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N U007 MNEESQOEBBARMEINCL QO M%O%ﬂm%waﬁé@%%a%ﬁﬁca H

EZoePeQne
ARNBHEREBEQ2ULA SV’ RO REHE C BEIH 10 QIBLE OHE O LW HA LS4y
QI MELEE Q BHE N 8¢ 50 HERH X 40 RER KO HAEE O SISO W QMR UVER O V- BEEREQE

LOREBE imwmémvﬁﬁt« QIR OYHYEEY ERnEREH EEE@ SR QRS L s %@@&K&OT ,
=Etaton B R A U 0 50 Q 149500

HER @@@@r&&&bf@ X5 management of initative and incentive metiod &mﬂm%&n%ﬂe@
PERYVECLASFV SNQPARLER” YeX” Towne € Omﬂ.nxmwm_ﬁ.bw Plan. Hals#y @ Premium Plan (i)
%k%o M EOLe drifting EmmeoBoE memk.mmhamoko HOP" HO0RY wmﬂmlncﬁ:.nm LN
2% V2 EF0 systeniatic soidiering RE w4 REEFEH NRVK O KENERER V8" A~ AL
ERHNOHENEKY QU0 N— (F. W. Taylor) ¥~ QEIL Scientific Management 4] Taylor
@ﬁgpﬁﬁbméﬂ;a&bc@&ﬁﬂk®f&%o

BRI QEPRTN— o dKINS K200 EHREL” | £ ORBYe. (first class man) @%ﬁ«c@@ﬂ%masaw

and-motion study) ¥~ QEHIQRY (one best way) &= QO Wi 0m & Q iR 50 BRI (task) K“& Sy

%Emém.%%ﬁ%%hmﬁ@ﬁ&%én%&cboﬁﬁﬁﬂQﬁwaﬁﬁﬁsgckﬁtf.%ﬁﬁﬁﬁﬁk

% Q0 IERMHP Q10(iHn)° B0 KHUH MR ONQALS" BEZUHREVRESF DRSO RENHE

S 4EEER (planning department) ROFEREHEHKZR (functional foremanship) &ITSEEMR
(instruction control system) VEHQOVERWESNVVEEEQ UV QP Q0>Ew)
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s 3 .@E%@ﬁﬁ@ BT NBE A O WEIRIE Q™ AT N7 ¢ A KK SUFIWE 020 N Nkt o 3
X h 4 (Ford System) Q~ %@&K%@Lb SO £ AR O 1 A0 SO Es0° Nk o 3 K I Spr
Wﬁn QEE Y (simplifing of the articles) » SBRIEQWES (standardization) A B E (simple purpose
machinery) » HINX D& Qi S (specialization) W0 ##QES 80" conveyor system V_I_%Wm_m
ELLREE (Fliessfertigung) ¥~ Q V(iiho)” REFLMNTEE XD EESE R SNOOQT ®WOP”
SEEI0R" HomRIu’ %Wﬂ4énk‘ﬁEE%ﬁOKM@ELkﬁ%EEKl%ﬁﬁ%@%k%bb&
SRAEEN” (N~ QREHK A EEO<E IS EENOREUA ONQ NIV, ﬁwmﬁﬁmléwﬁaﬁﬁ
REERRINFELOI0” BMMZHEY O P Q mERHEE N O~ atiige e 4RI
FHORVEHENR QU ?.4?]ﬁﬂ@%ma@k%01. MR3E O B 0585 O.bmamﬂm friendly
co-operative between the management and the men) (Ho)NF 02 Q" [ A R N
VE<EEEULSY P H M BEINR (fact and law) M¥.LQ:0 (i) N AN 509 Q £ 40 O Y
PELOR IO N & — = R EHEL Oﬁw._mamovﬁm\moﬂ making money)(He) UV QY SIS T
Q¥ E | (instrument of service) (#o) VW QYHIQ thi WD V7 U%ﬂﬁﬁﬁkﬁ@%DFﬁL (low prices
and high wages) Ki%bf]ﬂﬁ% (profit Boﬂ:\mu NALQ [HHBE ] (service motive) o Q[ mmn
AR RODQNGEHER) WoR L0k ma -2 QlifpiE= o Taylorismus K Fordismus AR w
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0 #v Taylorsystem X% Fordisation(#z) ¥~ 0¥ Q eI ¥ ERIL” WEERMQEIHI Y
BENL OB BUEERERORHIPAONOPRS" WOB =R K S17 labor dispute. « labor turnover
4 Q RBE WA IE o0 U VEER A" RECBEER M= M 0b N A QHEM L O MR SRRSO VRER

QP RQN°

SE EHEEO | WY E 0 B O RN CQ MEEREA b £V K O BEARE o = (Sha
i Q UE I LI Y 2002 Q mw%@oﬁ%mﬁ*@bm%%%@ﬁaﬁﬂmﬁé%*&%ﬁ. labor and manage-
ment = Ep.»Ob and management QFROKIFHEHOBEL" %Kﬁéé%ﬁ%@%@%*b%ﬂﬂd&%
mtkuﬁﬁkgbkmbcb@®5oHnE%.%mﬁéﬁﬁﬁo%am@%ﬁ%ﬁﬁﬁénamﬁof.Bﬁé
A&T¥§@ﬁjﬁﬁkﬁﬁmz%&T%&tb@&%k%bén%&tbm.ﬂ@%%ﬂﬁﬁm%o%ﬁi@%ﬁ.
£49Q MREREH | EHECEHBEHIEVSRVE 0 VVRIERK A0 S

507 HENOTNELYE EHEREEK 094 VEENS NEHEBEA SRS U D <" B A
a%m%%@%o%@oﬁgk.%cm%ﬁ%%@@%wﬁ%&kﬁtfﬁbna.ﬁﬁz%mﬁ%mzoﬁ%@ﬁ
EE ] AOVEESE0 MR MO TRBR ) BREAD L BGHRERC SELEEELCREMEO Y
FRP SN0 REFBAC Y HRERS [<E] BELREEVSKM 0L R VER N A NE S
a0 S °

£ARHELE” BURY QEINAQ VERLOSP SOUN0P 00" RETCOEHTHE VFP 0 KE
HEQENMERIAVREKS® m—2~ (D. Yoder) € %4 »~ (R. E. Xoxie) QEUHr 0IEmENET
FmNEEO VKRV IEEY $10° .
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TR EAE ST RBOREESH (labor’s increased efficiency) M ~ 0@ # R ENVIRINIC U B M40 4 -
Y RECK UL YRE (unfair distributing of earnings) WII{ES2Q LR 0

N EHEHEHYE RBEVEZERRONUHOYT Y40 S<EZHGE (the human element in
production) kﬁmmmf%@ﬁﬁ*@%o . .

o THEEHE" 2y OiE# (planning) RYHHMINH4OVEE2" RRWAHVVOEE VRO QL LR
%Y MHEHE (an industrial 2utocracy) ML im0 QD 00

~ EHELH Y REFEGRREROGHS)C

HREHOM2BO0L88Y" RBWOEEGINNO<EEHH CEEVHERE Y ~ il Q SR IKTBE

U0 RE ARE0L 0 EE QBN D 4 & ) K% A% (Watkins and Dodd) #7504k The Mana-

" gement of Labor Relations @it $:0° E0”

(—) EHRumEHL- the job and the pay APV 4OV the joint determination of
wage rates N&ELOOR collective control of performance %m_.mf%mm}mﬁﬁ Q100

,m.zu. personnel science SME L0 ” TR FWH " the proper administration of human fac-
tors <= the handling of materials ¥ VP HEFLAHEIYNQ KK,:TAm@ QON GEZ)°

4O HoKkN 2
<EZE (human factors) QEEA" VL V#~<EE% (human relations) ORNERERERMYR™ Witk

QKD 050U S 10 0 A M AGO S°

F<EQIKAQRRVEHE (a minimum of human efforts and friction) V{”~ W%%%#ﬁ@%m (well-



WD —EEE

I
I

87

ABEH & AHERIC

being) M+QRIFV” FHMEVHEFONQ” HHMN RL0<EERQIEVISE (direction and co-

ordination of the human relations) N0 | A~ K .41F&muw.r.w RNGRS WV OHH M<BirE CHEV
B N0 M<EiE ] QRMGHES) vR0E” BYAY NEV: MREREE N K 0 R Q < B
QEBEV" VoMV <EEEOSREIHEA - VREEEOBEVERNOIQ” HHlRE QR UNBE o uN

O NPIRET (< ) R [RISME ((personnel management or administration, labor management)

(GHS) QEHNE 0 U YRER 0P 0:00°

(i

(o)

MESEREIEEE | L85 Y KNP .

KER | RENE NS SINSEK o BIE ] (BISEEN OH)” Ko KIER | RS [EEK(ES) | | H<—
BN C : -
ﬂi%tm&%w%aﬁﬁi%ﬁﬁmﬁhfw‘%K@%%%%ﬁi%ﬁﬁﬁﬁgh#MKﬁ%%&éo

& #A%Eﬁi%ﬁﬁﬂ. iR EM (wage incentive plans) VI R20-2QW” n.doﬁZmaum the employee
QBRI N QU 10 H QNS .» ~'% — & o W~ 4" motivating the employee 4’ financial
incentives (major and minor) -3 nonfinancial incentives T:Swmmisma‘ and organizzd) Y& major
financial incentives QEQ | O\ wage incentive plans Q#LHT‘A\EEK%O%WA QR a9 500

(a) The Multiple Time Plan- (b) The High Piece-rate Plan (c) The Merrick Multiple Piece—rate Plan
(d) The Gantt Task and Bonus Plan (e) The Halsey Constant Sharing Plan (f) The Bedeaux Point Plan
(g) The Barth Variable Plan (h) The Emsarson mavm&o.m_ Scalz Plan (Herbert Moore, Psychology for
Business and Industry, 1942, pp. 249—278. {80 W) " 'u'e ~ BRI IAR SV LIS [ RS
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F.W.Taylor, A Piece-rate System, 1895; Shop Management, 1903; The Principles of Scientific Mana-
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gement, 1911, .
(0 ) () (o) (HR) HBSV L Kl
H. Ford,My H.\mm mam <qoi& 1922; Today and HoBoioé.. 1926; My Philosophy of Industry, 1928
| GaED ERCER e (R CEL KR (2R mm:::?ﬁ:mrzﬁsl:aﬂﬁgmo
i ﬁ:ﬂy HKMBEYE QY O S VK OEVRY VRO 5000
O B %Kz%@%:@ﬁtﬁﬁ&%@imf%m1,.%@ﬁﬁt@ﬁﬁﬁlbbbﬁﬁﬁ@ﬁﬁﬁlao

&

%@a%oxEM%ﬁzorﬁbn%or%%bnifbr ° R KOKTELBLBELH—VoR
iy LEEEEEE— 0 I R 5 VIREII0L0 QU000 B B BEXOIrH ORE ¢ MRBLERE
. ER 4 REEH AL O V0" 1) QIEH L BRSOV QB (& OM0en0 € 2 © [0 1) - MK E gr Ex

@mﬁ&f&am% S0 o L2 T M) S Q ne U ) B A0 @ 049300 1) 4 M THK KIS0 » 2B Q1)
ST | XTI DRt TEEERO | | B QLI o m%o:ﬁﬁ._ a0 %@%ﬁﬁ&ﬁ ®
SRR OO B 1111E)°
& @%ﬁ%@ﬁﬁ% i (IIREER 118 &Qmﬁ%%ﬁ%ﬁﬁ@%ﬁ% ~ EDAREEQ 4
(#%) Dale Yoder, Personnel Management and Industrial Relations, 1942, EM 783, P. 44.
(#H 2) G.S. Watkins and P.A.Dodd, The Management of Hmvow Relations, Hmmmn PP, 43—46.

(HH9) Ci. Tead Oidway znd Metcalf, H.C., Personnel Administration, its principles and pra.tice, 1lst and 3rd
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edition, chapter I.

%L Aﬁ%agﬁﬁ%@meﬁo%&nzfiﬁmfLo xarfﬁm_ii& REWYERBEE NS HIR |

IOV 50 40100 ﬁﬁﬁﬁﬁiﬁm:xmr:Aﬁ%umE:%ernznf,Zﬁ%na (HiREer s
= KETXEEH (KBEH) BN 1K (8E LN 2A<BIE) SEMBIELE 502 5 00200

HERERNY VLS TEHEEY (BEFHED) « BREER (BIRSEE) 'R0

*@E%hf%ﬁﬁg hmmmu.b,ﬂﬁn:._a,n%, SR BERURVSe0Q N Ara KN ~ QmEEL4¢° RIE” mana-
gement A mmamnmwwnmn..on QEMHRHEANKE QRSO RE SO 50 UM% A’ Nem_uon management
~J personnel mmimimn,\mzor QE L BoV HOMBENIEEIY L0

Labor management in the stricter construction of the term properly consistutes one of the. several major
mﬁU%inbW under Eomﬂaaob management,

Personnel administration is the facilitating function which the human relatiohs iavolvad in the Bmﬁwmmmr
ment of labor power om:mm. into service; .wn is a staff function rather than wb executive mnaw in labor
.dewmosmaa today. (W. 4.5853 Business administration, wau.. p.345.)°

HOBUERe A A KN~ O<BIrH o ERNKYHE QB0 (op.cit.,pp. 312—346.)°

\m mBEQmmen management
AH uvmnmosui N&EEwnESo: ﬂrmnozznmmmdm anrwu_nm om_mvouvnonnntmnn

ﬂv. labor maintenance
physical fitness, skill, Eno:.mmsg. industrial

labor management {
. w good will workers

( 2 )labor budgeting and control
labor-force utilization and control wage, hours, discipline, etc.
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MREREE] YT o <ERHH OwRy VOHLHO<EORBERMERE | 2 o< PR
VERL EHEMEL0 PE0SCP HET AnOY cﬂkﬁ%bk%?%@efﬁaOQOT HegEE

.%.ﬂmﬁm&. (modern scientific management) O I © HiE 0 BRUOYQ<EE (pereonnel ma-

nagement as a very vital portion of its whole program) NEIF02Q Ulte~" VOHEaN g SV
< i méiwkﬁ@%ﬁkmﬂ&5@ﬁ%®@%@6%ﬁ (all the efforts of mBEowﬁ.m to deal with the
human side of production) E@U&Cé@ﬂo@f@%& m;oﬁk P A 0 N ¢ #7,4@. BY” ko<
EEHH CBEY . RBRORPEC S OREEEHEMRE 0 U YN S SV 1 Q B M EE LB B
#% Cengineering elements) Q& .&804%" R ZKS - OB D mvswﬂ&orzo& and psycho'ogical
mﬁsaum*b.iém%%@%mrmAE%@@@%k%%?i¢ufmacamﬁbfu&ﬁénnwkgmo
<HEHLUMTE VRSOV TRERESEHRE - 0% » SHBHOUKETH A0 <ROREVA SV
SENEED S0 %@@B@%%%UM%WA%@E% EEQUHNEN O (M) 20 PR IIIR LS00 T
éaﬁ.&éﬁ\@éﬁﬂi%@AﬁmWﬁﬂ577ul%féAggﬂ@#mmLH%Eﬂﬂﬁk HEE . Dﬂ
BHOERNT IV O REAHE A%%ﬁ&ﬂﬁ@é%ﬁ@@Jﬁ@@ﬂ%k$@&?5§¥m@@aA$%E%@
REEEGE) Qoo y’ %@%akﬁmﬁc&ﬁm%%@@bso%gﬁ.%@ﬂ@mxﬁﬁﬁﬁwéﬁﬁ@@m
A@éﬂm REMQEEN» Q02 QP 000 4

%@ﬂ@ﬁAEéﬁk@ <ELREVE OV SHERKAVEE OSHEKE QWEES VE 02 Alin0” &I [
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AZgE e ARRCR o8B —

,ieﬂ%Lm%#a@ﬂ@m.&@%%%Mo%&bf%ﬁaﬁznaﬁ%mﬂg_giaﬁéﬁﬁaaamu@ﬁ
mm:a%@ﬁﬁzﬁ%fa@o@aao%c@@.@@fxrﬁmﬁk@fxrzﬁm.%noﬁﬁ.%%ME.
KICRE ( OEE” REXE « REWR O HENMHRLLS0° EOV<EQOREHRFHIFLER 0=
PR HEE RO MBS0 DR S B Y O SR ( QECHER K o P O <EEHH LE

e QYRS <EQREE | HEMRH « DHRORITHORLE VHIR UK o IRERRE O KA

AOHAR0LO PR P O WORMER A0 QUL AL 0 SEREEROERCHEI PR ONA SN
AGRHZK 0P Q:00° _ _

AvEPOMOY RETEE<BENSESEREVEEF 0RER0SHE - HEEEHLE | SREHE
‘&Lf@i%%%#kﬁ%%LU%iK%T&@@+ﬁK%%énnﬁK%KmoHﬂE%.%ﬁﬁéE@%E%%
BEXUOEEY [<EH®] (human engineering) (fH«) S0MELEEN G Ewr MRERWE | T#HEN
00 QP H SO WO V" RINER QS N U O VRAS<HEE QHEHIATE V800 PR0E” H2%
BHY 00 <EEXORHN<ELE 0 CHBELUHE0 0020 <EREQ S UME P oRHEEHE<H
HHNRAWS QP Re° | .

OEE QLMY ( QBNOMELY REKKHILL S ( ~4 ~—= « p —~ (Herbert Moore) £ Q# Psy-
oww_oww for Business and Industry ©° SEHBIOLUHEH ( OMEREIREKFERKOONR - NER
DVRCY SR EHOERECSERERY ANOY S0 REE USRS

(—) employing the worker.

() educating and training the employee.
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(=) “caring for health and safety of the worker.

(=) helping to provide for the economic security of the worker.

(o) establishing workable employer-employee relationships.

(©) cooperating with the advertising .msa. sales forces. A

FUKEME" U OEUHTR 0t RiSORKEMREEROEH VEROBIUR0E” WENES Y b
~ R8T HIMEHE « EREEE « RERES - TEEREOBLAEE oV RERNERER L SR

R A O RN Q SR N o B DB URERORFHEEMOPIMHAE S VE 4 S o LHRBUR

O RRQFEFHNER 0 U R BERRERER SH S ORT VM V2O P O SREEL LY S o
R%H.E%ﬁ%.%u1XF.?ay7ﬁ% ﬁﬁ&%ﬁ?%t&‘%KIOf.ﬁﬂ%ﬁ@ﬂh@%ﬁ%@ﬁ%
%&m%m@%&wb&w&bf%. S R EE © ke Qﬁowm:m_ of the organization) RVEEWQRKEE
# (permanent welfare) ~@HHSTREEISVERSVEY S0 VAUIRLY Y SR (Hw)°

.m(bfmw,b_m&&m A AORE ( QDEBHAOQHE L <HHH YO T\Ew@mﬁ@@m cHELOHBERY
Qi WHE N Q" BYIEEOSH YU QP BR0E" REERRERER ¥4~ % )= (labor and manage-
ment) QLW EpEEME (union ubm,anmeanG OBEY ( QHW” 2 Vhuman nature Mif~ hu-
man behavior QIR UV EH QO VRIS o<EEK Q.Eﬁms relations) @%ﬂ&@%é&m%A@%@ka
HEA R EEBE<BRERRAROLL0° AL OMREGHEHR KR0S | BU<EREE]
HIREE IR 5B U208 2 — NP 8500 AT D 44 5000 P Q500 ,

=10 ZOEK KW%T% E—KEKY —~ R~ mWomgzva..mwwu @w&%ﬁ% (businees organization) NE
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Im<Imy# (human organization) VXEHE Q,aocﬁoﬁ organization) V1| KES” EREZECYLEE

.m&%%omc,@z.mu. , mEEEEE S NER e BEEME Y ﬁ@%wﬂnﬂm (concrete individual and social

organization) ©11Q0AUse° B0 EITHHMN S 00y QE<ROERETEQ<EEKEL NI o QP Q0e°
HOEH N Lo eEEEIENE N formal organization - informal organization Q1104 D
©* <EL4 (human behavior) & () EHELE (logical behavior) (n) &EHZLE (non-logical
behavior) (»)%<EEE (irrational behavior) QMEREH” EHECE VL BEw logic of cost,
logic of efficiency A& S0Ku’ TEHECHAEE - DEE - EBERALHOCEREY O~ SEHEC
BYHEZCRBRE O LIRS AEEEER LHVEEP Q" o ELES LEHENQ RledvE<EiT
BYHVIDRNG0 WP <BUEHIH0VE SYIETERC | R #8 (sentiment) M# SV EEM02Q
PR |HOEEYRSY HolRNN S PR <ERYQ BXRMIES informal organization g
n%%Ofé%o Bvi g~ KA KY ~R~" “Industry mw a system of sentiments Eb&.um individuals
together into WommmH groups” DY eH e <EQRERRENHE P00 P R:0° 5407 KO’ Manage.
ment and Morale @._M,A,O.mm(mm%?%o . : v

SOP QUMY R UHSQW (the name of efficiency or rationalization) M4 SWVHMHQOR | OER
YRKOEQRH YOSV RN REXHENHRAK (scientific controls) HYUHMKDVOBRMOYEETIEN
S0P ORQUBLNEPEROPR0R" IEY 0L LHMORI [ORBNWE | CEBUKIRE B Y 2 0
A NNPT HHIOR | OEBERDRIOEH VL BNEROLLAINOPROnE” KORVERSY S0

. s . . . . .
Industry is a social as well as an economic phenomenon. An industrial concern is not only an
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organization for the E.oSoSon of economic purposess; it is also a human organization. in whicu
the hopes and mm@m&monm of individuals are trying to find expression. In these terms the
leader of an industrial enterprise has two functions to fulfill, and economic function and a
social function. Eﬂwﬁ he has to manufacture and distribute a wwonsoﬁ at a profit. .mwoounr he
has to keep individuals and groups of individuals working effectively together. (H©)

PE IR ROB sentiments LK EETHEROBIEE U SV RK 0L o< EREY" KBE VY

ALOEELO<ENR ~NEY £ SVEBANLY $0QP0004E° 8 ~KAKY ~R-4" I employer
and employee ¥ managemeat and workers U S CRRE(Q A_ﬂ,ﬁk.ﬁmbf‘

() "ipgn R -N (R kiR = KL SO HEBKH i )

() SffEn R ~ N (BE0EN 2 ~R QU VR O VBRI VE )"

() HEHTHSR ~N (the highly trained engineer, the efficiency expert, the cost accountant,

and the rate setter #f)*

(=) HEREPWRR -\

(1) BRREHNR ~N"
OHOQ<EAR ~ N NRED" KA QAR ~NEQ<EER VEE b0 (f)°

RE" ZHQAUNQP @;@%&u\ - K=K (—R—0" $2%4¢ (supervisor) AURBIOEMHUKY R
OVERLDY SROPR0SE” B WHEEAEREEH (Functional division of labor) N~ Hemss

BENeBa” $REE (work orgnnization) MEREHVOPWOUEHEEINOyNmwA=BQEFESEY
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QHES.OH organization) WHE D" REEHBEEE O Y " executive ability ¥#i~SifmERN VLD
()" o RSB maHmQEEou NEEUOY I HOSHORHN A iR EE<EERH SRR &

S50 N A EKBHIUMEIKEY D00 U0 R Z A0 %%Am%mrAﬁtM&£%a¢5ﬁxﬁm&u
NS NESROEETO ™ ~ R~ A AN (o) BERB LS 020 U8 S0 SP000° OV
THRERFCRECHFHHOYR V" HAN KL o<EEMECHERERR” 1 ~KAK Y ~R-QKoHEHOY
EEHBULHR NS oHEERROBHHEL 4 O L2802 04 S RIEEOESUI0D”T SDAQY
ﬁ&a:&&%%uﬁ&<%ﬁmo%Lkﬁgf%?@%j%%wW§@ﬁ EREPVO»QUERP R R
aé%ﬁ@%@ﬁmmleﬁéﬂoﬁﬂm O 40 S0 R F AT A 000 WER ST R0 °

B0 {—~4LX—+ s N~} ~ (Herbert ,WEB@H.V RADTRAL —+ o p — (Wilbert m.go,oamu QM
HEBOEH A O ORFRRVOLO2:0° |

BEQMMEE L £mp ik Hh GEEESRERBEREEEEOET VLSS0 0 90 2B 0 of Bl
%oﬁ%m%ﬁ%é%%%mmﬁkﬁﬁb.L%@cnk%%@m@me%%énkﬁm@%mkﬁﬁom<%ia
FMNR0° K7 HHE @ QUIIRE - wﬁwﬂ%mﬁoﬂwﬁ%ﬁﬂmkﬁ%ﬁ%\iﬁﬁiﬁ o ¥ a® J(Manageri
al Sociology) EHEN»02QP Qa” [<EEKQ ﬁg_ﬁ%%oﬁ@_ﬁE§HWﬁ@%@L%@§ﬁwl
¥R S BT BB MRS 0 AN 4 QP WU NEELS o<HEEORREL" QN2 MEEUSAN
4§uxA_®%?ﬁ@caéﬁké?6ko
FUESHROAQRY" KE M~ n~HX) ORTEHRN Qo REUEBHERUH MNREELE ) HB

RR
WORFESR ID.EULM%@@é%t&@ﬁbt%%f,@bﬁo K=&~ (Cf. Sumner H. Slichter) { —



WNN (Frederick H. Harbison) ¢ & » 2 AN (John T. Dunlop) 291020 %" HEHBS v~ K < -
£+ (William F. Whyte) UGN s AN ORE ORHEEKQEVELS 00 |
HHMOHFER R P U HME ¢ Y<EEEIEEAL 000E" 4 AO<ERK-2H 0 VHEDN 402 N<EE
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SVOEHQ R QE Y EK i MESA R 0P 00° WP RIEQEHEEI0E O IEESE QK 4.0
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EREWI ROBR0 [<EQEH )« [<EQEE | TPHEHIEH ] $ORB0S0" KB [<EhE) O
HRHHO P RIS WOV K SRERHE<BEERSEHERBE<HEE VOV ORES", | EY
BSYVS ( QUEBMEQR N VEBEANSY 2 VREEEERIOEEVIN Y v VOBSN A SY” <8
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Nﬂu ) C.R.Dargherty, Labor Prcblems in American Industry, 5 th. edition, 1941, pp. 593—594.
HEO | E# A< BEHOEHUB LY 5 { - ACAK OBV U 5ol £ 85 40 g0
Production, although a unified process, involves, it will be seen, the technical side and human side. The
approach of mnmmaamo management is {rom the technical cr engiveering wcmbn, of view. Personnel mana-
gement deals chiefly with the human factor.

Both are, of course, only different mwnnom&,mw to the same problem of efficiency in the productive
process——thc problem of securing a maximum of output with a minimum o,m effort. (op. cit., pp.569
I.,ﬂso .

(#i~) Dale Yoder, op. m_.n.. pp. 64—66. )

(#)  SERRERRE F R R EE S (R C ﬁmtﬁ%a%%mnﬂmﬁW%~ DREEHEE BE) KXol
* 2 R<BERHOME [(RILEKERR 1 5) LR5V7 » % o R<ELH ¢ REEHAYC BURE VY S ©
G1) 1R 108LW REBESRENRE<EERpLe:
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(<€) B HHEHOHS O MENEJ e RBRES <HirBirye

(M) E I EREEH « BEIEE N0 Vo< B B0
Dale Yoder, op. cit., pp. 4—6, p. 65. &’ ¥ QEENIHIBNEH-O

maﬂtimnmaﬁmééﬁ*séﬁb:. A&%O@aﬁ%%mﬁiuﬁﬁ (active a::um:o: of control of men and
Bﬁssavﬁ%&ﬂrnéo;mbr‘ﬁAﬁﬁﬁmAﬁoﬁﬁmﬁﬁAaﬁaEOS:&omBE,%afv&ﬁﬁm
SOHEHIER CEE RO LERIU K04 10 QIEIYS0° | HO V" THROBEERES @I 0 HEN B e M
HE S <ROBEEREL’ REWO<EDER! (the nature of human workers) © BjEM B0 | 0
QWs@'R” MR F © KA ¢ AIKEA Eﬁ:@t&%anﬁiA$$E@mﬁ?a% R T<EHE 1 RW MR
BRHE ] W00

Herbert Moore, Psychology for Business and Industry, 2nd. edition. 1942, pp. 17—19,
F.J. memaw:mvoumo? gwwmmoambﬁ and Morale, Hwﬁ. p.27. ‘

{2’ human organization % human behavior ‘E%L(ﬂﬁ Management and Morale {%Roethlisbeger
and Umnwno: gm:mmmB.mE and the Worker, qu U WO I BREESNEY S0 %%m@mﬁﬁﬂﬁ [<EEE
CER VBT CRBE] . ﬁ*Ermmwaﬂmmm&foEwﬁ (EREENR IR ﬁ%._.nsmmﬁv &m@

F.J. Woﬁrrmwmamm? op.cit.,, pp. 35—40. . ‘
B R 0 IR R @ﬁ%%@auﬁ@%:xnf&aotmm< AREER R OEIERY 2 - NNRES
V7O BEENRBON 50 VR 0RT & AU *urw:4,?4rrt.WE£§mﬁfaé‘
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. terest group AEQF00<EN R ~ NNWAY T N 2 - N ORFEBHIRT VOV Q HHINEN R0 " BHE L ERE

TR R~ (the group in industry) MEEEHE (functional groups) V-1 O 2~ N UKRESY 5100
mm#&%:&wé_gszamﬁﬂﬁm‘#ﬁﬁmm\%bt%ﬁ%t.ﬁﬂﬂoﬂﬁf&aaﬁﬁLfvaon1
Ko KA~ R= 4 QEAEEREN S0 08" JUK O ©X 2 —~ N NE ATV 2O

(=) the investing group (R¥ZITA 2 —N)°

(=) the managerial group (BTN 2 ~ N )°

(=) the manual-worker group (SRLRENN 2 ~N)° HE U HHRFER SEHSC SRERERLEEO
200 P ’

(<) the customer group (LZHITA 2 1,7_% .

(w)  the general public group ( | EX4#)°

ordway Tead, Human Nature and Management, 2nd, edition, 1933, pp. 129--132,

Aﬁstm%ﬁﬁﬁ%ﬁﬁnﬁ<ﬁ%ﬁﬁﬁﬁ&éﬁb‘kﬁﬁﬁ%ﬁ%hf@.ﬁﬁ%.@@%t.»%%ﬁ@tﬁﬁ?hf

N e RERREY - VBU500 ¢ HOBM OV NR 20 R MEEBIERKIL L1 KO BUKRIULR YR
AN . . .

HCEKURLY HROWN v "= BUESVE VoREBENE OS5 U00na” TRLKN 00 U Ei
- QAN 0° 50 A « BIEH OXREE « | PUKKO TN « BHRETL’ PLIQ interest group
MRRC9E P’ industrial relations management 4.0\ ComBY R ONQIERR BSR4 O Vg o BE Qi
R%.%Eﬁﬁtm.i%t%@ﬁ&ﬁ?aoﬁm,E&@aﬁ%m%ﬁﬁﬂﬁv&ﬁ%Ltmw.E&@$ﬁ%ﬁ%
REERRY (Functoinal Directors) {s8:0 1 AINRITL0-910£9 L4000 HO |V @001 R
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EHE QMR (Trusteeship Zone) A=H{.L50°

KES UIFEERR) ~ (HEEERR) Qﬁﬁﬁtﬁmru%a%&mﬂﬁ%utwhﬁkath

(=) HESCHEESEC L’ SHEELEme K& N O EHERVEERHKESER VO RESEHEIK
0 MO o KA N QIR QEEH N Huo" ﬁ%k@wpﬁ%ﬁ%ﬁ B I NARVEENC L
& ARIRE &0 QHELERN Henri Fayol (A Na~ e Ndxm~2) Q Industrial anl general administra-
tion MJmIse0 E:o. W1 Reletive Importance of the Various Characteristics wm@s:mm by the Staff of
an Under-takings 1385 V" Staff @ %&wsw:ma or Special abilities & technical, commercial, financial,
security, accounting, administrative ability H&RE VR Y 508" BUKSUSERRE” Nivn ~ 208

© 4o 48400¢” administrative ability VHKQEQ ability UM 1R 4-0Q W 140

() mﬁmﬂw%oﬁﬁféﬂmgﬁﬁ%ﬁt. managemeut A workers QEEE-V-V’ EEHREBEHEVRLRE
BHEQENNFRE R SV” EE&mEﬁMaﬁbe&Bnabﬁz&a * HOHLER R

(%) HOBPAORQ @XasNCERY | HELEEREFEERIES VO | REEEVER20L" KEE
EW 60 U2 REEUERC-2 Q& #ﬁoﬁm%ﬁoﬁ%mﬁbf.@. SELZHBET REEY O 201N~
VB S0 S RSN B MOS0

(+) (EEERQRUARESEECEIUSOV5e0E” RINEE CKIUSUNORECREY " HHRe & iR
@%ﬁ&@tr%é?act&ﬁ%Ta%@ﬁ.%m%ﬁ.%ﬁ%ﬁ%ﬁ:ﬁ%%ﬁﬁi@%ﬂ@&%o%@ﬁﬁ@\
mm@%mg.ﬂ: B0 230,50 09100 T ° PN NENKE VgL g LY sonwma A
union’s labor 44,5 0) 4 1 3B ¢ U1 49100 .

B N m ‘yrﬂma@,ﬁﬁtﬂhrﬁ. YR~ PNINE—=DPNQ ﬁﬁnutmaﬂo IIEEESE | WSEC Petirson
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~and Plowman, Business Organization and Management, 1948.
YR RN N E%UT&. 4m’ intelligent leadership #548 creative leadership ¥ QHERER SO 5108 &
~ KaKY~-R~8" BQ ,m.m N N HES (Hawthorne Works) CEEEEKN" o M- ANORSSEBRRE
P'OROLLAIVK QBB Y 530
This conceg m.oc began to percolate to the higher ranks of supervision and to the higher executives of the
compary, They found that one of their furctions as supervisors and managers .Smm to listen to, and
become vm:mn\moosmms"om with, the sentiments of theie employees ,mum with the nature of armm social
st nsogn.m, or system of mmas.amn.:m. called “the company?’, Awgnr:wvmnmmw. Management and goﬂ.mmo. '
p. 43)° . ,
L r ANAEDTLOERE"  “Framework for ‘the m.lwqmwm of Industrial Relations; Twa Views”. NS
% Industrial and Labor Relations Review, Vol.3, No3, Ap:l 1950. MRENSL-L2Q0W00%" HCHEY
HIV G R %2R LRSS CEIEEE CER MY VERECIRY 50 X OEKVIEQ 1P
DR HE SR B -HEE (KR G v 1015 © B () () | (REERSERBEHH « KIsE)° |
BELIISNNE SR EREE IR ORI | )—) BKESENE | ©RIIBEHZ

E

240 B RERAHEN 210 Uin 217 TRERME IV T 5N O <EDHUE CHE v 2 Ui~ <EER O

=
BEWY

e
#

%ELT%&%%@%%E%%KEL&&% I.@ﬁfk%ﬁf%%@&brﬁﬁbk <@gl QTR



— AHFE L AIBIRICE T 0%

103

STHE<BEH) XD THHEEHE<HER ) CREVE o IRERER ) BHEC KRB NEEM 00
MHOP” W% 0 (<ESE] #H ( OREHEREVEES ( CXRSEREC! [HOHEABELO20p
ébﬁ@ . ‘
SE<BEHOA 40! [HEHEL WY A 0 <ERM<EEEQ KEMOHENTEM 020 P00 &°
S O HIEH R N WEEVEEHR—SEHR V-V O RERER DREMA A" VL VR o HE
HEBHE—<EHFRVP ORERQEELA S VEHP 0 VAL WUN AL 0<EQH<ERES” Hilih
ORETHUBREYOSCEMN AL SV QAR M O e H R m%%in¥@ﬁxsm%ﬁémaﬂ@m%m
MO SRR 50 - K i ¢%ﬁ&%*mkwa%@¢§auroA REHEASYVOEMBRIKER2Q
A0 P800 WOE S YA S REERWRBENSFIWE0 MRER | BEVOY ad v HEHE
REQHES [<E] VP QIREHENRP =" WOBRERAY Q" HHL 40 0<BERH<EREY S of
F@mbfﬁxna&%z%o%@rabsi
Va0op gmis v me o EEsamy

,ﬂf
=
&

B9

&

Bav 02 QUi HEYH A0 QEBHHY £ SV i
R(H) 2 QRO RO UMK SHEHT V] ENs | HOHMERNEER0° ROV a8
KN A SHYREKEVOY QRN K0 o<EQM<E EL @R SHEROUHEENER R 0<EY Q=
E&ﬁm@%Eﬁ%&br@AF%%&LTEﬁLénTméo @EDK%VT&E@&UL@@KﬁA%L%
ﬁﬁménaﬁﬁﬁﬁ_ﬂﬁ#féb:gmﬁTni %cmxﬁ%Aﬁ&%%&ﬂk%ﬂ%%m%H%Aﬁf@b

_ﬁﬁoﬁ%LénAmLénk REY X DA N~ U<EQUIELIQIMEE st kBlromN®EHy D

FO<EREEN S cBEEN OVREELSHEN2 02 QP 0000



104

W OB m m

ﬁ@mkwaAmwﬁA%%%@ﬁce;éﬁ:ﬁoﬁ%&%ooer.%mmggﬁ@m%mfuﬁ%ﬁmﬁ
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Sl T<BEE ] OXOHEY 10 MREREE | SHEAO [<Eh | ( OEEHN | REHOR
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Gidm) #HKNBERHLEICHY QO SVKOEVE Y VRO 200 .
SO [EHEREIKUB0o0 VA0 | OHERIEAHK 1 4 « B + S0 0| (TREIEISH ¢
QIR 11 1K) 505" [ BAIREL 1021 ERSRIHEA K tn s Q4455 | O 1s60 " [ERIKOT
DEEEHBVREMG © LI HIE TV Y O HEREHR Y60 ) ([ M IREE | YRS « S
1 K jm)° |
& HOHUESVH [ RIS B QMR H Mo 0 5 1) O NTIVER Y | ([ REESEE | |1
f)° | |
(SR [FERER] CHELE VY BELIISNNE NRSENEE — RSEE QKT (| )— LBt 0K U0
DVMEBORERELOHS . |
(EfEn) <ES MUMUEE] (Selbstentiremdurg) NEESVHE" b 2N KIHHE TRHGH « K~ ~ £ ] (120 i - B/
M-I RO TR H =%~ F AN (R o M0 n s o S o 58 o EHEE) NEQ 1).00 ol E Y]
BV [RITER | (Bigentumsverfremdung) £44% [EREES | (Arbeltsverfremdung) f~* Vgl.G. Briefs,

Betriebsiiihrurg und Betriebsleben in der Industric, zur Soziologie und Sozialpsychologie des modernen
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Grossbetriebs in der H._wmsmﬁm. 1934, AATOR° BLUEIVE SRIEUITNN MEARSER | 110—
Hli | | |
|

<R O TREREE ] BHEA0 [<EER] ( OENA SN AL <ESW<EBLIQL O VELS
Kﬁmfﬁgkm@% SHREOR0 VUL BUBEINEVHRNE VL MRER S ] MR e RaRie o

EEHHOBEAY S Vv <EEROBRVHEY O VIEER ORHMERL OO QUMBE OB Y NHE L
50 R%é% CREEER VR 02QPEL S NG B0EQEMQ | BVE2Q UEOD -4 N K
B n QKO ERN HHIB0S G044 SP RO |

B0 E¥$ﬂ nﬁmsmﬁ.wﬁ Eﬁ.om? industrial discontent) =§##EQ ~ NN R (troubles within the
industrial family) SHHEOHHIHEXBELFAVL0 QL Q0E" R VFESVROTBORRE A0

ﬁ@% | BrEEIR Y 00k %H%L@ﬁﬁbﬁ(%ﬁmmnoéﬁm pains of an Emswﬁ.mmﬂ system in tran
sition) KRR~ wid@Q iR Q EIE mv:.:H pangs of a bmé. society) VOV QMERY QA"

%@wﬂm:@‘ /@Mkﬁﬁﬁx@ﬁﬁﬂ@wﬁﬁaw %H%%ﬁ%@ﬁﬂ@h@%%@%h&%@ (an unmistakable
symtom of cn.amBm&mm. pathological oon&mos.m in the organization and operation of particular
industrial and business mmﬁmv.mmramamu AP QOMIRE Qe °

WUPR | QmMIRE” B’ philosophically R idealistically © #Q00%” EEESER (fatalistic |
indiffernce) &LTSH&BH‘ P EENEVEAE -3 TH R F A VR - on;mnm can or should be done) A
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RSP EHS" Va0 reafistic 82 QPR REE SEERHABEVSERE0L0° #OV” <
EEHMR ORI TOMRN & S 1 kT wﬁﬁﬁ@aaaOT@ao&m,A$ﬁﬁzbcaﬁxmfzﬁﬁbfﬁ_
%K%&k@ﬁbﬁ&f%&cbmA*%msﬂo HE PR 5Q¢ (The task of making the Emmnoﬂm and
providing workable solutions is the majot function of personnel memmmBnEu@T QA= [ AGiHK
ISR AE?%@%%G%E RHERE N 0008 | ATE N 0 TRECE SR 55 T3 030 Am 0 1 AU
#(The constructive function of personnel admiinistration is to devise-effective ways and means
of maintaining cEQ and balance in all mBEomeﬁ relationships Aﬁlvao .

PE IR A R<HEHQRESEESEHONE YEEVKBI N 02V S0AY R | V7 AiE - S
B . M%¢Eﬂ&h5$§&§ﬁ%?kﬁhf HEQ Y ® Q ENENEEE (functionalized staff depart-
ment) kbf Q<ii# (personnel department) S OMPERLS <RV RITN” e e e mmca
vmaﬁmoﬁv K 4503 REE<HRHO” 110 OB E A I I Y Q00 (fH )

RQ” A$%m;5A$ﬁﬁm B WEEPHET ORME - e BUCRBER U SV L énacauﬁaﬁ
WS ANAP R0 BUHLIR %&%#‘%%ﬂ%¥%ﬁim%§$f HE M MOEHRE N H02Q L 1
v ROOEETEES Q RERN-ERKAVEOY DL 2 0 Xkt oy %éﬁﬁﬁmlamuiﬁ¢ﬂﬁ&
ElOT%ﬁénanBm&CbK %nﬁwmf%&%%kﬁ@?%,ﬁof,b%lAEm;mE (personnel mana-
ger) MEQUSY | RNEKORMEREROVEA20°

nlu,. e R (Employment Division).



() HKEBRGERHED (Health, Safety, and Sanitation Division)°
(») EirE#ET (Education, Training, and Research Division)®
(v) B#ETRT (Welfare Service Division)®

() BEZRT (Joint .Wmvu.owmamﬂopp Division)® (fi=)

| BN K NES<EEM (personnel work) 2Q0%47T WRONRESY, <BHRQ | BEHEE OV
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wowmﬁmd s positions are mxommnﬁmq important and stratégic t»> an employer, for, .cﬁbw in
m:.moﬁ qosﬁmoﬂvéﬂg the workers, it G they who have the HmmUOSmﬂc::“Ew of Usﬁﬁbm across

-most of -the oo_BnmEN s production and labor policies. CmmmH modern scientific, functionali-

zed Embmmmim:ﬁ v.ma:mvm the Bm:.s job of the mou.mme.m.w labor managements, msmmE:os as-

‘many of his moﬁsmw duties mw:or as; Ezcm msm discharge, planning and H.ocnnm of wrov

work, setting om éwmmw rates, mbm :.m::bm om workers) have bezn taken over by other

Qm.@miﬁoim or UE.mmsf He is the o?om co-ordinator, he acts as a focus for the demands 0m

all the other agencies and must then fulfill. them .cwxmmond.bm the co-operation of the workers:

_tnder him. (i)

BUEZQE~S" %éﬁ%%ﬂ%&bfﬂwﬂ?&%jﬁoﬁﬁ ,IH Brains 2. Education 3. mvmﬂm: or
Technical wnoéﬂmmmm. Manual Qmﬁmﬁ@ or strength 4. Hmoﬁ m mmﬁ.mw 6. On; 7. mosmmg 8.
Judgement or .OoBBob Sence 9. Health—N | <P IRER @ cko@%h% EE#w™ Rv N~ %&M%Eﬁ
=t THEWERE L~ Y O BB QI Vv EEIQe " Tﬁ%ﬂ%&bbﬁ%ﬁ@%%
BEEH UV OB U BED 02 N U2BE0% $mU LS PR OB EEEEY 0L o K X & Emzmm@-
ment . Q | BRAP QForeman (#e) MOQHEVHMv=2 0P R" ELRWBEOBRBN VO V3 91 fu B
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Knowledge of job (HEhQ )"

Skill in management (o VB so 0 A

Skill in job instruction (LHEKIEYRMOP Sou)”

Skill in method improvement (LHHRHQHM UKH W S0 0U)"
Skill in job relationships (ZHFEEN VIEM L0 U A)”

OO0t KURKRUE SV K” A%mﬁﬂh@ﬁ@&%%%#@ 50 U AV’ sup rvisor & from Boss
to Leader” @.%ﬁ@@b. ERHO™ — '~ N0 UH M<EEQ I 0 (P 90U BE L 21 S (o)

S Q SH M DB (the psychological factors of Bmcmmﬁsm.iu @ﬂ%@%amﬁbﬂ%AE%ﬂﬁﬁm
£S5 m,l K=K« ~R—%" direct, personal, face-to-face way K%%ﬁtwﬁw%bﬁk%%%ﬂ%bf
disciplinary authority &iE4m:0 supervisor &° %&ﬁ@%@h%(#%ﬁﬂﬁ@k%@@bﬁé Leader ¥
OV REREEHME YOS 620 PARGHER) VQ K Qe L bxau,.rﬁ]ar,r@ﬁ%ﬁ. REE<
RE RO N EQVEEEw <o USSP Bl S
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