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ABSTRACT

Today, modern people are under the double weightark pressure and family issues, which
generate serious conflicts and imbalances betwewk and life. This question about how to

balance work and life has gradually become impoitathe management of Chinese enterprises.

The objective of this master thesis is to studygéeeral situation of work-life balance practices
in China according to the availability and use airkvlife balance practices and their importance
at a social and business level. To complete thiewe it is identified, described and analysed
different work-life balance practices in a Chinesempany like Alibaba Group, which is

considered as a referent in China.

Conclusions are divided into three categories: ristézal, China’s work-life balance situation
and situation and recommendations for Alibaba Grgpich are also comment at section 4).
The contribution of this work is to understand teailability and use of work-life balance
practices in Chinese companies and make some ¢geremnmendations not only to Alibaba
Group, but also to all Chinese companies that kmokmproving employees’ productivity. In

particular, companies must clarify the importanéehe work-life balance of employees and

propose more new policies adapted to the real werkeeds.



1. INTRODUCTION

In the current society, people are burdened withenasks and responsibilities that come from
professional and personal roles. As a result, eyegle face more pressure from work and life.
With this conflict between roles, sometimes empésy®iill have to give up their personal role
for work or give up work for personal issues. Ralto achieve work-life balance will not only

reduce employees’ work and life satisfaction, ai a&work performance, but will also have a

negative impact on company development.

Therefore, availability and use of work-life balangractices has been a key research area for
researchers in human resource management in rgearg. Work-life balance has been studied
in Western countries for more than 30 years. Duthng research process, Western countries
have adopted many practical activities and policeesachieve balance and reduce work-life
conflicts. For example, adopting flexible workingstems to help employees who must take care
of raising children. However, the research on wdgkbalance in China started relatively late,
and there is still a lot of research space to aeatiie availability and use of work-life balance
practices in this country. Cross-cultural resedrabed on China’s national conditions is very

necessary.

From a corporate view, the implementation of wofi-balance practices is of great importance
to companies because these practical policies dag many positive effects and benefits to

them. For example, it can improve the work efficigof employees, bring more returns to the
company and reduce the absenteeism and turnoeeoframployees. This can help the company
increase productivity, reduce management costsease the company’s reputation, enhance
customer satisfaction, and attract more talentepl@mrees (Yuan Ling and Lin Fei, 2008). Join

and build the company into a workplace of harmosiooexistence, happiness and equality can

improve the corporate results.

From an employee perspective, work-life balancetpras can reduce employees’ psychological
stress, improve performance, prevent employee lbiirrand reduce work-life conflict (Yuan
Ling and Lin Fei, 2008). As well as this, they helpployees relax physically and mentally, and
will not give up life for work or work for life, otaining a relative balance between work and life
(Yuan Ling and Lin Fei, 2008).



This work has two aims. First, the availability amske of work-life balance practices in China
and their importance are studied at a social asthbss level. Second, it is identified, described
and analysed different work-life balance practices a Chinese company and some
recommendations are provided according to thealixee.

To do this, theoretical review is developed aboatkalife balance, its practices, common types
of work-life balance practices, problems encoumterethe practice of implementing work-life

balance. In the past few decades, the research ak-lile balance in China has been
insufficient. By analyzing the structure of Chinégdor market and work-life balance indicators,
and the specific case of a Chinese company canhbensthe practical future research on
work-life balance in China. As well as this, it amalyzed the implementation of work-life

balance practices of a referent Chinese companpalé Group, in order to understand the

situation of the Alibaba Group and put forward segjgns for improvement.



2. LITERATURE REVIEW

2.1. Work-Life Balance and Work-Life Balance Practices

The term of work-life balance first entered theseof academic literature and research in 1986
(Ouyang Yanling, 2014). At first, the research ba term work-life balance was very limited,

and generally only associated with work and families such as parents and children. Until the
1990s, researchers discovered and realized thabgegs’ non-work areas (life areas) are not
only simple family roles, and employees also hatteeroroles in non-work areas, such as
religious roles, team roles, friendship roles, spoles, etc. (Figure 1). Finally, researchers have

shifted the research direction work-family fieldtkee broader work-life field.

FIGURE 1. Professional and personal roles.

Life (non-work) areas:
1. Parents, children,
couples

2. Religious role

3. Casual role

4. Group role

5. Student role

Field of work: 4}
1. Manager

2. Department head

3. Staff

4. Association members ‘7

Source: author

Work-life balance is often referred to how companiar organizations helps employees
understand and correctly handle the relationshipwéxn their work and personal issues,
balancing the needs and pressure of work and difesy and adjusting work-life differences
(Baidu, 2020). Nevertheless, this is not the omfirdtion of work-life balance because there are
many definitions of it in academic literature. Al them are interrelated and must be understand
by employees because this can help them know howk-ki¥e balance is essential to balance

their work and private life.



Definitions of work-life balance can be groupedinlifferent categories according to the main

idea they highlight, as shown below.

(1) Work-life balance as multiple roles.

Greenhaus and Beutell (1985) believe that a pessoniltiple roles (such as work roles and
family roles) do not have a balance of needs, whithhave a negative impact and conflict on
the individual's life and work. The transfer of wiseis two-way: from home to work, and from
work to home. The limited resources of individuales are consumed, and conflicts arise when

the needs of different roles cannot be met, setisean imbalance between work and life.

(2) Work and life as the relationship across multiple roles.

Greenhaus et al. (2003) offer a new definition @frkvand life. They study that work and life
balance is a multiple life role that spans one @ets feel satisfied. As the imbalance will cause
conflicts of multiple roles, some things can be el@ccording to these authors. First of all, we
must pay attention to the time balance betweenipheiltoles: work roles and life roles need to
invest the same amount of time. Secondly, the sameunt of psychological participation
should be invested in work roles and life rolesdAfinally, the relationship between multiple

roles should be equal input and equal satisfaction.

(3) Work-life balance as the satisfaction between multiple roles.

The basis of the concept of work-life balance isdoaon the subjective feelings of individual
roles. Clark (2000) believes that work-life balame¢he smallest role conflict between work and
private and family life and when it is minimizetiachieves the greatest satisfaction of work and
life. It is necessary to reconcile the contradicsiand satisfaction between work and family to
better operate this relationship. Kirchmeyer (2060hsiders that the definition of work-life
balance is mainly focused on the significance dafivildual satisfaction with multiple roles,
through individual areas such as time, energy, @rdmitment to maintain satisfactory work
and life balance. Voydanoff (2005) believes thatrkMde balance is an individual's own

resources that can satisfy the feelings of multiples, thereby obtaining individual satisfaction.

(4) Work-life balance as the role saliency among multiple roles.

Multiple roles are not static, and the importancesignificance of each role will change with

time or circumstances, such as job promotion, skneparents, childbirth and other factors,
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thereby changing the priority. The research of Ebgl. (2005) establishes that it is important to
consider whether people have achieved the significaportance of their job roles and life
roles. Perform the role of work and life with parab ability and realize the importance of

multiple roles by paying attention to personalsfattion is key.

(5) Work-life balance as the relationship between conflict and facilitation.

After academics focus on certain psychological dectthat cleverly constitute a work-life

balance, they found that there is no conflict betwveoles if there is facilitation among them.
Therefore, employees must learn how to solve tdlicts and convenience brought by multiple
roles to balance work and life. Psychology profeddichael R. Frone (2003) believes that
work-life balance is a low level of conflict betweeoles and a high level of facilitation between
them. The study puts forward four two-way conflemd facilitation structures to test the
relationship between conflict and facilitation. @nacz and Bass (2003) believes that work-life
balance is optimized when conflict between roleseduced and family to work facilitation is

provided. In particular, the effects of life role evork affect more to mental health than the
effects of work issues on life role. Then, “workosid be protected from family disruptions”

offering family to work facilitation (Grzywacz ariglass, 2003).

(6) Work-life balance as the perceptual control between multiple roles.

This definition is rarely mentioned in the literegu Perceptual control between multiple roles
mainly refers to the ability by covering multipleles with autonomy. For example, when a
person reduces her or his working time for thew rahild is making the decision to balance
work and personal roles which means a change itirtteespend in each role. Fleetwood (2007)
believes that work-life balance is related to husadtuman perception can control the autonomy
of multiple roles, when and where and how to wdrkerefore, controlling the perception of
multiple roles in the personal life and work figklalso a fundamental factor in maintaining

work-life balance.

By understanding and studying these six definitiohsvork-life balance, this work has found
that researchers revolve around the word role. Argnpoint of opinion, a role is a behavioral

pattern in which individuals are expected undecsjgebehaviors in certain situations, and each



person has different expectations when playingetfit roles. For example, when it comes to
the role of manager, people will have different extptions for this role. Work-life balance

cannot be achieved without the combination of thernal cognition and experience of the
individual role and the external expectation of thke, so that the role in the field of work and
the role in the field of life can be balanced. e tontrary, when the joint effect produces

conflict, it will lead to role conflict and thus k@ the work-life imbalance.

There is no specific definition of work-life balamén the literature, and researchers are still
groping and discovering. However, the definitionvairk-life balance can be considered from

two perspectives: role conflict and role overflow.
Role conflict

When multiple role bearers lack and cannot bal@aod other due to the lack of resources (such
as time, energy and ability, etc.), one role fealdulfill its responsibilities and thus affectseth
fulfillment of the responsibilities of the otherlepthe impact between them is role conflict. For
example, a professional woman chooses to takeotdrer family and children, but she may lose
and sacrifice her leisure time and work time. Ghesis and Beutell (1985) studied about the
source of role conflict, and they established nyaithiree categories: time conflict (the time
dedicated to one role limit the time dedicated tteecs), pressure conflict (people have multiple
roles, and the stress generated by one can affieet mles), and behavior conflict (each role
may require a different behavior that creates a oainflict because it has different patterns).
Therefore, when the limited resources of individuate consumed, different roles will not be

satisfied accordingly, resulting in the conflictlween roles and the need for role balance.
Role overflow

When the abilities of other roles of the individ@ak increased or weakened, it is because the
attitudes, emotions, skills, and behaviors obtaifieth the involvement of the individual roles
exceeded into other roles, which is role overfl®®le overflow is to better analyze and prove
that work and life require compatibility and balandt is recorded in the literature that Staines
and Connor (1980) actually analyzed the categarfesole overflow, and they divided role
overflow into positive overflow and negative ovetfl. Positive overflow believes that under the
condition of multiple roles, each role has diffaregsources, and these resources have a positive

effect on the individual to achieve other rolesn@ersely, negative overflow believes that the
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negative feelings between multiple roles will affeach other. For example, it is possible that

the negative emotions caused by family disharmoitiyawectly affect the efficiency and quality

of work.

2.1.1. The Importance of Work-Life Balance

Life is a balance scale. Work and life are the twtlorums hanging at the two ends. If one side is

too inclined and the other side leads to an unlealartilt, it will directly negatively affect our

quality of life, personal emotions and work effivay. Conversely, when work and life are

balanced, it will have a positive and important aopon employees and the company.

Work-life balance is related to employees and tleasuares that help cover work and life needs.

A balanced state can help employees:

Reduce psychological pressure. The ever-increasmagket competition under the
economic globalization is making employees facerexgdented workplace pressure.
The increasingly fierce competition in the workmdtas led to the common behavior of
employees working overtime. A Chinese survey cotetliby CCTV (2006) showed that
64% of nearly 7,000 respondents worked overtimguieatly and 27% occasionally
worked overtime. They said they were under greasqure. The use of work-life balance
practices can help reduce a large part employessghplogical pressure.

Improve performance. Work-life balance can enabipleyees to have a higher work
passion, a clearer and cleverer mind and a moneséat mind to complete the work,
without worrying about the troubles brought by lded affecting their work, so as to
improve their performance.

Prevent employee burnout. According to the “Chirgb Burnout Index” survey
conducted by the China Human Resources Develophetwork (2007) among nearly
4,000 people, 70% of the participants had at leakt job burnout, 39% had moderate
job burnout, even 13% of people meet high job butndob burnout refers to the state of
mental and physical fatigue caused by individuaihano beings under the pressure of
work (Bin Hao, 2009). It was first proposed by Ftenberger in 1974 who believed that
job burnout is a state of emotional exhaustion tkaimost easily manifested in the
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helping industry (Bin Hao, 2009). It is caused hyman beings due to long hours of
work, excessive work pressure, and excessive wadklgenerating a state of exhaustion
(Bin Hao, 2009). Job burnout comes from the int¢ioraof one end of life and work,
causing employee fatigue. Therefore, only to mantzork-life balance can reduce the
possibility of employee burnout.

» Reduce the conflict between work and life. Whenknamd life are balanced, employees
can have more time to spend with their families sypeihd more good time together, such
as caring for young children and visiting the elglem the balance between the two,
employees can improve their life satisfaction amgriove their quality of life, thereby
reducing the conflict between work and life, andkmg the family life of employees

harmonious.

According to the previous ideas, work-life balansegood for the company. As long as the
company properly helps employees balance work é@dhd meet their needs, it will increase
employees’ loyalty and dedication to the compaeguce employee absenteeism and turnover,
help the company increase productivity, improvepoaaite social responsibility, and make the
company better (He Dongyi, 2009). The managemesat ildduces labor cost such as firing and
hiring new employees, look for new employees, selecetc. Employees that feel supported by
the company, improve work efficiency and, at themsatime, increase the company’s
productivity and high-quality output, enhance custo satisfaction, and improve the company’s
reputation to help the company develop better @ rtrarket in the future. When companies
establish equality, harmony and a pleasant atmosgre workplace, more talented employees
are attracted. According to research, the compaipstand encourages work-life balance, and it
will get more rewards for the company’s benefitd atevelopment from the employees’

subsequent performance.

2.1.2. Types of Work-Life Balance Practices

With the development of the economy, employees @mdpanies have started to pay more
attention to work-life balance. The availability dause of work-life balance practices are

becoming more and more common, and the types ctipea are also increasing. Usually, the

12



company’s human resources are responsible for ¢éinefils and policies that are adopted to

balance work and life of employees. Some of theaetiges are included below.
1. Flexible working system

Flexible working system means that employees aaxilily arrange reasonable working hours,
working methods and working locations within thekim and time conditions stipulated by the
company (Gariety and Shaffer, 2001). This pracatexe better reflect employees’ autonomy. The
main content of the flexible working system incladéexible working hours, flexible working
location, remote office or teleworking, part-timenk, etc. As long as the completion of the
work can be guaranteed, there is no need to cangt ablot of fixed frames. The function of the
flexible working system is mainly to reduce the flicts between multiple roles (working and
non-working roles), to provide employees with fegace and independent rights, to prevent the
conflict between employees’ work and life rolesdaio maintain the work-life balance of

employees.
2. Job sharing

Job sharing is the practice that allow those two noore employees share the work
responsibilities for one working day or one workingek, rearranging the original daily or
weekly working hours of one or more jobs. Job stgadan help employees build more of their
living space, reduce the troubles and pressureseddoy work, increase employees’ passion for
work, and have a positive impact on the developnoénbhe company and employees (Ouyang
Yanling, 2014). Losey’s (2007) survey of Americamganizations found that 70% of surveyed
employees from different organizations choose joariag as a practice of work-life balance,

which shows that it is a widely used practice.
3. Compressed work week

The company wants to compress employees’ weeklkwsrmuch as possible. The standard
time for employees’ work is less than five days perek. Generally speaking, employees’
working hours are 40 hours in 5 days, and thenbeanhanged to 40 hours in 4 days and other
ways to distribute the total hours of work per weeitween the working days (Brough
etal., 2008).

4. Unpaid leave

13



Employees can deduct corresponding wages to actievpurpose of taking leave on working
days (Poelmans and Caligiuri, 2008). It may be @apaid extra leave, an unpaid leave for live
events, or family leave. The unpaid leave for lexents allows employees to provide unpaid
leave for urgent family needs, such as taking oaparents with serious illnesses or if you want
to upgrade your degree. Family leave allows emm@sy® take vacations for special family

reasons, birthday parties for certain elderly pxegtc.
5. Childcare Services

Organizations provide on-site childcare facilitidk.this is not possible, they can consider
providing childcare service discounts to employsesas to reduce the pressure on employees to
take care of children during working days and redtlee amount of absenteeism (Paludi and
Neidermeyer, 2007).

6. Provide healthy cash plans

In order to ensure that employees and their famikee insured after illness (Paludi and

Neidermeyer, 2007), the organization encourages tteetake a more proactive approach to

health examinations and vaccinations, thereby ieduexpenses after illness and the chance of
employees being absent from work.

7. Encourage holidays

One way for organizations to encourage employeeaki® vacations for their own benefit is to
implement a “use it or lose it” vacation policy. @&ading to this policy, if not used, the vacation

time assigned by the employee will expire at the @fithe year (Poelmans and Caligiuri, 2008).

2.2. Problems in the Implementation of Work-Life Balance Practices

In this highly competitive modern society, the impoce of the company’s practice of
implementing work-life balance is becoming more amote significant. By promulgating some
policies on work-life balance, the company canardy relieve the pressure of employees, bring
more returns to the company, but also improve trapany’s performance and productivity.

Despite this, the implementation of these polici@$ encounter a series of problems, which

14



increase the difficulty of implementing work-lif@alance practices. Some of them are explained

below.
1. Gender stereotypes

Professional women, on the one hand, must face ammiemore competition in the workplace
and the subsequent increasing work pressure; ootlieg hand, they must face pressure from
life, such as to get married and have childreng|8t€1997). Especially for middle-aged women
after 30 years old who already have certain expeeien work and mastered certain resources
but feel the pressure of motherhood. Coupled weélmdp young, it is good for them to move
towards a higher professional level during thengsperiod of their career. Timing, however, in
terms of family life is another factor that influmnwomen (Steele, 1997). They are also faced
with a series of “life events” such as giving bjrtaising children, supporting the elderly, and
taking care of housework. Moreover, for marriedf@ssional women, their husbands are also at
this time. During the rising period of career, thide can help her husband manage the family
well and spend more time on housework, caringhereiderly and children, it will naturally be a
great support for her husband’s career. There&drthis time, professional women (Steele, 1997)
are faced with a choice, whether to be a goodnatdrelper, or to seize the opportunity to work
hard for their own career. Due to the traditionalision of gender roles, most women put
“home” first and “sacrifice” their careers. Howeyerven if most professional women put
“home” first, most of them did not withdraw fromethabor market because of this but continued

to “stick to” their positions.

There are still many people who have gender stgmest These impressions are a threat to
professional women. Some companies will think that implementation of work-life balance
policies is mainly aimed at women, which will haaecertain impact on the implementation of
the policy (Steele, 1997; Gupta and Srivastava,1P0But work-life balance practices area

oriented to all employees and a change in the farale model is necessary.
2. Attendance

In an enterprise, all work is centered around mamegnt and production. In order to gain time,
progress, and profit, many grassroots employeesdiv the construction site for a long time,
unable to enjoy annual leave normally, take car¢heir families, or experience normal social

life, which caused family crises, marriage diffices$, being difficult the feeling of a happy life.
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Browne (2012) once said: “If you want to change sthimg, you must first strengthen your

awareness of it. Serving the enterprise, serviegetimployees, and being a harmonious bridge
and bond are the work that the enterprise tradenushould do well. For an enterprise to be
effective, the hard work of the employees is indisgable. The development and growth of the
enterprise is indispensable for employees to beé. Ja make the two achieve the most effective
cooperation, which is called the pursuit of theatgest balance between work and life, is a topic

that urgently needs to be studied and resolvediyWae, 2012).
3. Lack of top management support

Leadership style is an important factor affectingrkvlife balance. Researchers have conducted
a lot of studies about the relationship betweeddeship style and employees’ work-life balance.
These studies show that positive leadership spresote employees’ work-life balance. On the
contrary, negative leadership styles are not camdut¢o employees’ work-life balance
(McCarthy et al., 2010; Carlson et al., 2013; Gi#eal., 2013; Kara et al., 2013; Kopp, 2013).
McCarthy et al. (2010) based on the theoreticatugision of planned behavior, established that
the work-life balance policy participation, polieyvareness, perception of policy means and the
use of individual policies of front-line managersluence their attitudes towards work-life
balance, and the work-life balance of the supervigdgtitudes, in turn, affect employees’
awareness, understanding and satisfaction witkvtrk-life balance policy. Carlson et al. (2013)
explored the impact of abusive management on wamkitf/ conflict (work on family and family

on work) based on the theory of resource protectt@nconclusion, these authors posit that the
impact of emotional labor on burnout was regardedha impact of abusive management on
work-family conflict. Kara et al. (2013) conductadsurvey of 443 employees in the Turkish
hotel industry. Compared with transactional lealiprstyles, transformational leadership styles
have a more effective impact on employee well-bemthancing life and work quality, life
satisfaction and organizational commitment, andrefsing employee burnout. Gillet et al.
(2013) explored that transformational leadershyfestcan help improve nurses’ quality of work
and life, thereby increasing their commitment to rkvoThe study also found that
transformational leaders influence the quality obrkvand life of employees through the
intermediary mechanism of organizational justiggefiaction justice and distribution justice).
Kopp (2013) demonstrated the relationship betwesgived leadership and peer support and

employees’ work-life balance, job satisfaction, awgational commitment, and organizational
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citizenship behavior from the theory of social exuhe. Research shows that perceived
leadership and peer support is positively corrdlateth employees’ work-life balance. The
study further pointed out that, compared with pew® support from colleagues, perceived

support from leadership has a more prominent impaamployees’ work-life balance.
4. National Culture

National culture is also an important issue th&a$ the implementation of work-life balance
practices because the global cultural diversity lgdd to different understandings of work-life
balance. For example, in China, corporate orgaorsthave no pay enough attention to
work-life balance. On the one hand, Chinese pelogle a high degree of “work first” influence
as a result of thousands of years of traditiontiliog, especially influenced by Confucian culture.
On the other hand, due to China’s one-child pading aging problems, Chinese employees may
tolerate better the stress of life. In any case, direrall job satisfaction and overall perceived
health of Chinese employees are low. 37% of Chipesgple are not satisfied with their jobs,
and 70% of professionals experience varying degoégsb burnout (Yuan Ling and Lin Fei,
2008). Among white-collar Chinese workers, work-fignconflicts are widespread, and the

overall “work-life balance” of Chinese employeesit optimistic.
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3. WORK-LIFE BALANCE IN CHINA

Previously, it has been explained the general iddssut work-life balance practices. This
section is focused on what happen in China. Tcha first is analyzed the structure of the labor
market in China to offer a general idea aboutecdhdly, it is included some information about
the most available and use work-life balance ptastin China. Finally, it is included some
information about the situation of these practiresther countries to make comparisons with
China.

3.1 Structure of the Labor Market in China

The structure of the labor market in China is gdiode analyzed through the main indicators
that are accessible. In particular, it is considetes total population and the one aged 16 and
over, the labor force rate, the employment rategmtering the urban and rural areas in general),
the population divided by gender, number of emplioyeeople in private enterprises and
self-employed individuals by status of industrizidacommercial registration, and urban
registered unemployment. All this information confiesn departmental administrative records

and the statistics of labor wages (National Laltati§ics in China, 2019).

In 2006, China had 764 million industrial workets. urban areas, 283 million people were
employed through various forms of corporate ownersfihe rest were employed by rural
enterprises or self-employed, engaged in the sexyrahd tertiary industries, and developed and

promoted related economic activities.

Table 1 includes information about some generafatharistics of the labor market in China
from the years 2017 to 2019. According to data, nhenber of employees in China’s labor
market was 77.640 million in 2017, 77.586 million2018, and 77.471 million in 2019. In 2017,
the number of employed people accounted for 55.9%he total population. In 2018, it

accounted for 55.6%, and in 2019 it accounted 508%. These figures show that the number of

employed persons in China has decreased slighdliylyeyear.
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Table 1 also divides the number of employees im&hkilabor market by geographic region. In
2017, the number of urban employees was 424.62miland in 2018 it was 434.19 million, an
increase of 2.3% over 2017, and in 2019 it was 444nillion. In 2017, the number of rural
employees was 351.78 million. In 2018, the numbeual employees was 341.67 million, and
in 2019, it was 332.24 million. This shows a movaief people from towns for finding a job

because data describe a destruction of jobs ihatgas and a rise in urban areas.

Table 1. General labor statistics.

2017 2018 2019
(10,000 people

Total Population 139,008 | 139,538 | 140,005

Population aged 16 and over | 114,289 114,678 N/A

Labor Force 80,686 80,567 80,640
Employment 77,640 77,586 77,471
Percentage of total population 55.9 55.6 55.3

Urban areg 42,462 43,419 44,247

Rural area 35,178 34,167 33,224
Sourcehttps://www.yearbookchina.com/navipage-n302001326600.html

Table 2 includes information on the breakdown efale and female population in China from
2017 to 2019. According to data, in 2017, the nundbenales in China was 711.3 million, and
the number of females was 678.7 million. In 201% tnale population in China was 713.51
million, and the female population was 681.87 miili In 2019, the number of males in China
was 715.27 million, and the number of females w@&. B million. These data show that the
number of men and women in China is relatively hedal.
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Table 2. Gender composition in China in 2017 to201

Total Grouped by gender
Year p?%!gg%n Male Female
people) Population| Percentage Population| Percentage
2017 139,008 71,137 51.2 67,871 48.8
2018 139,538 71,351 51.1 68,187 48.9
2019 140,005 71,527 51.1 68,478 48.9

Sourcehttps://www.yearbookchina.com/navipage-n302001326600.html

Table 3 shows information about the kind of comparthat employed people in urban areas. In
China, it can be differentiated four categoriesoainership: state-owned organizations (SOE),
collective enterprises (COEs), private enterpri§@®Es), and foreign-invested enterprises
(FIEs). Since the 1980s, employment in state-ower@érprises has been declining, especially
since the mid-1990s. In contrast, due to econorfabalization, employment in POE and FIE
has increased significantly and steadily. For eXamip 1978, the number of people working in
state-owned enterprises accounted for more tha?©9f the urban labor force. By the end of
2006, they accounted for only 25.4% (CCTV, 2006).

According to China’s labor market data, the numbérurban employees is divided by
registration status of enterprises (Table 3): 1&3¥million in 2017, 172,7738 million in 2018,
and 171,618 million in 2019. These data show tHah&s employment trends and labor market
are not optimistic, and the number of employed pe@pgradually decreasing every year. It also
shows that China’s unemployment rate has increias2dl8 and 2019.

The number of employees in state-owned enterpwsas60,638 million in 2017, 57,397 million
in 2018 and 54,727 million in 2019; the number wipéoyees in urban collective enterprises was
406 million in 2017, 347.4 million in 2018, and 285million in 2019. In 2017, the number of
employees in other enterprises was 111.74 miliim2018 it was 11.867 million, and in 2019 it
was 11.935 million. This means that from 2017 td20the number of employees in China’s

state-owned enterprises has decreased, and theenuhlstate-owned enterprises has also
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decreased, encouraging the establishment of otfiterpgises and increasing employment. In
2017, the number of employed persons in privaterprises and the number of persons
employed in business registration were 226.75 onillrespectively, in 2018 it was 243.92
million, and in 2019 it was 262.582 million. Accand to data, the Chinese government has been
vigorously encouraging entrepreneurship since 2@tRate enterprises have made important
contributions in absorbing jobs, prospering the kegr and taxation, and have become a
powerful force in promoting economic and social@epment. There is more information about

this topic in Appendix.

Table 3. Type of companies that employs peoplehimé&se cities

2017 2018 2019
(20,000 people

Number of Employed People in Urban

Enterprises by Status of Registration PR LE 202 L L

State-owned enterpris¢ 6,063.80 | 5,739.70 | 5,472.70

Urban Collective-owned enterpris|  406.0 347.4 295.6

Other Ownership enterpris¢ 11,174.00| 11,186.70| 11,393.50

Number of Employed Person in Private
Enterprises and Self-employed Individuals by 22,675 24,392 | 26,258.2
Status of Industrial and Commercial Registration

Sourcehttps://www.yearbookchina.com/navipage-n302001326&Q00.html;

About the wages in China, Table 4 contains inforomagbout them. In particular, according to
the analysis of the structure of China’s labor megrikhe wages of Chinese employees are
divided into three major aspects: Total Wages ef thiban Enterprises Employment, Average

Wage of the Urban Enterprises Employment, and AyeMage of Staff and Workers.

According to data, the total employment wages dfaar enterprises in 2017 were 1,288.91
billion yuan, in 2018 it was 1,488 billion yuan,daim 2019 it was 15,429.61 billion yuan. These
data show that China's economic level has contitaedprove from 2017 to 2018, and the

wage level of employees has also continued to @asereThis is a good trend.

21



The average salary of employment in urban entepnigas 74318 yuan (9710.17 euros/year) in
2017, 82413 yuan (10767.84 euros/year) in 2018, 20%01 yuan (118030.19 euros/year) in
2019. These data indicate that the continuous dpwent of the Chinese economy has
increased the consumption level of Chinese pedpiejt may also be the reason for the price
increase.

The average salary of employees in 2017 was 77%,84& (10,171.50 euros/year), in 2018 it was
84,744 yuan (11077.65 euros/year), and in 2019a¢ @0,501 yuan (11,830.20 euros/year).
These data show that the average annual wagesinésghemployees have grown steadily and

structurally in good condition, and wage increas@salso drive consumption power.

Table 4. Data on labor compensation and averag® ledmpensation of employees in China
from 2017 to 20109.

Item 2017 2018 2019
Total Wages of the Urban enterprises 129,889.10 | 141,480.00 | 154,296.10
Employment (100 million yuan)
State-owned Units | 48,884.10 51,126.60 53,743.70
Urban Collective-owned enterprises 2,215.60 2,082.30 1,841.50
Other Ownership enterprises | 78,789.30 88,271.10 98,710.90
Average Wage of the Urban enterprises 74,318 82,413 90,501
Employment (yuan)
State-owned enterprises 81,114 89,474 98,899
Urban Collective-owned enterprises 55,243 60,664 62,612
Other Ownership enterprises 71,304 79,453 87,195
Average wage of staff and workers 77,812 84,744 90,501
State-owned enterprises 85,845 92,988 98,899
Urban Collective-owned enterprises 57,409 62,501 N/A
Other Ownership enterprises 73,978 81,139 N/A

Sourcehttps://www.yearbookchina.com/navipage-n302001326&08.html

22




Finally, a bar chart of China’s recent unemploynree is presented in Figure 2. It shows that
China’s unemployment rate has remained stablenoalg 2020 and before without significant
increase or decrease in the unemployment rate. vaweince February 2020, due to the
outbreak of COVID-19, the unemployment rate haseased from 5.3% in January 2020 to
6.2% in February. Finally, the slight decrease of% in July shows that the Chinese
government has taken good measures to maintairedbeaomy and employment and it is

reducing the unemployment rate peaked in February.

Figure 2. Recent unemployment rate.
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In the structure of China’s labor market, a différdeature is the high rate of women’s
participation in China. Chinese women usually whdktime in both work and life, and rarely

have longer rest periods. For example, they usually take a short break during maternity
leave, which is generally within 6 months (Xiao aBdoke, 2012; Stockman et al., 2015).
Anyway, there are several reasons for the high murabChinese women employed. The first is
that the Chinese government believes that womearScjpation in employment can represent
women’s liberation and independence, and it casrecme previous ideas that discriminated
against women. More than 38% of China’s full-timbdr force is women. The employment rate

of women in China is among the highest in the woflde Chinese government has adopted
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legislation, administrative policies, and equalhtgy action policies and plans for men and
women to intervene in promoting gender equalityCinina and improving the protection of
Chinese women'’s social status and economic incaime Chinese government has made a lot of
investment in childcare facilities to help workingpthers in state-owned enterprises to take care
of their children while working, which reduces & ¢ burdens for working mothers. The second
reason is that, especially in the period of stéeiped economy (1949-1978), the socialist
government’s economic policies were conducive 1bdmployment with low wages and low
inflation, so double wages were required to mamthie family. Expand the family support
network and reduce the cost of childcare and carklservices for parents with young children
were other measures. Through these policies, ceupitth young children are encouraged to
work full-time. Since 1980, because of the rapighydation growth in China, the government
implemented a family planning policy. Thereforeg ttmplementation of the policy not only
controlled the population growth, but also redutee burden of raising children for working
couples. The urban family model in current Chinaally takes the form of dual occupation/dual
income earners. Compared with industrial capitaistiety, the differentiation of marriage roles
is much smaller and gender equality may be grgat@o and Cooke, 2012; Stockman et al.,
2015). The last reason for the high-rate partiogmabf women in labor market is that most
women in China are full-time employees, and theiteb& a certain income gap between women
who work full-time and those who work part-time hase the government has no policy to help
mothers who work part-time (such as household elegnPart-time work will lead to a gap in
income; for example, a part-time employee may rieatb a few part-time jobs to have the same
income as a full-time employee. What needs to bgroned is that although the employment
participation rate of Chinese women is very higecdmination against them is still widespread,
which is reflected in their low proportions in maement and government positions in

organizations (Xiao and Cooke, 2012).

3.2 Work-Life Balance Indicators in China

In the 21st century, work-life balance is a win-wstrategy for companies and employees.
Implementing the practice of work-life balance da#lp employees reduce conflicts between
multiple roles, allow employees to enjoy more aotag in their work and life issues, and reduce
employees’ pressure and burden. For companiesgimgiting work-life balance practices can
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help companies reduce management costs, emplogeatabism and turnover rates, as well as
increase productivity, among others, which willngrimore benefits to the company. Ouyang
Yanling (2014) indicated that 23 of the top fivergmanies in the world regard work-life balance as
an important strategy for employee relationship age@ment. A survey conducted by Johnson &
Johnson in the United States (Ouyang Yanling, 2@list) showed that employees who implement
work-life balance plans have a lower company si&vé rate than employees who do not
implement work-life plans.

Taking maternity leave as an example, an understgraf the present situation of work-life
balance among Chinese women through comparisorigbab

According to Chinese law, Chinese female employaespaid during maternity leave. The
following is the calculation method of salary:

» Chinese female workers’ pregnancy leave and vatatg®d to be issued by the hospital

and the company'’s salary will be paid in accordamitle the sick leave salary standard.

= During the maternity leave of Chinese female emgésy the company will pay 80% of
the actual monthly salary.

» Regarding maternity leave, China has state sulssitiemale employees in China can
receive government-issued maternity allowances, ioaternity leave wages and
maternity allowances are not equal. The amountaiemity allowance is related to the
salary base declared by the company to the soe@iridy department. Salary and
maternity allowance cannot be obtained at the dames which means that if the salary
you receive during maternity leave is lower thaa mhaternity allowance, the company
needs to make up the difference. If it is high@ntkthe maternity allowance, the higher
part will not be deducted.

At present, 29 provinces in China have clearlyudéifed paternity leave; the shortest is 7 days,
the longest is 1 month, and in most places, ibigldys. During the leave, most regions have set
salary bonuses as usual. Except for Tibet and atigji 29 other provinces have revised their
family planning regulations and stipulated the tioraof paternity leave (called nursing leave in
some areas).
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Table 5. Leaves in the different Chinese provinces.

Provinces Maternity leave Paternity leave | Marriage leave
Xizang One year 30 days 10 days
Jilin 158 days (can be extended to 1 year) 15 days 15 days
Chonggqing 128 days (can rest until the child is 1 year o 15 days 15 days
Beijing 128 days (can be increased by 1 to 3 mont 15 days 10 days
Henan 188 days 30 days 21 days
Hainan 188 days 15 days 13 days
Gansu 180 days 30 days 15 days
Heilongjiang 180 days 15 days 15 days
Fujian 150-180 days 15 days 15 days
Guangdong 178 days 15 days 3 days
Shanxi 158 days 15 days 3 days
Shanxi 158 days 15 days 30 days
Xinjiang 158 days 15 days 23 days
Yunnan 158 days 15 days 18 days
Neimenggu 158 days 15 days 18 days
Hebei 158 days 15 days 18 days
Qinghai 158 days 15 days 15 days
Guizhou 158 days 15 days 13 days
Liaoning 158 days 15 days 10 days
Shandong 158 days 7 days 3 days
Anhui 158 days 10 days 3 days
Ningxia 158 days 25 days 3 days
Sichuan 158 days 20 days 3 days
Jiangxi 158 days 15 days 3 days
Hunan 158 days 20 days 3 days
Guangxi 148 days 25 days 3 days
Jiangsu 128 days 15 days 13 days
Shanghai 128 days 10 days 10 days
Hubei 128 days 15 days 3 days
Tianjin 128 days 7 days 3 days

Source: Author based on 360doc.com (2018).
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The Population and Family Planning Regulations oénprovinces stipulate that paternity leave
is 7 days, and late marriage and childbirth careXtended to 10 days. However, as in Henan
Province, there is still up to 30 days of paterhéigve. The salary system during paternity leave
varies from unit to unit, and bonuses and beneéitsain unchanged. In some areas, paternity

leave for men can be converted to maternity leave&vbmen, and women can replace men.

Data released by some international organizatiowicate that China’s female labor force
participation rate is much higher than the globadrage. However, being Chinese professional
woman, trying to give birth and work at the sanmeetiis a huge challenge. In recent years, the
government has introduced a series of policiesrétept working mothers, that are commented
below.

(1) Extended maternity leave: You can take leave until the baby reaches one year old

Recently, there have been calls for insufficientemnaty leave for working mothers. How to
meet their urgent needs has become an importatihiood issue of national concern.

Since the implementation of the two-child polidye tpopulation and family planning regulations

have been revised in various places, and the @dicnl method of maternity leave has been
adjusted to “98 days leave + maternity leave stifmad by the state”. In some areas, maternity
leave has been increased to 128 or 158 days.

On this basis, in some areas, women can take apetgyear of leave after giving birth.

In addition, as early as 2016, Chongging Munictyatnade it clear that female employees who
comply with the maternity laws and regulations cantinue to take leave after their children
have taken a full year of maternity leave upon i@pfibn and approval by their units. A cash
pension equivalent to 75% of her basic salary veag guring this period, but not lower than the

city’s minimum wage standard.

(2) Extend the maternity allowance and extend the number of days of adjusted maternity medical
treatment

Maternity allowance is also crucial for working rhets. Recently, some regions have adjusted

the number of days of maternity allowance to bengmen. Maternity leave and maternity
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allowance can be enjoyed at the same time in Chimathe maternity leave is often different in
each region.

According to the Chinese Labor Law, employees antitled to 98 days of maternity leave
during childbirth, including 15 days of pre-nataehVe. For dystocia, an additional 15 days of
maternity leave are offered, and for multiple ksrtlan additional 15 days for each additional
baby born. In case of miscarriage, female workens Wwave a miscarriage within 4 months of
pregnancy are entitled to 15 days of maternitydeand those who have a miscarriage after first
4 months of pregnancy are entitled to 42 days démdy leave.

Maternity allowance is the salary of female workdwing maternity leave. It is calculated by
dividing the payment base of the female employekiklbirth month by 30 and multiplying by
the number of days of maternity leave. If the matgrallowance is lower than the salary
standard, the company will make up for the diffesen

The “Fujian Province Female Workers Labor Proteciegulations” came into effect on May 1,
2020. The regulations expanded the number of daysaternity allowance, stipulating that the
number of days of maternity allowance should notelss than 128 days, and converted it to 30
days per month according to the average wage oéleeramployees of the employer of the

previous year.

Since May 1, this city has also adjusted the paymtandards for medical expenses related to
maternity insurance. The main adjustments aboubdegtive medical expenses include aspects
such as prenatal check-ups, hospital delivery andly planning operations. Among them, the
standard for prenatal check-ups was increased ftgf0 yuan (183 euros) to 3,000 yuan
(392.17 euros) per person. The payment standarddspital delivery due to natural childbirth
was raised from 3000 yuan (392.17 euros) to 5008ny{653.61 euros), and the payment
standard for cesarean section was raised from $480 (575.18 euros) to 5800 yuan (758.19
euros). The payment standards for 25 medical exgsefios family planning operations have been
adjusted, for example, the abortion outpatientckxpenses have been increased from 270 yuan
(35.29 euros) to 770 yuan (100.66 euros).

However, this adjustment in Beijing did not increathe payment burden of units and

individuals. The insurance undertaken by the uoittinued to be consolidated at a rate of 0.8%
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into the insurance premiums charged by the basdicakinsurance for employees. Individuals

still did not pay the insurance premiums they assiim
(3) Establish parental leave to encourage employers to adopt flexible working hours

Many professional women work hard to raise childrad work after giving birth. In response to

this problem, many areas of “parental leave” hanerged.

For example, the “Regulations on the ProtectioWamen’s Rights and Interests of Ningxia
Hui Autonomous Region” came into effect in NovemB@4.9. According to these regulations,
employers are encouraged to provide 10 days ohtarieave per year for couples with children

between 0 and 3 ages in accordance with laws ayutateons.

In Fujian, the policy also clearly stipulates thating the period when the child is less than three

years old, the couple who gave birth to the chiildl neceive 10 days of parental leave each year.

In addition, Guangdong Province issued the “Impletagon Opinions on Promoting the
Development of Infant Care Services” in March 202Be guide pointed out that to strengthen
support and guidance for home baby care, thediest is to fully implement the vacation policy.
It fully implements policies such as spouses’ nratgrleave and paternity leave, and actively
explores ways to try parental leave and materragvé compatible with infant and childcare

services.

It is worth mentioning that the document also mamgd the issue of “flexible working hours”.

The guide says that employers are encouraged te rflekible work arrangements, reduce
working hours and commute to facilitate the caréatlfies and children at home. As well as this,
it must be provided support and information sersj@nployment guidance and vocational skills

training for parents caring for babies and younitdoén.
(4) Protect the fetus, and prepare for pregnancy can also enjoy these treatments

Among the laws and regulations issued by variowsilittes, many places have made more

detailed regulations on the protection of womenk&s in the “fourth phase”.

For example, the regulations of Jiangsu, Henan athdr provinces have included maternity

leave the months before the baby is born.
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Jiangsu stipulates that if the pregnancy is leas 8imonths and more than 7 months, and it is
really difficult to go to work, it should be prowd the maternity leave according to the rest
certificate of the medical institution. The treatiheluring the rest period will not be less than
80% of the local minimum salary standard. In additifor female employees in the pregnancy
stage, the regulations require organizations t@ange for married and expectant female
employees to engage in labor that is prohibitedndupregnancy as stipulated by the state, and

the female employees’ consent shall be obtained.

Henan Province clarified that if the pregnancyeissl than 3 months and the pregnancy reaction
is serious, or the pregnancy is more than 7 moittissnot possible to extend the working hours

or arrange for night shift work, and the rest timest not be less than 1 working time per day.

In addition to the two places mentioned above, spno@inces have also proposed protecting
pregnant workers measures. For example, Shaarpulaies that there are more than two
miscarriages, and there are no children, and tfemsale workers that are preparing to give birth,
can apply for adjustments in their job accordingatonedical institution certification through

consultation.

These are the indicators of work-life balance inn@hrelated to the situation of women in
childbirth, child-rearing and post-childbirth, whidn turn prove that China is now facing a

work-life conflict and is actively resolving it.

In recent years, Chinese companies have also ingoiesd other policies to balance work and
life. Tencent, one of China’s biggest Internet camps, has also begun to pay attention to
work-life balance and the policies it can implemeatsolve it such as flexibility. In this
company, employees don’t have to worry about waylomertime, because Tencent advocates
the concept of flexible work. Most departments dd have fixed entry and exist time. The
company only sets working hours and employees banse how to organize them during day,
guaranteeing time dedicating to work. In additibancent’s working atmosphere is very relaxed
and pleasant, and colleagues can get along weil e@th other. According to Tencent internal
staff, as long as you have any questions or wartotomunicate with others, you will get
answers. Tencent will also hold many interestinydies such as some talent shows, which will

attract many insiders to participate, and many [geoql watch. Within Tencent, there are also
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various interest associations, such as the BadmiAgsociation, Football Association, Dance
Association, Film Association, Photography Assocratand other amateur entertainment
associations, which provide employees with oppatiesito communicate and learn, as well as

exercise and relax.

Figure 3 also shows information about the use lewerking, also called telecommuting, in
2020 in China.

Figure 3. The scale of telecommuting enterprisesadfice staff in China in 2020
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Affected by the COVID-19 epidemic, many companieshina also choose to work remotely
online. According to the Hot Topic Report on thdeEemmuting Industry in China in the New
Year of 2020 (iiMedia Research website), from FabyB to 9, 2020, the first week of the end
of the Chinese New Year holiday, the number of iamiges using telecommuting exceeded 18
million, and the number of remote office workerc@ads 300 million. It shows that China has
made new progress and greater room for developinetglecommuting, which provides a
foundation for Chinese companies to implement widekbalance practices in the future.

The popularization rate of unpaid leave policy ihir@ is still very low, compared to some
countries with better welfare, such as the UniteateS. At the end of the 1990s, some private
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companies in coastal areas of China began to ingienhe vacation mode of unpaid leave,
which was mostly used to deal with the dilemmaxafess labor during the off-season of factory

production.

3.3 Comparison between China and other Countries
United States

The work-life balance in the United States has gbMaeen a controversial issue for American
employees because some companies often have levg&ing hours in order to achieve

long-term operating plans. There is a certain gappared with European countries. The United
States ranks 28th in terms of work-life balancee TS government has promulgated some

labor-related laws and policies in order to mamt&ork-life balance, such as the following:

» Family and Medical Leave Act (FMLA): signed by Hdent Clinton in 1993, this is
currently a law in the United States that guaramtaployee leave. The main content is
that within 12 months, due to the urgent needsaofilfy members and medical reasons,
any “qualified” employee is entitled to 12 weekdedve, and the employee’s pregnancy
leave, or childbirth leave is also FMLA. Howevédretlaw cannot guarantee paid leave,

which can also be a factor affecting work-life ale.

» Small Necessities Leave Act: Massachusetts endlaiethw in 1998, thus expanding the
rights of FMLA leave. The main content is to allemployees to get 24 hours of unpaid

leave in any twelve months.

» Massachusetts Maternity Leave Statute: Massackusatcted this law in 1972. The
main content is that female employees who meetifspeonditions can take 8 weeks of
leave. The law applies to all employers with sixnoore employees, and the employer
decides whether employees take paid leave.

= Wage and Hour Law and “Day of Rest” Statute: Malsgaetts also enacted this law. The
main content is to require employers to provide rBhutes of mealtime for each
employee who works more than six hours a day. Eyege on “rest days” have the right
to take a day off within seven days. If they wamipéoyees to work on statutory holidays,

employers must pay wages which are one and aitma&tthe normal salary.
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= Short- and long-term disability: The content mainhcludes companies providing
employees with short-term or long-term disabilitgurance, which brings other benefits

to some special employees.

European cities and work-life balance

According to reports, all cities in the world asnked according to the performance of Global
Work Life Balance in 2019. By observing the perfamoe of countries, the best work life

balance practices can be analyzed in detail.

KISI, a security company, surveyed 40 cities arotiredworld to find the best balance between
work and life. The company ranked cities based opleyment factors such as average

commuting time, working hours and holidays, as \aslindicators of well-being and civil rights.

Table 6 includes the nine European cities with ltkst work-life balance based on the 2019

Work-life Balance ranking.

Table 6. The best European work-life balance citi€z019.

Country Work-life balance ranking

Helsinki, Finland 100
Munich, Germany 98.3
Oslo, Norway 95.3
Hamburg, Germany 93.6
Stockholm, Sweden 89.1
Berlin, Germany 88.8
Zurich, Switzerland 84.1
Barcelona, Spain 82.2
Paris, France 77.8

Source: Based on Global Work Life Balance Rank2{@10).
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1. Helsinki, Finland

Helsinki ranks first in the world in terms of wolike balance. Employees working in Helsinki
only need to work 40 hours a week and only taken#@utes in average to travel from home to

work. For residents there, they can have bettamaumy and free space.

Take at least 30 days off a year, which is onehefdountries with the most vacations in the
world. Helsinki also provides 1,127 days of paidepdal leave (around 3 years), far more than

any country.
2. Munich, Germany

Among the ten largest cities in Germany, Munich thesleast pressure. On average, they work

one hour longer than Helsinki, and commute one teimore.

Helsinki and Munich are different in terms of haljg. In Munich, the capital of Bavaria,
although most employees have an average of ne@rtla@s off each year, they have at least 20
days off. Parents are entitled to 406 days of paickntal leave, which accounts for about one

third of Helsinki’'s parental leave.
3. Oslo, Norway

According to a survey of Oslo residents, data stiwat the average working hours of employees
per week is 38.9 hours, but some employees havevarage working hours of 48 hours per

week.

The city provides paid parental leave for pareAisiong all cities surveyed, gender equality
scores are highest, followed by Stockholm and IHkisiOslo is also a leader in mental health

services.
4. Hamburg, Germany

Residents of Hamburg work 41 hours a week, living working pressure is relatively small, but

safety is low.

In this work-life balance ranking, three Germarnesitwere selected. The three cities all have
something in common: the average weekly workingréi@ue relatively short, and policies are

provided to help maintain family happiness. ForrGams, leisure is a very important way of life.

5. Stockholm, Sweden
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People working in Stockholm can enjoy flexible wosk the city scores high on gender equality.
The Swedish government has taken measures to ésigents balance work and family life.

Stockholm has a gender equality score of 76.9,ingnéecond among all cities surveyed. Part of
the reason is the flexible working hours and tmecstire of parental leave. The degree of social
equality in the entire city is also high, as wedlthe acceptance of the LGBT+ (Lesbian, gay,

bisexual and transgender), where the equality @ijgenjoyment has reached 100%.
6. Berlin, Germany

On average, workers in Berlin go to work aroundrithe morning, a bit later than the top ten
German cities, but still earlier than other citi€ee average commute time is a bit longer, but the
pressure level in Berlin is twice that of Hamburglawice that of Munich.

7. Zurich, Switzerland

Among the ten largest cities, Zurich residents wtrk& longest and commute the longest.
Although its level of psychological services rardexond, the pressure in the city is very low,
second only to Munich.

Zurich is the most populous city in Switzerlandt lits low air pollution has brought many
benefits to residents’ living environment and healt

8. Barcelona, Spain

Barcelona residents take an average of 30.5 dayaaaition per year, a longer leave than other
cities, because is higher than the minimum annegld of 22 days. Long lunches and lunch
breaks are common in Spanish cities, and they faessure to eliminate these traditions. In

Barcelona, employees work nearly 41 hours a weeklas to other cities in the top ten cities.
9. Paris, France

It takes an average of 44 minutes to travel froomé&do work in Paris, which is the longest
among the nine European selected cities. Both BadsHelsinki have 30 days of vacation time.
French law requires the active promotion of a Ingalork-life balance. The weekly working
hours are limited to 35 hours, and employees caws# not to send and receive emails after
getting off work.
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The practice of Chinese companies

Through surveys of some companies, it was founttiepolicy implementation plan made by
these human resources departments did not fundaltyeslve the conflicts between work and
life in Chinese companies. The distribution of finel rewards to employees has become the
main solution to conflicts. After interviews withome managers, they believe that the
implementation of these policies has a generalceffsn the work-life balance of most
employees. However, some policies will actuallyréase the problem of work-life imbalance.
For example, managers will get more difficult jobsd employees who want to get promoted
through this task will work harder and the pressuilebe greater. But few managers care about
and understand employees and support them. In éawbtional intelligence has not received
much attention in leadership training in Chinahaltgh facts have proved that the workplace
and high-quality support can effectively reduce keos’ work-life conflict (Allen et al., 2000;
Casper et al., 2002; Thompson et al., 2004; Kelpl.e2008).

In accordance with the analysis developed by Clai(@912), many managers have a very
indifferent attitude towards work-life balance issuMost managers think that if they want a
better job, they will sacrifice their family anddi If the employee disagrees with this approach,
you can choose to resign, but more people willtfighthe job, and your departure will not have
a significant impact on the company. For example, GEO of a private accounting firm believes
that women cannot have both work and life rolegolfi choose to join the workplace, you will

not be able to be a housewife because it is dlfficubalance work and life. Therefore, female
employees in China rarely have other special hgdidaxcept maternity leave. Although

company managers know that employees will face nveork-life conflicts, financial rewards

and salaries can help the company retain employides.CEO'’s strategy is to set a low base
salary, which is determined by performance bonus$isir employees must keep themselves
busy in order to get more income. The conflict w work and life is inevitable and

employees must learn to manage and distributealla¢ianship between work and life. Chinese
company rarely implements work-life balance poBgibut in order to help employees relieve

stress, they often organize events.

After analyzing the employees’ opinions of some pames in China, they hope that the

companies can implement more policies and supporivbrk-life balance, but it is difficult.
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Chen (2006) found that 37% of sampled knowledge leyeps believed that flexibility in
working hours could effectively reduce work-lifendbict. Chen’s (2006) research also shows
that 31% of knowledge employees expect their omgdiuns to provide childcare and/or elderly
care services when they have work-life conflictefhvould rather deal with employee requests
informally based on specific circumstances thartitutfonalize certain arrangements that
employees might use. The managers did give somapza of their families’ commitment to

exercise discretion to take care of the individual.

It should be note that, although young and singtekers may have fewer work-life conflict,
long hours of work and occupational anxiety haveegative influence in their non-working
lives. They may experience a vicious circle of having a partner, and then spend more time
working, thereby reducing the chance of findingaatiper and therefore staying single. As well

as this, some married women must postpone childtorsave their careers.
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4. WORK-LIFE BALANCE IN A CHINESE COMPANY: Alibaba Group

4.1. Description of the Company

Alibaba Group Holding Co., Ltd. (hereinafter retsfrto as Alibaba Group) was founded at the
end of 1998 by 18 people headed by Ma Yun, alsovknas Jack Ma. The company is
headquartered in Hongkong, and overseas brancH&idan Valley and London, although it is
also established in Hangzhou, Zhejiang and Chinmeseland. The current number of employees
is 103,699.

Alibaba founder Jack Ma was named “future leadey”the well-known “World Economic

Forum” in 2001 and “business leader” by the Amariéasian Business Association in 2000. Ma
Yun is also the first Chinese entrepreneur to appaahe cover of Forbes in 50 years. He has
been invited many times to give lectures at wodohbus universities, such as Harvard

University, MIT and Wharton Business School.

Alibaba group is currently the world’s largest tragl market, as well as the world’s largest
online trading market and business communicationmoanity. It has become the world’s first

e-commerce website with 2.1 million merchants. €mme, Alibaba Group has become a
well-known e-commerce brand of global business (B&Bhas become the preferred website for
global merchants’ online promotion because Alibalsiccess comes from its good positioning,

stable structure, and high-quality service.

The Alibaba Group’s mission is to make nothing idifft in the world. The founder created
Alibaba to allow small enterprises to expand theisiness through innovation and technology in
order to be in a more favorable position when pgodting in domestic or global market
competition, help small enterprises safeguard tbein interests, and provide a fair Internet
competition environment. Alibaba Group reformed ttraditional marketing, sales, and
operations methods, provided the power of new teldgy, built a fair Internet marketing
platform, helped enterprises improve efficiencyeracted with customer groups, and made the

enterprise’s operations more efficient.

The development of Alibaba Group’s business segmmeitly includes business services, big
data cloud computing services, financial servicadyertising services, Internet services,

cross-border trade services and rookie logistinases.
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Alibaba Group operates a number of businessespposuthe successful operation of Alibaba
ecosystem. There are also services and businessgdqul by subsidiaries. There are 13 main
businesses in the ecosystem, including Alibabarnateonal station, 1688.COM, Taobao,
TMALL, FRESHIPPO, AliExpress, Lazada, ele.me, YOUKDing Ding, Alibaba, Alibaba

cloud and CAINIAO. Below, there is an introductitm the main business of Alibaba Group

ecosystem following the chronological order of thegeation.

> Alibaba International Station

gLﬂﬂ%E B & frid
Alibaba.com

Alibaba International Station is a leading onlinkolesale trading platform for foreign trade and
the first business established by Alibaba Groupplirpose is to provide suppliers from China
and the world with inquiries and online orders witrerseas wholesale buyers. Services such as
trading, digital marketing, digital supply chainrfeemance and finance. Overseas wholesale
buyers are generally trade agents, manufacturetglesalers, retailers, and small and

medium-sized companies engaged in import and exp@ihess.

> 1688.COM

PR

® 1688.com

Founded in 1999, 1688.COM is China’s leading irdégpt domestic trade wholesale market

business created by Alibaba. Through the provisibanline transaction services, it will match

>

up the cooperation between factories and wholesaead buyers in China’s clothing, shoes,

bags, accessories, home improvement building naégeand packaging materials.
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» TaoBao

DER

Taobao.com

Founded in 2003, Taobao is an enterprise underaB#bgroup, China’s leading mobile
commerce platform, with a growing customer baseamdige user group. Through technology
optimization and big data analysis, Taobao providesmisumers from big cities and
underdeveloped areas with a highly personalized iatefactive shopping experience. On
Taobao, consumers can obtain interesting contedt the latest information provided by
businesses in real time, so as to understand pragfecmation and new trends. They can also
communicate with each other, as well as their fitoenterprises and KOL (Key Opinion
Leader). KOL is regarded as a relatively new mamketool, which takes advantage of social
media’s coverage and influence. The merchants @pldtform are mainly individuals and small

businesses.

> Alimama

% M

Alimama was founded in 2007 and is the monetizaptaiform of Alibaba Group. Alimama

uses data technology to match the promotion neédaeochants, brands and retailers with
Alibaba’s and third-party media resources to realine value provided by Alibaba's core
business, digital media and entertainment, andr ditbsinesses. Through Alimama’s marketing
services, dealers can also choose to perform niagkdtsplays on third-party customers and

websites to reach users and resources outsidalbd's platforms.

» TMALL
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THMALWLXIB

TMALL was founded in 2008 and is the world’s leaglithird-party online and mobile business

platform for brands and retailers. Alibaba Groupated TMALL to serve customers who are
gradually more pursuing higher-quality products d&he greatest shopping experience. Many
international and Chinese brands and retailers lsattded on Tmall, supplying Chinese and
overseas customers with branded products at hothatawad and products that traditional retail
stores cannot provide.

What is the key difference between Taobao and Thadhile Tmall is a B2C platform (like
Amazon), Taobao is C2C (like Ebay). Then, Tmall alhshe premium brands, while Taobao is

much more focused on local brands and sellers.

> Ali Cloud

CIWEZ

Founded in 2009, Alibaba Cloud is the digital tedogy and intelligent support business of

Alibaba Group, which provides a full range of closervices to consumers around the world,
including database, storage, security, large-saaeputing, elastic computing, network
virtualization services, management and applicatiservices, Internet of Things services, big

data analysis, and machine learning platforms, gnatiners.

» AliExpress

Express

Smarter Shopping, Better Living!
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AliExpress was founded in 2010, a global tradingketcreated by Alibaba Group. It facilitates
global consumers to buy products directly from miacwrers and distributers in China and even
the world. Its main consumer markets include thetddinStates, Russia, Brazil, Spain and
France. Although the global version of the websitan English, other 17 other languages,

including Russian, Portuguese, Spanish and Fremetglso available in the platform.

> Lazada

I‘ Lazada

Founded in 2012, Lazada is one of the prominentfastigrowing e-commerce platforms in
Southeast Asia. It operates in six countries inagdndonesia, Malaysia, the Philippines,
Singapore, Thailand and Vietnam, and provides sesvior small and medium-sized enterprises,
local and international brands in Southeast Asia.

» CAINIAO

C £\ |
N IAO ==

CAINIAO was founded in 2013 and is an intelligeagistics network business under Alibaba
Group that incorporates the vision of the grouperms of logistics: 24 hours in the country, 72
hours in the world. In order to realize this id€ajniao Networks and logistics partners continue
to establish and operate a global logistics fatfédht network, providing domestic and

international one-stop logistics services and sumplain management solutions to satisfy the

majority of merchants and consumers in a largeestanner.
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» YOUKU

YOUKU D

Alibaba Group acquired a controlling stake in YOUKitJ2016. According to QuestMobile’s
user data in March 2020, YOUKU is the third largestine video platform in the Chinese
market and the most well-known online video brandChina’s Internet sector. One user can
quickly and conveniently search, watch and shagh-guality video content on multiple

terminals.

» FRESHIPPO

oo)

— FRESHIPPO

FRESHIPPO was founded in 2016. Through online affith® consumption, Alibaba Group

creates its own fresh food and daily necessititsl rehain brand. If consumers consume online,
they use physical stores as warehouses for ontiier®y and then deliver them to door-to-door
and can also achieve the effect of consumers’dhepping experience. As on March 31, 2020,

Alibaba has 207 self-operated stores, mainly |latatdirst- and second-tier cities in China.

> ele.me

I TZ

ele.me
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In 2018, Alibaba Group acquired ele.me, strivingbiecome one of China’s leading even
distribution and local life service platforms. Cangers can order snacks, meals, fresh food,

beverages, and daily necessities online throughmeleAlipay, Taobao and Word of Mouth.

» Ding Ding

’“f%j%j

Ding Ding is a digital collaborative office platfor that provides new ways of sharing,
collaborating and working for contemporary orgati@a including schools and educational

institutions. Millions of companies and users usegdalk to keep in touch and work remotely.

Table 7 include some information from the finangatformance of Alibaba Group.

Table 7: 2017-2019 financial performance of Alib&aup

Alibaba Group Financial Performance (100 millioragi
Year First quarter Second quarter Third quarter Fourth quarter
rgv(gﬁhe Net profit r;-v(gﬁte Net profit r;v(gﬁhe Net profit rgvoetﬁlue Net profit
2019| 934.98 | 258.3 | 1149.23| 212.52 | 1190.17| 725.4 | 1614.56| 523.09
2018| 619.32 | 66.41 | 809.2 76.5 | 851.48 | 182.41 | 1172.78| 330.52
2017| 385.79 | 98.52 | 501.84 | 140.3 | 551.22 | 174 830.28 | 233.3

Source: https://www.alibabagroup.com/cn/ir/reports

It can be analyzed from Table 7 that the total meeeand net profit of Alibaba Group have

increased year by year from 2017 to 2019, indigatirat the financial performance of Alibaba

Group is in a stage of steady growth.
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4.2. Work-life Balance Practices implemented by Alibaba Group

China has been accelerating its development inntegears, and the problem of work-life
balance among Chinese companies has become imgkaprominent. Problems such as the
loss of corporate talents, the work efficiency ohptoyees and the impact on company
development have emerged. Companies have beglaytatiention to the problem of work-life

balance, and they have gradually realized the itapoe of it to company development.

Alibaba Group is a leader in China’s domestic e1ca@rce and a large-scale global trade market.
As a referent, it strives to balance the work aifel &f employees by improving employee
welfare. Below, there are describe the practicedAldiaba Group for employees to reach
work-life balance.

1. Economic security
A) Provide interest-free housing loans.

In 2011, Alibaba Group used 3 billion yumprovide employees with interest-free housingnloa
benefits, which was called "ihome". The condition ffleceiving it is that the employee must be a
regular employee who has worked in Alibaba Groum€lior at least 2 years. If the employee
needs to buy the first set of residence (in theilfaomit) at the workplace, the employee can
apply to the company, and the company can providesmum of 300,000 yuan (39,224.68
euros) with an interest-free home purchase lo&®MB. The company helps employees ease the

burden on their families.
B) Employees’ children’s education and price suiesid

Alibaba Group provides regular employees in Chirith & one-time child education and price
subsidy (it reduces the consumer price of a goodeovice below what it would be in the
absence of the subsidy) of 2,000 to 3,000 yuan.g26tb 392.24 euros).

C) Alibaba Education Fund.

Alibaba Group has set up an education fund withotl tamount of 500 million yuan
(65,373,772.30 euros). The company uses this fandvest in the construction of the school’s

hardware facilities to achieve joint education wétucational institutions. It also cooperates
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with related schools in Hangzhou (China) where lleadquarters of the Alibaba Group is

located, to provide some enrollment places for eyges’ children.
D) Provide assistance for major diseases.

Alibaba Group has specially set up the “iHelp Ddiotie Program” for employees and their
families suffering from major diseases and can yagdpt 50,000-100,000 yuan (6,537.38-

13,074.75 euros) in assistance.

2. Life improvement
A) Food and meal supplements.

Alibaba Group headquarters has employees fromvall thhe country and the company provides
employees with food from all over the country tovdndhe opportunity to choose. The prices are
cheap and only charge the cost price. The compdahglgo provide meals for employees.

B) Pregnant women'’s lounge.

Alibaba Group will set up a maternity lounge on redloor, which is mainly provided for
employees who are preparing to be mothers and thredig. There will be refrigerated

cabinets and special lounge chairs.
C) Children’s education.

Alibaba Group has specially set up the “iBaby” patjfor the education and care of employees’
children. The project content includes policy cdtaion and education information on the
education of employees’ children, helping famileish difficulties with their children, and the

company will regularly carry out parent-child adiirs as well as other employee activities.
D) Free gym.

Alibaba Group provides employees with a 1,000-semaeter free gym at the headquarters of
Alibaba Group, including running, yoga, table tenand other sports, allowing employees to

work hard while having their own time to relax andintain work-life balance.

3. Health Protection
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A) Physical health check.

Alibaba Group is very concerned about the physiezdith of its employees. It provides a
comprehensive physical health check every yearwafidalso invite experts to interpret the

employees’ health, so that employees can preveirthialth risks as early as possible.
B) Mental and health consultation.

Alibaba Group covers this issue by inviting indysexperts to the company to provide

employees and their families with answers to warlt bfe stress and disease prevention issues.
C) Supplementary medical insurance.

Alibaba Group has purchased supplementary meditalrance for all workers, including
outpatient expenses and hospitalization expenges tiie employees fell ill, and reimbursed
them a part of the expenses based on the typegditimes, which reduces the medical burden
of employees.

D) Maternity Insurance.

The company provides 100% reasonable childbirtimnbbarsement for female employees when

they give birth.
E) Caring for Employees’ Parents Plan.

Alibaba Group also provides 2 free health checkefoployees’ parents every year.

4. Leave benefits
A) Maternity leave.

The company allows male employees to have patetedye and female employees have
extra-long paid maternity leave and pregnancy ledamale employees who work during

breastfeeding can also leave work half an hourezalch day.
B) Annual leave.

Employees can use annual leave during the proba@iod. The annual leave calculation
method is that the first year and the second yeaf7adays a year, increasing by 2 days each

year, and they can take up to 15 days of leave.
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C) Visiting relatives.

Alibaba Group provides employees with a three-dayilfy visit every year. Employees can go
home to visit their parents or relatives in ordeeyt can feel the warmth of the family while

working hard.

Figure 4 offer some information about the ratingsl &rends of work-life balance in Alibaba
Group according to the punctuations given by emgxgyin the international human resources

web page Glassdoor.

Figure 4: Alibaba Group’s ratings and trends onkalde balance, welfare, etc.

Alibaba Group Ratings and Trends
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\
i
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Source: http://www.tengways.com/view.aspx?Contenf6
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According to the Figure 4, it can be seen from gheres in five aspects that Alibaba Group
employees are still somewhat dissatisfied with wldekbalance (3 points out to 5). Although
the company has made a lot of practices and bsriefitvork-life balance, it cannot completely

solve the work-life balance under the high-intgngsiork pressure of employees.

4.3. Recommendations

Through analyzing the work-life balance practice Alfbaba Group from the aspects of
employees’ economy, vacation, life and healthcitrapany still attaches great importance to the
work-life balance of employees, but there are alsme deficiencies. The following are the
measures | think Alibaba Group needs to improve wioek-life balance of employees and

achieve a real work-life balance.
1) Flexible working system.

Alibaba Group’s practice of work-life balance doest involve any aspect of the flexible
working system. The company should try to allow Eypes to choose their own working
hours, working methods, and working locations anghemise of ensuring the completion of the
tasks within the specified tasks and time. Theilflexworking system allows employees to
reduce the conflicts between multiple roles. Faregle, if employees choose to work remotely
from home, they can not only play the role of fanbut also the role of employees, so that the
work and life roles are not delayed. The conflietizeen work and family roles is reduced and
the work-life balance of employees is maintained.

The pandemic provoked by COVID-19 has accelerateduse of teleworking. The Chinese
government, in order to control the spread of fhidemic, pushed enterprises across the country
to implement remote work from home, and Alibaba @ralso allowed all employees to work
remotely from home. After COVID-19 is effectivelpmtrolled in China, Alibaba Group agreed

that employees can choose to work in the compamyodk remotely from home.
2) Job sharing.

Alibaba Group can try to allow two or more emplayde share work with each other in one
working day or one working week, so as to redueevibrk pressure of employees, increase their

enthusiasm for work, and make the company devetsttipely. Work sharing helps employees
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provide more living space, so that employees nbt bave time to spend at work, but also have
more time to return to the family, so as to mamtie satisfaction between multiple roles and

achieve work-life balance (Clark, 2000).
3) Clear task assignment.

Alibaba Group can try to assign work to employeks=arty, including the concept, content,
deadlines and other instructions of work tasks. Byges can complete tasks more efficiently,

which may save time for their personal space and aind maintain their work life balance.
4) Flexible benefits.

The benefits provided by Alibaba Group to achiewarkalife balance are not required by all
employees, and employees should be allowed to ehdbs benefits they need. The
implementation of flexible benefits can increasepkyees’ sense of happiness in life, thereby

reducing work pressure and achieving a work-lifieubee.
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5. CONCLUSIONS

The main objective of this master thesis is to gttt general situation of work-life balance
practices in China. To do this, it is identifiecggsdribed, and analyzed the available practices in
China, and the offered practices of a Chinese cosmpiaat is considered a referent, Alibaba
Group. The contribution of this work is to understathe availability and use of work-life
balance practices in Chinese companies and propmasevork-life balance practices for Alibaba
Group, in particular, that can be also applied thepcompanies. Below, the main conclusions

are grouped and explained.

a. First of all, this work theoretically discussesthe definition, importance, types and

implementation issues of work-life balance practice

This master thesis discusses the main definitiohswork-life balance practice into six

categories: multiple roles, relationship betweenltiple roles, satisfaction between multiple
roles, role salience between multiple roles, refethip between conflict and promotion,
perception between multiple roles control. Accogdin these ideas, from this work, work-life
balance can be defined as the recognition of tlesiple problems between work and life roles

and the need to balance them to deal with conflintsoverflows between roles.

The importance of work-life balance practices isintyaanalyzed from the positive and

important impact on the company and employees. éraployees, the benefits are to reduce
psychological pressure, improve performance, preeemployee burnout, and reduce work-life
conflicts. For companies, some of the benefits taat be obtained are increase productivity,
increase corporate social responsibility, reducaagament costs, improve company reputation,

and attract talents.

The main types of work-life balance practices dexilble working systems, job sharing,
compressed work week, childcare services, unpawxklehealthy cash plans, and encouragement
of vacations.

This work also studies various problems that congzamr organizations will encounter in
implementing work-life balance practices from foagpects: gender stereotypes, attendance
rates, lack of senior management support, and maticulture, in order to better implement

policies and foreshadowing.
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b. Secondly, this master thesis also analyzes Chigavork-life balance based on China’s
national conditions, mainly from three aspects: Cma’s labor market structure, China’s
work-life balance indicators, and a comparison of @ina’'s work-life balance with other

countries.

In the context of the structure of China’s laborrkes, the Chinese government is doing its
utmost to implement welfare policies such as extepdnaternity leave, granting maternity
allowances, increasing parental leave, and encmgagmpanies to implement flexible working
hours in the process of implementing work-life Inak policies in China. Under the promotion
of the government, the intervention measures thaing€se companies can take in human
resources have also increased, such as econoneigtives (increasing employee income and
benefits, companies can invite family members tdi@pate in travel, etc.), flexible working
systems (remote work or teleworking, part-time jadis.), the most common is that the company

organizes social activities.

Through this article, we compare the work-life Ina@ka policies among China, the United States,
and some cities of Europe, such as Spain, Gernary,France. Research on factors such as
working hours, holidays, and civil rights showstttieere is still a big gap between the practice
of work-life balance in China and that in foreigauatries, which may be related to cultural

differences and market structure.

The practice of work-life balance in China requitee active cooperation of the government,
companies and employees to achieve improvementg®bhernment must first implement more
policies, and secondly make Chinese companies ganaations aware of the importance of
work-life balance. Let the company realize thasihot only to relieve pressure for employees,
but also to improve productivity and performance foe company, which will have more

positive impacts on the company and attract mdeats from all over the world.

c. Finally, this work mainly studies the practice ® work-life balance in the Chinese
company Alibaba Group and analyzes it from three gsects: the situation of Alibaba

Group, the practice of work-life balance and the reommendations for the company.

Alibaba Group is currently the world’s largest oitrading market and trade market founded in
1998 in Hangzhou, China. The company is commiti@dexpanding its business through
innovation and technology, reforming traditional rkeding, sales and business methods, and
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helping small and medium-sized enterprises to géebefficient operation. Alibaba Group has
13 main businesses, involving various countriesigdothe world, including Taobao, TMALL,
FRESHIPPO, AliExpress, Lazada, Alibaba Internatio®sation, 1688, ele.me, YOUKU,
DingTalk, Alibaba, Alibaba Cloud, and CAINIAO.

This work starts from the four aspects of Alibabao@p’s practice of work-life balance:

economy, life, health and leave. Alibaba Group r@ans employees’ work-life balance by

providing employees with interest-free housing kamployee child education subsidies, meal
supplements, free gyms, free health check-ups, cakttisurance, maternity leave, and family
visits. It can be seen that the company has spletod thoughts on this, but the data at Figure 4
shows that Alibaba’s employees are not very satistvith work-life balance measures. The
imbalance between the work and life of employedklead to the employees’ job burnout and

role conflicts.

Therefore, | put forward four suggestions to AlibaBroup’s practice of work-life balance.
Companies can choose to implement flexible workesys, job sharing, clear assignment of
tasks, and flexible welfare options. The companytalarify the importance of the work-life
balance of employees, and propose more new pqlicieEh are the important factors for the

company'’s continued development.

This master thesis also has some limitations. ,Riestain data about 2020 cannot be obtained
from the Chinese government, such as the numba&mfoyees, the gender composition of
Chinese population, the number of employees by emyptype, and the data on labor
compensation and average labor compensation ofe€hiemployees. Second, there may be
more ways to balance work and life but, accordiagChina’s economic development and
competition, | think that some work-life balance thaels are not applicable. This work has
included some of the most relevant work-life ba@moethods. Finally, In the analysis of
Alibaba Group, | cannot get access to all inforomatof the company and the opinions of
Alibaba Group’s employees about work-life balantk.of them were obtained from its public

reports.

However, this work provides a general review alwaitk-life balance practices in China and its
application in a big Chinese company establishedethSome recommendations to improve the

situation are also provided.
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6. APPENDIX

URBAN EMPLOYMENT AND COMPOSITION AT THE YEAR-END
BY REGISTRATION STATUS AND REGION (2018) in China

(10,000 people)

Composition (Total=100)

Total Other Urban Other State-owned| Urban Other
enterprises collecti_ve enterprises| enterprise coIIecti_ve enterprises
enterprise enterprise

The National 17258.2 5739.7 3474 11171.% 33.3 2.0 64.7
total
REGION
Beijing 819.3 177.8 13.1 628.4 21.7 1.6 76.7
Tianjin 260.0 62.1 2.6 195.2 23.9 1.0 75.1
Hebei 550.3 274.0 11.3 265.0 49.8 2.1 48.2
Shanxi 425.8 176.6 13.2 236.0 41.5 3.1 55.4
Inner Mongolia 272.4 158.3 4.1 110.0 58.1 1.5 40.4
Liaoning 501.6 209.9 14.6 277.1 41.8 2.9 55.2
Jilin 279.3 136.9 3.7 138.7 49.0 1.3 49.7
Heilongjiang 392.7 246.4 9.5 136.7 62.8 2.4 34.8
Shanghai 640.7 91.7 11.3 537.7 14.3 1.8 83.9
Jiangsu 1472.6 259.5 25.0 1188.1 17.6 1.7 80.7
Zhejiang 10135 212.8 14.9 785.9 21.0 15 77.5
Anhui 502.3 181.2 12.5 398.6 30.6 2.1 67.3
Fujian 705.4 155.8 10.0 539.6 221 14 76.5
Jiangxi 435.7 171.1 10.9 253.7 39.3 2.5 58.2
Shandong 1129.0 359.9 29.0 740.1 31.9 2.6 65.6
Henan 967.3 354.4 21.5 591.5 36.6 2.2 61.1
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Hubei 653.3 246.9 11.2 395.3 37.8 1.7 60.5
Hunan 546.3 232.1 13.3 300.9 42.5 2.4 55.1
Guangdong 1994.1 375.1 42.6 1576.4 18.8 2.1 79.1
Guangxi 386.8 199.1 10.9 176.8 51.5 2.8 45.7
Hainan 99.6 41.1 14 57.1 41.3 1.4 57.3
Chongging 391.2 112.6 5.6 273.0 28.8 1.4 69.8
Sichuan 780.6 327.6 20.2 432.8 42.0 2.6 55.4
Guizhou 308.5 167.4 4.0 137.1 54.3 1.3 44.4
Yunnan 427.0 181.1 7.4 238.6 42.4 1.7 55.9
Tibet 36.9 30.4 0.2 6.4 82.3 0.5 17.2
Shaanxi 493.2 207.8 13.6 271.8 42.1 2.8 55.1
Gansu 246.7 141.9 6.2 98.6 57.5 2.5 40.0
Qinghai 62.7 36.6 1.0 25.1 58.4 15 40.1
Ningxia 68.0 35.9 0.5 31.6 52.8 0.7 46.5
Xinjiang 305.2 175.9 2.1 127.2 57.6 0.7 41.7
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