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[bookmark: _Toc130680197]Introduction
OV company is a company dedicated to the development and sales of digital electronic products, the main products include smart phones, headphones, electronic watches, etc., with more than 40,000 employees. In order to provide these employees with a better work experience, OV company has invested a lot of energy in employee welfare. In addition to the statutory benefits such as five insurances and one gold, marriage and maternity leave, it also provides additional benefits such as birthday gifts, children 's gift bags, and overtime care. But from the actual situation, the distribution of these benefits is far from the expected effect. This paper analyzes the current situation of employee welfare in OV company, finds out the problems and puts forward targeted improvement measures, so as to make the welfare system of OV company more perfect and systematic, and enhance the incentive effect of employee welfare.


[bookmark: _Toc130680198]Organisational overview
OV company founded in 2004, OV is a mobile Internet service provider and intelligent terminal manufacturer. Its main business includes the development, production and sales of smart phones, Blu-ray DYD players, mobile Internet products and services, etc., with smart phone production and sales. Its business covers more than 50 countries and regions, with 6 research institutes, 4 R & D centers, more than 400,000 sales outlets and 2,500 service centers. 
More than 40,000 people work for the OV firm at the moment, including roughly 30,000 front-line workers who are mostly in charge of product assembly, quality inspection, and other duties. Production, R&D, Marketing, Procurement, and Public are the five systems that make up OV Company.
R&D system : responsible for undertaking all product development, testing and improvement of enterprises.
Production system : responsible for the overall assembly of products, product storage, quality inspection and other work.
Marketing system : responsible for product planning, marketing, brand design, user experience research, advertising, after-sales maintenance.
Procurement system : mainly responsible for the procurement and quality control of raw materials and parts.
Public system : mainly responsible for human resources management, logistics management, finance and audit, corporate strategy, etc.
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[bookmark: _Toc130680200]1. Benefit settings at OV company
(1) Legal benefits
Legal welfare, also known as basic welfare, is a welfare project formulated by the state in accordance with laws, regulations and policies. It is a welfare project that enterprises must provide for employees. As long as the enterprise is in normal operation, it has the responsibility and obligation to distribute the benefits to employees according to the welfare items and payment standards stipulated by the state. The statutory benefits are not affected by the nature of the enterprise, economic benefits and ability to pay. 
Now, there are two components to the statutory benefits created by the OV corporation in compliance with the law: one is five insurance, and the other is gold. They include housing provident fund, maternity insurance, industrial injury insurance, unemployment insurance, and pension insurance. Among these, social insurance is primarily used to defend employees' fundamental lives after retirement, in the event of workplace accidents, maternity, sickness, or unemployment. The housing provident fund offers workers a minimum guarantee for house purchases as well as lending help at a lower interest rate. OV company according to the employee 's own wage base in accordance with the provisions of the proportion of the monthly payment of five insurance for employees. The second is paid leave, which includes paid vacation time, yearly leave, sick time, bereavement time, marriage time, maternity time, care time, etc. This form of leave may be compensated at 100% of the employee's pay that is due throughout the leave time. Employees may balance work and family obligations with the help of this type of vacation. 

(2) characteristic welfare
a. Subsidy 
OV company provides 200 yuan housing subsidy and 300 yuan food subsidy for employees every month. The company provides eight-room dormitory for first-class employees, and is equipped with necessary supporting facilities such as boiled water room and bathroom. Provide staff dormitories below the market price for second-level and above personnel, and the entrance of the building is equipped with 24-hour security to ensure the safety of employees ' life and property. The company has a self-built canteen, the price is lower than the market price. For personnel stationed in different places, OV company provides food supplement, housing supplement, transportation subsidy and so on, which are consistent with the local consumption level, such as : personnel stationed in Shenzhen, food supplement 500 yuan / month, housing supplement 500 yuan / month, transportation subsidy 500 yuan / month. The overseas personnel are packaged into living subsidies according to different countries and places. 
OV company for resignation (except dismissal) personnel to work for more than one year and above, to give resignation subsidies, the rules for the 12 months before the average wage calculation. One month 's salary is paid every one year. Those who are less than one year and more than half a year are calculated according to one year, and those who are less than half a year are not calculated. For example, if Zhang San has served the company for 3 years and 7 months when he resigns, he can receive an exit subsidy of 4 months ' average salary of 12 months before leaving the company. When Li Si resigns, he enters the company for 2 years and 3 months, then Li Si can receive the average salary of the 12 months before leaving the company for 2 months.
b. Reimbursement
OV company for each department to provide departmental activities, within the department can be unified organization activities or group activities after the invoice reimbursement. According to the nature of the job, OV company has also developed a mobile phone fee reimbursement system, and the personnel who can reimburse the post can reimburse the fee according to the monthly invoice. If employees of grade three or above have self-purchased cars or spouses purchase cars, they can apply for oil reimbursement based on driving license and driving license, and the subsidy standard is 200 yuan per month. 
c. Training
OV company set up new employee induction training, mainly for the company 's introduction and corporate culture, pay and benefits and other employee-related training courses. For some positions regularly organize training courses, such as: for each department clerk to provide a unified regular office learning. The training lecturers are mainly from external experts or internal professionals. 
d. Activity
OV company organizes company-level tourism every two years. Among them, the third-level and above personnel are outside the province, and the second-level personnel are within the province. In the past two years, the company has cancelled this benefit due to the impact of the epidemic. Single friendship, because most of the company 's engineers are recruited through campus recruitment channels, resulting in more single programmers in the company, 0V company thus organizes a single friendship activity every year, mainly with external enterprises, banks, schools and other cooperation.

[bookmark: _Toc130680201]2. OV company employee welfare problems and analysis
(1) The welfare system is not systematic 
First, the design of welfare content lacks a scientific mechanism. Most of the welfare items and contents are ' brainstormed ' by managers or compensation and welfare commissioners, and there is a lack of rigorous scientific research procedures, so that the welfare items do not really meet the needs of employees. Second, there is a lack of systematicness in the categories of welfare projects, which is mainly reflected in the fact that although there are many current welfare projects, these welfare projects lack the necessary links between each other and have not formed a complete system of mutual cooperation. This leads to the lack of horizontal comparison between different welfare projects, and the duplication, redundancy or lack of welfare. 

(2) Lack of flexibility in welfare content
Although if OV Company has created a number of welfare systems now, these welfare programs essentially function as passive acceptance models for employees and don't take into account their involvement or wants. According to expectation theory, this does not effectively pique employees' interest, and there is a certain amount of departure from the value expectation or genuine demand of employees, which renders the real welfare incentive effect ineffective. At the same time, in the results of the questionnaire and demand interview, it can be seen that there is more demand for increasing optional welfare.

(3) Mismatch with employees' needs
First, there aren't any welfare initiatives. For instance, the poll revealed that the company's welfare programs place a greater emphasis on statutory welfare and holiday welfare than it does on staff training and personal development. On the other hand, there is no matching welfare project assistance for the higher level demands of employees, such as the dimension of job stability and the dimension of self-worth. As a result, many contemporary welfare initiatives fall short of fulfilling workers' genuine needs. For instance, the corporation will offer overtime snack rewards to those who work extra at night. The majority of the overtime snacks, however, consisted of sugary cookies, strong juice, etc. In fact, most employees do not like these foods and discarded, resulting in waste, but also did not effectively meet the staff overtime food needs.
Second, the welfare system's reach is too constrained. The present OV business's welfare projects, such as employee medical examinations, corporate tourism, etc., are mostly focused on the employees themselves, and there is minimal welfare care for employees' associated family members. This is revealed by thoroughly examining all of the 0V company's welfare programs. Moreover, the questionnaire reveals that employees typically desire to expand the advantages associated to family, such as raising the physical inspection of relatives and boosting the benefits related to children's schooling. 
Thirdly, the objects of welfare distribution do not distinguish specific groups. The vast majority of employees ' welfare in OV company is inclusive welfare, lacking job differences, working years differences, rank differences, gender differences, age differences, etc. In fact, the demands of employees for welfare are also vary because of the various roles, genders, ages, and family situations of the employees. Employees' unique demands cannot be met by unified welfare packages.
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In view of the problems and shortcomings, combined with Maslow 's hierarchy of needs theory, the welfare system of the system is redesigned. In order to further meet the needs of employees and enhance the incentive effect, the flexible mechanism is used to optimize the welfare system.
(1) Welfare should meet the real needs of employees. 
As a part of employee incentives, employee welfare can only play an incentive role if it meets the real needs of employees. Enterprises should strengthen research and understand the needs of employees when it comes to welfare. Considering that different types of employees have different needs, human resources departments or welfare commissioners should be classified according to age, gender, working years and educational background.

(2) To build a welfare system. 
In order to effectively play the incentive role of welfare, it is necessary to design various welfare projects scientifically and systematically according to the corresponding incentive theory.

(3) Data analysis can be introduced to assist the matching of demand and welfare. 
On the one hand, a data analysis system can be introduced to collect the welfare needs of employees, and then targeted design welfare projects. Second, the data analysis system can be used to track changes in employee demand, as a basis for timely adjustment of welfare projects. 

(4) Flexible welfare system can be introduced. 
The flexible welfare system has good flexibility, can better meet the individual needs of employees, and can be promoted and used. Conditional enterprises can further set up online malls to enhance the convenience of welfare distribution. 

(5) Employee welfare needs to strengthen the linkage with other management. 
Employee welfare is a part of human resource management. Only by strengthening the coordination with other management contents and linkage with other human resource management measures such as performance appraisal, salary adjustment and job transfer can employee welfare play a better incentive role.


[bookmark: _Toc130680203]Recommdation
(1) The establishment of a special staff welfare team 
The development of the talent echelon and the creation of a specialized staff welfare team are integral to the reform of the welfare system. To ensure the regular distribution of benefits, it is important to grow the number of employees, define their roles and duties, and establish matching work processes. Moreover, it is feasible to consider welfare project optimization and welfare design at the same time. On the other hand, it is essential to enlist the help of qualified individuals, such as appointing renowned welfare specialists as consultants to employee welfare teams, to give theoretical support for the development and planning of welfare programs.

(2) Build welfare project system
We can use Maslow 's hierarchy of needs theory to optimize the current employee welfare system, and form the basic material security benefits, security benefits, organizational team benefits, respect value benefits, and learning and growth benefits of the employee welfare system.
Through the analysis of the above problems, it can be seen that although there are many welfare projects in OV company, the structure is seriously unbalanced. Among them, welfare mainly focuses on basic material security welfare and organizational team welfare, with less security welfare, and lack of learning and growth welfare and respect for value welfare. In response to these problems, we can optimize from the following aspects : 
a. Remove low-value welfare programs  
Remove small and scattered welfare programs with low employee perception. Like overtime care, most employees in the survey did not think that overtime care played an incentive role, but that this benefit caused a great waste of materials.
b. Merger of the same type of welfare programs 
For the same or similar types of welfare programs to merge, such as departmental activities, the purpose of funding is to organize departmental activities, increase the feelings between employees and colleagues. However, most departments use this fund to organize departmental tourism, which is close to the nature of corporate tourism, single friendship and other activities. Therefore, these projects can be integrated to reduce duplication, so as to increase the amount of single welfare funds and improve the quality of activities. 
c. Increase the lack of welfare programs  
For security, respect for value and learning growth and other aspects of welfare increase, such as security, in addition to the staff itself, you can also increase the relatives of the relevant medical examination, insurance, etc., for mental health, special psychological counseling services, the establishment of psychological counseling room within the enterprise, to solve the problem of children of employees to school.

(3) Design flexible welfare mechanism
Employees are given the option to choose the benefit content by creating a flexible welfare mechanism. Workers have the freedom to make their own decisions, which helps them judge the fairness of benefit distribution and, as a result, enhances the incentive impact of welfare on workers.
Each welfare item's content can be made even more flexible under the optional welfare, meaning that it is not required. For instance, the content of the present may be chosen based on the needs of the employees, and within the same amount of dollars, various sorts of things from various manufacturers can be chosen. Other examples of benefits are holiday benefits, birthday benefits, parent-child benefits, etc. Employees have the ability to further customize the optional ways for the events planned by the business or department activity funds by selecting the travel destination, the activity route, etc.
After determining the welfare items and content, in order to further improve the selectivity of welfare items, employees can use welfare points to exchange, so it is necessary to set a reasonable welfare points system. The welfare points system can be linked with employee ranks, positions, job performance, etc., so as to realize the hierarchical distribution of welfare projects, so as to reflect the orientation of welfare incentives.
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