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Snapshot of New Regulations: The MOHRSS Released the Minimum Wage Standards of
All Provinces, Autonomous Regions, and Municipalities Directly Under the Central
Government (as of October 1, 2025); Beijing Released the Notice on the Upper and Lower
Limits of the Contribution Wage Base for Various Social Insurance in 2025; Shanghai
Released the Guiding Opinions on Work-related Injury Insurance for Employees Ower the
Statutory Retirement Age and Intems in Shanghai
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Snapshot of New Regulations: The Standing Committee of the Shanghai Municipal People's
Congress Adopted the Decision on Amending the Regulations of Shanghai Municipality on
Protecting the Rights and Interests of the Elderly, Adding Provisions on Carer’s Leave
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Exploration of Typical Cases: Beijing Released Typical Cases Related to Personal
Information Protection
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Exploration of Typical Cases: Shanghai Released Judicial Views for Remanded or Reversed
Labor Law Disputes Cases
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Exploration of Typical Cases: Guangzhou Released Typical Cases of Labor Disputes
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Exploration of Typical Cases: Chongqging Released Typical Cases of Labor Disputes
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Snapshot of New Regulations: The MOHRSS Released the Minimum Wage Standards of All Provinces,
Autonomous Regions, and Municipalities Directly Under the Central Government (as of October 1,
2025); Beijing Released the Notice on the Upper and Lower Limits of the Contribution Wage Base for
Various Social Insurance in 2025; Shanghai Released the Guiding Opinions on Work-related Injury

Insurance for Employees Over the Statutory Retirement Age and Intemns in Shanghai
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The MOHRSS Released the Minimum Wage Standards of All Provinces, Autonomous Regions, and

Municipalities Directly Under the Central Government (as of October 1, 2025)
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.

On October 17, 2025, the MOHRSS released the Minimum Wage Standards of All Provinces,
Autonomous Regions, and Municipalities Directly Under the Central Government (as of October 1,
2025), which summarized the monthly minimum wage standards and hourly minimum wage standards
across 31 regions. Please note that the summarized data is just for reference. Statistical methods of the
minimum wage data may vary across different regions, which should be subject to specific local

policies.
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Beijing Released the Notice on the Upper and Lower Limits of the Contribution Wage Base for Various

Social Insurance in 2025
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On September 18, 2025, the Beijing Municipal Human Resources and Social Security Bureau and two
other departments jointly issued the Notice on the Upper and Lower Limits of the Contribution Wage
Base for Various Social Insurance in 2025 (“Notice”). It stipulates that starting from July 2025, the upper
limit for monthly contribution bases in Beijing for the 2025 fiscal year is set at RMB 35,811 for basic
pension insurance, unemployment insurance, work-related injury insurance, and basic medical

insurance for employees (including maternity coverage), and the lower limit at RMB 7,162.
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Shanghai Released the Guiding Opinions on Work-related Injury Insurance for Employees Over the

Statutory Retirement Age and Interns in Shanghai
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On September 10, 2025, the Shanghai Municipal Human Resources and Social Security Bureau and three
other departments jointly released the Guiding Opinions on Work Injury Insurance for Employees Over
the Statutory Retirement Age and Interns in Shanghai (“Opinions’’), which stipulates that employers in

Shanghai may participate in single-item work-related injury insurance for their over-age employees and
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interns, with employers making the contributions monthly. The Opinions shall take effect on December

1, 2025, and remain valid until November 30, 2030.
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Snapshot of New Regulations: The Standing Committee of the Shanghai Municipal People's Congress
Adopted the Decision on Amending the Regulations of Shanghai Municipality on Protecting the Rights

and Interests of the Elderly, Adding Provisions on Carer’s Leave

2025F9H25H, WHABAREZRLE KRS UER TR TEBH ( LETEFEAML
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On September 25, 2025, the 24th meeting of the Standing Committee of the 16th Shanghai Municipal
People's Congress adopted the Decision on Amending the Regulations of Shanghai Municipality on
Protecting the Rights and Interests of the Elderly (“Decision”). The amended regulations shall come

into force on November 1, 2025.

CHREY H T RT T RSP REME, WL BENBREBRETHE, HEFRA
DEZFERITIAET N TEHREP R BRANEEFRE-HRELET AT
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The Decision adds provisions on carer’s leave, clearly stating that during the period when the elderly
are hospitalized for treatment due to illness, their supporter(s) may enjoy cunulative care leave of no
more than five working days per year. If the supporter is the only child born during the period when the
state advocated that each couple have one child, they may enjoy cumulative care leave of no more than
seven working days per year. Wages during the carer’s leave shall be paid in accordance with the

wages the employee would normally receive for full attendance.
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Pursuant to the Law of the People's Republic of China on the Protection of the Rights and Interests of
the Elderly, the superior law of the Regulations of Shanghai Municipality on Protecting the Rights and
Interests of the Elderly, “the elderly” refers to citizens at or above the age of 60, and a “supporter”
refers to the children of the elderly as well as other individuals who bear support obligations as

prescribed by law.

(PE) READZRUWERE R T thar, ARx A DR shiR, HibihXd
HESMHRME, fln AEERmADSHRIETFGD Q21EIABE®) F_+h%k
M, MAETLXRXBREPHEEY, METLEERBRIAES A TIEEMFER; K
B (REAOSHRATEA) QOIERABELRE F=+A%FHIME, EEK
RE—NREEF-ANTLHE, ABEAGREFT N TROAEPERE, ZXUTH
REERhANB: L (5) FEWATRAS, AABANASETFRTXBELANFER &
FAEBREITH, TR TEFERIAEE 0P ER.

The Decision was made against the national background of an aging population of China. Previously,
other regions have also introduced relevant provisions to address the challenges of population aging.
For example, Article 25 of the Regulations of Beijing Municipality on Population and Family Planning
(implemented in November 2021) stipulates that if the parents of an only child need care, the only child
shall be entitled to cumulative care leave of no more than ten working days per year. According to Item
5 of Article 36 of the Regulations of Guangdong Province on Population and Family Planning
(implemented in December 2021), couples with local household registration who voluntarily committed
to having only one child during the period when the state advocated that each couple have one child
are entitled to the following benefits and allowances: ...... (5) when they reach the age of 60 or above,
the employer shall grant their children five days of carer’s leave per year; if they are hospitalized for
treatment due to illness, their children shall be granted a cumulative carer’s leave of no more than 15

days per year fromthe employer.
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Compared with Shanghai's provisions on carer’s leave, Beijing's carer’s leave is only applicable to the
only child without additional prerequisites. Guangdong's carer’s leave is not limited to the only child,
and sets different leave durations (5 days or no more than 15 days) for different scenarios (parents aged
60 or above, or parents hospitalized for illness). Therefore, employers are advised to learn local existing
rules in a timely manner, revise and improve internal rules and regulations, and fully protect employees’

rights and interests to rest and vacation.

=, BRG] ERETERANANGE BRI RAR A

Exploration of Typical Cases: Beijing Released Typical Cases Related to Personal Information

Protection

20254E10H30H, JERWEHENFFARERATFHRBER S, MESEADNNE BRI L
ROEHEARBO, KRBT RANE BB RI I RB SR HPRESDREMBANR
Bl kAR ER TEES R R TG ERLE, ERANRAMTTEEER.

On October 30, 2025, the Beijing Fourth Intermediate People’s Court held a press conference to release

the summary of the trial of personal information protection cases to the public. The Court issued seven
typical cases involving the protection of personal information rights and interests, among which case 5
and case 6 involve the handling of employees’ personal information by employers during the

employment management process, warranting attention fromboth employers and employees.

I AR ERA T TRENEFEENETHEEEZA. £RFLH, AANRLERTHE T
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Disclosure of confidential employee information shall be within reasonable limits. In case 5, a dispute
arose between the employer and the employee regarding the termination of the labor contract due to
absenteeismand disciplinary violations. The employee’s personal salary information was recorded in
the relevant arbitration award and civil judgment. Subsequently, the company disclosed the
aforementioned litigation matters in materials such as the prospectus submitted to the stock exchange.
The employee claimed that the company’s action infringed upon his/her right to name, privacy, and
personal information. After hearing the case, the court held that the company’s disclosure of litigation
and arbitration matters in question exceeded the principles of legality and necessity for the use of
personal information, which was determined to constitute an infringement of the employee’s privacy
rights. The court thus ordered the company to redact the employee’s real name fromrelevant

documents, issue a formal apology, and pay moral compensation.

2. AR NAIREE IR 7 TANE BN A IE S RAMEMERN . £S5
NH, FRNBRALAE B Tl T AR R IA B BB A, RS 5 TV AT R & A 5 TS
0T, BETHAANRMRSS R THFIHHEBGER, RIUBRFIFEERERA
B, FMAANBARERNZ . ERBEZIAN, PAEENERERNF, ZFHHIEY
FAEW LR R Rt AR . S5 a2 R AR BORR B IEREFA N ABEEFRFE BN
HEAELK, UARTHEERMOEGEME, AEFIEHERIOANGEENELEARE
ARt FNBALTER KA N ERBURAUE B AT LB Z FHLEOL T, EERBUZEE, &
RTHNESHE, BERT (DANEBRIPIE) BEBEIERN, AR SEHEARIRE
BT RO RITER, Eik, SR ASALR & TS S E R

In the processing of employees’ personal information, HR department of the company shall strictly
comply with the principles of legality, legitimacy, and minimum impact. In case 6, after an employee
submitted a resignation notice via email, the employer, without the employee’s permission or prior

notice, erased all data from the company-provided mobile phone that had been issued to the employee.
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The employee subsequently filed an infringement lawsuit against the employer, citing the loss of
information stored on the phone in question. The court finally held that in cases of infiingement of
personal information rights and interests, the burden of proof for the aggrieved party can adopt the
standard “a high degree of probability”. Based on everyday life experience, such as the company’s
policy not prohibiting the storage of personal data on the device, as well as the reasonableness of the
employee’s subsequent reaction, the court determined that it was highly probable that the phone
contained the employee’s personal information. In the absence of internal policy permitting phone data
erasure, the employer’s direct implementation of this measure not only violated its internal regulations,
but also breached the principle of minimum impact under Personal Information Protection Law, and thus
does not constitute a necessary scenario for HR management that would exempt the employer from
liability. Accordingly, the court reversed the original judgment and ordered the employer to issue a

formal written apology to the employee and provide compensation for the reasonable losses incurred.

H20214F (%) M (MAERRIPIE) HEUSKR, EBREEN TMANEBRRYI1E
A, MFH#ATLHENVTE, FERATRTING REEEAKN M. T8 5%

5y
Ko

Since the enactment of the Civil Code and the Personal Information Protection Law in 2021, the
protection of personal information has been continuously strengthened in practice. For enterprises
across various industries, it is necessary to attach importance to the evaluation, improvement and

implementation of the management mode of the personal information of internal employees.

~ BBRE: ERTRAFTHFURBRRABRAER

Exploration of Typical Cases: Shanghai Released Judicial Views for Remanded or Reversed Labor Law

Disputes Cases

10
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In November, 2025, the Shanghai Second Intermediate People's Court

released judicial views for remanded or reversed labor law disputes cases,
which summarized and refined issues and adjudication rules in such cases,
with the aim of promoting consistent adjudication and uniform application

of the law in similar cases.

Ho, A3NEHHXRAMWAEARNAE, HXBEFALDT:

Among these, three issues pertain to the determination of employment

relationship. The relevant adjudication views are as follows:

1. BABRAREHHMAR, REARZNHNEBX ENTGIE S M, MARENG L
PRBEAT B LI, TESHENGTREREANKNESE. 2FNEHE. 4
ZNEN, RERAFRILFHIXANGRERATESHAE.

Whether a shareholder qualifies as an employee under labor law should be
determined based on the actual performance of the relationship between the
parties. A comprehensive assessment should be conducted by examining
factors including but not limited to personal subordination, economic
subordination, organizational subordination, and the intention to establish

an employment relationship.

2. MBHHMRABIENBILFT I RAMAMREME, REWT BT3GR
HWEESRANBRNREBFEELTHIRR, NEENT KRBT HERL, UNE T
Y 2 0 W bm i o TN B4 W7 DA RS ON B R B A% L BRIk 20 B BRI % RE
RWER, EIF3HRE WA T 30 BCR IR TT 2 8 2 & W57 3K R B B
H*.
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The attainment of work results shall not be regarded as a prerequisite for
establishing an employment relationship. When determining whether a de
facto employment relationship exists between an employee and an employer
without a written labor contract, the actual performance of the relationship
should be examined, with subordination serving as the decisive criterion.
While an employer may set requirements regarding professional
qualifications, experience, or skills for job applicants, whether the
employee obtains specific work results is not a determining factor in

establishing an employment relationship.

3. HEARAMBERFHELMAERN, WRE\EH T HFLH. £ RREFRBET
ML T, WERTHEANEFRFREIN, LIEINEXNTTFEE LRI 3K
£

The determination of an employment relationship shall adhere to the
principle of primacy of facts and be based on actual employment facts.
Where a labor contract has not been performed in practice, the mere
existence of mutual admissions by the parties during litigation cannot

establish the existence of a genuine employment relationship.

BEAh, oA S A B R T

Furthermore, the adjudication views on the remaining five issues are as

follows:

4. FHEERHEHNBARBA-AR, NTEZOSRB U EHNEA
M55 ESIMERAZEEHRZER, SRTER. TBEEARERBIENE, N3

A severance agreement signed by an employer and an employee, which
includes a clause for the employer to pay social insurance compensation to

the employee for periods during which social insurance contributions were

12
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not made while the employee was employed, violates mandatory provisions

of laws and administrative regulations and shall be deemed void.

5. ANBRMMAERAPAUNATFERAZM"BBRTIEREG, MERHTN
TR ENEZL, FEARABMBHIEBRERTHERBRNEEETHE .

If an employer intends to dismiss an employee during the probationary
period on the grounds of “failing to meet the recruitment criteria”, it must
complete its assessment of the employee and serve the termination notice

to the employee within the probationary period.

6. FHEABUMAANRMRBRITEGHEREGEZ B ERAANRMDERY
TN . AANBMERTHNE™KIATEEHHE, EEREROE L
T, AHURSE R KB T2 LA R S 3 & R Bk E .

An employee shall not assert that the employer has forfeited its right to
terminate the employment for absenteeism on the grounds that the employer
failed to strictly enforce its attendance management system. After having
demanded that the employee observe the attendance rules and finding its
efforts ineffective, the employer is entitled to terminate the labor contract

based on the specific facts of the employee’s unauthorized absences.

7. AANBMNKREAERANRFAEN N R#EE TEETHRBEEAT, AN
BAKRBASHEAET R EHEE, TRUREFHBIHETNEY L, N
HEENTNIERANLAE. SHEBTRAUERZEEANRREBRMT S
KARFLE M

Where a senior manager of an employer operates under a flexible or
irregular working hour system, and the employer has not implemented strict
attendance management over an extended period, the employer may not
unilaterally deem the manager's absence as absenteeism solely due to
irregular attendance. A comprehensive assessment shall be conducted,

considering the agreed working arrangements, historical performance, and

13
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whether the senior manager has fulfilled their labor obligations.

8. WEIET AN BRI ERD SEEREARFR, 0N ZHIAERT ZE K5
MRRAETHNERBOBERTBEMAN BN B HANRAARTELS 3
HERELENHBRTEIER.

Where an employee exercises the right to immediate termination of the labor
contract, but the grounds cited do not align with statutory requirements,
the employment relationship shall nonetheless be deemed terminated at the
moment the employee's notice of termination is received by the employer.
Following this, the employer is precluded from terminating the contract on

the grounds of the employee's disciplinary violation.

Fo. BRG] MRS BB R

Exploration of Typical Cases: Guangzhou Released Typical Cases of Labor Disputes

202549 H26H, MW HRFZARER . TMNTAADREMESRER. M
TEIEBKEEAFREAS, HALE (KTHIIFRABRTHFUERMSE
(NG MITHERRL) , 2 KAHEF ARG, Hep.

On September 26, 2025, Guangzhou Intermediate People’s Court, Guangzhou
Municipal Human Resources and Social Security Bureau, and Guangzhou
Federation of Trade Unions jointly held a press conference, signing the
“Work Opinion on Coordinating and Efficiently Resolving Labor Dispute
Cases” and respectively releasing typical cases of labor disputes. Among

them:

14
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Among the typical cases released by Guangzhou Intermediate People’s

Court, we believe the following judicial views are particularly noteworthy:

I RERHIERBEROACARRBLFZRARESTCSAREN T AR
AR E NN, FxbJEE B85 3 & & HE 0 RE 3 E;

Where a contractor with legal capacity as an employer subcontracts the
project to an organization or individual lacking such capacity, the
contractor shall bear the liability for work-related injury insurance for the

employees employed by the latter;

2. GHENTAERMABE MR THNRR, HHIMNBERZIABEFEN, AANRM
T & AT & B A E

If an employee’s employment relationship is terminated due to job position
adjustment and their labor rights and interests have not been infringed

upon, the employer is not required to pay economic compensation;

3. ANBAARE LR IWHE., A5 . IR AKZHEERE IR

Employers shall not arbitrarily transfer a female employee to another post
under the pretext of her pregnancy, childbirth, or nursing period thereby

reducing her salary.

4. FHFUFREHFHPBERB, EAANRCHHELFESRNETIEAR
BEE, RITADBEBE-BEREE, ARV TAR™ESRFHLE. AA
BT LS ERR TR R

If an employee applies for long leave for non-urgent reasons and persist in
refusing to return after the employer explicitly rejects the application

exceed the scope of ordinary leave requests. Such conduct constitutes

15
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absenteeism as well as a serious violation of labor discipline. Accordingly,

the employer may lawfully terminate the employment relationship.

PN 7 TR R AL R R R AT B SR b, JR AT A A 18 9 R
T

Among the typical cases released by Guangzhou Municipal Human
Resources and Social Security Bureau, we consider the following cases to

be particularly noteworthy:

RO =, BN, EHHESTF G AN EE M T &SGR RIS
%7 30 & F B, 5B & ZAR R T3 52 55 3h 8 2R B K i 2 15 4 8 57 3 ok
%, ZERRBRE: ¥HENLERNALIEENEEZRERE. FHIER
BHEHREE. PHERTRTEETH X TAEHANE,;

In case 2, the arbitration institution held that when no written labor
contract has been concluded between the employee and the platform
enterprise or the cooperative employing entity, the court mainly determines
whether a labor relationship has been formed based on the employment
facts and the extent of labor management. The factors to be considered
include the extent to which employees’ autonomy in determining working
hours and workload, the degree to which the labor process is under
management and control, and whether employees need to abide by relevant

work rules, etc.;

R, AN, BN AL A 5 A % 2 SEHE 9 K 6 T E R E 55 3
HFARBTHEZIENEH, BTRAANBRML AT ERUTHFMFNEDE, RIE
WAEHHPEHLE, SUABERNTHE TERFNE.

In case 4, the arbitration institution held that the expenses incurred by an
employer for dispatching employees to overseas contracted projects and
handling work visas for them fall within the scope of the employer

providing working conditions for the employees. Unless there is a clear

16
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written agreement between both parties, such expenses cannot be deducted

from the employees’ wages at will.

FHMHRETaRAHRBE S, RIMAARFLHEFEFASERRE. 2R
b, BREHNWINN, EFHESHABRMRNTT CL ML E TR G X5 HKE
T, WAANRNHETHNEAEBREARTEBT R WRE F, MR
T 5 0 55 3 3 AR B 3T Lk FR 1

Among the typical cases released by Guangzhou Federation of Trade
Unions, we believe that the judicial views in case 7 deserve attention. In
case 7, the adjudication authority held that when both the employee and
the employer have clearly agreed on non-compete obligations, if the
employer determines that the employee does not need to fulfill such
obligations after termination, it should promptly and clearly inform the

employee to release from the non-compete restrictions.

Az F 7N T RN AL AT PR B IR AL R A B S R R B R B R R NS
%, T MRS BR R OM K 1) R R K A

Employers located in Guangzhou can take the judicial views in the typical
cases released by the above-mentioned institutions as a reference to

understand the trial and judgment standards of related issues in practice.

N~ BRI BRTRAR S 34 R R

Exploration of Typical Cases: Chongqing Released Typical Cases of Labor Disputes

202559 H26H, ERWRHENRIEBR AN T oMRF IREFRR LI K R 25 3 4 Il R 52

17



HAIWEN & PARTNERS

Bl HpaE R R R T

On September 26, 2025, the Chongqing Higher People’s Court released six typical labor dispute cases
that serve the dual goals of stabilizing employment and promoting economic development. The key

viewpoints fromthese cases are as below.

L ANBAESRINRZEE (RIBD) , MGTHERLFHRAPER, BINRTLR
R AN B STAS L 33 18] RAT S T 55 3h & [/ — £ TR Z

Where an employer and a trainee sign a "Traineeship Agreement" and there is no mutual intention to
establish an employment relationship, the trainee is not entitled to demand payment of the double wage

penalty for failing to sign written labor contract during the traineeship period fromthe employer.

2. WE RN S 5730 % Z A& TAAER R R, BOARYE XU SEFR A A BIBUR 55k R
RAEBEAT FIWT, AN REOUE 16 3 b AL A2 AR F BLIASE 5

Determining the type of legal relationship between an employer and an employee should be based on
the characteristics of the actual rights and obligations between the parties, and cannot be determined

solely by the title of the recruited position.

3. HNRMEHEEE (KB FLETEAR, ERTBERTIRER, ANBAA
JS2 TR ST 7K Vi A TBORE 56 2 R AN #h U 5

Where an employer and an employee have agreed on a talent retention bonus in the Offer Letter, the
employer should still honor its commitment to issue the relevant rewards and subsidies after the

termination of the employment relationship.

4. FANBALE NBRARAS HR ARSI 2,8 35 A KA BUE M IR Z PR IR B & 1, W Rt
N2

An employer's testing for Hepatitis B during pre-employment physical examinations and subsequently
refusing to hire a Hepatitis B carrier on the grounds of the position being cancelled constitutes

employment discrimination.

18
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5. PN B4R ) £ 3% PR 38 200 L 24 AR 1 4 4405 R 45

The employer shall bear the liability for contracting negligence when canceling the job offer.

6. I NBALR KR IEAEAF RS 3 E BV K, RBEEL5riik. 2RH, FHFEFHEC
LB EAREFIRMEST ), HBRERE R SRR TR AR A THER RIS R K82k .

If an employer fails return an employee's certificates in a timely manner and this affects the employee's
further employment, it shall compensate for the economic losses. In this case, since the employee had
already resigned and did not actually provide labor, the court, at its discretion, determined the losses
for the period when the certificates were not returned on a monthly basis with reference to the local

minimum wage standard.

iz 2R T B9 PN BB T DK B PR T vk B A A O LR R B P B B NS5, T RS
BBk FP R S Ik LAY R AR A B

Employers located in Chonggqing can take the judicial views in the typical cases released by the above-
mentioned institutions as a reference to understand the trial and judgment standards of related issues in

practice.
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