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b.regression 6.contrast effects touch
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—rrecz-

W

Erﬁlfﬁ'rﬁsh’;q’eRELATmNSH P
1 "EHF",PE SO
=3 (FRHLATIONSHIP WITH SUBORDIN

e Y :Herzberg et al.(1959) The Motivation to Work, John Wiley and Sons, New York

pH n‘?FfﬁffEEf%'(Administrative Expert)

?fﬁ SR R R A
(O [ ey TR )
F’—‘Ifﬂﬂiﬂ_m ) %J‘}Elérﬁgng
TP E )Ry EL ) - Y E

vrr» e -
:r ﬂ\ ;[Q&F[ JE IF[\J ° . E1_ 2 ofthe Human
R
deparment
v - o I islofacilitabelhe
ELpI SR B R AT , etectvoness ofall
N S

achieving

(Group Development )E,Q?‘F:j;k’;r ) r_.s‘.o,.ﬂ\ﬂ,?OQ
(HENINER I
(Performance Apparaisals)
557 eV PR <

(— )R Eiﬁéfm’%w;,
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= BYEISE R (Group Development)%ﬁlf%ﬁﬁ%‘]'

achieve high levels of
1.task performance
2.member staisfaction

3.team viability
(Schermerhorn et al., 2000)

-

- “ activity
| hierarchical differentiation )

N

1.informal, confortable and relaxed atmosphere
2.participative,pertinent to task in discussion
3.objectives are undestood and accepted by all
4.active listening and contribution to debate and idea
5.disagreement is brought to the open

6.make decisions by consensus

7.frank but not personal criticism

8.few hidden agendas

9.clear action

10.no power struggles in leadership
11.frequent reviews and self-consciousness

| !

function ™

B
e

\

(John Martin, 2005)

o

group type

1.social loafing effectiveness

(Ringelmann effect) (McGregor,D 1960)

2.social facilitation .

3.status congruence T phenomenen _
—

Group
- - dynarmic "ﬂ\
1.behaviors:required®&emergent L

2.member relationships:activityies,
interactions and sentiments
(George Homans)

PRI ¥R

Il

controlling behaviour

/o

boundary spanning

forms ~

management
[ i J
\ |

\ / || decisions
i | professional |

J =

activities

(Argyle, 1989)

- T tasks
() (o)

| informal

N

-Forming
-Starming
-Norming
-Performing

development
/ -
-

a four-stage model(Tuckman, 1965)

—_—

technology
o __ grapevine

impact Z_________

(Stacey, 2000)

*| shadow erganisations

Hawthorne Studies
{Mayo, 1927)
.

team roles
(Belbin, 1953)

communication network patterns \

-

3.authority on conformity and obedience(Milgram, 1974) 1.¥s
e vy

T

1.perception and attitudes:

autokinetic phenomencn(Sherif, 1936)
2.soclalization

=

-,

2.Wheel
3.chain

4_all channel
5.circle

decision-making methods

2.by authority rule
| 3. by minority rule
4. by majority rule
5.by consensus
6.by unanimity
(Edgar Schein)

1.plant

2.resource investigator
3.coordinator
4.shaper
5.menitorfevaluator
6.teamworker
7.implementer
B.completer
9.specialist

%E{F{Martin(2005)7§' Schermerhorn et al.(ZOOO)jL ﬁj‘ﬁﬁlj'fﬁ
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-
1.by lack of response

7

advantages

(Schermerhorn et al., 2000)

" disadvantages —

* \
group thinking
(Irving Janis)

1.more information

2.mare alternatives
3.understanding and acceptance
4.more commitment

1.social pressure to conform
2.minarity domination
3.time demands

1.brainstorming:
a.all criticism is ruled out
b.'freewheeling’ is welcomed
c.quantity is wanted
d.'piggy-backing’ is good

2.nominal group technigue

3,Delphi technigue;guestionnaire

4.Computer-Mediated decision making




(= )a\FJfE“f‘Z(Performance Appraisals) :

AFFEHY L @m@’ﬁjﬂ‘?ﬁiﬁj“ﬁimﬂ\ﬁ S PP EY T V- FRIPIRARY
AR % TR RO AR ST AT R B
L Eﬁﬂ:ﬁ{ SRR e B B O R B YRS (Murphy and Cleveland,
1995 3 CIPD,2009) * P8\ 327 |# i« JRFEHT 1 FORUE M S o
(Wiese and Buckley,1998) -

REFIAFS G L FORERTR (U [ ) B A B R

7 s

fime [1900 1940 1950 1960 1970 1980 1990 ] evolution purpos
| |

USA Smith and Kendall
Army studies [1963)
critical events

and researchers
: Blanz and Ghiseli{1972)

wgr Worl Drucker( 1954) Latham and Wexley(1977)

Warl M McSreg ur(]%?] Kane and Lawler{1979)
Bernardin and Buckley

subjective appraisl i (1%81)

(global ratings and essays; p| administrative purpose

traits;critical Incident method)

Edwards and Ewen(TEAMS)

increasing psychometric sophistication
farced-choice method

P reduce rater bias

MBO :{employ&e development and feedhack]
BARS » behavioral bases of performance ratings
.PA methods/ Hybrids and systems approaches
Rating scale formats (MSS;B0S; —— improve on BARS/reduce rater error

distributional measurement model)

written diaries ——————— decrease reliance on the fallible memory

better infarmation about skills,performance
and working relationships
to achieve organizational and individual goals

360-degree
performance appraisal

upward appraisal __,, improve managerial effectivencss and leadership
increased employee voice and empowerment

customer appraisal —p COMDine with payment of compesatory maneys
to customers under service quarantees

competency-based appraisal '—| direct employee for improvement scope and clearly feedback]
TR EE 2 Murphy and Cleveland (1995) ~ Wilkinson (2009) ~Wisse and
Buckley (1998) EJournal of Management History, Volume 4 No.3 pp 233-240%%5 7
ki




Y~ (R M [ =T BRI g | F,ﬂ“*a[f“ SEL TR [ (B A B P
A2 A EJ CHIR B AT AT A3 s E5Y4 (Catano et al.,2007) > [N
s ST 2 ST B (R R TS U A
FfFUARs B Y R RV R Y R IS AR IS A SR

Hofstede and Bond(1988)¥p ’[F[ﬁﬂ’ [~ v’l%ﬁ?(Confuman Dynami sm)
VEEIRYZY > 51 Hofstede(2001)%° 1] F# [ TBM f[ lF?lﬁ'JmuﬁAﬂ » b
Rk plIpoR ] BHES S (Power Distance Index, PDI ¢ 47— [t a1 po g
HIRER ~ SRR RS R R o Al Jode sy FISUI LA AR ] 1 5750 el iR
K 2] ]*%]ﬁ‘ﬁﬁ'ﬁﬁw@ﬁ?@%& B (TR A SRR > 0 SEFiU D R E i
J\EJ’F‘*[,‘OCJJ > bR E Y PR (Uncer tainty Avoidance, - ¥
(F ! IO TR T RS A RO BE B PR ) - VBl T
T AR P 2 I i R BB AR T O
fi' & (Paik et al.,2007) » 39t = F]fl i) & —TJI%{:’ ( “Guanxi” ;
Relationship) §Y 2% Z] fi CESR ulﬁgﬁﬁﬁﬁ%gl&“éﬁ[ﬂ @\ﬁ‘/*ﬁ'ﬂﬁ T o A
(Harmony)u[ﬂgﬁlr%‘ ‘P “Menzu” 5 Esteem) [y fe F P BRI
= i I?ﬁf Iy Al i bR S E‘@TE‘IEUEWE'I%
(face-to-face appraisal interviews)(Wu,2004) » = jﬁ'ﬁ%’o? RCEIs A
JE& (Performance-related merit pay)flfi » b =23 [HIASAIT ST
[ 5 [# (Huo and Glinow,1995) «

FHIF=fe pl - 5% ﬁ Nin= ElfJ,%E}f‘”ﬂéﬁﬁﬂiﬁ%%%E@l Eéﬁﬁi’iﬁm“aﬁq > l:d[‘ [

Hﬁﬁﬁ HIFSRFESH A9 1% (Redman and Wilkinson,2009) » 91f &Rl KB HL
RAIURTEH 19 (Management by Objectives for Appraisals, MBO)FYHSfE 5L e
%ﬁi’iﬁ%ﬁ(Competency-based Performance Appraisals) ™ 360 @?ﬁifﬂﬁ
(360-degree Performance Appraisals)¥fpfs fliva™ 1=y - Ijﬁfq%ﬁxﬁ”

A [ P R RIREE ORI [ ) 2 AR o RS ) -
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i TPC ' = EAf3s 84y ) 2 PO G AR R

| |

Chinese- based
culture in the TPC

[ Confucian Dynamism ]

A

4

[ Harmony ]

High

v

[ “Guanxi” and “Menzu”

1
J

Power
distance

l Large

Uncertainty
avoidance

Is merit

Full

l

purpose?

Potential biases
and conflicts

}7

Ineffective

pay the

Yes

Authority

Supervision bureaucracy

Altern

performance appraisals
in the TPC (R4)

Are Pre-and Pro-
Communication of
implementation
effective?

ative

Influence tactics
(Sanction/Assertive
reasoning)

Is Employee
participation
encouraged?

\ 4
[ Employee H technostructure ]

Evaluate

Discouraged

—

Culture management
--Management
responsibility (R3)

Little Employee

Current TPC expression

performance appraisals

|

Privatization

)

No A

Effective

Commitment and
accountability of the
constituencies

Effective
performance
appraisal

Sources of
appraisal

Objective —
Subjective

Feedback

Objectives and

standardized work process

setting

The removal of
the central
government’s
control (R1)

Short-term

Modification of
current performance
appraisals (R2)

PRI SRR
21
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MBO
/Competency-based
appraisal

l

Employee
performance and
development




22 PREPE RS
i HAAPYE HHE K
&D ﬁwﬁ%ﬁTﬁWhC tral 1'%%W%§WW%Q@WO
e Removal o e Centra
2. kP S ENETES -
Government” s Control is in = 7 ﬁ%l F $?$k&%ﬁ”
Urgent Need of Reform
- | R TRCRIFE AR L. AT IR |
(R2) | Modification of the Current
E{ I 5 [gf: LA B I »[I
TPC Performance Appraisals it ¥ ééikPngj?f[ ﬁaﬁj
_ YF‘]@L@EE'FAT[ °
2. FFB%FJ}VSF:EJ‘FZE?E”’\%%F’% ’T‘Q?@Eﬂ fib
= AP RS ST
i R
— [,E'_L;ETP | METIE/I 1. ”ZJ‘H@ re 'U'E'\—:E[ , g”"FLF FIJ:H [FI IF
(R3) | Facilitating Cultural Iﬁﬁﬁlyiiﬁ$’lﬁﬁﬁ SF I - &d "
Management
TSR AE RS L AR AT 0 2 LR
%ﬁ?F$13¥EJ %%hr (Guanxi)
“FETT (Menzu) RPRITES -
2. “]-i_f Eﬁ*“’_—?_: F 'EEFU 'I,fl , ?\L_’QEI%\I’-?
AR SRR 1 Iw
[:)U[ II[ 1—?"FIU?§§?’T¢£}FZ‘% hFIfjiﬂf’? - ,H\‘FIJII [@wtrgl%@[%%j&:%
(R4) | Implementation of s
P IR RLREIAR IS AT M 360 &
Alternative Effective Tz f TaFLigﬁi} fjrh’L$?,
Options of Performance mﬁi&ﬁ%ﬁztdﬁﬁﬁAfﬂyﬁmﬁﬁﬁﬁtWE?DEJ
Appraisals BUREIRT > R ARy
. Eﬂﬁﬁiﬁf?ﬁj%ﬂﬁigﬂ5h%ﬂﬁ%ﬂﬂ o
. FETR ELF@J?FWY—?‘WVE"&F
EL@ILJ:]F]}NFA:%W—HT [LJ:T:LFFIIEIFI s I
T R
TR VR SRR
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T~ FYZ =4 (Employee Champion)

PRE T A T R AR OB MRIREI T S BV R
IR (PR A IR o i o L B I TR RN 11 T N B TR A S
B e 0 Tl AR AL Y T il 7 3l = SRRV E T TP R IR )
(Communication)® “ZFE5%(Psychological Contract)%ﬁi@}’%éj °

FBIPE e e OV (=54 RTE Rl O] o3 55 F TR (Verbal)) ~ 5,
uF[(Non verbal) ~ {7 £5(Overt Behaviors and Skllls)bTJfoF LHI(Social
Congnition) » iy K5I = [P |91 p) v Bl » P PR gy s
Hi(Noise)” > vﬁ‘iﬂEﬂﬁi@%F IAVFE R PR a:—ﬁ?, o= 10~ SPRRE R
ALFROAE RS T AR E @ IR R C o Al O R A T
(Complete) ~ fiP*(Concise) ~ Fifi(Considerate) » ?,ﬁlj"ﬁjf}*v(Concrete) RN

Ll

(Clarity) » %%E(T(Courtesy)brplzﬂigﬁ'(Correct) ’ %J?E?F T E R 80%
= HIFEPRL T "AF‘;‘A&L“ I F AR R (Act ive Llstenlng)ﬁijx ff
}EIE' P IR ] :&ﬁﬁ'{ﬂﬂﬁiﬁjj S UEF e i TR

SRS RN T AR = Iflfﬂp ’ Eljfﬂ (2T il 2 ibstEnd v [ PRy
FYIE R W T w2 5059 (Psychological Contract) o] ) 7 ‘If[
Ao FJUIIFLE&E FTM« FVBEIR » PHEL-=ZEIR253(Psychological Contract )AET kL
—rlrpjr [ P 15259 o (EVE G et~ AR - %gjgwfgpfj . ?%g%ﬁ{‘?i/ Fpy
Iy E{lﬁ,u\(Schein, 1965; Rousseau and Wade-Benzoni,1994) » #iFfi~ EIU@‘%WIJ
F;[ [ IR = Y I’ﬁ o "W{f (v = o BERT) 2 e~ SRR
Mg~ B E VT (ERUE S BPUREAIE S FR - TR S Jfbéﬁ%l%‘r =
(Armstrong, 2006; Turnley and Feldman,1999)% fEdffb] s bklstny » £1~
o7 UL R T R B g R e i
WA TR R R
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i~
- N IERRSSES A

R ST DGR [ IR R PO 1 S A PR T T
Y ST RL SRR e wmu’@ﬁ[ﬁﬂt B~ R
(control-based HRM) =I ¥ B £} 7 Fﬁ” £y B ®EPY S Y YR ?‘f%
(commi tment -based HRIDFTZV ¢ (Wu, 2004) » 3} ~ 5y + 271§ posfied - 157
[T TRl o R BV R 2 O SR By 5= S SRS e 2 e 2 )
FURARV AR (Commi tment) » SEE[FHHRSRTRY ~ =2l > Qllpds POt 354t -

el Hos s S R E Sl e R g S e RN e
[~ AR LG SRR A T laF[lJE [ DIPEHEI Er $5 T
RN~ SRS [ BRI E ISRV IRgR e 1 S PR RS =Tt T R
TR T e R R R Rl 2 S A e RS
ES P PSRRI o 2 BRI ER T 0 AT R SRR 2 A
RBPIFOE ~ JUFCSEE T (e ST 1A T RS IS

f
@»ﬁ%mfw%mm%ﬁ@§%~ ST BB RIS - 7
SRR % % A AR SR )RR

CIPD(The Chartered Institute of Personnel and Development ) {7 P =
RS AR B A B BRI R AL 0
ﬁ;{rrﬁu -Jle AL~ 'ilﬁﬁ'ﬁ' F', £l Ff' PesE] * - EW'FI N F;}aﬁ:t. ITF iSEX
o R RS 5~ AR 1 R PRI R OO - e W A
AL B gﬁ?ﬂﬁz’)ﬁﬂw VR U ?Jﬁ?ﬁ—”i"ﬁj\ﬁ%%ﬂﬂ FlE
PIFIY *“%iﬁﬂ@ﬁﬂ_ﬁﬁﬂﬁ gt ﬁ?%‘ﬁéjﬁﬁ 8 ‘}JE‘}’?’F?FISJ%EEF%;%’?*
e E’ﬂﬁﬁm ) [FFE EJ! FORETH *ﬁ L*—%?? °

TSRS N Ui e S5 ISR RS R [ il
?? (%ﬁ&?ﬁ)ﬂuﬁgﬁl%}l chttp://www.sheffield.ac.uk/taiwan/jessica.html
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GRS
BBC(British Broadcasting Corporation, JeB/ i 2 i) AL B2l
RSB 2 U  BTE VL A E R ORI BT A R
R [i95F > H [ iDragon Den#f'The ApprenticedE! > Ri-4} ~ fl15F HFTRIE
7 AR SRR S VIR A 0 5 FTEH R EORAL P
S B o
VSRR | N PR PRS0 ST R PR e
HpRE T Ak ”“J%’??%Eﬂf Cheers” . “Love” R - ARIICHYE
Yoo @ S SRR NV SR L 7]yl PUB SRR 1
RS R E A AR T T G SR UED > B S ARl Ry
B ST D S S TS 5 (R 16 BE) )  EEL E
Bl RS IRE RO » RIS N S 9 R A
DL ¢ VBRI * FISFERIPY ™ e T A = [l B b
PRI E P RIFUSARE » F R WA [T SRR A ] 4
R PR R 1 R8T RLHIRE - [ U SRBS T 1 AT R
oL R TR 1A A - A
R 5] SFUFSTRLY TSR PR 1[I > P Sapy T AP ISR oy
?%gwmi R RPN EE TR R [ SRS TS
FHRERHEB [ 2 g R AR S SRR OB > 1R Tl W{"%EJ
BTN B WAL A 2 [P LR R S e
JpZ B! SAT(Standard Assessment Tasks)HE¢ - BENGRIUEF 2 pUba @S
PRV - (EATRIRY 00 80 3~ o~ W SESRURENE TS = B
[T iy 5% IR » 1O AT Ko™ U PO » 14
DEERDR R PR T o L F LRGSR ALY R R
R AR B SR R -
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