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1]

S Hl

FEHERASEHEPEE K > % ¥ Staffing, Development Labor
relationsfr &z & #E R EH (EH1-1) -

EXTERNAL ENVIORNMENT

Customers Competitors Technology Labor force Government Labor unions
ORGANIZATION
Mission Goals Strategies Policies Plans Programs
. . P/HRM SYSTEM
Financial ¥
system PLANNING
Jobs
Human resource .
. « Job design Career
planning and [e~——> . < & .
forecasting » Job analysis planning
* Work schedules
Sales/
marketing $
system IMPLEMENTATION
v v_ ¥ v
3 . Performance
taffmg management Develcl)prflent
* Recruiting and control * Training
Operations * Selection . PerfoT'mance *+ Career
« Placement appraisal management
system * Discipline
 Counsel ing Labor relations
. and employee . Collecti
Compensation assistance ollective
« Cash pa - 5 bargaining
? y . Evaluz}txon of - Union
* Benefits policies and management
Etc. programs cooperation
4 [ [)
OUTCOMES/EVALUATION -
* Profits * Responses to government regulations ||
* Productivity » Labor relations climate
* Employment stability * Working conditions

Bl1-1 HEHE HFENREEIMT
HH IR V.G, Scarpello & J.Ledyinka, "Personnel/Human Resource Manage-
ment", PWS-KNT Publishing Company, 1988.p.254 °

i % BPrentice-Hal 1 /ASPARAZE —THEMASKHE > AAFEEEEINMA
AEEEDHFIHEENE —HK ¥ =H (Gluck, 1979:282) -
BIFWE G R TURS - GEMBEROEMFNAAL » B mEAA > BF
EOERERAT > AZFREEEABANLE » ERRMFANFFE - U
REBLEN -
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T — 18 R E ke - RS - B R SR (E1-2) -

A Pay Model
CONCEPTS = COMPENSATION TECHNIQUES »| COMPENSATION
_ OBJECTIVES
obj 1.improving
Internal - Job Job Job Job productivity
consi stency analysis descriptions evaluation structure \ Z_CQntrolﬁng
labor cost
External ~ Market Market Policy Pay
Competitiveness definitions surveys lines structures Efficiency
? Equity
Empl oyee | Seniority Performance Incentive Incentive Compl iance
contributions based based guidelines programs
Nature of 2 Plannin, Budgeti C i i E i /
. . . P ] :
adrnlnlstratlon g geting ommunicating valuating

. B1-2 $HiEeveriEn
G H IR - Milkovich & Newman, "Compensation", 1987.p.7. °

8l ~ Fr=mhlE e

— ~ FEER

NG E ITRAAFEEREESR  UREZRWEREREWHTAWE
» UPEA R B THAMBTFHW EMR (Henderson * 1989) -

WEZ > FH—EAZFUBEYE—CXABN T/ IRAZLEML
BB EPTIRGKEIE R EREREE RS AR OREUE £ 1993) ERH
A B E A AT ERA RGN —HG > o B T30 B % 5
foH K& R -~ IR% ("Compensation refers to all forms of financial
returns and tangible services and benefits employees receive as part
of an employment relationship." George T. Milkovich & Jerry M.
Newman, 1987)

MEULEERNESR  TRATARFERNEN » 0FBH I RT
HH B - LTRSS HRHR o -

= ~ B e 54

Carnell & Kuzmits (1982) ##HBi4o %

[W/’Ef?‘&@ﬂ (Intrinsic reward)

s #E B (Extrinsic reward)
Robbins Bl # 4+ 7E $LBH 7 B 2 %

Extrinsic reward —  direct compensation
E indirect compensation
nonfinancial compensation )
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1 Compensation W Bk & » A AT 4R TH FE (Milkovich &
Newman, 1987) > #[E2-1 -

Forms of Compensation

Compensation
Indirect Direct
Protection Reimbursed time Employee services Base Merit Incentives Cost of
Programs away from work and perquisites pay pay living
adjustments

B2-1 FEHMER
H M IR * Grorge J. Milkovich & Jerry M. Newman, "Compensation",
1987. p4.

A LR RSB F BN 228 > Robbins LT E &R -
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Z AEEARARBZAELFTHR LGN E (HREE 1993)

) B 5 M B oA
—EAHE
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—XBHHELSE (THAR)
—HEARGES (EEABRETE)
— A RAES (EE/ R BEATERAR)
—IREHKEE (TRAR)
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— R ERYE > FIRAARZRE
—REH G IR TES (L LH)
—RPEEERE
— KRR

— 3 fth o 3 S e A 3T T
—BIBEEK

O E E R 2B EEE
—H

SFE W% 1 5 B

—WANE - BT R B

IR A A S &

— AT RGN EEA

TZnE M LH R

— W HATF

— B P TR

v ~ # B 6YPackage &S (FHEwy & THEad)

Package—~>A + B+ C+ D + E

A : Base |
1.E£AK#H % (KXtEbase salary)
2 JR AL S 48
concepts
(I)base salaryEEEHFE W —HH > hEEMFERAWEZT L0
(2)1% 3% supply/demand ¥ & & # Wy 77 35 47 1
G AL w4 Bl 2 R AL AL B R I AL B
B : Benefits
l.economic benefits
2.non-economic benefits
concepts :
WEABEAHEFE  ERFRNERARE  SERAEARE » WiE
RILFe & TH R
QPERTEMNEERELE -
Q&4 R=F
@T &
Q¥ x
@O Al
OHE M
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Benefits
l |
®" )24 (i
iy ] iih
13 3 L3
& & &
il I I
il #l il
E E &
HWELT (ABE :1993)
O 7 W45 R B E
—IRPRHE - BRERHE - BERE
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— B T 15 &5 #l
— X BRG
—RBE
—HEE TR TN
—RITFHER (HHRE -~ R BY24)
—EBEZ
—ETHHTHF O
: Profit sharing
concepts *
IEBELWERTH_HEERE L — R ETHBARAT NERET 4
B EETHEUEWHE > L—FIEEEATfME TREL M =1 —
RUPIATE R REEWAUREE T TR — R %
AT By

2 4 3 35 4t 9 )
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E23 HEHEBRATRESHEMNRASE
ERARIR  ARBE - THENEE RS EREy 0 19930 Hb54 -
3Bk ESHE RO
ERERHEABNEE » X5 %
E@A%S&%@: CERMENE THHRE
WAL B tean work
4 BB W ERE)
LB B R 48 1B 4~
MRS BB E T ERNEREY (—FW) B E4HHE
[ JE & 1 3 45 1 T F AR SR R 4T B T A ARAR o
REI RIS - [ﬁkﬁﬁﬁlﬁﬁﬁﬁiﬁﬁ%% B4 (—%F k)
MHEEEALHIIR
5.EBTHAKES N HER -
(1)EEXE A job shopf & E T » RETHEAFEE LT GE AR
%4
Q) TIAEHNAFERARNWRIIAAMFR BRI ERN XL eRELEE
N EEERBREIBBARAREAZIE ?ERGECET HERS
e & P ER W R -
6.BSt HBAETENNEEETR S  BOFHEERERES -
D #HBA :
BETHWHWERSAEAIARRNFN B RBMAEABNEE - B—8&
FHWURN - FErthE—RBREENRE  SEEERHRX LBEAE -
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Ex. Goodwill, Image.
BB L EARERE T » HRIEENEFE :
1.8 #&
2. &
SHNEBBRES
EAERBEEIEAWERRES WBIE TR EBAFRTERNEE - SR
THRAXFEMRE RS RAEE L WK -
Blan: 1CEOZBREEZTWNRER G RAXETHH+
AR P

Flowchart(one example)

BT %‘%—“i@ﬁ)ﬂf}ﬂ BEL DR
%}%ﬁ%
£ 3 Wﬁﬁ%ﬂ%%% T EX

IR TR
BERGR -ZB ~BE - ££ - a8S0EFRBWNTAZHEE -
A~ ¥EN ey oAk
% 5| g AL m ¥
O EERkEE AL
CEBBRFOALT TN A— BN EEBEE - AUBBETIREREE A
FEEABAL  AERDOEWEAE -
(s B Bz B F K (Hall & Goodale : 1986) FIEREXRAEH ~KEKR =4 #
HMaslow sl XHFEEEBRWER > MHFMHTFE TERELBRNE

® - |
=
%‘?
&
%
X
£/ s#@Ex  \
5/ mHe®x \
Y/ % 2 F R \
,ﬁ/; £ B2 B X \

Bl2-4 Maslow R BEE iR
% % 3 IR : Mondy ~ Sharplin ~ Premeaux, "Management", 1991, p.299.
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() % 1l 40 R 46 4 o £ 2 S0 1L
Bl Hero" J1 A E XL T EZ— » Wl HeroWH B - EETT LABR AL B 4
#EFo SOl -
5~ FHEeyEE

(# B % = ¥ flowchart in detailed : [E2-5 ~ [E2-6 ~ E2-977 = = # Bk
FH R ATHE R o

Organization Mission [ Organization Goal .| Organization Objectives

——

Organization Structure

Departmentation

Position(Job Analysis)

4ff””/’/”/””/, "§‘§‘§‘§§§~“\~§§"“‘-~*

Job Description Job Specification

Position Questionaire

Job Evaluation

Draft Salary Structure

Salary Survey

Create Salary Structure Strategy

Create Salary Management System

Implementation of Salary Management

B2-5 FHSIENRES
CERMRHE O MRERE - N EE BRI A 0 1998
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=M EEEA - TLLE2-6%F (AREE : 1993)

MOom B & o4 M

RIBAB - BREBEHNEETL - %K
SMERB > R S B

B P 2 3h B AN AT S 0 P 2 R R A

B P A - R AR P B AL AT T AR AT

_—— \\\\\\\\\\

TR E | THEHEE
W TS - & FBAETAEA B Bt -
£ R BT AR 77 3% FW - BB~ B
BEFEANZKEEZ
Bl H TS N ‘
CHIRE - AW é‘igfﬁ%’}lg BT EE
v 2 % & 4% % A

B2-6 FHEHIENRED
BARRIR - ARBE - “HE RS R 0 19934 > H45 -
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TR A s
AN s WL
job and position T s {E larv and
sa W
design and job evaluation Ty anc wage

analysis survey
TAF P Bk ERLB B
ST AR MR B %~ 5%~ 2 HE .

point method, factor

descriptions and . .
comparison, ranking,

aréa surveys

specifications classification industry surveys
BT O (E& 3 3-Xatl
structure design program maintenance and control
BRI R SR AT S4B 3 ) A T RR
G B i A 4 [ B R R
P, 2 S 4 [ classification cont-

situation incentive ..
rates and ranges rol,cost of living

pay wage adjustments escalators,

and salaries progr’ession in range

B2-7 FEHREFRRREES
(D) = oy B
1.48 #Mission ~ Goal ~ Objective 44T
QW -~ S EREBFEREE RN
SAMNBATZ M - BREA W RIABERE
4. TYEL-Hr— & FfPace Setter System
S TS BET/FRAFRTERE
% 6.1 flPosition Questionaire’® ¥ ELIF+EE &
78 7 TR
% 8 BE 52 40 M VY B TRAL A M (HEEM) ~Job Evaluation
gAR W R M R - IS W H G &M (Draft Salary Structure) ~
Job Ecaluation
10.Salary Survey (Compensation Market Survey) BHNEAETEHERH
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FEHWEAEREREABW I - %75 1abor market B & 8 L% =T
AL HEER R EF -
ILFTE#HEBE - BTy %A?%%E‘J&%ﬁﬁﬁﬁ%
DATEHFEERENGE
BEL {FEABFITBRAEN ) FELEFH
{AMTABFIERIMAE )
UEHEIESATH G EHE T8
Explanation
X 6B WAERAER » BHEANKRE
—1)Education
—2)Experience
~3)Professional knowledge ! ¥ & ¥ 5 &
—4)Duty level [ﬂﬂ?}ﬁﬁ 24
SRR g AN
~(5)Complexity of Interpersonal Relationship
—{6)Management ability
x 8. TEAHT N B B
(1)& #T0rganization structure
(2)8x %4 T ¥ Basis
(3) 9 AR By 3 S
()T fE48 % I Basis
(5)
(6)

DA B K
6)Job enlargement/Job enrichment
L~ B ey R 8l

(9Internal Equity ZEF WML H S HE 2L

THHRAE BT 3L A A P9
1T’F§M}%< lf’??ﬁ?‘“’
TAER 4 H 1 e R
%‘EI
ET’F BtE
st B
® fufE

Fred W B T FAERAABN  BLETEAR IR B WA RE R
FIT 37 S€ 09 3 & K% - ‘ '
(CExternal Equity
I MAEHFERTHE LA CEUEENTENHFEARE i wisass
M # : Product market, Labor marketi /7 £ BiCompensation market sur—
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BRCENFNERRNEBBEREM

veyFT BB E R -
(EMotivation principle
BB WeriteriaF — - HAEHFRAR > W EHES
l:l.f[ﬁkﬁﬁkf?‘i (HHERAEFWESRE)
2MEASEBEALA BN ERE
MR EMREKREAEST T MANTFE -
(MCompetetive compensation level
ARG EEEHENAT - ©EFTRENFERELETHE ELHELEH
FHWAE - ,
(f)Supply/Demand & & 8 THAE W W FH G K%
(NEW -~ SRR EEBmREE > DA MHEAE - LBRITFREGAL -
(F A BT ERERARWER  ERETEENEBRSE -
V#E A F B (High-Tech) A B EE #Dual ladder system!A3KJEIFH £]37 -

A~ & E I E T

HAEELFEXERR BRAATRBROTE  WHNBEHFE TS HHE
KRS AMFHBAF T RE N TIHELEE T W - TS EAERE N -
(HFEELHE AL (Executives)

[ CEO ] R IRA 2096 DA LBy bR =

Senior manager

O#FZAA
H80% ~10% Hy A #H

EATE A — K EE AL
H#596 ~8%6 th #H

(79) 4 5 ol pe sk R T ol AL
BB R NEE LK

HREEWABMMAER N » FTUAEFHF TRt - SR EWEERE > AR
AR =k

HAABEEL R REERE  BTRUAELE AN E—HE W
MR EHE -

2 IMEIRREWREERAR

NEBEZEEE cash

V compensat ioné non-cash
Reward/Pay < economic benefit
1 benefit non-economic benefit

WERFFEE %
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EAXFE -—FEHRERFNEETIRAL G REEN R FEE 2 — - UL
WERTHNIARGR  BERAFEHES  RTYSEERALARNZS (AR
) HEE S WEFEAEESNE CSERFEE AR E IR A4
B 2 18 o P9 B A5 1 0 F N K -

CAENRGHYEFNEEN LN AEREE R > —— Wbl BLUBEMEE
AR F R T -

Laws and

. Labor Unions
Regulations

Labor Markets

EXTERNAL INFLUENCES

| l |

PERSONNEL /HUMAN PERSONNEL/HUMAN
RESOURCE ACTIVITIES RESOURCE ACTIVITIES

Support Activities INDIVIDUALS Attraction
Analyzing Individuals Ability
and Jobs Motivation Performance
Assessing Outcomes
Personnel Planning Retention

Functional Activities

External Staffing

Internal Staffing
and Development

Compensation

Labor Relations

Work Environment

JOBS
Requirements
Rewards

Attendance

Satisfaction

Other

E3-1MERBH AN B REERIEINEEEENE

SOURCE : Personnel/Human Resource Management, Richad D. Irwin, Inc 1983
» P8
AUTHOR ‘ Herbert G. Heneman

‘Donald P. Schwab

Johh A_Fossum
Lee D. Dyer
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Major Influences on Compensation Plans

External Factors

Internal Factors

Wage Union
Rates
Worker
Needs
Colas |« Labor
Market
Compensation Program
Wage Comparable plans Administration
Laws Worth Issue \
Ability
EEO Government to pay
Laws | Laws

B3-2 SMEEFEHEFHEEINEE

Resources - Marc G. Singer, Human Resource Management, p-271

#Es-1~ E3-2 B EFH I EE R R

1.T&
2.5 1 %

3.ER

BREEHNER  HWEFETHER

AAAeHER
5. XL BH &
6.5 H BUE Y B &
TREEER

— Politic
—— Law
—— Economic

— Social

— Cultural

— Labor market

L— Labor union

Party
Law of wages

——— Land

—— Capital
— Technology
’ Social Change
— Social Trendéﬁi:jOccupation reputation
— Sex Role
—— Average Life Expectancy
— Social Mobility * Education
— Material Culture
Social norm
.— Non material Culture Social cognition

——r—— Wages Rates

B3

—— Colas
‘— Labor Power

-3 BIBIMEERTEEE
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4 #¥Macroviews B & H 4+ £ F %%E &8 E S RN
— ~ Bk, EEE

— EjEEEf DB TR R R R EF N RE T EH TR UE

KR A FEEWEGERE - :

B EEREA H1040% c KNTRI 6 L4 > BiieE (19495 UR) B4

THRE -

— | EEAERTEEEE  REEEREXE-EB-E

ATAH— -

- OKMTREFT AL EIR > BWAEILFSEEHE -

DLAE 78 B WK A B My s et R o

L 3.10604E % c KNTRBEHEFHEWHE » K- H - %

BN 4 B B #Taivan ) BEFUREELHES -

L —4.19704 L% > Taiwan¥| Emerit system °

L W TR EEAR D 1900 R K > EE EWERE  EHNETEEREE -

— lREAEHYIRE  RATESTER  FIR

ML ERRR o

L 2 EBEEACTERITRT  EITEAGHEN - Hd
B TRWEE -

BFWEE T REFERENPE - XTREATBOREARE

Government Effects on Wages and Practices

Wage laws

(e.g., minimum wage provision,
Equal Pay Act, Civil Rights
Act, prevailing wage laws, etc.)

Demand
Protective laws for
(e.g., licensing laws, child/ Labor

women labor laws, etc.)

> : Pay practices

Fiscal/monetary policies and wages paid

Suppl
(e.g., government employment and PPy
purchases, defense spending, of
farm policy, etc.) labor _/

Social welfare law
(e.g., aid to families, training
programs, etc.)

Bl3-4 BAFEES N HFEKENR
Resource : Milkorich & Newman, "Compensation". 1987. P.453
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HES- AT M AN ERE B X EHEES A/ HFWE W ETaivn © %
HFHEWELSTERET 2 4 -
( Sb T 7 W 08 8 3 Fwage/pay E & #1b - (Polices/Law) ]

(R)48 7 4 515
(R85 % i At
)4t 7 & E B
=~ BIRE
BRI —EEEEEEENERE  WELZBHIEEENER  MRHE
BREEXSLEWMAE BRERE -EEX - ANEF - BEMESEHBAEENE
o TMBE Xt~ HEeEHE  NEAEZHHFUNBEIEZEERE -

FTHEARRBRERHE

o (e HRAELE (4K
Btk Al B4 R MBI
F—A—\ — e N —
7 g Ao B % +
T & 2 =
£ 5 5 ER I % 4
AHEE BE B4 B R A B3
Nt E BE A HE B A EXEA
%ﬁﬁ%&W&%%m&ﬁﬂﬁgﬁgé
B MWW R~ O # B OEF
£ BB 2wy TIF % %R
2 & B AA ~ | JB
" #o = Bk E
i f m A WA HE

& O BN

| E & ® 4K

z L] T - -

B il ﬁ%ﬁ

— B V]

4 il :

B %

il ﬁ

i3

B3-5siEBBENEERSE
BHEFR: BHESE - T ¢EYWHREMETE" 1985F > H68 -
HEZ :
Blin & EREREREERE  ERTHHRER  TEROAXN
BEAMNE LEZAERETRANFHHREHRD -
(Y =-F &
Technology 1 8 & » T RMBHWAAFR - BELAXWEEEH v -
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ST 27 R R LA B HR R K -
G H A -
ERANEER  EAEXE—E -
A B E -
BRI > RFHBE > SRS S BN RE ET R G A
° (2% E3-4)
MR MBBE -
 BFES BB NREELE -

= e

HEeMBRUBEFEARE
(e %8
& %% (social change) R E LB LS WHBEERER LS E#
WAL KRR EE BBWEELE TS 4%
ILABEE: ~HAEeEX
36T &
A B 3R A 3
WA B ] 4T
2 AL B E LB B R
SHEERNTRE
4.7 B E R
PR AR BB TA D o EBR P
5 AL S BRT B K
BRAL - BEWER  flnEBAE -
(Cmk o B 2
HEHEERE - BN EETE - TF—FH E MK Raverage
level » HIRETH R ARG BHEW T HFWE T » YAMSEF T -
EWHEA &
Blgn : EA e T BESMBICAT EHRAE TEMNW—
B MRAUR AR ETHEAERERAEAGEELE TWEY  BES
TERSENRERLRE -
() 47 A 1 Hy 38 |
A E LW A£G RE (1ife expectancy) * HARME » Ao
% ZEAOQGEBRADWESLE I (£3-1) @ REERES TWEIER -
EEERBSSF (1996) Briyesm bl L2 AA DA OAESMNT. 7% »
166BTT A > MR T RE1005F (2011) %@/\U&%{EIO 2% * K
Bl1254F (2036) HYEKME A %21.6% -
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#3-1 FETRBREEADOEBAOZBSE » 1950~20505F

Ed
£ R .

BB | WFeE BE|E BEHE K® OMm X B’ NkEeEX
1950 | 10.4 | 11.1 | 11.4 9.4 4.9 7.7 10.3 | 10.7 8.1 7.7
1955 | 11.3 | 11.5 | 11.6 | 10.1 5.3 8.4 1 10.9 | 11.3
1960 | 12.0 | 12.0 | 11.6 | 10.8 5.7 9.0 | 12.0 | 11.7 8.5 7.5
1965 | 13.3 | 12.6 | 12.1 | 11.9 6.2 9.6 | 12.7 | 12.0
1970 | 14.1 | 13.4 | 12.9 | 13.2 7.1110.2 | 13.7 | 12.9 8.3 7.9
1975 | 15.1 | 14.2 | 13.3 | 14.3 7.8 10.7 | 14.9 | 13.6
1980 | 15.3 | 14.4 | 13.4 | 14.9 8.6 | 11.0 | 15.7 | 14.1 8.9 8.8
1985 | 13.8 | 13.3 | 12.1 | 13.4 9.2 | 11.2 | 16.0 | 13.9
1990 | 14.0 | 13.9 | 12.8 | 13.6 | 10.2 | 11.6 | 16.1 | 13.9 9.4 9.5
1995 | 14.0 | 14.3 | 13.3 | 14.0 | 11.7 | 11.8 | 15.5 | 13.5
2000 | 13.8 | 14.7 | 13.7 | 14.6 | 13.2 | 11.9 | 14.5 | 12.8 9.3 9.8
2025 | 16.4 | 17.3 | 16.3 | 18.1 | 16.9 | 16.9 | 18.7 | 15.8 | 14.3 | 16.7
2050 { 17.2 | 17.5 | 17.3 | 17.9 | 17.9 | 17.4 | 19.7 | 16.9 | 16.6 | 17.4

HHHRIR :U.S. Department of HEW, Social Security in a Changing World,

Table 1, p.91 °
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The Wage Structure Some employee
may go this way

Some may go Most employess will
this way go variety of ways

Resource - Osamu Mishina & Masakuni Inaba, The Integrated wage and salary
system p. 46.
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COMPONENTS OF JOB WORTH Unskilled Job
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EXECUTIVE JOB
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Employee : Performance
Employee Performance
Performance
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Pay Based on Job ——— Pay Based on Person

B4-4 TRMEAEBFMERMNHFERSE
SOURCE * Adapted from Wage and Salary Administration, 2nd. by Zollitsch
and Langsner. Copyright 1970, by South-Western Publishing Co.
Reprinted by permission.
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The Analysis of Compensation Management and Factors
of External Environment

Fuh-Mann Hsieh

ABSTRACT

The compensation institution is one of the most important factors of HRM. It
could affect staffing, HRD, labor relations and merit management. According to
the inx}estigation of Prentice-Hall/ASPA, compensation is the second or third
substantial item to management function.

A good compensation could be designed by concept, skill and goal. This
paper tries to explain external factors and suitability of compensation

management, from macroview, and also the design of reward.



