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ABSTRACT

In modern enterprise management, employee compensation system is a very important incentive method. As an indispensable part of the salary system, Employee benefits management plays an irreplaceable role in salary. It is more about providing logistics support for employees' lives (Burk, 2012), and is a very important economic form for attracting, stabilizing, and motivating employees. In recent years, although welfare investments in different countries and enterprises have been increasing year by year, they have not achieved the expected results. How to achieve a balance between meeting the needs of Employee benefits and controlling costs is worth our in-depth study. This paper selects a small company engaged in the sales of Mobile phone accessories as the research object, summarizes the problems and reasons of the company's existing welfare system, and puts forward reasonable suggestions for the company's Employee benefits system, which should be supported by Maslow's demand model.
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1. [bookmark: _Toc2280]Introduction
Employee welfare are also known as labor benefits. It is the labor remuneration provided by enterprises to meet the living needs of workers, in addition to wages and bonuses, and to provide monetary, physical, and other benefits to workers and their families (Tamah. 2021). It is an important component of salary composition and an important supplement to basic income. Welfare generally include forms such as health insurance, paid holidays, holiday gifts, or retirement benefits. These rewards, as part of the welfare of enterprise members, are awarded to individual employees or groups of employees. In China, the concept of welfare is also divided into broad and narrow parts. Broad welfare generally refers to all benefits, including social insurance, except for the payment of wages and bonuses. Narrowly defined welfare refers to other benefits provided by enterprises based on the labor of workers, including wages, bonuses, and social insurance. According to survey statistics, cost is the first factor that enterprises consider when designing Employee benefits. The proportion of factors aimed at motivating employees is relatively low (Gemma, 2021). Meanwhile, for enterprise employees, they mostly believe that monetary bonuses as the main form of motivation have a greater impact, followed by physical benefits, while legal welfare incentives are weaker (ChuHsuan, 2021). Of course, employees from different regions and enterprises also have different feelings and perspectives on welfare measures and methods. With the development of technology and economy, various welfare programs have emerged in private enterprises. For example, a pet products company's welfare for employees is to allow them to play with cats in the company. The company has even set up a "play area"(Kiani et al., 2008), which is equipped with cat racks, Scratching post, cat pots, cat pets, cat snacks and cat toys. The company has even bought Persian cat, Blue Cat and Orange Cat as the company's mascots, attracting a large number of employees who like to play with cats to work in the company. The welfare design of an Internet enterprise is that employees can go to the daze corner when they have no idea. There is a hanging basket in the daze corner, a large french window, and even different music surrounded. Employees can be serious and dazed. No matter how the form of welfare changes, it is certain that welfare benefits are a form of motivation, and good welfare incentives will promote the future development of employees and the enterprise.
2. [bookmark: _Toc24318]Organizational Overview
Company A is a small and medium-sized enterprise, mainly selling Mobile phone accessories. The company has a total of 18 employees. Due to the small number of employees, the boss believes that the company is very easy to manage and assigns an employee to pay wages and bonuses, while other benefits are paid based on performance, without a unified standard. Therefore, the company's Employee benefits system is relatively unsound. The company does not have a unified performance evaluation standard, and the employee who pays wages and bonuses either relies solely on management instructions to distribute bonuses and benefits, or pays bonuses and benefits according to the previous month's distribution standards (White, 2005). In the long run, employees with good performance feel that their profits are too small, while employees with average performance feel that they have not received the most basic rights, while employees with poor performance and little effort muddle through. Every time they receive bonuses and benefits, they receive satisfaction, after all, they are only living in the company. This phenomenon has seriously exacerbated the opposition between employees at all levels of the company, and many employees who have been very hardworking and progressive have gradually lost their fighting spirit, because no matter how hard they try, the results are the same. The more such employees there are, the smaller the cohesion of the company, the decreasing competitiveness of the company, and the overall efficiency of the enterprise will also decrease. Due to the inability to improve the efficiency of the enterprise, the welfare of employees will also be correspondingly reduced, ultimately forming a vicious cycle that affects the development of the company.
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[bookmark: _Toc17782]3.Main discussion
[bookmark: _Toc16340]3.1 Problems of Welfare Management in Company A
Li Chaoli (2020) confirmed that after the end of the COVID-19, China's economic situation is very poor. As a small and micro enterprise, Company A will first find that the living environment has suddenly become difficult. Under the circumstances where external factors are not conducive to the development of Company A, the internal situation of Company A is also not optimistic (Sun, 2021). Sales personnel no longer strive to expand the market, procurement departments no longer strictly monitor product quality and packaging, and logistics departments no longer fully support the company's products and services? Is the work efficiency of employees becoming increasingly low? These problems are all reflected in the issue of "people". Undoubtedly, the problem lies in the human resources department, and Company A does not have a human resources department! Company A only has one dedicated staff member who pays salaries, bonuses, and benefits! This once again proves that Company A's previous management had serious problems. An excellent human resources department can first plan the organizational structure of the enterprise and the permissions of each position, while also coordinating the overall goals and sub goals of the company for each department. The human resources section also covers the recruitment, training and development, corporate culture, performance evaluation, employee relationship management, and salary and welfare distribution of the entire company (Johansson et al., 2017). When separating and carefully examining the welfare system of Company A, it will be found that there are fundamental errors in Company A's human resource management and welfare system.
Lack of fairness
[bookmark: _GoBack]The current welfare regulations formulated by Company A have a tendency towards equalization, which leads to employees taking the inclusiveness of corporate welfare as a part of the company's salary payment and taking it for granted, resulting in a weakened incentive effect of welfare. In this situation, on the one hand, it can cause employees to lose their fighting spirit. Employees who perform well may feel that they cannot get the reward they want no matter how hard they try, while employees who perform poorly may muddle through. Ultimately, employees who are willing to work hard and give will feel obvious unfairness and dissatisfaction, which can easily lead to talent loss. On the other hand, companies spend corresponding welfare costs every month (Zhongmin, 2022), but no employees are willing to strive for corporate benefits for the company. As a result, the company will gradually lose competitiveness, and employees will be unable to improve their abilities in their work, ultimately leading to the company's bankruptcy. Therefore, this is not a concern for employees at all (Osman, 2008). In addition, there is a phenomenon where many companies only focus on the welfare of senior managers, downplaying the welfare of middle and lower level employees, exacerbating the opposition between employees at all levels of the company, and dampening the morale of grassroots employees (Yin, 2021). This phenomenon did not occur in Company A.

Welfare expenses are too high
The cost of employee benefits is a problem that almost every small and medium-sized enterprise will encounter. Welfare expenditures have a significant impact on the labor costs of small and medium-sized enterprises (Johansson et al., 2020). For this reason, Company A has previously used the method of hiring temporary or part-time workers to alleviate the cost pressure brought by benefits (Pierce et al., 2016, p.32). At the same time, as the company grows in size, the costs of welfare statistics, accounting, and management also increase. In addition, the increase in welfare programs and the expansion of scope have also increased the costs of enterprises (Ghaly et al, 2015).

Single reward form, ignoring internal rewards
As a micro enterprise, the welfare forms of Company A should be flexible and variable, as the smaller the enterprise, the more diverse the incentive forms required (Richter et al., 2011). However, the Employee benefits incentive form of Company A is relatively simple, ignoring the internal compensation of employees. It is understood that in Company A, the basic salary of employees is fixed, and even for sales positions, there are no other forms of incentives besides commissions, and there is a lack of internal rewards that represent work ability and attitude. As a result, employee motivation decreased and work efficiency also decreased (Gerrard et al., 2006).

[bookmark: _Toc20379]3.2 Scientific and reasonable welfare system
Managing the organizational structure of a company requires setting goals, formulating company strategies, and implementing them from top to bottom. Establishing a human resources department in Company A can make the company's management framework clearer and the overall goals of each department clearer(Tremblay, 1998). The HR department of Company A needs to have the skills to set organizational goals, establish organizational culture, and establish a framework for human resource operation.

So, what methods can be used to ensure the normal operation and continuous motivation of this framework? The answer, of course, is the company's incentives for employees. Company A is facing a situation of weak sales and inability to expand its scale (Viall, 2005), one of the most important reasons being the enthusiasm of its employees. The implementation of professional Employee benefits management in Company A will help employees improve their recognition of Company A and be willing to better serve the enterprise. Therefore, companies should fully utilize their welfare and bonus systems. The HR department of Company A must have the ability to establish relevant assessment and welfare systems.

The correct implementation of Employee welfare system of Company A has at least three benefits. Firstly, a fair and reasonable welfare system can attract excellent employees, enhance the morale and cohesion of the entire team. Company A itself belongs to a sales oriented company. For a sales oriented company (Rathbun& Jay, 1998), a stable salary level is difficult to motivate employees to work. The company needs to use a scientific and reasonable welfare system to motivate and reward employees. Secondly, a scientific and reasonable welfare system is an important means of retaining talents(Thakar et al, 2011). When a company provides better welfare and higher bonuses for hardworking employees, comprehensive protection and limited bonuses for average performers, and only basic social security and basic wages for employees with poor work attitudes, each type of employee will receive corresponding compensation. Everyone's efforts are not in vain, and employees will believe that the company has a comprehensive welfare system, Representing the sincerity of the company and its employees to grow together (Viall, 2005). Employees are more willing to double their efforts and contribute to the company. Third, a scientific and reasonable welfare system can also encourage employees to improve the Economic efficiency of enterprises. For marketing oriented enterprises like A, developing a comprehensive welfare system and employee living security plan for employees is the only way to meet their basic and spiritual needs (Elizabeth, 2020). According to Maslow's theory of needs, only by meeting employees' basic needs can they cultivate a sense of trust in the company and cultivate a sense of long-term service. This can enhance employee loyalty and satisfaction with the company.

[image: a9d0d1a8a1055acd11b795cff15244f]
Figure 1: Maslow’s hierarchy of needs (Elizabeth, 2020)

[bookmark: _Toc19213]3.3 Company A's Countermeasures
As a micro enterprise, Company A must improve its management level in order to break through among its peers. Many problems in enterprises are covered up by various illusions or current situations. A seemingly lazy salesperson who does not clock in on time may always have the highest performance in the company, while a quiet office worker may have the highest work efficiency. If managers cannot identify these talents through effective methods and pay attention to providing them with incentives, it will bring serious losses to the enterprise (Kumari&Neeraj, 2020). Therefore, Company A must establish a set of welfare system standards, norms, and specific requirements. In this system, the human resources department can quickly identify high-performance or high-efficiency employees, and it should be noted that this system needs to connect everyone. At the same time, it is also necessary to ensure that the performance and efficiency assessment system changes constantly with the development of the enterprise and business. After the company can accurately grasp the assessment and performance of each employee, a scientific and reasonable welfare system can be designed.

When designing welfare content, it is also important to consider that each employee's age, gender, income level, and family status are different, and their salary requirements and welfare needs may also be different (Barringer, 2022). For example, older employees are more concerned about implicit benefits such as pensions and medical insurance, while younger employees may be more interested in monetary benefits such as high wages, bonuses, and paid leave. Therefore, enterprises can establish flexible welfare systems based on the different needs of employees. Young people receive holidays, middle-aged people with families take care of their families, and older people also have time to cultivate. Everyone can release their pressure and return to work, reducing employee absenteeism and turnover rates to a certain extent, and saving on welfare cost management. In short, one of the important roles of the welfare system is to provide corresponding encouragement to hardworking employees, reward employees who have achieved success, and make employees who have been idle all day aware of the consequences of not working hard(Cook, 2016).


[bookmark: _Toc8722]4. Conclusion
In fact, the welfare system not only motivates employees, but also includes its inclusivity and the implementation of the company's social responsibility. A good welfare system can enable all employees to share the benefits brought by the company's operation, improve their enthusiasm, initiative, and initiative in work, and combine short-term and medium to long-term benefits with sustainable development, rationalizing, standardizing, and institutionalizing salary and welfare management. All company assessments are not aimed at punishing or imprisoning employees, but rather as a means of motivating employees, increasing team combat effectiveness and cohesion. Through correct performance evaluation and welfare distribution, every employee can do their work more finely, fully demonstrate their talents, improve work efficiency, and be brave in taking responsibility, thereby obtaining reasonable compensation and corresponding benefits, and promoting the better development of the company.

Enterprise management is multifaceted and hierarchical, and the enterprise is also constantly evolving and changing. New situations and problems will also emerge endlessly. Therefore, what Company A needs is a comprehensive plan that can comprehensively and continuously help itself solve the current issues of employee performance evaluation and welfare distribution. This plan also needs a system architecture that can create conditions for development. For a small company like Enterprise A, Employee benefits play a unique role in strengthening the emotional center of employees (Peng, 2022) and attracting and retaining excellent employees (Ghaly et al, 2015). Company A should actively establish a scientific and reasonable employee assessment and welfare system to ensure its competitive advantage and sustainable development.

[bookmark: _Toc9183]5. Recommendations
Each company needs to have its own human resources team, and given the small size of the company, this team only needs 2-3 people. When a company has its own development vision, corporate culture, corporate goals, and each department has their own direction of effort, it is necessary to establish an employee evaluation system. When formulating employee evaluation and assessment regulations, it is necessary to take the overall goals of the company's business strategy and the department's business management goals as the basis, combine the characteristics of the employees' positions, prioritize performance, and maximize the quantification of various work contents. Non quantifiable work content should also be evaluated through qualitative analysis to ensure that the company's evaluation system is visible, easy to grasp, and operational(Patro and Chandra, 2015). Company managers should ensure the objectivity, impartiality, and factual nature of the evaluation process, and never allow ratings based solely on impressions. The assessment results should be fair, open, and consciously subject to supervision. After the assessment, acknowledge the employee's work performance and provide feedback on any existing issues or deficiencies. After obtaining the performance evaluation results of employees, the company will use the evaluation results as the main basis for personal promotion, bonus distribution, welfare benefits, and other matters.

When establishing a welfare system, companies can adopt various system design methods based on different situations. Firstly, the employee welfare system can be established based on the employee's family situation. Company A should abandon the "general preferential system" and instead implement different levels of treatment for each person, requiring employees to strive to win benefits and fully leverage the motivating effect of benefits (Li Zhen, 2021). Currently, many small and medium-sized enterprises have divided their welfare portfolios into senior employees and ordinary employees, as well as different categories of employees (Li Zhen, 2021). At Company A, the author suggests not grading employees, but setting welfare levels based on the specific performance and assessment results of each employee. At present, even the national social security system is linked to wages. The better an employee's ability and performance, the more contributions they make to the company, the higher their salary, and the corresponding social security benefits.

Setting flexible working hours can also be used as a kind of Employee welfare. For sales companies like Company A, the working hours of employees are not necessarily fixed. Company A can use this to allow employees to flexibly arrange their time, making the company's incentive effect more significant without increasing the company's management costs (Thakar et al, 2011). For example, some employees' children start school early and hope to start work at 8am and end work at 5pm. Some employees hope to start work at 10 a.m. and end work at 7 p.m. By adjusting each employee's different working hours and methods, they can more effectively stimulate their work awareness and motivation, greatly improving their satisfaction.

Company A can also develop personalized non cash benefits based on actual situations. For example, providing fitness cards to employees can enhance their physical fitness, activate their brains, and maintain energy. Regular physical examinations can also be organized for employees to ensure their health. Due to the fact that the merchant's membership cards are also divided into different services and projects, the company can also issue different membership cards to employees with different performance based on their assessment results. The biggest characteristic of these benefits is to replace traditional cash or in kind benefits with projects that coordinate employees' work, physical, psychological, and life relationships (Wenyi, 2021). This "soft welfare" reflects the humanistic care of small and medium-sized enterprises under strict management systems, and reflects the healthy and upward business philosophy of the enterprise. On the other hand, through cultural and sports activities, we can tap into employees' health awareness, alleviate their occupational stress, and enhance their physical fitness. In addition, enhancing employees' sense of presence in the company is also an important aspect, allowing them to participate more in the company's planning and product design, which is conducive to establishing employees' heroism and motivating them to make more contributions to the company.
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