng a cross sectlon of the team.b Thisfeleetcd

dlscu551on group sets the f1na1 array of member p01nts‘ahdb
reports them'at another full meetlng of the tean. Hefé”“‘f
exemplary memoerswero prelsedﬂvamd'those~whose p01nts‘ere‘;h
reduced are told why - In %hesejmeetln;thhe tean s‘rééé}i ’
keepgr may read:crltlcal or 1audetor;‘%ommehts he has4edded
to'the members' da11y record e Srrlilmmorherxsilggtz o

N : g Y
b Ld o A< S U1 RSN e I H O N

1o ddNevinies Maxwell, "Peoplé's’ Commuhds? Notes oh' a'

F1e1d Trlp, June-July 1“73 " (Unpublished draft)yr‘.

[SRr s RN S A




variqtionkprgqpised by_somewpeams%is to give points to .each
person ahead of each month.. Ihgaﬁteam then re-evaluates ..

each laborer at the end of the nonth to see how they fared.
and to see whether their points need readjustments., ..

}‘A miﬂdrif& of comhﬁﬁes;ﬂhowever; use poihts thatéﬁ
resemble the pre-1967 piecework points. Joan Robinson
writes about this in these words: "The old system, a k1nd
of Job evaluatlon, is still in use in’ some areas. A p01nts-
prlce is set on each task say so much for weedlng a mou
of paddy, so much for picking ten catties of cotton."

She tells us that even in éd§anced'c0mmunes, whiéﬁ'ﬁse
the method of fixing pointé on each person by mass dis-
cussion, these "use a points-price for Epecial jobs,‘éucﬁ*}
as Building or driving carts. Thesé work out as sl1ght1y
more remuneratlve than ordlnary agrlcultural tasks.A
...the most exactlng have to be given to the best workers,
who have’ the hrghest marks. Thus there is some element of
12

job éValhation’even in the most advanced system."

. The passage above obscures two distinct ideas:

fixing points on specific jobs, which is not piecework

12See her cited work, p. 7.
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‘payment. .but job:evaluatien, .and fixing. peints on eachi .«
output of specific;jobs, which canverts points-into ar s -
Pigcerate system. Givingcpoints to jobs isistill setting
base rates, whichrare time rates of ‘pay givenrfor a o3

worker's time regardless of output. In the end whether

" . - K
5451 REAS =

p01nts are flxed to the JOb or flxed to the man does not
foe i ooy Bornd aoivssnany VoBL-atg L0 LamIe or
matter much Jack Chen who spent a year with a brlgade in
) . Sy D Lot G E B

1969-70 also suggests thlS when he wrltes. "Other com-

munes I heard of had the systen of work po1nts flxed to»

Iat ’:~ EAR R SENEN '

the JOb and not to the man. In these cases each JOb had
o £t r{"ﬂ Rl L0 i e (' Vit o

its work- p01nt tag flxed by common agreement and anyone )

Piw

who dld that 3oh would get that number of work p01nts.

of course, 1f he d1d 1t badiywhr took;too long dogng it he
wouid‘get lessjwork p01nts for thb day." Chenxhotea“that
thf§l§§§£éﬁ"w;§ more compllcated and led to a lot more
dlscu551on but "thlo system led to'anlaveraéevable‘bodled
P EATOW G oud st o il ot 0F wu SR ”‘"JI3

commune member earnlng around ten work p01nts a day, coe
_L(x Fi Ge (; Sy TR TR N

The appeal of this p01nts evaluatlon lay probably in its

1 T ;
L P fuN GG P B (SR

tendency to stretch the spread‘in the'work -points allotted

by several, aboye ten. - And it, probably:gave; members; in some

ALW TG 00 Aoidv L 2on 0 wEYiownge so Lnroqg uiLlxlit
13 . . '
See his cited work, p. 163. e
S

froaw L 3ro vod

* o Ll
'
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teams a greater sense of certainty about “their work=poiiits

allotments.

In practise, the two methods of fixing points on tﬁ%
man and on the job respectivély seem to have been mixed
together and led to comparable general results at the
periodic wage-setting assemblies, as'thé’quéiation from
Joan Robinson and Jack Chen suggestfﬁ‘Awiééent official
account is consistent ‘with this view: "At the end of tﬁé‘
year members receive amdunts based on the ﬁﬁmbér:ofyﬁorﬁ;l
points .. they earn. ‘After thofoughfdiSEﬂssidﬂgZbyrfhe‘
members, these are awafded'éccording“tdmtﬁé ambﬁ:t and
type of job, the quality of the labour and the members'
attitude towards collective production.“14’“in regé}d tol‘
the use of direct pietework-léﬁ"many poiﬁ%§~f6r ﬁeéding é
mou of paddy’ soimany points for pickiné tén‘catf};s bf
cotton--its use does not seem to be widespread and it pro-“
bably-iS“subjeci}toﬂopén’eiaminétibﬁ and'ﬁodifiéafidh ééll‘
the .public evaluation meetings. EVen if so ﬁanyypoints:éréd‘
fixed . for wééding a mou of paddy, that piecerate is modified
when members of a~squéd"Workiﬁggfhé:paddyhtoééther break

+

it down among themselves by discussion.

14Ouoted from "China at Work,'" a special magazine
published by the Society for Anglo-Chinese Understanding,
London, 1975, p. 7.



' The Old Points System .

The essence, on the other hand, of the Old;ﬁééémm
eYﬁlugtipgiqéféu%QTChipesﬁuﬁgf}FQ};Ptﬁgfor most..of the
1960s was its piecerate charagtex. . .Qne way of using points.
to set piecerates was by direct; assignment of points, on,,
units 0‘--‘f""’lgr‘i‘:ult'u“‘1-‘ﬁ“"iI)llt‘:---;T}}.us.‘pil:i,ng.(stalks. Antg.oiqag

haysﬁgcks of the convent10na1 Size may. carry a price of ..,0

'r n

4 ppints per 100 catties; drying grain in the sun, .8 .,

points per 100 cattjes; keeping a pullock,. 19 points, ex

THEOY

day. One llmltatlon,of pleceratlng 1s that ‘many. jobs--

ael

taing

especxally those of an, 1nd1rect and staff nature--did nof,. ..

Vel \(AIL_L

have easily countable gutputs that could be priced with

poinps.‘ These were: given base rates, of, pay, and that pros,.

R JHYOS : I

duced tens1on becﬂ se _man workers d1d Jhot make as. much s

V{14 cHIT e

money as those on plecew?fg ,Special bonuses werg, designed.

to_m@kequpa$9riﬁhesq and we may view the, special bopus ., ..

scheyes as. fg{ther attempts at. plecework payments, whose
4‘ 5 .

esgence is payment by results.  Consequently,. innovations,.: .
G AR RV Rl (N LET f N M S A S RN I SR RIS S S R R A Fe
£95#; Feduction, quality, safety improvements, and, so on,

gave such persons added material 1ncent1ves. In,addition,

A ";’H;

there was a bonus for teamffygfgllmeggl?deOtIp%%gf coreh o+
Cov ot et mort boszout'
~oluas et o0l o3 yd oo Lldng

N AN obaold




1.~ {Charles Hoffmann, whese most recént book on ‘the
Chinese worker skates on the ‘surface of the new ﬁbinf§ ;
system, relates a more sophisticated method of setting
piecerates in the old arrangements. A four-to-seéven grade
scale reminiscent of the seven-to-eight grade scale in
sl Oh
iﬁdhétry was used to classify commune workers, e
For each full day's stint, there are a speci-
fic number of work-points for workers of
different grades, ranging, say, from 4 to 10
points (7 grades). In other words, the lowest
grade farmer receives 4 points and the highest
grade 10 points for performing a ten-hour :
day's.work regardless of quantity of output.
Having thus set each persons base rates, which are the .
actual job pay rates in the absence of piecework, supervi-
sory staff could now set piecerates with greater precision
than by the direct assignment of points per piece noted
preﬁiously;,' Suppose that a day's base pay for a team
carpenter is teﬁ‘points. The team leader or his technical
expert or both decide that a reasonable standard output
for our éérpenter in a particular job is five tables a day..
Then the piecerate is obtained by simple division of ten
points by 5 tables. Those who produced above their

standard quota often Teceived rising piecerates.. For above-

“d T R I

o



norm payments~and overtime, however, only 10 percent of
total basg wages were set aside.15
SRR

Comparison witthoints under Capitalism

Gi i i
A most popular Amerlcan p01nts method of evaluatlng

/

the many ultlmate jobs found 1n51de the factory comcs to

mind atithis point. Some comparlsons with the old and new
G Ao S e
p01nts plans in' Chinese agrlculture would fully clarlfy

~

(

our dlscu551on. The aim. of Job evaluatlon 1n all ‘modern

or

complex ecqnomles is, after all -the same: 1mputat10n of

base wages onto the multitude of Spec1f1c JObS 1ns1de the

_,...

enterprlse. The old points scneme 1n Ch1nese agrlculture

T

resembles the various Amer1can p01nts plans wh1ch are

s J,}Q vt IR N
formal with elaborate proccdures and rules Both are
s on oo ifq ¢ ~
authorltarlan or nonpart1c1pat1ve methods of estab11sh1ng
mr 1o vr«) VL sy . RN o W RPN o

wage dlfferentlals among workers. A management staff
. Y ‘
draws up the evaluatlon plan, superv1sors c1a551fy workers
1nto the varlous wage grades and categor1es, they 5158‘”
iadmlnlster the perxodlc merlt ratlng evaluat;on as tlmc(”

RS SO AR T i eI et »o RS ST Sl Fbend

Lol o e o) Ao ST
Charles Hoffmann, Work Incentlves Practlses and
‘Policies in the:People!s./Republic.ofr Ay | i
any: State nlver51ty of New Yor ress, 1967 p. 48
His most recent book on the subject is The Chinese Worker
(Albany, N.Y,: State University of New York Press, 1974).

15,




goes by winose main purpose is to place a worker in the
range of pay allowed for his classification. Another aim
of merit evaluation is the eventual promotion of an employee

to a higher grade.

 Why do firms operating in markets, bother with elabo-
rate and necessarily imprecise job evaluation schemes?
The main reason is that market supply and demand does not
provide the enterprise with a completely specific structure
of wages for its scores of specific jobs., There are no
specific supply. surves, for instance, for specializations
such.as for automatic.screw machine operator, grade A, and
for washer assembly ;stockmen. Supply and demand forces
set wages for byoad occupational groups of workers. Large
and medium companies hire persons in these broad groupings,
then traln and promote them to its scores of ultimate jobs.
Job evaluatlon 1n a market economy is, however, casier
because market prlces for broadroccupatlonal groups of
workers set guldellnes. Management then devises its eva-
luation plan and presents it to workers as fair on that
account. Thus in market societies, the eternal wage-conflict
?%sisﬁbﬁefged?undeffexternally'impoéed“and:ppweifoljégrce§;4
SEE 0 T . : .
of su§?;y'and‘demané, which,domipate;theﬂfi:mwe,principieaf

[ . . T o0



of equity. In China, where 1live labor markets as we Kknow
them are absent, the asSignment of fair wages on jobs
and men is more difficult and singularly interesting thereby.
By far the most 1mportant method of job evaluatlon
in' the United Statcs is the p01nts system, of which fhe(
National Metal Trades Association's (NMTA) points plan is.,
the pace-setter. The NMTA points system prices ultimate _
jobs by measuring the amount of each.defined degree of 11
factors dee@qdwimportant for therob"gFor.example, the
g§%§g§§}minimum level of :education associated with-a spe--
«éifighjqb>isAapbitranily given .70 points as compared to
‘ 503@9§n§§3§9rfphxsical effort, .110 points for gﬁperiana,q,
5?11p°1nts'f°r the most adversg, working conditions; -and -,.

so on. 10 |

i}f}if}’,)f’ . SON Pt e s Pdd- i :
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After each job ‘has been so assigned a p01nt$ total

RN
Lo

j&%ﬁ“ﬁith*mihér”pdint”differences are grouped”ihtouhlébof’

o

rades" hnd COrres ondingly assigned matcnln monetafy
p gly g 8

‘!' hEE ESEe R

base rates of pay. ""Buf the base rates are stated as a
[ A ER SN HECT VRPN B FERRE VRS STy e B SRS i AT R BROETES
ST : P . SO

From Franklin 6. Moore, Manufacturln Mana ement.
Fifth Editjon (Homewood, J11.: Richard D.. Trwin) 5 Po A6
A good introduction to JOb evaluation practises in the
; United States is Leonard R. Burgess, B Wages, and .Salary.. .,
" ‘Administration in a Dynamic Economy (New ork? 1arcourt,

Bragce, and World, Ingc., AB63). L i
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range of pay to leave room for the less formal or less .
fgbjective" process of merit evaluation. - Job. evaluation
apﬁraisesujop conteﬁ;skimpexsonaily while merit evaluation
is periodically admipistered_by a worker's supervisor,
less ebjectively, for the personal attributes a man or:-
woman has shown on the job. His merit rating determines
the.ygrkerfs place in his job's range of pay and is a’ way
of'figing, S0 to speak, additional points on the person

who happens to fill a formally evaluated job. 1In the new °
pointslsystem”of\jqb evaluation in Chinese agriculture, "
each:pqintsjto;al is equal to a-unique monetary value "’
unknown ahead of the team's yearly sales. Moreovér, a
member‘does.ngt know_ exactly how many points he will
receive from the periodic group evaluation meetings. ° The
team member thus receives a kind of variable salary,

Participative Job Evaluation .-

The essence ‘of the new p01nts system appears to Be
its administration by workers and superv1sory staff on an
equal basis. No longer did supervisors and techn1ca1 B
expertS‘alone admlnister JOb and merit evaluation but all:

...L -

members of: the collective enterprlse 1nc1ud1ng ‘the- former..ﬁ

- T [
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In so. decentraljzing this aspect of enterprise administra-
tion,;mgny;problems~thgt plagued the old poiats system were
reduced, if not eliminated. . For example, resentments
again;;_lea@g;g and their assistants diminished as; a, result
of worker participation in the. job and merit evalyations,.
In }@e;p;d;pgi§;§Asystem,wlgaders and their ssistants
usually assigned the work-points even to themselves, and .
by»thegg}asgggnéd tasks they also affected points distri-
buﬁgpnszDyring,the mini-Cultural Revolutien pof late 19625,
1965 c§}}§g?}9§ Socialist Education movement, reminiscent, =
of thevgyggegg_oneugallgd_the movement to ¢riticize Con»
fucius and, Lin _Piao, team leaders were often criticized for
over-grading themselves.and for conspicyous ¢gnsumption,
and for misappropriation of funds. To,combat, such abyses,
new party regulations stipulated that,"The work-poipt.
bonuses fo} brigade and production team cadres should in
general be one'per cent, and shog%d not exceed two per cent

of the total work-points, and should moreover be awarded

through méssﬁﬂiSEuésion'éﬁd”hgréément .. e see here

e

17Charges against cadre corruption are found in
officialiand party. documents translated: in Rural People's.
Communes_in Lien-Chiang. Edited by C.S. Chen (Stanford:
oover Institution Press;:1969);. pp..109-10, pp: 1215128,
120.




the beginnings-of:a new participative method of fixing -
points flexibly on each person or. job or both and which:

Tachai ripened.and spread: €A March.1966 PeopletsiDailyrsrr

report by Tachai. leader Chen:Yung-kuei publicized this
public assessment ofcworkers, and presumably "in response
to:appeals ‘by:-thenauthorities to spread the Tachai spirit, -~
this system was widely adopted in communes by the end of ' ¢
1966:"'18) 1. The  combining -of job and merit evaluation in

the newiopeniand: informal periodic:dvaluation not only: ioj
saved large administrative costs -incurred by the old formalr
gradingiof:men and their tasks. "It also provided:a high-.
trustclimate inside the enterprise and thereby encouraged . :
high-trust productive activities. Most ‘sociologists

would probably say that the.consequent reduction of inequity

and hierarchy-raised levels of~group cooperation..

There is a éiStinC£iVé:ﬁféé£ise in the Chinese
collective for*whiCh”the new points system seems well-
suiteds: WeiTecall from our popular knowledge of the instis .
tutions%seb&uphﬁy the CulturaliRevolution.the attack-on . |
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Chlna TOplCS (London), Apr11 28 1970, p 11
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over-specialization of :jobs, work Schemes t6 bridge the

gap between mental and manual labor, and Work sharing
arrangements ithat allowed workers -to participate in mana-
gerial tasks -and managers -and staff to swdat on the shop
floor., . On the farm:during the offaséaSons ‘many found them-
selves in other team-financed activities ‘unrelated 'to their
usual jobs. Workers and cadres found themséliies Sharing
and enlarging itheir jobs and so WOrkih§7bﬁ%*bf”{%adifiodéf‘i
job classifications on which they were originally ratéd’
and.paid. Traditional criteria of occupati6hal’ grading ™~
for. determining/relative wages thus lost much of theéir
traditional significahce. -This redistributioh of 6ccupa-
tional status-and job tasks-inside the enterpPisé contrasts
with the old, or with market Societies, both of which
stressedrspeqialization and“professional occupational

ranklngs as the ma1n deternlnant of wages.

-Howgth@nJsem«pay?differentials“for'ﬁérSOﬁs in more -
than .one jnﬁ?<=Th@minformdl'gra&iﬁg”sysfém'héiﬁgd solve
this problem.: At the ievaluation meetings, individuals
were in effect classified not so much on the basis of -
trad1t10na1 occupat10na1 Spec1a11zat10ns but on’the ba51s

Y IO L i (o AT
of a h1erarchy of individual capablllty. Workers, in effect,




graded themselves and their peers:and -their superV1sors in
i

a rank order of productive ab111ty Capab111ty or ablxlty

is, surely, many 51ded with a plethora of components.

Sy o . i

But like houses and cars on a scale of amenlty, men can‘be
ranked on the ba51s of thelr relatlve capabllltles 1nde-'
pendently of paye. When the group accepts or adJusts a
worker's p01nts on a glven scale from 6. 5 to 10, let usv
say, it 1mp11c1t1y ranks the laborer s in an order of
ascendlng capabllltles.' Relatlve wages on the farm conform
on the average to th1s rank order.' ThlS is the 11m1ted
sense in which the official claim about dlstrlbutlon
according to work dominates. The official claim thatqeay
follows the hierarchy of work has' this sensé of:truth to it.
Note that‘distributionsaCCOrding to work (6r productivity)
is an expression of a-market fotrcéi:- But markeét forces
cqver;a;broa@er range -since they ‘alsovinclude distribution

according to}luck_as.Jencks document§;19 Do

[

19See Christopher Jencks.:and. assoc1ates, “Inequality
(New York: Harper and Row, 1973),

o




What Criteria Are Given Points? ' = i o LBl

e

Slnce anythlng can be evaluated w1th ‘any arbltrary
Py e * ",!

scale of p01nts and W1th any set of factors, so can Jobs ox

it IR i

persons. To transform an authorltarlan formal p01nts

EEVESIA S

system 1nto another ‘you change the criteria evaluated or..

their relatlve weights or both. The other way of trans-

forming such a points system of evaluation into a new.one

is to change its bureaucratlc admlnlstratlon to a partici-
MY

patory one. The Chinese made both sets;of changes_and‘ ,
thereby caused fundamental breaks.with the pre-1966 wage

system.

. L . T
i N RECAEES B

Skill, strefigth, years of ‘éxperience, intensftY"of
work were the matm)criteria used'in ‘the 1961-65 périod.

The Cultuyral Revigldtion addeéd back ‘€6 this 1i§t two that

figured ‘importantly during the freat Leap period: political -

consciousness and relative fieed! 'Of the two, 'political”’
consciousness is harder to pin down. After searching
widely in China for the Chinese understanding of political

consciousness, Mehnert wrote that it meant placing the collective.

20

well-being ahead of individual interest. After poring

2OMeh‘mer‘tT op.icit. p. 71 .I
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biliman, Quezon City

over thé ‘Chinesé préss in‘“search of its méafiing, this =~ =
writer agrees, ”Cheﬁ}Ydﬁéjku%ij Tdchai's party secretary’
until ¥974 ‘and PS1itbiro méfiber since "'mid=1973; Stressed
this meaning‘of p613tidal "Consciousiiess 'ifi his wide-ranging
efforts“to"in¥till Tachai*s worK ethi¢ fidtiofiwide. Indéed? i
the uticeasing"§trugglé againdt what the ChineSe cill the
inegalitafian 'capitalist spirit of individual self-interest -
caused 'Tachai to' abanddfi private flo¥s since 1963. Ité
members “Wworked TMainly in collective’1abor. '"Workifg cons=i'
ciéhtiSqu& to thé best of'their' abilities; meémbers”’ i'7
assignéd 'thémselvés t6 their various tasks and:ne' longer © '~
ignored cliores 'that weré éither unassigned or 'used ‘to éarry'”
a small‘numbe¥ of “points.  And they often contributed:
overtime ‘work:. 'Detailed reporting, inspeé¢tion and super-
visién?wefé*C6nSeqﬁently drastically'i‘edﬁce’d;z1

No one knq&s\the exteﬁ&?tqﬁhiéh Ehg fé%?é}‘péxpgnt

WY

of regular overtime has been eliminated. Press and visitors'

reports point to*its'wideSpread formal abolition] although
i oty UER IR A S EEVE TS P IS

PR oy i e TR Y - ¢
CEELE Df oy O, SR
q . . 4 % i " M N “r . .,
RERIST) s bty 14 A O L L

21Chen Yung-kuei, "Put the Thought of Mao Tse-tung
in Command and Improve Labor Management," . Nung—yethh%sshuwl
(Agricultural Techniques), June 13, 1967, in  Survey o
China Mainland Mhgazines, No.. 6007 T T R
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there aggﬁocqggignal .reports that some.commumes.still, ...
pay reguylar ov§n§iﬂeidirect1y_and stilk follow the old. ;-
piece-work.points system, . ;It probably matters:little to - .
wiat extent the .formal payment.of overtime was abolished .
just as it matters little to what extent;ability has beeny;
downgyaded by the stress on political comsciousngss, . Fhe ..
point wWorth ;remembering is that pelitical ,onsciousness.. -
was manifested chiefly by rincreasing one's ability at the.
workplace .jncluding overtime. Thus the payment for regular.-
overtime was merely disguised ;and made .ipdirgct. The¢chreak
with(gﬁﬁdgast is, negvertheless, real ;since the.pew impliGit
payment .forx overtime chores -was not guaranteed or paidqqﬂ;?
soon after the chore was accomplished. As we know, thase.
are.h@}&marksAof:q rgal;ovgggime_payments system.,. This ..,
remark applies as well to a special or extraordinary kind . -
of overtime work. Jan Myrdal and Gun Kessle tell us that

thls was recorded and rewardcd /22
- e N O R P N RV SRR §3 PR
The annual meeting, had made a decision that,

in pr1nc1p1e, no one should earn more than

one day's pay ... to prevent the piecework

system from creeping in again by the back door.

RS L T S di Q..i"st'?“*f"’
S i Ti7 ".i‘.L:;Z;J ”"(n('ii' G RVENRR SO i 47-‘ Nt
‘: ' i {1 nJ‘ .
22Jan~Myrdal and Gun - % ' China: The Revoluthg

Continued (New York: Random | ouse, 197ﬁﬁ-p. 104, e




At the same time it was regarded as. self-evident_
-+ that those who worked overtime during the nights
at the threshing machine ought to receive, some

sort of ‘compensation. -

Arthur Galston who also lived in a commyne wrote .an -

IR RE RIS H 23
n the same subjccpﬁJh,_

i

informative paragraph
. . [EETS L ! .

RN PR

-++ individuals ... volunteered repeatedly for
extra duty to benefit the group. An example is
the chore of arising in the middle of the night

~after a full day's work ... to operate the irri-
gation system .,. . Such outstanding service :

was recognized at the time of allocating

work-points to groups and workers,- not only,in ..

Ve

the approbation of the group, but in extra
monetary returns. Yet such labor did not yield -

.. returns proportionatéito-the ‘extra effort
involved, nor was the reward assured.

+ Noone knows what the ‘precise relative weights of

the various, factors specified above are in the average

brigadeﬁan&rtmam.‘Hlnfﬁact~it’§aries émong teams and bri-

gades.; i The:dinformal participatory ‘administration of the

new points.system'necessarily decentralized and weakened

i oy
[N ’
.

the enforcement: of centralized valugé“éhd procedures

It probably does not matter ﬁhethefﬂﬁrigédes and teams

1

iy

i

i
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gave points for political attitudes unrelated to producti-""
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- 23prthur Galston, Daily Life in People's Ching . " "
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vity. What is moxe 1mportant is whether the new points
LTI ; Al

were dlstrlbuted;w1th1n the narrcw 11m1ts centrallzed
policy demanded. They seem to have been since the usual
range of. points: given;per day ito, regular members: of the'
labor-force reporxed,byntravellers variedrdnr practise from

8 to 10.5,

o g tufdujuwa,y
.

.» In some brlgades and}teams the p01nts range sllghtly

above that to 13 but then the upward druft of tne effectlve
mlnlmum{p@ants may fully ori. partladly offset 1t. In many
. X !
places;,., 1n fagt,,the effectlve range- between max1mum and
Frotis poriye o AR TSN RER S, &

minimum was smaliler than polltlcally allowableb..To save

time and av01d resentment, some teams and br1gades divided

o= xr
p01nts eqUally among themselves.

g AN EORE a0 0¥
An 1tem 1n the Peogle S
T CTCG s BRULTRY it
Daily of Fehruary 23 1970 condemned such practlses for
.\’1( fopre o fr PR REIi W L L
any reasons. But thlS t1rade, one should note, was "a1med
Rty fi4 SU AR I IR B S S T NN i SO Zoka
at the supporters of tne more extreme version of the Tachal
N S S e i

[ T
system undér whlch everyone gets the same reward regard-

.'sz‘”ll i} ";:.lg()(.f_": i
less of hxs contrlbutlon."24 It is easy to add such press

Bl
- NP RPN PR i e F oy . R .
FIS I A '.J', G X'. l i S SRR SRR R A FERES ]\. i i

~or 0 28chigha Topicd) Aprili28,°1970, p. 11. 'Charigd '3
Bettelheim regards the slight shift to the right as a
reaction to the ultra-leftist egalitarians.. See-his.Cultu-
ral Revolution and Industrial Organization_in China: (New
York: Monthity ‘Review, 19747.:!Rona1d ‘Berger, 'the ﬁoted
visitor and w¥iter on Chihd, told me on: February 17571975 )
that the group bonus proportionately given to everyone that
was still practised by some enterprises may have finally
been abolished in the current campaign.




reports to occasional news about tie use of plecework

and group bonuses here and there in atyolcal cases in order
to write that the pre-Cultural Revolutlon balance between
collective moral incentives ‘and prlvate monetary ones'

was: approx1mate1y or nearly restored But such an 1nter-
pretation is not justified by thls writer's readdng of ;‘
the Chinese press and radio and other per1od1cals. No
.doubt .when the  current mini-Cultural Revolutlon almed at

';~.: PR

deepening ‘collective moral incentives d1es down there o
:will be a'slight swinging back of ‘the proverb1a1 penddddni
as it ‘enters:a period of relaxation. But that does not o
mean. that the pendulum’ will sw1ng most of the way back

or even half of the way.

To Each His Need i

I rooind
1

The group evaluatlon and dlstribUtlon of p01nts
1mparted a s;gnlflcant egalltarlan blas 'to wages " What
indications do-we have of this? Mehnert reports . the con-
tinuing h1gh number of points glven to aged farmers in

the face of declining strength and output Myrdal and

Kessle report equally from a fortnight spent at a brigade



. "'"’”30- -

in lapgﬂ;QQQ?%?-ﬂAt,Tachai the. same applied. . Gakstonw - -~
noted the same higp.regard-for the needs. of the aged;%ﬁiiﬁ
Thatjgfggp“iyaluation leads to .a narrower spread: in :

wages another set of observations furtherisuggests. I
ref?{@}? ghéiggpyjreports,of ab1eprrker5 and; cadres :who- *
underestimate their p??iodic-shareupf;pgints,?7u.c1ose1y e
related £?;Fhi§gis,theEnelativelyahighenpineidencesoffﬁheﬂf
raiging qf s§1f=a§ggsseq,pointsHa;;thenavaluationﬁmeetings;
James Tobinfg_repgrﬂnotes; "The scores.are publicly -
determined at meetings once a month, :«Bach peasant 'suggests
his own score, and his suggestion usually-prevails without:
dissenp}_§SQmetimes his colleagues argue that his score
should be higher. Less frequently, we were told, ‘they try

to persuade him it should be lower.'" He notes, too,

2SThey observed that an old man was "allocated a
. considerably:greater number of work-points’... than if
only his physical strength or the actual job he was doing .
were taken inte account.” Mytdal and Kessle, p. 104." )
f.‘:.f ISR o g \ Tj S A . SEEER N }
26ga1ston, ‘p. 103. ,
27 ey }}- Y AR ) d ot o
See, €.8., Unger, p. 8. .
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2 > visited near Shangbaitdth@21%$
in latev1969.:> “At Tachai the 'V 28'. RO R

to be about 11 " In _Spite
noted the same high regard for

Lllng of 13 p01nts that

That group -evaluation:leads t¢ e
this gverage. suggests a
wages another set: of observata" N N
‘arian.income distribution. .
refer to the many reports ofva =~ " A R R
¢ visited, the strongest
underestimate their periodicis =~ °° AR TR
'cgnt more than the weaker4
related to>this is the relativ v LIEd
1Y 1n -my op1n10n that
raising .of seif<assessed point ‘ e T
.otal wage, fund 15 dlstrlbuted
JameSuTabin!sureporknotes:.‘"T ) B i
. Andﬁ§yppp§§ copservatlvely ,
determined 4t .meetings .once a - : ' f

hest points- paid team _super-
his own score, and his suggest

er is 2 to. 1. 'Then overall,
dissent: ! Sometimes his collea’ D A
T€ as an approx1mate and
should be higher. Less freque :
xtent of 1n;ome 1nequa11ty
to persuade him it should be 1 f

farm today.‘ The size dlstrl-

I 7

ome. 1s of course more equal

25They observed that
considerabtly greéater number

ggig giiegh{iigéicizﬁﬁﬂgﬁh a;fembers receives the lowest

a%y concentrated around the

A i
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See,(e g.,”Unger, P '1 fficial ‘and-visitors !
of of ‘points ‘that cover thé ' -
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romy of China: A Tourist's
1973, p. 27.



tellingly: "In the commune we visited near Snanghai, th‘«“”
average daily score was, said 10 be about 11 "28_ In splte

of a rather unusually high celllng of 13 p01nts that‘l NN

could be given in. this commung, . thls gverage suggests a .
NS i IERN
substantial , Mmove. toward egalltar}an 1ncome dlstrlbutlon.

s T
j HEER S

Tobln_adds ; ~In_the commune we v151ted the strongest

IR

and best workers earned 40, Percent more than the weakeri

s N
. A_‘).(g e

members., " ,Supgpse”realretgca}}x, infmy oplnlon that

SR

roughly- fifty percent of&t§?¢F9t91 wage, fund 1s dlstrlbuted ]

|

equally to;eaghppeasantrworke;fv AndﬂspppO§e conservatlvelyf
that the ratio betweeqqthe,plghest p01nts pald team super-
visor and the lowest paid, farmer is 2 to 1. rThen overall,
we get_Tobancsu4O per;ent flgure as an approx1mate and |

rough. 1nd1cator 9of the, small extent of 1ncome 1nequa11ty

{

inside the. Chinese, cpllect1ve farm today.‘ The 51ze dlStrl-‘

bution of jintra- opllectrve 1ncome 1s of course ‘more equal

since most workers .are probably concentrated around the

BN It

average andéverypfew regular members recelves the lowest
Kol %
and hlghest,SCOres,.,_ G ‘ A
4 RO R RS R L S : f;i s [T
F

Judglng from the ‘occasional’ ‘Offidial ‘and visitors' A

reports, the effectlve spread of df" p01nts ‘that ‘cover thé i«
SR TR PRRTEnns duag s YRR Shie B e b
' I T S b RSN N Re VYT

28James Tobin, "The Economy of China: A Tourist's
View," Challenge, March- -April 1973, p, 27.



adult, regular work force’varies from about 8 and 10. 516f(

withiniany 2,5 spread. "That narrow spread,’ with a h1gh
concentration dround the avérage can ‘be éipléiﬁedwaffhe
egalitarian'pﬁinciple*6f3di§triﬁﬁfibﬁ acécording to need.
Grant that much of thé”éxiﬁfiﬁg>dVéraifwﬁﬁf differences
really 'just compensaté “workers' greéater eeds 'to réﬁiécé.
relatively larger ‘expenditures of physiéﬁii‘méﬁfgiﬁiéﬁd
nervous energy in more difficult, unpleasant or’ dangerouga
jobsiAdd to these replacément needs the 1oss of real income
in the most preferred alternative employment occasioned

by theilong periodiof training: for féCHhicaily difficult
proféssions. Intuitive and a pfiori notions of common
justice'rsuggest that'a differéfitial payment for thls 1ast
real sacrifice is also in théjﬁatu¥e of ‘an equallzlng pay-m
ment-because workers: need such'a pé& dlfferentlal to ralse:‘:’{i

theiri stupply of skills to the'so&ially needed’ levels.]

3

The offic¢ial ideology describes!fﬁé”éﬁriéulfﬁféi”Wagé”
system?as socidlist since it présefvés ‘the market-like
criterion of péy based on quantity and qualit? of &ka:{f
An qu%;axLgscgﬁ§t?p%pterpretatioq)sgeggﬁto¢pe that the
collective is ggxqrgg?ﬁby the}pr%g;ig%eu%fj"ﬁgqm each . .
accordiné to his ability, to each accbrding to his need."

LT FEE S PO
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Need here should be defined, of course, in the broad
: R L P s P T [T S VL §

realistic way p;oppsegxgboygf The e;ﬁqul pringip}?;qﬁbvw
nto.eaghvacgordingﬁtghhi§pneed" shouldy;herefo§§)pg traps:;
lated tovmcan_ﬁtg,gachsagcprding,tp his comparative jusp,‘
needs.'": I ipsert,thgfethical concept in thewpreceding}
phrase to ruie out morally vaiqug friyolpushneeds,tgt cost
to others;,stqwguld;thQn scorn a person's assumgd:negd

for gourmet foods or a second car,whgnvsqmgjpf_hi§_gofﬂﬂ._ﬁ.
workers barg}y;su;vive, The egali;a;iag ;;itgrioq qf&‘
relat@ye_justfnegds_thusixejgcps:it§_g§o;1assipal ecpnqmic
interprggaﬁion in terms of the gispr;pggiqnvgf igcqmg_ip_
such a way that the marginal utility 9f,the;1ast yuan is_
the same .for everyone. Thatfintergxgtatipn, 1ike John_
Rawls' much- dlscussed /but much more vague pr1nc1p1e of

just dlstrlbhtlon (1nequa11ty only 1f it helps the least |

advantaged), is conslstent with a reglme of a. few m11110n-‘w

aires on the -ong hand, andjalfracglgn of gggt for others.

¥
4

Markeths,‘Coliectivebquces and Pay

Our‘contentlon that polltlcally 1mposed and’stifutated

forces of Justlce ‘determiné to a large extent the intra={f

ata

collective pay" hiera%chy;seéms to' contradict” an éarlier




statement that claimed it to reflect the hierarchy of

. : ' LS . . ] . . .
individual capabilities. No contradiction, however, exists

between thfehmoral principle of just distribution and the

view that income is dlstrlbuted accordlng to relative just
needs. The two otherw1se confllctlng pr1nc1p1es are

reconc1led in practlse by the narrow spread between the
IR
p011t1ca11y set max1mum and minimum pay in po1nts. More-

OVEI; the group evaluatlon process has, in practlse, a
narrowed the off1c1a1 spread even further. To test out

this 1dea Just mentloned I once asked several of my
college ela;ses to evaluate the1r own m1d term grades by‘
dlscu551on in smailiérou;e;ion a scale from A B C D
to F. ‘NSﬂédbf the clasaes gave Fs ’6} Ds° fhe numberi
of Cs ”gavéh’hag'hﬁéh éﬁaii:} than the number of{ As;’
and thelayerage?uasﬂaih{ ]fhe’result uas‘not}ohiy grade
1evei11n§,Hbut araoldd eontrghut;on:to the grade 1nf1at10n'
‘ as-%gdeg¥read:1h hner1ea.toda;'a; its honetary 1nf1at10n.
On thgﬂhhlﬁgsé Eéfh La'torrespondrng p01nts 1nf1at10n o
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must have occured too, But a social V1rtue of the new

-points system, noted PTGVlously,fls thaf gnch actlvity‘”,q‘
hapes not: lead to. mo;netaryr inflation but. only, to. further

narrowipg; of inceme differentials,.;The,new participative. .

points; system. thys satisfied the in.nate moral




craving for social justice and the deslre for greater »
individual shares. of the proverbial limited pie,vwithontpmbh
stimulating.inflationarypforces,asﬂwould“the_awardingxof;“
money directly at these:puhlic evaluation_meetlngs, Ang;_
not points,. (By deferring.wages until;ontpnt is proouced ;j:
and sold,; the pointsﬁsystemgcontrlbptes further}to its'i o
anti-inflationary>properties,).,, | -
.Jhet us go back to our reconc111at10n of the two
seemlngly opposed moral pr1nc1ples of income distribution,
Recall that, overall the hlghest pa1d person "in the team:
or brlgade recelved 40 percent ‘more than ‘the Towest paid
regular worker. These were generally regarded as the i
team's most capable and least capable workers. Add three
more 1ntermed1ate levels of capab111ty below average
average, and above average. I suggest that if we c1a551fy
team members 1nto these f1ve categorles 1ndependently of
their respectlve pay and then rank them agaln thlS time
accordlng to pay, the most capable persons will also show
the hlghest pay, the next most capable, ‘the next hlghest

0

pay category, and so on. I suggest also that if we rank

T RS

individuals in the team's regular work force accordlng to

relative just needs, the persons judged most-immneed of
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the highest pay get. it;i the persons. ranked: below those most
in need-receive the, next: highest pay category, and so on.
We add gene;more . stipulation in.arguing that distribution’
according-tg;one's-comparativeiability or capabilityiis
compatible with distribution according to one's broadly
conceived, ;relative just needs. The:range of pay within "
each pay category or rank must.be narrow. They seémii-:iis

1ntu1t1ve1y narrow enough in Cnlnese teams and brlgades.

1osaT oo oao g EINE S LS S
The f1ve categorles of pay that covers most members of the
e Tadryder b o A R : Ceotpe L uIulpne
regular work force are separated from 1ts successor cate-
- . = feotdd L
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gory by half -a- p01nt w1th a range of three to two -and-a-
vt own gttt e SRR S R I | ».='.1' Tt
half p01nts. _
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"1 'That' China's policymakers can ‘it “down market forces
of suﬁﬁiyhaﬁleEmahd in fhé”%e%gfhg”df”fafra-ébiieEtive
pay étructhres i's hlnted by the surnrlslngly low ratio
ibetween aVerake ‘fndustrial income and average rural income
in the face 8¢ very substantial dlfferences in their res- 
pectrVe 1ab6r product1v1t1es. A research crew comm1531oned

by T1me puts ‘the ratio between per cap1ta incomes of ﬁxxory

workers and per capita incomes of farm workers at 2 to 1.2 This -
o0 e o S e RECEURNY. SELE S SR S INIY ¢ S £ e o PY L
29, SRV E SRS A TN A IR SR RN

T1me, February 3 1975, p. 22.




.15 probably our best.current 'estimite o}’guesé‘in;view of
.
increases in procurement prlces of farm products, a 51gn1-

ficant decline in:the:price of" industrial 1nputs, the

Tio
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massive transfer of human':capital ‘from the rustification
of educated youths, subsidized consumption, income in kind,
and so,on. Now:James'Tobin estimates, guesses really,

from the scantlly aVa11able ‘data that "1ndustr1a1 productl-

‘(/

vity is seven or elght times higher" than agrlcultural

product1v1t)’.30

Market forces thus do not take us very

far in explaining dlfferences in per caplta income received
by industria;‘workers as a whole, and agricultural workers
as a group. ‘1n team and brigade it seems safe to say as
well that market forces do not take us very far in explain-
ing individual differences in tota} pay. Market forces
opé;afing.dﬁ‘thefdemand éide, however, take us some signi-
ficant disténce;in explaining differences in per capita
incomes betﬁeenfteams and communes and regions. There
are{presenmly_g;nsiderable‘but'unkhbwﬁ'dﬁfféréﬁéésJin these
per,papitazincémes:among*ru&alVgrohp% and areas. ’E&% %hé§5'

LT

differences stem, evidently, from variations in thé
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30Tobln _E cit., p. 27.



proddétivity'ofsihe'laﬁdpiﬁcludiné‘climate.' The'following

1nstruct1ve, ‘even if over51mp11f1ed dlagrams, help us tie
SR I

these ‘§trands '6f thought together, and they serve asl'

guides’ ‘for our concludlng thoughts. ! s
Dolb e I SR vl b
L e ' 5 g
rndUStTY or Team A Agrlculture or Team B
b
"Added Products Added Products of
of Labor; Real Wags. . .. .; Labor; Real Wage. - - 2 -
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Short -Run Amount of Labor ., ShortrRyn Amount of;Labor

Supplied * Supp11ed
PR f J F" 7 i i
¥ - N . . .
The two 111ustrat1ve alagrams above, not drawn to
- EGTUIN AT BN SR

scale, show Some essent1a1 relatlonshlps between 1ndustry
and agrxculture on the one hand, and between more productlve
and less favored teams on the other. Let.us take. the . ..

relation between industry and agrigqlturegﬁirst,:bﬁt what




we shall say applies analogously to the relation between
rich ‘and poor teams. We assume. full.employment for the
same wrong or right reasons: that have caused officials,
visitors, and knowledgeable writers.to believe it 3!
Assume further, merely for simplicity and comparative
reasons, that théfaverage industrial and agricultural .
wages, after the ‘rustification movement of the late 1960s
and early 1970s, are fixed in the'vicinity of the inter-.
section between the pgirs'of constant supply of labor
schedules and the added productivity schedules of labor,
For agriculture or for the poor team, the average pay is
really probdbly -above the product added by the last unit
of labor, aboilit 55 percent of average product of the entire
team, since government policy enjoins teams not to distri-
bute les’s than 55 or 50 percent of their total products.32
Let*uéFQSSUﬁe also that for tsome institutional reasons,
indusffial'wageﬁ'cannot»be expected to fall much: from OW.
sullog b g
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31See, for example such a claim made by the Restons,

w0 Toppings, Durdins in their New York Times Réport From '
Red :China (New: York: Avon Books, 1971); many writers cited

“iin.my "Some Properties. of Tachai-Taching Cooperation," ¥

)

(Unpublished article, January 1975). o
{':‘T: AR :’ 32 T o o

See Chens pP. 3,76.'; : W s




- 40 -
e

. ‘Under the-typical situation found in labor-surplus,
poor market economies, the much higher industrial wage -
beckons:ﬁqny from the pool marked by the curly bracket to &~
move out into -industry to contribute to wide-scale =
unemplgyment; and .crime. In effect, .the supply of labor to-
indystry under that normal market sdituation is hori-
zontal where the demand'for'labdr curve cuts~it,rcaUSing
excess -supplies of %ﬁbori-uln.ﬂhina no such horizontal -
supply of labor at -OW seems ta exist,. thanks partially:: .
to the farce of collective.morak incentives. These help * -
cause;; WGE to stand vertically on point.- M, Intra-: 7i:.
collective participative,management, including worker @'
administration of the new points system;-stimulates strong
social and emotional ties to the -work community, and the
resulting feeling of community keeps theé supply of labor
-scheduLes’froﬁ%varying significantly with wages at the’
relevant ‘raqbes.ss But the group assignment of points

also helps méke supply curves of labor constant, At these

Thaththe helghtened sense’ of‘tommunlty may keep group
mqmly*curves of labor falrly vertical’at: S1gn1f1cant wage-
ranges is suggested by' 31m11ar expeflehce in the large-scale
Japanese factory. See Ronald Dore, British Factory-

Japanese Factory (Berkeley: University of California Press,

. If this is so, then the central policy of minimizing
labor turnover may not be such a felt infringement on
personal choice.
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meetings, workers get social and moral pressure to keep

the amount of labor they supply constant and to keep 1t

R

from falling as higher wage- 1ncomes tcmpt them to work 1ess.

For that matter, workers are equally encouraged not to

cut the amount of labor they supply when wage-incomes

r.’

fall because any such reductions .in labor supplied would
reduce the value of the others' work-points. . This: 1mpor-
tantfeature of the new points system relates: to a ’majorr
way the many voluntary projects in the.rurali areas are
f1nanced Several from each team:.do volunteer work forii'
othere usually‘durlng the slack seasons.yuByrQOntinuing'”‘
to g1ve those who volunteer, or those persuaded to vélun-'
teer thelr share of points, the entlre collective shares !
1n'the burden of volunteer labor. :And to keep the valué

of each p01nt fromwfall;ng;consequently,ntheyumay*all*pitth
inlhy‘nutting ln,sllghtly,longer work time, or more ‘effort,
or by.temporarily‘enlisting;children and the aged to

help out.l Thl§ process again keeps the amount oflabor
avallable to the team at a falrly constant vertical posi-’
tlon on the graph above. It shows interestingly how growth
can be flnanced costlessly in terms of cansumer :goods
forgone, or even in terms of inflation caused. Note that =

f
Pt '

the short~run.amount»of:labor, which assumes fixed capital,
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depends“upon the number of hours worked dllxgence, “dnd “

labor- force part1c1pat10n rates. e Co bl e

1 ?

T g1 o
““Andther important cause of vertical supply schedules
of” “1aBor’ is, ‘of -course, .the government development pol}gy
of urgin 'each- team and- brigade to grow fa;ter regardless‘
of their current’' state of productivity. Thus collectlys;j
enterprises’ are réquired to clear their recruitment apd
firing B workers with. ‘the relevant authcrities, espeelally
the' 'dréd Tabor bureau,;-Note;that<1aborntyan§ﬁe:szfromﬁ}l
poor “to ‘Fich areas would ‘help reduce disparities in wages.
It Woldid“dIso improve current combined production. , China
reliés iHStead'onfpolicies-that~shift;the;produot;vi;y |
'cufvég“of’eaéh*team?and«area., Thus to reduce, drastlcally
"the' 1mpact of very high- 1ndustr1a1fprpduc;1v1ty on pay,
pricing: and state budgetary ' policies,. 1n effect shlfFeQL
doWi' by draStlc amounts the net reccived product 1vityjﬁo;ve
‘ofalndustny" By so:transferring income to, the agricultural
‘hareas, the ‘State shifted up the net. recelved product1v1ty
curve of agriculture. There arc.similar, if weaker,
7p011C1es to reédistribute income.from the. rich reglons‘and

communes 't the- pooreriones.»cButg1nteg;9glopalT;gggmg”!
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eéquality is not likely to be achieved this way. There is
no guarantee that, in spite of aid, the poorer teams and
communes will shift up their productivity curves faster

than the more favored ones.
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