AERFHRLE T EE R 2

D\>

A il

IR P R TR S 1 K 4 1]

Bk AL RAR LA THER S

2023 £ 5 H



E R

A
X i 4 a8 B 4 O
RS 17 18 R 3 17 R fe, o A 3 I Allais paradox
By < AR U BHLEE 12 G BB B achievement motivation theory
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%4 aire
YT LT K safety need
©ZH ©ZH placement
ZHK ZH placement chart
E SV e case analysis
SR FEESI [FEXWF] case study training
B
X b % g B 4 E S

2T BT strike
F AR S AR semi-structured interview
R TRfgata, et & wellness program
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PRBE L am gV e social protection program
R 2 ) HE i R pay rate adjustment
I [X 1] HENERE, HiE pay range
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vestigation
Bz B HR Ak 5 A involuntary separation
KGR RIS YEJE WG ot R P Am Bennis group development th-

eory
FEIRPPAL V% FE BT Al comparative appraisal method
&b b Z o4 ratio analysis
bes-Tas R Eihce Binet-Simon scale
ESS U iRrS EC3Y e iRrS graphology
Zik i written test
B L e H G R R pygmalion effect
Hihid A coding, encoding
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A2 5y L 2R 1l SEEN L AR | variable-ratio schedule

25 ) S 1) il S ) SO ) 1) variable-interval schedule

BT RAYIES BEIWE TR variable-pay program

A Pk change

A B A P SR change management

A HAHES) Sh A AEE) change agent

AR 7 SEHH ) resistance to change

HEm A [ 3 2% discriminant validity

FHIER )T R RER S dialectic inquiry

WREEE T A B benchmarking management

FRifE T % P TR standard wage rate

B AR A] AEEHE T IR i) standard hour plan

WAL FRHEAL, standardization

FREVEE BRIE PR AE TR R standard rating scale method

FRAEVE IR PR SE AR standard operating procedure,
SOP

K= HEM G surface acting

FRE KR face validity

WA RAEMR SN glass ceiling

A SR FRAE g compensatory strategy

RSO AR R il 70 1 2 SE A A supplemental unemployment
benefit

RO BN TR ERE, AR remedial transfer

AN 38 G 1) B R AN TRE G 10 R B unavoidable separation

AN 5 PRI AN 5 V5 Tk uncertainty avoidance

ANIEMPIBGRIT N AN IEE BURAT 2% illegitimate political behavior

LR ke departmentalization

C
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A NFHREE, Hodm downsizing

S 581 2 EAE participative management

z5XTEHE S BE TAEHE participant diary

Z 5Bl S E attendance incentive plan

Z 5405 2 B SH IS participating, participative
leadership

Z 5% M) 2 B GA participative counseling

Z A e reference point

ZjARL S HERE referent power

EIGHIE N S M reference group
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AR KA SN AR operant conditioning
RS E it 5 R polygraph test
MR 2 R R error of measurement
FEK AR HESRIE, BURHEELE policy capturing
JR V2R B} 4 bureaucracy structure
ZE I8 ZE il disparate treatment
22 0 5] R E disparate impact
ZERUHAE T8 2 B AT T differential piece rate
7 e 7= PR discrepancy theory
F= 7 th output
DU AIZ R VR A TE R sunk cost fallacy
FRASAH I FSCASAH B 2 cost-related outcome method
D% Rl D% il achievement test
RS e B e oK need for achievement, nAch
R e DRSSP growth need
HRIETH) AR, AREEIET escalation of commitment
(ELRRUIEN P E R process conflict
A FEER, BNUAIE procedural justice
(e RERP il k5K programmed decision
(s S, T s programmed learning
T T B 18 J AL B PR 2 disciplinary procedure
FRE A FRAE M AR continuance commitment
WA R conflict
MR AL G (CENERIES S e traditional view of conflict
MR EREH conflict management
TR H XS 87 5 R A conflict management style
MR 1B R conflict process
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Thomas-Kilmann conflict mode
instrument, TKI

abstract conceptualization, AC

mission installation allowance

punishment

traditional pay design

conventional type

traditionality

traditional career path

innovative change

innovation strategy

entrepreneurial performance

entrepreneurial intention

creative process

creativity

three-component model of
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creativity
3 LAE M LAE A vertical job loading
L Ew T TH LR S lexicographic strategy
FEHR Rl resignation
AR PER conformity
fFEFR K AR existence need
PR P IR A AR frustration-regression hypothesis
D
X b % a8 B 4 E
FEAE 4 B free-riding
KAAPERY OFH KA AT @ T K MH M | big-five model of personality
B
K&E=5 REE2EH representative participation
MR 2 AR 22 representative bias
Qi [N GHERUN 54 paid leave
BT BT sabotage
B S fi X EESAI- AN €3S solo brainstorming
BAEH ) L 20 single-loop learning
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flat rate

salary-only plan

mentor

moral philosophy

delphi technique

grade width

rating scale
cost-minimization strategy
low-context culture

base pay

status

status characteristics theory
geographic wage differentials
level-5 leader

the fifth discipline

initial impression

point system

e-service

electronic meeting

quantitative method
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E TR E MV qualitative method
Bl OENHEQWE motivation
BAE S TRV 5T B/ERE A 5T motion and time study
e 2 1R HEfERS R gambler's fallacy
360 JE 9115 R4t D360 FZ[HEE R%12360 FZ | 360 degree feedback system

360 JE ST

[ i 1] P
360 ARG

360-degree performance appr-

aisal
T M) LI ) short-term orientation
K HAEAZ T RO short-term memory
X bR ZE teiir 2z, HHERZE comparison error, contrast error
X LG AR R FHER contrast effect
b Bl comparision group
X 2256 PR T8RS S A8 B ) B T8 openness to experience
2 E % TuHIE protean career
AR NEIlINT S L R [ TR 5K 22 g I multilevel theory of team deci-

sion making
Z [H 1 % B0 B ) polycentric orientation
Eguusl EZ 8o multimedia training
Z KRR OZ EREHROZ JGIRHTFL | multilevel theory
ZRHIE 2 TV 2R -2 T multitrait-multimethod matrix
2R LIRS, ZRYEIRE multiattribute decision-making
% ) VR AR EC SN multiple communication pattern
LRI ZEME diversity management
AR EZ Ak diversity training
% Hi& ) ZAe TLAAE), 28 TAEER | versatility transfer
% H ik ik % ik multiple hurdle model

E
NI 6 B 4 L A
WS F WRZ MRS Ohio leadership theory
N R, perquisite
F
N a8 W 4 E

V5 E AR A 5 E AR A mandated benefit
EEM EEME legitimate power
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S [ [e] 5% [ % feedback loop
AT R A AT R counter-productive behavior
AEESESS s e reverse mentoring
SN TKA- S JE IR reaction level
aNE e reactor
IR =] 4F: repatriation
IR e re-employment
J7 k& HEUR FE T7 77 ¥ AR S R T grid organization development

method
75 0 3 A 7 By LR HE TR defensive reasoning
JEAME S Al 1 S non-compensatory strategy
At 25 1 i T B 5 1 S non-financial reward
AR e Rk nonprogrammed decision
A H 3 4L 7Y e atypical employment
R4 PR ARG TR e Gt & noncontributory plan
EIL AR BGR RS TR ESE R &aT E noncontributory pension plan
A ] e 2 4 o AL discretionary bonuses
EgE A AR AL T A% unstructured interview
| Al EFESIE, JERE R nonverbal communication
ki iE Ak 1A IE informal communication
JEIEAETE JEIERETE informal channel
FEIE A FEIEHERE, JE RN RS informal group
FEIENAH L 3k 1E A A% informal organization
Jefe T e AGE nondirective counseling
AE+5 S e 51 E AT % nondirective interview
PR S AR Y B A ) R B SR T AR Y Fiedler’s contingency model
of leadership

o IRERAL 23 A B IR TAE BT Fleishman job analysis
I3 A 2R H| 73 B AR H) distributive bargaining
A PN G 3 distributed learning
IR SRR distribution error
7L 7L division of labor
53 B B PR =X ) e S 73 B VRIR 2 BHIE g phased-out model
Iy Rk Bag S classification mothed
AN WA ECIER, Hloa ik distributive justice
oy Fie 22 7y Be 22 distributive bias
it I HE decentralization
SMART 73 #1i% SMART 73 #1i% SMART analysis
FEN BEM richness
S JE gz risk
A T 5% JE g ¥4 at-risk pay
IS i 47 L g s 47 risk preference
JARS: PR B JEL g R, L e risk aversion
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AR 5 7% 0N JE i 7% risk shift
HH RS P &R %¢ closed system
R 55 HC R A% H L service center
) L5 SEIWE variable pay
Hei A O i benefit
FEALE e R welfare management
S EDE R 2 paternalism
o PSES R R 2, AT DR A compensable factor
7 TH] 52 T ) 5 2 adverse impact
ik Anifh negative reinforcement
UIRERT PR A I 17 % negative affectivity
HAREE BAEE alternate form reliability
G
NI a8 B % L A
NEAL KR FEHEME generalizability
ML B RE WES P+ RE conceptual skill
IEESE SRR AL HRR A8 T | H.C.Gantt premium system
HARR 2l ) H R 5 A Gantt task and bonus plan
EEIZ RERLE sensory memory
TSR IR R ) JE B perceived risk
< o7 T 5% 1l B T w1 post wage system
mZ 5 TERS OEBANTERSI@EHEA | high-involvement work system
TAEIE
R IR K IR K higher-order need
AR TAER S riAEE TAE RS, =A% L | high-commitment work system
s
e R IETHR e e I EiLEETE executive development program
=B B K- FEH executive compensation
ESTAERS 5( TAERH, @430 L | high performance work system
Wﬂﬁ
iR HEITUN o S 7 R top-management team
R A kA% SOk, R &A% AL, | high-context culture
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Greenhouse career develop-
ment stage theory

case study

personal power

individual retirement account

individualism
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MAZE S R, [HpER individual difference
MR (AN Individual decision making
A 0 NS, A personality test
A JE A P AR Y personality hierarchical model
M- TAEVL AL PE- T AR RCBE 5w, 4% - | personality-job fit theory
TAF 10 HE A
AR NHEREE, PERE R personality trait
T T labor union
T Tk Trade Union Act
THM THM instrumentality
THRMEME T HMEME instrumental value
T T Bl T &ALl seniority wage system
L 5BhEWE 5T R [T EAEBIF 5 time motion study
T% T® wage
LB T &R wage range spread
THA TA&EE wage bands
TREREIER T MR T ik wage range overlap rate
T &, HET wage analysis, payroll analy-
sis
- THE T&- TRk Wage-hours Act
THREHRS & R4 payroll system
THAE THEZA wage accounting
TR A TRA B & il pay mix system
T4 Hafe payroll fund
Toass HEFR pay card
TR T & 51l wage control
THRERER ER g wage rate variance
TR TE&#H wage audit
THKF T &K% wage level
T8 A HAm payroll tax
TR A TEE wage survey
T B2k T & AR wage curve
TEIE TEER, HEE wage form, payroll form
T8R4 Hr & R A pay compression
TRBUR T EBUOR wage policy
TRBURE B B BURAR pay policy line
TR & pay cheque
THa%b T &R wage indexation
T B FE T I wage system
TAERRAEE TAEFRYER work standard approach
TAEAZ 4K TAEAZ 4K job insecurity
TAES P8I TAES Al workplace trauma
TAEG ) Rt workplace learning
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TAEHhAE TAEHhAR work sampling
TAERBER TAEFER job subfactor
TAESE TAFREE job grade
TAESHHL TAFEIHE work motivation
TAEVEH TAF# job scope
TAE I TAE R job classification method
TAE = TAE = job sharing
TAEFEEN TAEEEHL job enrichment
TAERR TAERIMR job relations
TAEH RIS TAEHRERER job skills test
TAEZKBE M FEE-TARER, ZKER | family-work conflict
TAE-ZKEE PR TAE-ZKEEE R, BWKER | work-family conflict
TAEMMEM TAEEES work value
TAEMEMER TAEEEBER work values inventory
T AR TAEfE job simplification
TARZE T AR A5 job structure
TAEBA TAEHRN, TAEHA job involvement
TAET Rk TAESERAL job enlargement
TAERAE it TAERAE it work process reengineering
TAEfR R TAE e work ethics
AR E OTAEWMEEQ@ AR R | job satisfaction
TAEWH R AR A job satisfaction survey
TAEVHY TAERHHE job evaluation
TAENE TAERRE job identity
TAFAEIRZER TAERHI[ K] job specification
TARRE TAFRRE job depth
TARA TSP vh-&il TARA TGPt 2 work-life balance plan
TARAE & AR M E quality of working life, QWL
TAEES TAEER job morale
TAERE TAERESE job attitude
TAEFFAEARL A TAERF MRS, TAERFMEAE | job characteristics model ,

Ei JCM
TAERIBA TAEMR, B work team, team
TAE Ak TAEERE, TAERHHS work group
TAERF TAERH work efficiency
TAEES TAERE work stress
TARREA I TAERRA 5 work sample test
LA TAE % job redesign
TAE5KES Haf ok A A job posting
TAEFI%E TAEFI5E job perception
TAEfRSE:I TAEFR RS, TAEHIEF] | job instruction training
TAEENAL TEE L work specialization
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YNNI A RIERESR Civil Rights Act
NS A equity
AP LE HAR NPHE HER equity pay objective
AFlAle AVt ERE e equal employment opportu-
nity
AV 57BN EE NV EIRE R the Fair Labor Standard Act
NS NP R equity theory
AN N AHE servant leadership
AR TE EM T ET corporate social responsibility
NI O\ ) KRS SRR corporate strategy
R, N SCER RIS in-basket test
I ESYE iR E 2% utilitarianism
D) 3 SOWL A A R, utilitarian view
DiReA R e RIJREVEET R, IRV, | dysfunctional conflict
PR
ok vy i o F aggressive communication
R 152 w2 LR 725 5 common method variance
FE [A] e S F [ e S il co-determination
KT IR E shared leadership
LA A LR OB, RO | shared mental model
%A feRE Gt E contributory plan
VH B ETE B EE communication channel
MapERuw TR, TEEREE communication process
VB R VIR £ R communication apprehension
pap il S T AR communication network
LAY & construct
F R AR construct validity
SR 4L J B AL profit sharing and stock bonus
JI SRR Jig S stock option
li4] 5 e A7 s Al SE LU oE, R fixed-ratio reinforcement
€ L5 BHEMETER regular wage
fi] 5 7] B ) 5 S B E, I B o fixed-interval reinforcement
fi] 5E Hr % Il 5 7 fixed pay
JERR R JiE FH B R employment relationship
KR I R R oA SHE D R 25 key success factor, KSF
KISV PR B S AR TR A key performance indicator, KPI
KEEFAE [o#] S =451 critical incident technique
KEFEN SR A T critical-incident appraisal
KA R guanxi
KRR B R AT relationship conflict
KEZFM B (7 15 ) relationship-oriented
KEATHN BAARAT 2% relationship behavior
KEM BAARAE4E relationship network
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KATE BR T K relatedness need

ML Bigek observation method

BRI P E management incentive plan

RS EHRS e, AR EA] | management reshuffle

ERITH BT managerial grid

PR PR span of management, SOM

EHIRE EH IR management function

EHERE B RE management skill

(R LI EREE) (Ega bR management role

EHITK EHRE management development

EHEER R management science

EHNA & ERLRES management inventory

B ZRURAE B PR R management training prog-
ram, MTP

PR PRI 18K management game

EERIAAL IR ) 4 B R A management position descrip-
tion questionnaire

)8 R i B 7oK belongingness need, need for
affiliation, nAff

= 5 attribution

VAR IR i DR 3 B attribution theory

VAR e 22 St AL g 22 attribution bias

AP R 2 e attribution error

AR v ol MK G normative commitment

TGRSR Fo 0 1 VR SR I G normative decision theory

TG AR Y Fol PR normative model

PR35 T ) F55 TR international labor standard

b N7y B BN &R international human resource
management

BRI e international recruitment

IAE A P A A 4 international organization

SRR I P process theory

TSR 21 10 P L [ 4 4 process-oriented organization

AR EM EFEREE process consultation

oA W EE over-confidence

H
X K % g B 4 gL A
W& 7R P 2 Jil) T 9 | nE PG 1 Halsey’s premium system
IRME PPN B A RHEE Hay guide-chart profile
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&I & f merger
o IR o0 I TG & core plus option plan
L E M W EAE core value
54 7] LR, o0 RE core competency

BobEEN

ZO AL

o0 A

BUIE S A L EAR R BT
)

Peotois i

BoL BT

BoL ¥R
B B 0
it

core competence

core employee

core resource

Hersey and Blanchard's situa-
tional model of leadership

FEVITEA 7L MEET A FT, T AT cross-sectional study
i iptap i} MM EIE, KRS lateral communication
T ) 45 RE B AT R REERAR, IKUERZRERRAS | lateral skill path
15 ) R 2% 4% 1) R % A6 transverse career path
FMHLRAT R FBARAIAT 2 macro organizational behavior
Ja il gl post-test
JE R AT, TR regret theory
BHAF HEaIE, HEER interactional justice
W RIEEm environmentalist
G ARE T-HESFIH, FHETSEIH moderating variable
TRA IR TR EHEYEE mixed standard method
AR T Z# A T, JERsHH B T | exempt employee
RAG VA 2 AJHCMEA 2 availiability bias
R ERER Hawthrone experiment
BRI ERA Hawthorne study
£ KIS AR Hofstede 5 3C fb #% 4 , | Hofstede cross-cultural model
Hofstede % A5
J

X K % g B 4 L A
Wl FE X e ER opportunism
B E 1) Bk A mechanistic structure
PR AL HR A7 15 2 He kA AR R mechanistic job design
AT A 1E [ AR AR AT 2% positive organizational beha-

vior

FEARTHE BEATH basic wage
FEARTHRBUR N Y base pay policy
N EPS S L ¥N NS fundamental attribution error
BT AR J1 I 25 i g e 51| o competency-based training
FEUEHRLT fof] SHEER AT key job
TR OB BN motivation
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WRh- IR TED- TR, IO | motivation-hygiene theory
ih ot 14 incentive pay
Ph 55 £ Tl incentive wage system
BB B GRS Ay SEE motivational theory
FRhIE e 74 b CINET a1 motivating potential score
BURh BLHR AT 5L T2 BN R TAE ST motivational design
TIPS ES ECIIESE 4 motivator
R[] FEREML] centralization
C N [ # n 4 collective contract
AR [ e group incentive
ENTL SR RH) collective bargaining
ERTHE ERIEAT collecitve responsibility
ELINE e R collectivism
gL TR massed learning
THRI B AR HE-=% X3 planned change
THRIE 5 BELETEN programmed conflict
THFLH FEAF T ) piece-rate pay plan
THF T A AT T A piece-rate wage system
THI T8 AR T hourly wage
T AR Hi R time work
T Al Rl time rate system
THEALEH BRI o MKl B )1 computer-aided training
SRR EE S Rk & skill inventory
HRe 2RI e 2Rt skill variety
g L% A Lk skill-based pay
Hresgl Here sl ok skill training
R ot technology
BoRH A O AR QT B | skill blocks model
B
BoRfE Bk RE technical skill
FiARBIH ] BT R A A, T BUAH A% technology-based organization
AAETHRI, BRI FEYEH & succession planning
ETE B performance
LUN-TRIHOC & SR 00 - A T 2o 1k performance-reward linkage
SN & T ORI B @& R T8 1. | performance measure
Gtk B At E performance share plan
S T BT DAERUIERE H7 % ) FZ @A 3K | performance-based pay sys-
B G R4 tem
SURE BE performance management
GURE PAA R OFHEEHARFQMENEH | performance management
il FE system
gy g Bl gy BN performance feedback
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gy & AR SR performance monitoring
LU BUBALN, SidEe performance bonus
208 B A3 A SO AT A performance-goal orientation
GG BTG performance appraisal
SUBVHAL TR BTG TR performance appraisal inter-
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view

performance appraisal princi-
ple

performance assessment

pay-for-performance system

merit pay

overtime cost

small office & home office,
SOHO

parent's socio-economic class

paternalistic leadership

value

value based leadership

value system

value congruence

punctuated equilibrium model

indirect financial payment
indirect compensation
intermittent reinforcement
part-time work

simple structure

simple ranking

resume

understudy assignment
constructive conflict
suggestion system
incremental change
progessive discipline
incentives, bonus
premium plan

incentive plan

reward system

reward power

demotion
cross-functional training
cross-functional team

transactive memory system
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T e JARTS alternation ranking

5o B AL 5y B GH I transactional leadership

FE RN TR FEEL G5 RR focus group interview

bi RN bi RN role

B B role play

A AR A role overload

PEREERUIEN FEER role conflict

AT MR AT 2R role behavior perspective

TR TR role ambiguity

pi e e bi RN ] role expectation

FAEINE FAERRE role identity

A MAEsns role perception

ik &Ik, #I1E corrective

BARJZ IR TR K A YK 75 5K lower-order need

H Ak coach

Hgithl HE coaching

et ELE G instructional design

YRR (G4RETHRD FEYEHI succession planning

PRz P iR %= proximity error

B R IR PR AR ST J& SR AR A interface hierarchy decision-
making model

Ay Bl Gl receiver

SER AR R EREEFIME, WIRERME configural equivalence

GER T RERAY O#EH 7 FEA T @45 FE /72 | structural equation model

fi

SE R 5 A TR I structural inertia

SE R AT ahfE K, A5 A structured interview

i E T SE RS ERRET structural redesign

g &R coalition

FR IR fiA R unfreezing

fiFE RS fift bl decoding

fife s #EA layoff

N N intervention
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Ginsburg’s theory of career
development stage

allowance

tournament theory

voice behavior

recency error

rank upgrade system

promotion

classical measurement model
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B
2 M 2% A S S RS classical conditioning
SR R R experience rating
2 e business strategy
LA ERL i I DA competitive positioning
ol 24 MR A employment security
ok RE R employability
F R S 4 o ot 2t A matrix structure
SR USZT s F By concrete experience, CE
RERE WK convergent validity
R e, ¥ib burnout
o P decision
AT ENE AN E 1t uncertainty
S IS ey Bt OPRF A EKIATL@IR | socioeconomic model of deci-
F A R sion making
TR AR PSR A decision-making style
oS R WM decision role
K
X B % g B 4 gL A
THREH R development management
VAR E N BT RS open system
PriE Al PriEsh resistance point
iz W% 1% W% rater bias
x4 ) attendance
el Rl | bureaucracy
Rl LR imperial examination
BHSEE I Rk R P A ORISR ARG EAL@) | Kirkpatrick’s four-level model
BN ARG of evaluation
R AR AR Y O] 5 S AT @ FF5# %5 | Kotter change model
B
B PR R scientific management
AJAZ LeAT R A PSS variable-ratio reinforcement
A AR 8] b R A S IRp S o0 variable-interval reinforcement
CIRS A0 B ) 3 T variable compensation
ZIBREN R ZIBEN R stereotype
A W B e SR eyl objective test
WRE ISR ok B )l R classroom training
325 il B2 25 M R span of control
2 U5 Az A% locus of control
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25 1) R 5 1 SHE W control strategy
il 20 s il A control group
(WE7Y BEY oral examination

PEAEY M0 R

PR R AR RAE A 218

¥ E AN BHE ARG

JETE S PR R

JiE RIS AL o S Py

OB & IE B R 5@
5 BN 70 S e PR

Kuder occupational interest
survey

Krumboltz sociological theory
of career

transnational HRM system

5 [ 2H 24 P A4S, 2 AL A A multinational organizations
RS UNLIEN (7R PETERS T R ML, 5 [M#81ET | intergroup conflict resolution
BN N
SRR R R PSR LE, BRIt intergroup development
5 KPR A 5 Jg UCHIE A cross-level study
W5 S 5 AN ZE 5 cross-cultural difference
B ALEN &R TEN cross-cultural conflict
5 AL I 5 A cross-cultural communication
5 AL R 5 AL R cross-cultural management
25 AT 5 AL 4K cross-cultural training
P SRR PESCAE A, B 52 cross-cultural awareness
P S ST N 5 AL S ARAT %% cross-culture organizational
behavior
N RN leniency error
Bty BT o 4 Jii - B 7 4 A broadbanding pay structure
HEZE 34 R HEZE framing effect
L
NI g B 4 L A
Ik AN CEIBR in-basket training
95 N2 AR B3 22 i E occupational safety regulation
55 BN ORI 5B RE labor insurance
97 8k EoL DS labor law
FENK R S HEHR labor relation
55 Bl K AR I [v) 25 LB labor relation consultant
5 B SEEH labor management
55 855 |7 SENHK labor contract, employment
contract
B EIEAE SEISUHE, LA labor discipline
57 8l MR 5% 1 SRR labor supervisor
A B R SRR e labor supervision and inspec-
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tion

57 S %y BEFE, P L PR labor dispute

55 SN TA BN A labor cost

57 80 1 RAENE 558N AL workforce flexibility

57 8 18 55 T labor turnover

57 ) B ZENIE AR, 55 T labor discrimination

978 =AML ) —RE three basic labor rights

57 8 DA eSS occupational health regulation

55 %5 URIE R 55 TR IE R % dispatch service

IR RR AR FR industrial relation

B AR Y I 5 AT Lewin’s change model

i it turnover

X H#ip X X theory

Y #ig Y BHEm Y theory

Z g Z ¥ theory Z

PR PR SRR PR AR rational decision-making model

J155 J1% 5 M force field analysis

T3 SO A ZUIRREEE =3 FE egoism view

I 7 =) Ao 5T E profit-sharing plan

2 A4 ) 2 [ interest group

HZEAH R MERBEN, RN stakeholder

B R HAE MG 0E, EAE TRl continuous reinforcement

[ERERUEN RYEER, ThaettER functional conflict

HAF] TNFEA ] head hunter

I B T FRIRe P TAESE, FHITAE# | contingent worker, temporary
worker

I B JEEAR 2 HE fif PR 1 55 ) 22 contingent employment arran-
gement

I BN P4 A it Re P T A contingent work

I B FH T Bt PRg P 55 ) 7 contingent work force

RUIRS RS SFUIEL A% leadership style theory

RUIRS /= PR QR G DX B Gy attribution theory of leadership

GURAT NS SHIAT 293 behavioral theory of leadership,
theory of leadership beha-
vior

AT R SHILAT 2yt behavioral model of leadership

ST NI SRIRAT Ryt EE leader behavior assessment

YT IR QRIS T Gy leadership theory

T 7] SHIE IR, HE leadership competence, lead-
ership

AT A i AL SHIE A A BB RS leadership life-cycle theory

RIS QRISRE ] B Gy leadership trait theory, trait

theory of leadership
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W EAR HIL AR leadership substitute
RUES =Y A SHIEL AL R substitutes for leadership theory

G5
G- A i
GG VLR %

SR - B AR Y
SR - B R A I P
SR VL RE IR

leader-participation model
leader-member exchange theory
leader match training

e T8RP BUR ST B K EEBUR lead pay level policy

AR P AR P process reengineering

s f ¥ ethics

[tk i BRI, i B AR ethical climate

BTN R BT & ethical behavior

1B sk i BRIR SR ethical decision-making

feER %] 32 X B AR B 2% ethical absolutism

e AR iy B PR 5% ethical dilemma, ethic dilem-

ma

tisgI i R~ HI code of ethics

RHEE RS mMEZEE ethics committee

ERARN X i BRAH B 2% ethical relativism

1P AT iy B T ethical leadership

A& 38 Ji7 U] i B S HI ethical priciple

(LIRS B R chief ethics officer

FeHLiRzh TS, YA shift transfer

e EI iy 1 1| 0K rotation training

L2 NLapli] RN 3] wheel communication

By A E M B A o A (E A B A A Rokeach values survey

L= 5303 Lo A B o SR TE BT Rorschach inkblot test

R e V) SER AR Y PR A A, WEJEIEA | Helical model of communi-
i cation

M
X B % 6 B 4 L A

Ly IR A] TR R OB KRR @GR K | Markov prediction model
TR

B R -A A AP SE AL | 25 An T IRFEANE SR, Z8AT T | Myers-Brigg type indicator

BR XA ER

2 T 2R R R, 2w | McClelland’s need theory
T 7 SR 3 5w

W= A T S satisficing solution

T R SR ALY TETRSFERIA, RIS | satisficing decision model

B TE i 22 S 7E i 22 anchoring bias

B AU S E U anchoring effect
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ik /1 AR ik ) R IE charismatic leadership
ik ) R T B ik 77 B SR B B charismatic leadership theory
ik R ik ) R IE charismatic leader
B IREIS S ISR IS By Michigan leadership theory
Tt [IiEA interview
TRV 737 interview method
R VPN [ interview evaluation
[l [l face
IR PR 1 TR PR B descriptive decision theory
IR PR ORI QOB R | descriptive model
REEH REAEH democratic management
N34 R CAL ethnic culture
BRI 5 UK I A sensitivity training
2 SRR EOR Y TR nominal group technique
B Je 75k Z A AP ) 45 W Je iR 2 AHME 1 945, B | Minnesota multiphasic perso-
JeBRIED EIkIEER nality inventory
A JE TR IR T A ) 5 B JE R E T = A Minnesota satisfaction uestio-

nnaire, MSQ

A (SHRIERE fafdsE, s chain of command
s fRf#HG — unity of command
HELAT) SRS A7 SRS imitation strategy
FELALL e simulation
ABC fi#Y ABC &% ABC model
JBE B AR L JiE VR et ik devil's advocate
HL SA) HC 3L ) ethnocentric orientation
Epav=gi HERE management by objectives, MBO
HAn i B H AR % E B A goal-setting theory
H B HI PR, #mvEEE terminal value
N

X K % g B 4 ¥ A
55 M Ak A6 1) SEAE R, R A masculinity
BTN B A internal equity
BT R L P8 5 Jee ot in-house development center
BN S NEPNA 3 internal source of candidate
B R PN Ak R internal validity
N E—BUE YR — A internal consistency reliability
B —E N — S internal consistency
REiEEE IEIEEE internal recruitment
REE= NEGRE S internal locus of control

-20 -



N a8 o # E ISk
MK ) L eV drive
N2 T RS content analysis
ESSE NESSEE content theory
N AR AR content validity
PR AIIR PR 0 tacit knowledge
N AE I LR internal attribution
P LE BN T LE RN intrinsic motivation
P LE 2k INTE BE ) intrinsic rewards
WAEFEHINE & IWLEERIE S belief in internal control
fie fie ability
(AN A e HL R 3 competency-based pay
AN AL il)i3 i EIR TR T ol e 5 e competency-based pay system

B & AR5
T H G| annual salary
BRI BRI cohesiveness
0)

NI 8 B % gL 4

Wk BE i B European Union, EU
P

NI a8 & % RS
e He i ranking method
JRIE TAE UKIE 25 ) dispatched work
el Al ok training

IR ]
CIRO £V EAL T5 1

PR K

FIER

T Il
LN N
ST R

Bl G
CIRO FI#HFFAli s 3

Ol 5 X R A
s

g

ol A

Bl S RN )

| e B 5 2

training plan

context evaluation, input eval-
uation, reaction evaluation
and output evaluation met-
hod; CIRO training evalua-
tion model

training evaluation model

training transfer

trainer

training needs analysis
training and development
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Hlll & O AR B & training specialist
AR A 00 P A 2l readiness of training
BexT A% Bic 3 bRk paired-comparison method
vl o1t P v B P quality circle

PR B GIFaRS balanced scorecard, BSC
R SEEESIZN RRSEEESIZN average cost of recruitment
T AT EE assessment

PN T R WIRrS method of evaluation
RS ER A ES content of evaluation

P (S WA SR, PR HAE | interrater reliability

JE
P AT EE L assessment center
Q
PN 68 B 4 L A
W 1 P Gy expectancy theory
Ak Ay e it enterprising
Ja R [HELSN heuristic
Ja KAk g R heuristic decision
T# B transfer
AT iRAl pre-test
sEAk gRA, HYoE reinforcement
SRR IR SRAGIEGR, HoRIEEm reinforcement theory
SR SR, IE9RY) reinforcer
SR IE 73 A o 18 73 iV forced distribution method
SRIEHE A o I8 HE A forced ranking method
CESERELAN Ci Gl l_ﬁ‘ compulsory retirement
SRR DR IEIE PR RT A AR forced-choice rating scale
SR AL gL dominant culture, strong cul-
ture

SR HIRL o il FEE coercive power
Trng B i e AL Johari window
EAEAT N PR EAT 2 prosocial behavior
T e il TR i experiential learning
15 KR 1 ARG affective commitment
175 IR S B 17 1% affective reactions
1 IR R 17 A B Ay affective events theory
EEES TR R affective component
(EEIIRES 175 52 THT 7R situational interview
(Lp syl 1 S e )| 4 simulation training
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IRl 5L AT scenario analysis

RS 15 i i situational attribution

TEEAT N TEEEAT A, WRAKAT %4 contextual behavior

RN RN context-embedded research

1 B RN 1 B R A e context dependent effect

[EE RS JE BRI 4 displayed emotion

IEEE: 17 R B emotional test

5457 3) 1 4 55 7195 emotional labor

(BN 1 &6 R emotional dissonance

theE R ENE 1 4 18 E 1 emotional stability

T4 Bt IEEERY emotional catharsis

(LEREWA (EE R emotional intelligence, EI

IEE ] 1 48 T emotional quotient, EQ

[X 43 A0 F ] [ 33 s T [ regiocentric orientation

Xz 7 R /) driving force

Rz PR, A error of central tendency, cen-
tral tendency

WA WA acquisition management

BT ER IR FE S5 Y [F1) contingency approach

G LR S Bk contingency school

7 HEJ) power

W1 RE 14017 power tactics

BT BEES L WALEL: power distance

VAL REJ17EK need of power, nPow

BUR X PERT 3 machiavellianism

Rk RE authority

RS RE A authoritarian personality

RN TR IR SRR T B global human resource mana-
gement

R LY A ERPEAH 4% global organization

A BREADLATRA A TR 4 [ X global virtual team

Rk BRI geocentric

N HH 5 E) ) all-salaried workforce

R TR &) absenteeism

A 22 TR i 22 confirmation bias

HEARZN 77 FB8E) 77, HEREEH group dynamics

HEAR AR R 2 BB R AR 2, B i group attribution error

%

ARG RGN, (RS aE group norms

HEAAR RIS PR HEAE, PRSI group size

HEAARRAL HEROARAL, [ HEhRAY, group polarization

FEAR T HERESTOEG], [T group piece work

HEAR R FRGRSE, HERGIRIE group decision making
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TR R RS [ B R SR SCRFHIFE, HERSIR | group decision support system
TR
HiaE A R RE, MRSk groupthink
R UNTIIREY HERGTRR, (MRS ak group interview
(NS WA FREEER ), BERSEER ) group cohesiveness
AR i R ABE A FERGH B FEE Y,  [##84) | group judgment process model
i at A AR Y
PN 4 HHe WA, [EHms groupshift
HEAAR AL RE I R BB AR collective efficacy
BHASCFF R 58 G S PR R 51 group support system
R
PN a8 W 4 E
N A it 4%l 2 B SE N A fodh 1 1) P2 talent pool system
NAE BASEAAE T, %O N4 | talent management
it
NGRS UNCEYNEAR 137 man to man comparison me-
thod
PNGREIEN NSRS interpersonal conflict
NFbrifiE NS interpersonal communication
NG SR N FERBR interpersonal relationship
NG NFEBR SR human relation school
NbriifE NBERRE, ANERMERfE human skill
NFBr s NBE A interpersonal role
NN NSt interpersonal sensitivity
N FRHIE UNIBESTE biographical characteristics
YNVAE: ¥=) YNAR:: manpower check
NITER NV quality of work force
NITBGE NITBGE manpower policy
NITHEA NITEAR human capital
YNVAL el NITE U5 human resources
N T3 IEA A, NITEIRAEHAL, human resource localization
N TR A R NITEIRIER R 58 human resource legal system
N 155 S5 FR AL R NITEIE g 1R human resource service pro-
vider
YNVAL oS 6 NITE LA human resource supply
NI IRE NITEIRE human resource management
N7 55 B N7 5 B regulation of human resource
management
N 13 IRE BAME NITEIRAM human resource outsourcing
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8 & 4

B XA

NGRS P i

N1 B

N1 B
NI
NFIBHIREH
NABHEIT R
NFTBRIR T S5

NFTBHIR N R A

NI BRI ik

N1 B S
NS
NI BRI
NS5
NI BHIR MR A

NN BEEE RS

N1 BT
NG A R

NI BRI 5 ek

N1 B RE
NI BRI RE

NSIBHIEE 5y

NSHARTEHERE
N PF
N5
NFHR
NFE
NHEH
NHEATH
NS
N5
N5
N

NI BRSPS
NFTEWHRE, N JTEWF
=

NIT&E IR st
NST&EIEE
NI 1B IR
NITE IR 5L e
NITE IR = s

NI IR R B
N1 IR R

NFTE IR
N1 B IR
NITE IR
N1 &I
NI IR  E

NSTEIEAMN RS

NI IR TR
N3 5 SR

NI B IR 55 B35

NI &R
NITEPESERETT, NIE
IR RE
NITEWEA, NITEPBHE
x

NSRBI

NEHRPEE

N

NHHER

NHEE

NHEH

NHEATH

NS [

PN

N5

N A SR

human resource management
strategy

human resource planning,
human resource plan, HRP

human resource accounting

human resource scorecard

human resource structure

human resource development

human resource account ser-
vice

internal environment of hu-
man resource

human resource inventory me-
thod

human resource training

human resource auditing

human resource practice

human resource generalist

human resource external envi-
ronment

human resource information
system

human resource forecasting

human resource strategy ma-
trix

human resource recruitment
and selection

human resource function

human resource professional
competence

human resource specialist

personnel transitional matrix
personnel assessment
personnel test

personnel archive

personnel control

personnel management
personnel administration
personnel replacement chart
personnel adjustment
human factor approach
employee comparison method
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NSRRI S =4 5 i R 9F 5 employee-oriented leader
YN Eixiis NE T person analysis
N2 ST T THHE zero-based forecast
YNZB BT employee hiring
UNZEEEL T @%}“ﬁj\ Hr trend analysis
UNZRE/ 37 %N B A replacement cost
N FERE NEFRE personal requisition form
N R N, B TH5 personnel selection

N-HAGLIL AL

N-BR-HZA DL T

N-HZ VLT

A0 565
N %y
N iR )
G ERAETT
INFIRE
N AR E
INFIVEAT 2R 12
A EAME R 5

NP
NS IE B
UNGES:N
N2

IWHIER, NI

£ R
£ &
£ 50
5557
fES5 45K
RS
1155 e Bk
RS AR
fES5 B
NIREI
NIRHTEE
ity SCARE SR I 46

gaH

CUNIES )

N-BEACEERS, 8N - T A
fic

N-H-2H AT AT, (8 - T AE-
A A E e

N -AHARE TG, 8\ -4H Ao
fic

RIS

AORIELER, WAy

AR F

AR PRAETT 2

RAREST

ARG EE 7 IR

AR RHE

FR-AR IR M R AT, BRI
T IR R AT

PSSP

FASSIPNG b

RERE
%ﬂ,&i;l:l
am%ﬂg%%,
FERER
GGl
FE# b
B
FET5 45
R RS

1R e Ak

R AR

AR 75 BB
ki s 20k
ATk

it SC PRAGE YR [ JEC HE R

ANy

555534

person-job fit

person-job-organization fit

person-organization fit

cognitive test

cognitive component

cognitive load

cognitive shortcut

cognitive ability

cognitive ability test

cognitive evaluation theory

cognitive-affective
personality system

cognitive dissonance

cognitive dissonance theory

cognitive system

cognitive learning

cognitive component

task conflict

task segmentation

task analysis

task performance

task structure

task group

task identity

task interdependence

task significance

orientation training

job orientation

Raven standard progressive
matrice

weak culture
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B R CARE R 0] 5 Super TAFE{EER Super's work values inventory
B2 IRV A JE KRBT B EE1E | Super BRJESE RS B AR Super's stage of career deve-

lopment theory
=HHEEOR = HRaE sandwich technique
= RHIR =7 R R three needs theory
PR AR SR b disability insurance
F P A P 13 business ethics
HATIE AT, A EEE upward communication
ETRRRR QRIS B RS ) B AR leader-member relation
AR R S Fhar LB Ay social comparison theory
FESFRVRE e BT, A IET social desirability
2> et RN MEERUE, &R | social facilitation
o HE) #Er HH) social interaction
ARy ALt socialization
AR Ay i WA R FAm= A ALK R socialized charismatic leader-
ship
HEEAR RGN g T R R sociotechnical system theory
Za gt A Za Rt S social exchange theory
fho e B fher skl =, & IRFH | social decision schema
B
MO e ifaE socioemotional role
Za S N B e Fhr 3T A social identity theory
A FhEr Ak social network
NN 8 AT social loafing
fh o F O EE social psychology
FEeDBESCRF FhE DB SCRF psychosocial support
o fE BN TR e BB, &% | social information processing
AR B A model

fho i > e Gan-fe s piib social learning theory
DT Zanh=¥as social responsibility
ARSI HEAR social capital
FEAE A FEAZHY social type
R E R i E appeal system
3 iINE N5 735 E personal identity
R )2 H R s deep acting
PREE J5 51 7] P A 1) neuroticism
A R A T A 5 [r) ) SR A production-oriented leader
ES | AT productivity
A R SV RS A 1 B BET R ST productivity measure and eva-

luation system, ProMES
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8 & 4

B XA

A SN

AR A A TR R

GREEAGENE
AVE R R

SR

A SCHE

A E R
HEAT 71
FEATHFAE
Rl

Rl M
Flb
B[] 7 B 5
(N BlRAES
SEHb SRRV
S H I AV
SR A
ST
SRR
SR A G
23]

IV
SLIHFAT
SAIFFE Al P

i i
55 5 21

T3 L HE 37 51
ks
[ERZE 37giiikas
[ERZF A PSS
el i 22
(e AP
FHH A
FHHIS
5 A

H i 2=
FbERL
MW Hik
&N ESTRL

A YR, A R

A - B AR R 7 R B
PEAE- R - R 5
GRCAPE L.

GRCLSR ek

A ReAE
WU S
HEGIEE B R B
1 e

WRe, 4 he
2R3
KEMHT
RER

IRy ] 3 81 i 7
REI R, i AR
B B Bk
B Hh AR A A
B

TSRS

157 51 5 AL

T 35 M S 1
T35 (A%

T 5H 4 i
[iEe7E = 9 il
AR AR 22
AR R 2=
FHUETA
JHTHDS
FAZ A

1% WA 22
FHIEA A
BTEHRTL
I IR R

production transfer

existence-relation-growth
need theory

cost-of-living adjustment

life characteristics questionna-
ire

ecological validity

career support

career self-management

competency

competence

unemployment

unemployment compensation

unemployment rate

time series study

recency effect

field experiment

field survey

realistic type

practice method

practical intelligence

spot bonus

internship

experimental method

experimental study

evidence-based management,
EBM

mission

world trade organization ,
WTO

market-based pay system

market price

market pay line

market pay information

similar-to-me bias

similar-to-me error

accident proneness

accident prevention

afterthought approach

hindsight bias

division structure

audio-visual techniques

adaptive performance
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T 104 B 1 VR B adaptive decision making
e i 70 e i 70 = gain sharing
LKA WITERRE, WIHACR primacy effect
AL vy empowerment
P AT FREAHE delegating
AL 5 AR B proficiency test
HEne ARV quantitative ability
UK A 18 T LIV AR dual-career path
U T ] 2 L 3R=SagiillEs dual ladder promotion system
Ul EEHLH], SRR dual track, dual ladder
Ry IR, i SE double-loop learning
R R AEE Y PO, R EOE two-factor theory
WU T Bt pRitE &l BEHEatE two-tier pay plan
I AR fuig IKHE T AR & fif horizontal job loading
I~ 1 ) MU P it tax equalization plan
JigiFy- HE 51 Mg HEB 1) sequential ranking method
HraRAe R SIKFEGTE Scanlon plan

WriEAE-tE R E R

JoTE AR DUR P 7 2

- LR R R

SH RIS B

Stanford-Binet scale
Strong-Campbell interest in-

ventory

BEAL R 2 BEA% R random error

Fr % TR Bt J & P DU R 2R ks Solomon four group design

T
NI a8 B % S G

BE HerE attitude

TR ZE M THA 2R Taylor differential piece rate
plan

SRR T SRR R flexible-benefit plan

L TR o 1 TRy flexible time

HE T AR oF 1 T PR ) flexible work schedule

SN 7T o 35 T flexible compensation

LB o R flexible policy

R 7 2172 R adventure learning

LN ed Al hot stove rule

FEER GO W] TR PR R T special performance recogni-
zing plan

RV JE 1R attribute approach

R 5B PR R A R R B3R trait scales

FERTIRIRTT 2 FEHTIRIRTT R early retirement program
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(N IR RS RE 7 physical ability
At AL, EAHIEed institutionalization
il gl insititutionalism
B2 BARE vicarious learning
Bz BACALERE), AR replacement transfer
W [B] 15 2 [m] 6 survey feedback
P RIS o B SR £ B Ay regulatory-focus theory
W IE AR 10 5 adaptive change
(EN [5#] i lockout
GiPURES 1 I e yield ratio
% H bR B PRAR- B AR EE R path-goal theory
I8 R 4 i W TAE S HTE generic job analysis
[F) T [=] 7 [F) T [=] 7 equal pay for equal work
[ ) B A IF] 4 [ homogeneous group
[F] 46 A 46 assimilation
7 B 280 B 7] PR 280 B concurrent validity
7] S % 1% [ 475 2% 1% peer appraisal
A FH AT [ (75 P peer rating
K i R iYL brainstorming
e, E g nplill projective test
RAR AL W A radical change
X FEpL schema
TEVE 2 EatEE graphic rating scale
A3 i 1 [ BE R, [ P 2 R group mentoring program
PAZFE 1 B2 Ak team diversity
A TAE B 2 e ) A team-based work
BATAE BAEE teamwork
A2 A, R team process
A ZE 15 [$E VA team building
P i [CSEMVAVS team-building method
A2 Jil 1K) Bl AR team incentive plan
A 451 CETEL YN team leader
A& 5 11 [ B SH 5 ) A team leader training
BA S5 44 % R T I A team-based structure
HIBAZ S A OMBESFE @M ES | team lens model

B

B N T ORI Bl YN group life insurance
HEFERE HEFE R reasoning ability
P 204 S LGRS selling
BEZAN IR retirement
IR RAEF] IR RS AR A pension benefit
IR R IRRAFEE AT E pension plan
IR PR BE IR PR BE retire system
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it 7= 55 1| TAE =SNG, il Bl 4k off the job training
W
X i 4 a8 B 4 B A

CANE) CANE) outsourcing

HMER A AN A external equity

HRER RS SMERRR, A external attribution

AR AN external validity

HPER TR HNERFHSE external recruitment

AME R AR external locus of control

IMRZGFEN AMIRESEEN expatriate manager

VRPN =S HMIRE B expatriate management

CANTASINA AN explicit knowledge

POl AR P extraversion

HMEBIAL HMEBTE external motivation

HMEAL ) HME B extrinsic reward

AMEFERIE S HMEERIE S belief in external control

EE-SF HHEK AR network relationship

W 2% 351 A K K web-based training, WBT

X 285 A 23 AR e web conference, video confe-
rence

I 28 TR I g iHE, F LA e-recruitment

) 2 2H 23 AR A% network organization

WRCARHRY 2% 4% IR B B A network career path

WOWZHZT R T AR AHAT 2% micro organizational behavior

SRR YN VAR BIRM AR 8 Wechsler adult intelligence
scale

KK F AT R4S R A [r) 5 A ] future oriented appraisal sys-
tem

SCALfFRL SCALfiFE deculturation

SAGHE T AFERX culture audit

AR AL EEE, SRR T culture shock

AT AT cultural intelligence

AR TAEAR cultural capital

LFBOR P IE L RBOREAZIE essay appraisal method

FasE M R H TEE MR 8L coefficient of stability

BES kS questionnaire

ISP HERFS questionnaire method

e H e conciliator

VRS NS contamination
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Tei AL Ji 553 S0 4k boundaryless organization
T FE Ry Jie 72 SR zone of indifference
o s AN ER A JESHIE (RS leaderless group discussion
Tl B A1 BA R fE i = T B I 5 o A five-stage team development

model
Y B E &R physical resource
X

X i 4 a8 W 4 B A

W 5] - 178 -V IR AE 4R W 5] 13815 k1R SR A attraction-selection-attrition
framework
ARG T R T systematic study
ARG O#H ANFE AR R % | systematic training model
Al A Y

TATVEE TATIEE, 8 TEE downward communication
A W4l profit sharing and cash bonus
LS A% WEEX reality check
PR SE T R reality shock
LS TAE TS B TAETHE realistic job preview
P 1) 284 Ji S0 ) PRI R I 5207 restricted stock plan
FEXT A% FHES LR comparative approach
FEARAW 57| B 1 FRABAIE 51 BH Gy similarity-attraction theory
El-A ] 5o upward influence
WiH HE project
W H N E R HE R EH R item response theory
LSRN TH H [#REx project team
THIB MELSS extinction
/N TR /INEH TR AR board or panel interview
AGE(E LR campus recruiting
RbR KRR R RS R AU criterion-related validity
R TR0 R 5 SRR TR R B criterion predictor
R RUE validity
e VG e law of effect
A A valence
Ly R efficiency
e ey N EMNZEET efficiency wage theory
RO LB Hb METEHE efficiency wage objective
Rhe Rhhe effectiveness
R 5 HT R 5T utility analysis
i 0] negotiation

-32-



NI g B 4 gL A
OoEE O mood
TR iEraesy O IR 4 psychological safety
O BRI B Lo 3B psychological test
O FRAN A 56 O FRENE RIS, AR psychomotor test
OIS T OB mental analysis
IV SRR iR o FRE P B theory of psychological type
TSN = ey bl Es = N=epablill mental ability test
O IR EEY TSR psychological contract
O FRFZAL OPRRE, O PREKRE psychological empowerment
O IR L TSRS Z P psychological ownership
T Lo FL A psychology
PRI O BRAR AT psychological attachment
DIRTEAR DB AR psychological capital
ORI ORI mental model
Hr o compensation
B B compensation management
Hr I AR A O P B AR T % IS A | stair-step model

B
Hi K Hr K HE compensation level
FrI R 2 B, A wage and salary survey
Hre TR HoKRHEGT & salary continuation plan
Hr ot B, Bk pay, salary
ot Z= 5 7= ) compensating differentials
HiotER A s pay grade
P A Ha e &atE salary-plus-bonus plan
B RS IETELuN & B iR AR compa ratio
E RAGHIEST Hrg g wage and salary curve
Hi TR HrA K pay level
Bt A HE salary survey
ot a k) & g 45t E salary-plus-commission plan
HrR RS EH Ik HrE AR EIk pay overlap
B B reliability
R R N5 belief system
(Efas (ELas trust
5% (XS credo
15 B3 15 B information overload
(EESSuR: Bt information filtering
EEME EEMAE informational role
&R G AR, AR | information sampling model
gt}

1T8)% 2] ITENRE action learning
CREZILT ViR ITENRF LR action research approach
1T RS ER ITRBISRR R behavioral observation scale,
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BOS

WSES iRl 17 R st E behavior encouragement plan

17 MW IE 1T R IE behavior modification

1T R AT Ry TR R B behavioral decision science

17 kb 17 R behavioral science

AT N E 1T Ryt E R AR behaviorally anchored rating
scale

AT AT AT AR T kv behavior description interv-
iew, BDI

1T AFR A AT R FR TR behavioral description interv-
iew

1T W2 1T Ry behavioral bias

1T AV 1T Rtk behavioral approach

1T AV 1T Rtk behavioral rating method

AT AT RIE 1T R AT RS behavior event interview
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AT AP A A2 AT R BR A behavior career path
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ITHBUE BEER AT BUE PR administrative management
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P R B S A B interest test

FAEELREIE (A7 RIE survivor’s sickness

P ) JEE A 1450 PR TAEF55 1 Gender Equality in Employ-
ment Act
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P REM AR performance test

PELER PR sexual harassment

L AT BA Jo P [ ¢ virtual team

REAL o virtual learning

REFNAHZ Jo it AHL AR virtual organization

RN (BN T B N need assessment

22 R AR T E AR, TEoRE A | need hierarchy theory, hierar-

b chy of needs theory

(TR L oK B Gy needs theory

b,k LipE selection

TR Pk TR IR selection decision

Bk TR, WuEER selection ratio

PR IV AE 5 selective hiring

B £ S E ST B e CbSTh selective perception
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Y
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£ i} stress
JE1E R Ry B stress management
EWATTIRE IR 7 =TT R stress interview
J& 7705 B 35 stressor
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FEIR A HEIEE S At deferred payment
SE 1 ) TRSEFH ST deferred compensation progr-
am
FERg R 2 J T R strictness error
HIEReN EERES verbal ability
W H1BA T S 1 research and development
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Wt Wt akaT research design
Tt 5E 284 Tt 55 24 investigative type
A AT lecture method
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NAnRIIE BE Ak training within industry, TWI
Ml 55 IR AR R B job knowledge test
— M RE — O ET general mental ability, GMA
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i
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knowledge-based trust

organizational-centered career
planning

artistic type

heterogeneous group

factor comparison method

factor comparison system
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EIE =i EIE =i impression management

IR S S coping strategy

i %% commission

ik f#EstE commission plan

AHLAL A U organic structure

A PR S A Y BRI, HFRHE | bounded rationality decision
PEIR AR model

o) TEAR pilot test

ol 25 TR E predictive validity
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JLIr T wBeotr, sEah meta-analysis

3 T2 A it B T2 4 i employee security measure
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RTRA B THRF employee relations
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71 TRl B THSE employee engagement

BTHRK B TR employee development

7 T BSHR OEA THH N B indEh staff turnover
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LA A B TR A employee attitude survey
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=2V wIRAE, HEXE halo effect

B RE T I

O PEENE AE T 75

psychomotor abilities test

4

X i 4 a8 W 4 B A
P Bl R B outplacement assistance
FERER (SEERRESID TAERALINGE, 7E fd Sl K on the job training, OJT
L2 AR B e-learning
RS, 7 R B TAERALFNGE, 7E fd Sl 4K on the job training, OJT
TS HR HARHERL diffusion of responsibility
FAEL hEEE, B %E’E’Z conscientiousness
AN AIEREEME, AEME, BREE, & | accountability

=
AR LR B grounded theory
JR S JR M, #RIEm prospect theory
i HRSE strategy management
i e A T F5i 1) strategic planning
iR R K A EHlyZes strategic partner
il Tl HE T strategy plan
A A A 1 TR RE 5 2 strategic contingency theory
il S E T ) S A 35 T af% strategic compensation plan
w1 N B R HESMEN B IR P strategic human resource man-
agement
KIHF 7] RIS ] long-term orientation
B HE BEEHE recruiting yield
HEET A5 recruitment process
(S (A5 recruiting scale
R H 5 recruitment
R EBE TR E(EE-StE i recruitment optional program
FHES TR A5 E recruitment plan
RIS 5%k A 55 Bl T 338 recruitment and selection
PrpfE b5 split-half reliability
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IEXEIE IEARETE formal channel

ERE IERE formalization

1A HEE IEHFRS, IESXE Y formal group

IERHA 1F A AH &% formal organization

IEPE A K 1E[7) 15 8 positive affectivity

BUaIT N BUaAT A political behavior

BuaHihe BuaHihe political skill

SR B P SR N S symptom management strate-
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1 B A I B perceptual defense

B i 22 R O 22 perceptual bias

I B B HR A BT A EIE TAERRET perceptual-motor job design
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EHH A R 50
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AT 71 AT execution
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HRREHRT] e s functional department
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IITIE

HH R fk s T RE AN functional strategy

i A DA position

HRAZ AR P4k TAEBIATAL job routinization

i VASI3774 kYl position class

A S TAEmH job classification
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HARLAR > BT
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HAL 6 i
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OITAER Y Rt M@ Tk
T BREHE
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AR
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aire

job-point accrual model

position promotion system
job rotation
job description
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HARLHEY R4t OTAEHF ZEQLAEFEF | job ranking system
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iRy AR ) W A7 HE position evaluation
HRAZAL HE A7 position power
WAL TAEHE, TAFE job cluster
iR DAT A TAERRET job design
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[iAY DA TAFESR job factor
A2 Wi TAERZHT job diagnostic survey
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midcareer crisis stage

occupation, vocation

occupational safety and health
training

occupational disease

vocational orientation

professional ethics

career development program

occupational stratification

occupational environment

occupational mobility

career anchor

aptitude test

job training partnership act

occupational expectation

vocational preference test

career

career development

career plateau

career management

career planning

career decision

career path

career training

career curve

career-person matching theory

career choice

career cycle

career counselling

occupational prestige

occupational adaptability

vocational interest test

occupational choice
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iRNIZ =852 kS Ty 5 occupational guidance
AL B G IR BUERRRY professional certification
EF PN R il mentoring program
E{zRs W ARl g AGE R directive counseling
TR¥EEE, MmoHE fRigE, Ml chain of command
G kS KaelsH disabling injury
I I intelligence
(AR Ly (ARl intelligence test
B IIA MEEA intellectual capital
i JE LB K BUR AR B KMEUR, FEL7#: | lag pay level policy
BIKYEB S
R aalE gt middle manager
LT HEBLARAAT 2 meso organizational behavior
R E A SR ERE N R b Chinese personality assess-
ment inventory, CPAI
AR i A58 5 mediating variable
UL A loyalty
%Ef JEE AR # B e FH] life-long employment
KBS Byl life-long learning

16 A ER 3R 6

g P
I
HFrl 2 E
SRR
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16 personality factor question-
naire

racial superiority

test-retest reliability

outplacement

contextual performance

elimination-by-aspects

active experience, AE

proactive personality

subjective expected utility the-
ory

thematic apperception test

expert power

specificity

specialization

transformational leadership

rotation

transformation process

quasi-experimental study

counseling

consultant

qualification
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e LEE EYFE seniority pay

AR S B IE qualifications inventories

BEUE ¢/ resources

frAgl/rBE i G R BRE resource-based theory

AR BE 7y BV RE resource dependence theory

EFN B & narcissism

HILF A S & HIRRER self-directed search

HIRK & HIRiEE self-development

H 355w 22 H R s 22 self-serving bias

EEiacs: HIRE self-management

EEA=HEIIUN H R T [ ¢ self-management team

EEdiE EEiq self-monitoring

H 35 e H 35 e self-disclosure

H IR T HIRHE self-leadership

EEAARRTS AR, HIREFZIE self-appraisals method

H I H AT self-assessment

EEITid HIkoatt, BRI self-reinforcement

EEiRS] HILE self-actualization

RS 7 HEREHTR, BREBT | self-actualization need

B

EEidSE EEIE 3 self schema

EEI RGN H T self-efficacy

EE AN SE R HIREETES, HEURHE | self-fulfilling prophecy

MTES

EE 4 sl EEI Sk #iil self-perception theory

H ke xR AR 77 % EpE S N=ER Ty ES cafeteria benefit plan

H L EHR EVCE voluntary separation

EPEY0iAESI R i I Rl T ) e B A Y unfolding model of voluntary
turnover

S H M autonomy

H BhAEA TR EREUEE cafateria plan

H & H & self-esteem
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HEFRE (=HHEHR
S
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LA S5
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MK e

HEFRR, AHRHE
HEFRR, AHRE
AR T
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LT 724 JBR 78

A4

A sk s o

A 5 BRI BT

AR
AHAK % e

esteem need

esteem need

headquarter

longitudinal study

hindrance stressors

organization

organizational change

organizational change and in-
novation

organizational commitment

organizational development,
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theory
A0 Hr sHA% B organizational analysis
//\/ SRATH AHAR A~ AT A organizational citizenship be-
havior
HIANIE A& IE organizational justice
HAUG AH 1A 1) organizational routine
HLUH AH 1 organizational inertia
LR AR AT AR organization size, organiza-
tional size
HLUTH AHAAT A organizational behavior, OB
HEUT I IE AHAAT Zyiodhr, AH&KAT 4% | organizational behavior modi-
Be ] fication
HAEAT N AT 25, AHAAT A organizational behavior
H//\ﬂiﬁ A ER organization environment,
organizational environment
4SRAAE = A S ) FRAR organizational vitality index,
OVl
ML AAECE organizational memory
Qﬂ ZIHR AHAR T AT organization technology
?/D\ Ve AHERATN organizational performance
HZAA] R A 4 e e % interorganization conflict
H 222 ) A Ak T organization reward
%%W AH AR AL organization chart, organiza-
tion structure, organization-
al structure
H 25 A ) organizational control
QH 2R A A3 Em organization theory
HZ0 AH A A 2 organizational ethics
,mﬁﬁ AHA% AR organizational objective
AL AR A AHAR N RREH intraorganizational bargaining
@@1% A, AR AR % organizational climate
EEAYNBERT (3] Ok N M2 A% N T4 | organizational demography
D%
L EANE| AR organizational identification
Qﬂ AN an AR AT organization design, organiza-
tional design
HR 2 ﬁé Ak van—g e organization socialization
Qﬂ LR A4 A e organizational ecology
HL iﬁi A e organizational reputation
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HLWEAT T sk re organizational competence
HE A AL organization culture, organiza-

tional culture
ML 5] AH &S organizational inducement
ML 2] AHAR S organizational learning
HR B AR organizational unlearning
H 2R s A 4 SR s organizational strategy
HEUZ W A2 organizational diagnosis
HRBR AR Il organizational politics
HRBUBIT N AHARBURIT 7 organizational political beha-

HYURF IR
MY FE
HEUBW
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MM SR, Rt AN SR
AL 2
AHAKER
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vior
perceived organizational sup-
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chart
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replacement
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acquisition management WA BB WA BB
action learning 1785 ITENE
action research approach (REZILT ViR (R LTINS
active experience, AE F Bk ESCEEE
adaptive change IS AR o 1k 5
adaptive decision making SEIVA RS 186 MR R
adaptive performance T PSR 1 JE T A AL
administrative expert 1TH$Z ML ITEUE R
administrative management TEAEEIR AT BUE P B
theory
adventure learning PRI 22 211k N TE SRS
adverse impact il 10 ) 5 2
AE (=active experience) F AL F o
affective commitment 155 R 155 WK
affective component THIRER EEE S
affective events theory 15 A B 10 TR e
affective reaction LIRS 15 % I
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W 51 -2 - TH IR AE S

Wl 5 -8 438 - AR A

framework
attribute approach RPN JE& 1R
attribution 5| 5
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interview)
behavioral approach 1T RV 17 Rtk
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model PR A
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career self-management AERIRE HEGIEE B A B
career support A SCHE HRRIEE S 4k
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case analysis Een [FHESA 0
case study NG ITIE [HERTIT AP
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change AR Pk

change agent AR Pk

change management AR B A T SR g

charismatic leader k) R ik /) BYSH IS

charismatic leadership ik ) R ik /) B GH I

charismatic leadership theory | % /7 4451 S 71 Tk 7 R AH P

chief ethics officer ek [[TEEERS
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context-embedded research LRI iwd LRI iwd

context evaluation, inputeva-
luation, reaction evaluation
and output evaluation met-
hod, CIRO training evalua-
tion model

contextual behavior

contextual performance

contingency approach

contingency school
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counseling HHIRS A T
counter-productive behavior | AT N S AT 7
CPAI (=Chinese personality | H1[E AN &R SN R =S

assessment inventory )
creative process B A= B
creativity 1)1 7 Ali& 77
credo 5% &%
criterion predictor R T K5 SRR TR R B
criterion-related validity RbR KRR R RS B AU
critical-incident appraisal KR E VAN A SRR
critical incident technique Kk [38] $H =450
cross-cultural awareness 5 SRR PSSR A, B R
cross-cultural communication | 5 S A6i4 18 ¥ Ak
cross-cultural conflict SR RLIEN K TEN
cross-cultural difference w5 A ZE w5 Ak 7 5
cross-cultural management W5 S R P SO HE
cross-cultural training F5 SRR 5 AR
cross-culture  organizational | 5 CALHZUT N P SCAVARARAT %4
behavior
cross-functional team A X R RE A BA 5 1) e [ 5
cross-functional training T XHRBERT I 5 D) Re)ll 4R
cross-level study 5 KPR AL 5 g AT
cross-sectional study HE D)7 MR AT 7E, B R 7
cultural capital AL TR B AR
cultural intelligence AT A T
culture audit AL MAFER
culture shock AR ALEEE, AR
D
L A X K % 6 B 4

decentralization P vag:

decision R R

decision-making style TR A RN

decision role A PR s R

decoding fire It fe s

deculturation SCAL AR SCAL fifE

deep acting IR 2 H R JE 5

defensive reasoning B A 2R HE 3 By S HE 3

deferred compensation prog- |%E HA % B 11K R S 3 T it 2

ram
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deferred payment GEIR AT GE TR SCAF
360 degree feedback system (360 J& [Fl15i R4t (D360 S |8l R H1@)360 ]

360-degree performance appra-
isal
delegating
delphi technique
democratic management
demotion
departmentalization
descriptive decision theory
descriptive model
deterrence-based trust
development management
deviant workplace behavior
devil's advocate
dialectic inquiry
differential piece rate
diffusion of responsibility
direct compensation
direct financial payment
directive counseling
disability insurance
disabling injury
disciplinary procedure
discrepancy theory
discretionary bonuses
discriminant validity
disparate impact
disparate treatment
dispatched work
dispatch service
displayed emotion
distance learning
distributed learning
distribution error
distributive bargaining
distributive bias
distributive justice
diversity management
diversity training
division of labor
division structure
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dominant culture SR AL R4
double-loop learning MU 2] HEIRERE, SRR
downsizing i NSRS
downward communication NTVEE NTIEE, mTEE
drive MK ) 5 /)
driving force k%) 77 S ) 7
dual-career path UK HAJEE 16 T L R A
dual ladder RAEEIN ] Lyl
dual ladder promotion system  [X{ 3L T} il ETR=Si il
dual track RAEoIN ] L i, i
dysfunctional conflict DhReA R DI REVEET Y, RRIRPEE R
CESERCIEN
E
O A X b % a8 B 4
EAPs (=employee assistance | 72 LFEBI11%] ST %, B TiHE
programs) &=
early retirement program FERNRIR TR AR TT R
EBM (=evidence-based mana- | SZiE A& B R LA T
gement)
ecological validity EERE A RBRRE
education =3 HERE
effectiveness e e
efficiency R LY
efficiency wage objective Ve AR METEHE
efficiency wage theory &N L MR T & Hm
egoism view L3 SO A PO mBIE,
EI (=emotional intelligence) | #5465 /1 (LERwA
e-learning L2 AR N
electronic meeting HL il BT E®
elimination-by-aspects BT VR A J&& 11 Fi ik SR
emotional catharsis 1% 25 B Mtk IEE=Rb
emotional dissonance (LN 1 46 K
emotional intelligence, EI VAl LRV
emotional quotient, EQ IEE ] T4 B
emotional test IEEE: 17 4 1
employability ok R WERET)
employee assistance progr- | i _LFEBIT1K ST %, B LnbE
ams, EAPs &=
employee benefit AR R B TAEH
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employee comparison method | A 7 FL#E A B gk
employee development RTIHK B TR
employee engagement G2 AR B THGE
employee hiring N s H S TR
employee involvement AN X B THRA
employee manual T =Tt
employee-oriented leader NSRRI =4 T i FR) 9H R
employee referral 7 TS B THER
employee relations RTRA = T HMR
employee security measure 3 T2 A it B T2
employee self-service 7 T A B RSS I=RNEN)iE
employee service benefit 78 TR S5 AEF] B TR A6
employee stock ownership | 2 LR 11K B LF A E, B TRRH

plan, ESOP [
employee wellness program | 52 LA#FE 11K B TARRRTT &
employee withdrawal AN L B TR
employment contract AN AR EEE US|
employment relationship JEAR R AR JiE F B
employment security ok 24 WA Z A
empowerment R A RE
encoding Yy Al
enterprising BT |t E1oE it
entrepreneurial intention IR A=NE BISER IR, AR
entrepreneurial performance | BVZiRKL RIZEER
environmentalist WEE IRET A
EQ (=emotional quotient) (e T &6 T
equal employment opportunity | A-FEiMALE NP ERE
equal pay for equal work IF) T[] 7 [F) T[] 7
equity NS NP
equity pay objective NP LB HAR ATHE HER
equity theory YA S L7y NS
e-recruitment RS HABEIHSE, R LS
error of central tendency Rz R 2
error of measurement MR HIERRZE
escalation of commitment AR T AR TR, AKEEIETE
e-service TR SS B IRES
ESOP (=employee stock own- | 52 TR 11Kl BTHIRETE, 8 TRRKH
ership plan) i3
essay appraisal method LT RUR VA E L FROREI%IE
esteem need HEFR, HERE HEFRR, HEE
ethical absolutism L] 32 X i AR 3 28
ethical behavior BEAT N i BEAT 2
ethical climate Yo BH AU i PR, B A
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ethical decision-making (LS5 iR R
ethical dilemma TR 85 i BE2 PR 358
ethical leadership P T2 41 i 38 X S 15
ethical priciple A 2 ) i RS H)
ethical relativism WFER AT 32 X fmERAH S F 2%
ethic dilemma (s tiush i 38 A 55
ethics o3 f B
ethics committee RHE R A
ethnic culture BN A AL
ethnocentric orientation HL A HHL 38 [
EU (=European Union) Wi B2 I B
European Union, EU 2] I B
evidence-based management, | SEIFFEAHE BRI
EBM
execution PAT I AT
executive compensation i B K e P T
executive development program | =& & J& 11K P EE R E
exempt employee e T BT, AEREHH A T
exercising T2 o
existence need TEERT R TR
existence-relation-growth AAER R AT RS A7 BAR- R 7 SR A
need theory A AE- B R - R 7 2
expatriate management HMIR N G B HMIRE ]
expatriate manager VARTEZSE PN HMIREEHN
expectancy theory HHEE R HHEE P G
experience rating KR R R
experiential learning I (i1 TEa
experimental method SR IE ¢ S
experimental study SEIGHIEFT B At
expert power L FR B
explicit knowledge LTSI B RN
external attribution HRER KR HMEERR, AR SRS
external equity SRR AT SR A
external locus of control A R HMEPERS
external motivation HMEZIHL HPEENE
external recruitment HMER IS SR 5
external validity B AR B AR
extinction MEpES THER
extraversion PN BN PR
extrinsic reward AN HME BER)
Eysenck personality question- | 3% 7o /M 7] 4 RGO MER S, R

aire

1% 4

-55 -



E S X K % g B 4

face ¥ iR

face validity T 3K RE T 3K FE

factor comparison method ENRRIPEN ENRA IS

factor comparison system RELE RS R RS, P& L
JE

family-work conflict TAEFBEHT FRE- TAEE R, FKINER

feedback loop Ea Gl S [ 55 ] %

Fiedler's contingency model
of leadership

field experiment

field survey

five-stage team development
model

fixed-interval reinforcement

fixed pay

fixed-ratio reinforcement

flat rate

Fleishman job analysis

flexible-benefit plan

flexible compensation

flexible policy

flexible time

flexible work schedule

focus group interview

forced-choice rating scale

forced distribution method

forced ranking method

force field analysis

formal channel

formal communication

formal group

formalization

formal organization

framing effect

free-riding

fringe benefit

frustration-regression hypothe-
sis

functional conflict

functional department
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functional job analysis HRREIRAL 73 Hri: DiRetE TAE - #r, Bine T1E
Iy
functional strategy HHAHE B Llifie Hng
fundamental attribution error | FEA KR %= FEAR BRI R 2
future oriented appraisal sys- | AKFFIVENT RSt N AR I 7] 2P AZ Al
tem
G
P X b 4 a8 W 4
gain sharing e i 702 e 5 702
gambler's fallacy TEGEIZ HEfERS R
Gantt task and bonus plan H e 2 b ) AR T
Gender Equality in Employ- | P51 AR 4512 PR AR P45
ment Act
generalizability MEAL KR FEHEE
general mental ability, GMA | —fC0EERE S — RO ES
generic job analysis I8 HRAT 43 #iri2: 1 TAE L
geocentric BRI BRI
geographic wage differentials | 138 T %% %l Hu g 7 ) T8
Ginsburg's theory of career | 4 IRHRMVARJER R BCIRIS | <5 FQHRIE 95 e P B i
development stage
glass ceiling PRI RALMR PHSRACHR
global human resource mana- | 4=ER{ A /) 5 Y # RN B VR E
gement
global organization IR PR A%
global virtual team A BR R AUL T RA TR X
GMA (=general mental abi- | —f0IERE T — O ET
lity)
goal-setting theory HAri B H A58 € B
grade description system TRAEHR R A B AR R 58
grade width ERTEE s
graphic rating scale P IARE P fiE Rt AR
graphology SEI T E3T TIPS
Greenhouse career develop- | % FQHRMY AR JE R BB ERE | 55 DRI 9% 2 B B PR
ment stage theory
grid organization development | 7 #% 204Uk i 777k T3 M AR R U7
method
grounded theory LR S LR m
group attribution error FEAR AR 12 2% F BT R AR 2, AR R AR

7
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group cohesiveness HHAARBER Ty M BSEEER 1), FFRGEESE )
group decision making AR TR MBS, BRI
group decision support system | #FRRHE SR R4t [ SR E SCRFHI R, HERE IR
TR
group dynamics HEAABh 7 FREE S, HEREED )
group incentive AR [ e
group interview LTINS FERGTRR, [ RS ak
group judgment process model | FA4 ) Wi FE AR Y FEHG B AR A, [ A
il A AR Y
group life insurance AR N T3 ORI B NN
group mentoring program A i il A BERTAES], [ RS A
group norms ARG FEREALET, (A A
group piece work FEAA T FERGET AT, RS S
group polarization AR AL HERSARAL, [ fEhnRiL
groupshift A% RS W%, RS mE
group size HEAA R [ BRI, BEREHIEL
group support system BACFF 258 RS S R 241
groupthink wiaE A FHSAE, SRR
growth need R e B oK
guanxi KA RS
H
L A PN a8 B 4
halo effect =N wIRAE, HEXUE
Halsey’s premium system I 7K P 22 il T % il W PG 13
Hawthorne study E R BRI
Hawthrone experiment R ERER
Hay guide-chart profile IRME PPN IREERHEE
H.C.Gantt premium system R 2 T8 R B T
head hunter P AH] FNERRA ]
headquarter SR 48 5 T
Helical model of communi- | %548 A 7Y R E VAR A, B e A AR
cation i
Hersey and Blanchard’s situa- | %% %€ 545 = /E A3 ] ZE BRUAT T 1 S SR R A
tional model of leadership i) Gt
heterogeneous group S A FEHE, REMEE
heuristic Ja & i =
heuristic decision Ja Kk R IR
hidden managerial cost I A R U R A
hierarchy of needs theory i 22 JR R B AR Py, K AR
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Eﬁ
high-commitment work system | =& LVE &R S: it LAERSE, mikes L
T/E trﬁ I
high-context culture EE S AL I IREE AL, R &R AL,
e
higher-order need 1 E IR R = IR 2K
high-involvement work system | =55 T{E &4t OIE Y NIR (I HONET N
I VeI B
high performance work system | =G TAVE &R S: ETAERS, ML
T/E il
hindrance stressors &R % 78 RELREE 7R JRR 775
hindsight bias %Em%‘%ﬁ 18 W2
Hofstede cross-cultural model | £ [ S AL Hofstede #5 3C fk 5 &Y,
Hofstede #5 XA
homogeneous group [ ) TR A IF) o [
horizontal job loading IKP TAE S g JKHETAE g
hot stove rule RPN RIEER
hourly wage THI T8 AR L
HRP (=human resource plan- | A /78 5L NI TE U E
ning)
human capital NIBEAR NITEA
human factor approach N7 YNCEWIReS
human relation school NBRKE R IR NHEBRRSR
human resource accounting NI1#E e Nr&lg et
human resource account ser- | A JJTEIR% ' A% NIT&EIE P )i
vice
human resource auditing NI BHE s T NIT&IRF T
human resource development | A JJ 58Tk NIT&IRIER
human resource external envi- | A JJ B JRAMEIAEE NITEIRHMERERSR
ronment
human resource forecasting YNV oS TG YNVAN - ¢S iHil
human resource function N 13U ER RE NT&IEDRe
human resource generalist N8558 A NJT& @A
human resource information | A J%JFIE S 25t NITEIRE N RH
system
human resource inventory me- | A JJ G5 AL 5% NIy &R R B
thod
human resource legal system | A 77 BEJVEHAR R NITEIRIFEE RS
human resource localization | A JJB5JE ALK NITEIEAEHAY,
human resource management | A JJ 55 YNVA) ¢/ §=gi
human resource management | A JJ 5% Y5/ K I N7 &5 P SR
strategy
human resource outsourcing | A JJ B IRE FEAMD NI &JEAML
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human resource plan N 3B FR) N1 & A E
human resource planning , | A JJEEJEFLKI NJTE IR #
HRP
human resource practice N D3R SR NVAN ¢85 v
human resource professional | A /155 %L AE AN&EEZER T, NE
competence T B eI e
human resource recruitment | A JJBJRIAIE ., ik YNVAN - ¢/ EisE A LI
and selection
human resources N 15505 NITE U5
human resource scorecard NABRIE TR NIT&WEE =
human resource service pro- | A 77855 R4S HEAL R Ny &R Mg R
vider
human resource specialist N8R 5 NITEIREA, NTEEHEK
human resource strategy ma- | A JJ 5 YR Gl B& KR N 77 U5 SR
trix
human resource structure N1 IRE NITE IR A5
human resource supply NN 8)5 6 N &la s
human resource training NSTEIRE NST& IR %H
human skill NG T:1 NBEHife, ANBEIEHRE
hygiene factor (RIS EN TR g I8
I
L A PN a8 B 4
identification-based trust PAIA R A B (145 AT DAGR [F] 2 B (R A5 AT
illegitimate political behavior | AN IE4FIBHEIT N AN IEEMBURAT &
imitation strategy AT SRS A7 A
imperial examination b2l o 1
impression management EPRAE ENRE R
in-basket test O SCEEI B N SCER S
in-basket training W25 AN CEIBR
incentive pay PR 5% B4
incentive plan 4wl ) A R
incentives " OHEL@F
incentive wage system R T 5% i HE Tl
incremental change it XA i U5
indirect compensation Vi) 422 3 T fei] 42 7 T
indirect financial payment [ 422 A 55 A T fei] 2 e U 25 R T
Individual decision making NN i B o
individual difference MEZS AR R, (8525
individualism PMAEX (EPNEEES
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individual retirement account | > NiBARIK F NIBRIR S
industrial relation 5 R R & RIF
informal channel JEIEAE E R IEAE E
informal communication E| N1 SEawabtil Ak 1IE A E
informal group [ N JEIEAHERE, JE RS
informal organization JEIERHH 3 1E X AH A%
informational role = REAE SEMAT
information filtering {5 Bk & A 8
information overload 15 BB 5 IR
information sampling model ERSNIEES it B, AR
in-house development center | P I & Hl PN 5 Fee
initial impression F—HR HEER
innovation strategy B GRS R S
innovative change BIE AL 5 R 5% 5
insititutionalism NI ik
institutionalization (ENiilEee Eaiged
instructional design At B
instrumentality THM TR
instrumental value THREMMME T EMEE
integrative bargaining BEARHA G AFRHA
integrative negotiation Ha RH a1 GRH
intellectual capital BT HEEAR
intelligence 7 &
intelligence test (AR Ly E=apillin
interactional justice BN HEAIE, HENER
interest group ) 5 A4k ) 2 [
interest test vag LM ETSS gl
interface hierarchy decision- | 2 [ /2R WY S 1 g A R AR
making model

intergroup conflict resolution | #5HF A R A P RE RS E R, S S

FfRIR

intergroup development PSR R PSR, Bt

intermittent reinforcement V) 1 fi] B 3

internal attribution WEIH INTE S

internal consistency P — 2 P — 2

internal consistency reliability | PN #—%{5 N — (S B

internal environment of human | A 77 %8 N #4858 NITE RN FRIR S
resource

internal equity WA B A

internal locus of control % N A%

internal recruitment s B R

internal source of candidate REYNP 3 NEYNIE

internal validity PN AR AR
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international human resource b N B B BRI P

management
international labor standard b 57 ) B 5% THER
international organization 1IAERAN RE& 1 4H A
international recruitment i [ASTEE S
internship 51| HHE
interorganization conflict ZH 2R ) i 5% AL 4% [ 17 R
interpersonal communication | A FriAid PNG3: 5]
interpersonal conflict PNGREIEN PNESITEN
interpersonal relationship INS S NS
interpersonal role NFrsat NEEA
interpersonal sensitivity YNNG NG 350
interrater reliability W EIEE R SR, SFEE G
intervention N AN
interview Tk g
interview evaluation R VP e
interview method TR V2 [lE37S
intraorganizational bargaining | ZHZR PNk AH A% YRR A
intrinsic motivation P E B N FE SR
intrinsic rewards P AE 2l N 7E B )
intuitive decision making HIa R IER /N
investigative type it A LTl
involuntary separation BBl B 3F E R,
item response theory T H RSB 1 HE R EH R

J
S PN a8 B %

JCM (=job characteristics mo- | T AE4F{EAR Y TAERRERIAL, TAERRHEAR

del) Fa
job analysis WA 53 TAE Y
job attitude TAERSHE TAFRESE
job characteristics model, JCM | L{EHRFEREY TARRRERAY, TARRRER
job classification A= TAE ¥
job classification method TAE % TAEHEE
job classification system liY VA7 XN OTER RSO TAED I

il

job cluster TR HE TAERE, TAEREA
job depth TARREE TAERE
job description AL Hdk TAERRYIE
job design BT Bt TARaRH
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job diagnostic survey TR 2 Wil TAERZ e
job enlargement TAEY Rk TAEHE R
job enrichment THEFE TAEEE
job evaluation TAEVEY TAERHAE
job factor iAY DA TAFESR
job family HRAT Jik TARBSE, TAFBR
job grade TARESE TAFREE
job identity TAEINE TAERRE
job insecurity TAEAZ A% TAEAZ A%
job instruction training TAEHRZEI TAEREISR, TAEBCEIAR
job involvement TAEBA TAEBN, TAEEA
job knowledge test Ml 55 IR AR R B
job morale TAEES TAEE4
job orientation NIRRTEE I AR BT R
job perception TAEFRISE TAEFRIS
job-point accrual model iR AG =S et OTAEMED REHRAIQ TAE
7 Btk
job posting TAETKR: HE s A A
job ranking system NI HET 248 OTAEHT 251 @ TAEHF
il
job redesign TAEF®IT TAEP T
job relations TAERR TAERR
job rotation JiRY VA TAEd
job routinization i A 4 TAEBIT 10
job satisfaction AR E OTLAEm @ LA 2
job satisfaction survey TAEW R TAEM S
job scope TAEVEH T AR #[E
job sharing TAER = T AR5
job simplification TAEfEIL TAERL
job skills test TAEHREI 55 TAEHRER S
job specification TARAEHRER TAEHS[ K]
job structure TAES5H) T AR
job subfactor TAERBEZR TAEFER
job training partnership act PO ER N PMETE R TAENBRAS L%
Johari window Trng B JE A AL
K
S X B % g B 4
key job FEUEHRLT fof] SEIR T
key performance indicator, | KEEGRIEIR o8] SR A B A
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KPI
key success factor, KSF KRR ITAR 38 S DI AT 21
Kirkpatrick’s four-level model | £} [KEF I RRE PEAN AR OFFFNBR BT ALQ
of evaluation AR B AR E
KM (=knowledge managem- | Z11HE S
ent)
knowledge-based pay system | &1iH T8 ] & ORI LB H7 1] B2 @) ek

knowledge-based trust

PAKITR St )15 A

ARG A REBE A5 AE

knowledge management, KM | K12 S B
knowledge worker FHRAY 51 T IR AR
Kotter change model FHR AR B AT © o] R 5 A 1Y ) fo] i 5
R

KPI (=key performance indi- | <8GR FH bR B8 SR A LR AR

cator)
Krumboltz sociological theory | JE [RAZJE R E #L 25418 e ER IR A 42 A ey S P iy

of career
KSF (=key success factor) | FEERINHA =R 98] S P D AT 2%
Kuder occupational interest | JEfEHR Y 205 o S LR R

survey

L
gL A X b % g B 4

labor contract 57 8 & [ IR
labor cost 5780 A BN A
labor discipline i shal i SENALE, 55 TALE
labor discrimination 57 ) B SENIAR, 55 Tk
labor dispute E e e LENFER, 55 LT
labor insurance 55 Bl ORI S ENRFE
labor law 5 i EoL UDPS
labor management 55 Bl PR SENE
labor relation HAKRR SENRIR
labor relation consultant 57 8 5% Z it 1] 25 T BAR
labor supervision and inspec- | 37 &) VB KA 25 8N B Bl A

tion
labor supervisor 57 5 I 52 R SEIEE R
labor turnover 57 81 )1 BN 25 TInEh
labor union I T&
lag pay level policy it LB KV BUK IR BB KEBR, FEOHT

& KHEBUR
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lateral communication bt il MR EIE, KIS

lateral skill path T [ 45 RE R AT R RE R AR, K HUERL AR K
(LS

law of effect R4 Ve e

layoff fife s #H A

leader behavior assessment SUFAT NV QHIRAT Ryt EE

leaderless group discussion TR TN T 18 BT RN R

leader match training
leader-member exchange theory
leader-member relation
leader-participation model
leadership

leadership competence
leadership life-cycle theory
leadership style theory
leadership substitute
leadership theory

leadership trait theory

lead pay level policy
learning curve
learning-goal orientation
learning level

learning organization

least preferred coworker scale
lecture method

legitimate political behavior
legitimate power

leniency error

level-5 leader

Lewin’s change model
lexicographic strategy

life characteristics questionnaire
life-long employment
life-long learning

line-staff structure

lockout

locus of control
longitudinal study
long-term orientation
low-context culture

lower-order need
loyalty
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machiavellianism R T X PEART 3= 28
macro organizational behavior | ZZ M ZHZ4T N T A ARAT 2
management by objectives, | HAirE I HARE

MBO
management development EHIF KR (eSS
management function E IR E IR
management game (EEEN53% T 8K
management incentive plan BRI AT &
management inventory EHNA B R
management position descryp- | & FEHRA ik v P R A

tion questionnaire
management reshuffle R B TRRE R, B PR Y

#H

management role BT B
management science R (EEETRE
management skill B R I RE

management training pro-
gram, MTP

mandated benefit

manpower check

manpower policy

man to man comparison me-
thod

market-based pay system

market pay information

market pay line

market price

Markov prediction model

masculinity

massed learning

matrix structure

MBO (=management by objec-
tives)

McClelland’s need theory

mechanistic job design
mechanistic structure
mediating variable
mental ability test

BN ZRRAE

R EAEA
N1
NITER
N 7= 757

T 37 5L HE 7 51 il
[ERZE SRS
3737 5% h 2k
[iERZ R/l

Ly R AR TR AR

S A A )
FErhaes]
FE RS
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HUZHRAL e ik
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TR EAEF
NI HE 5,
NITBUEK
YNEYN A 3PS

T35 HE i

R E 8 Fi
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T B

TIPS LEORTIPN
TR
FAEACRT, Bl
HHESH

e e At A

HARE

AT R, 2
oA 75 SR B
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mental analysis OIS T ORI
mental model DR O
mentor T A
mentoring program ' AiHR R AE il
merger It i
merit pay AR BRHTE
meso organizational behavior | HALZHZIT R B AT 2
meta-analysis TCA T 1Bk i, ST
method of evaluation PN T R EWIRES
Michigan leadership theory HHRGF IR VAR S
micro organizational behavior | fl Al ZHZ4T K T AR AR AT 2
midcareer crisis stage HREE FR S FE ALY B HERVEE F 31 i B RS B
middle manager R E Hh S B
minimum wage R Tt RILTLE
Minnesota multiphasic per- | BIJEF5ik Z AN 7] 45 B JE R 1 2 AR 1 R 45, BH
sonality inventory Je#RIEL EIEIKER
Minnesota satisfaction uestio- | B JB Frik il & 045 B Je s i = [ 4
nnaire, MSQ
mission fiiiy fiidm
mission installation allowance | H Z= Nk Hh ZE R
mixed standard method TRA IR TR A ERAEVE
moderating variable ZEPPAEL T-HESRIH, SHETSEIH
mood DI L1
moral philosophy TE A T8 pl 7 2
motion and time study BIAE I [T 5T BRI A 5T
motivating potential score TR RE 73 4K PR RE 7> 8L
motivation OBHLEA OBHHEQWE
motivational design b B AT S RS WA TAERR AT
motivational theory b IEE VR R, B R
motivation-hygiene theory WURh- PR E 10 WUEh- ORI B, & RO SR
motivator IS ES b IPSE
MSQ (=Minnesota satisfac- | B JEFrikifi & 745 B Je i i = 4

tion uestionnaire )

MTP (=management training
program)

multiattribute decision-making

multilevel theory

multilevel theory of team deci-
sion making

multimedia training

multinational organizations

multiple communication pat-
tern

EHUIZIREE

EZLTIRS
Z /K FHIL
ESYNEINTS

ZUEARER
5 [E 1 44
% [ 7R JE R

& LB R A

ZRFREORR, 2 B TERK
O J& R HH % & AT FT
[P B TR 5K 22 J i

% gEagl R
P EAAY, 2 AR A
% HiimE T
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multiple hurdle model % H k% % H ik
multitrait-multimethod matrix | 2245422 77 =5 EZ TP Ay s o]

Myers-Brigg type indicator

31 IR $7 - A LA S SR AL

AiAi TR ER, 2

2R XA ER
N
E X i 4 8 B 4
nAch ( =need for achieve- | Bl 7 2 B 5 2K
ment)
nAff (=need for affiliation) | JHJ&75%& b JB 5 K
narcissism ERN Ep
need assessment R TR, FREFAL
need for achievement, nAch | Ut & B 5 2K
need for affiliation, nAff I 7 Hn B TR
need of power, nPow ) 75 % RES 1K
needs theory D oK B Gy
negative affectivity S K [ R
negative reinforcement UG Ak
negotiation s iz
network career path PR IRER M 2% 1% AR B A
network organization I £ 2H 21 AR A
network relationship FESSA A% 1R
neuroticism PREE J5 51 1) PRAS A )
nominal group technique 4 SRR ARG
non-compensatory strategy AERMEE G A Al 1 SR W
noncontributory pension plan | JE3: [FIFEHGEIRETHKI IR E T 5T E
noncontributory plan AEAT PR IR G 1R JEPE G &
nondirective counseling e T NEH B[R SR
nondirective interview E =R EATIREY e 51 AR
non-financial reward AR 0F 55 14 A T Ve 5 755 1 S T
nonprogrammed decision L FE Rk
nonverbal communication S| SRS Rtapiil eGSR, JEESCEE
normative commitment T A v vk IR
normative decision theory a1 o S VR S B
normative model T A A Fo S AR
nPow (=need of power) By 5% REJ17EK
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objective test D5 B B
OB ( =organizational beha- | ZHZ1T N AHARAT 2

vior)
observation method Uk =SS g
occupation Bk S
occupational adaptability HROb g eSS
occupational choice AN virt 22 eSS
occupational disease B eSS
occupational environment iANIE2 8275 B e TR
occupational expectation TRV A &S
occupational guidance Hk 455 R 5 i 1
occupational health regulation | 75zl A7 HH W ST AR R
occupational mobility iR 2] e D)
occupational prestige Hb B 3!
occupational safety and health | HRMb %24 T AE BRI € 22 A A Bl A

training
occupational safety regulation | %7 &% 4=y5 50N 2 22 ik Bl
occupational stratification AN € 18 ) 10
occupational stress TRV 7 e Y]
OD (=organizational develop- | L4k J& A% R

ment)
off the job training it = B Il TAE R AR, e 51 R
Ohio leadership theory Wz BB RZ MBS G,

OJT (=on the job training)

on the job training, OJT

openness to experience

open system

operant conditioning

opportunism

oral examination

organic structure

organization

organizational analysis

organizational behavior

organizational behavior modi-
fication

organizational behavior, OB

organizational-centered career
planning

organizational change

FERRER I, FE BRI
FERRER I, 72 BRI
X 06 () TR
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PR AR %A S A
Pl
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AHLAL

HH

HL M

HLUT R
HLUTRHFIE
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LA Z 0 ot A HRME R
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BT 25, AT A
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organizational change and in- | ZH 2148 & 5018 AHL A% 5 A DL AR
novation
organizational citizenship be- | IR ARATHN AR A RAT 2
havior
organizational climate LR AR, AHASR R
organizational commitment HH LK AR AR
organizational competence ,mﬁﬁﬁ “HA%Re
organizational control H 24 A A A 1)
organizational culture ML AR AL
organizational demography HIN IS5 O &N D@ &N 41
0%
organizational design Qﬂ AWt AT
organizational development, | ZHZ1k & R %k 9% Fre
OD
organizational development | LUK RHIA AHA% R R
technique
organizational development | 4K JEFH i AH A 9 e T
theory
organizational diagnosis H 2312 W AH %2
organizational ecology QH?HE*M’ 4 4k A e AR
organizational environment ,/\iT AARIREL
organizational ethics H 23 A fry R
organizational identification | Z1Z{iA[A] SHAR R )
organizational inducement ML 5 AH S
organizational inertia HLUHE SHARTE T
organizational justice HANIE Sk /AT
organizational learning HL 2] AHAREE
organizational loyalty ZH 2 Bk AH 4 R
organizational memory QH SISV AHARECIE
organizational objective HELH bR AH 4 H AR
organizational performance ZH g A %A R
organizational political beha- | ZHZBHEIT N AARBURAT &
vior
organizational politics ,/\Eﬁl/m “HakBrs
organizational replacement H 2R IR 42 1A RH AR $2 5
chart
organizational reputation HL A S 2!
organizational routine fﬂm'bﬁfﬂ AH AR AE 1
organizational size H 2 FAR AR AT AR
organizational strategy H 2 I AH % s s
organizational structure Z/El T Ak Ah
organizational unlearning Zﬂﬂlﬁ@ A4k et
organizational vitality index, | ZHZ375E 14651 AH A ) TR AR
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OVI
organization chart Z/El 45Ky AL A4S
organization culture HZ Ak Ik Y
organization design Qﬂ 2N any AH AL
organization environment H//\H 5 AHARBREY
organization reward HAHL ) AH % T
organization size //\%M‘% AH AR
organization socialization H 224k sHagrt e i
organization structure Z/El G5y AHARAERE
organization technology HAHFAR AH AT
organization theory QH//\ it AH 4
orientation training ANHREEI 8 A1l R
outplacement bl 2z & T SE 0 15
outplacement assistance T4z B R ER S B
output 77 H JEE
outsourcing A, A
over-confidence o EAE WA
overtime cost JIIIEZE5'%N INPERCA, R A
OVI (=organizational vitality | ZHZ375 /14851 A A ) TR AR
index)
P

E S NI G
paid leave Gig [N Gig AN
paired-comparison method Bex A% HiC 3 bR
parent's socio-economic class | F AL B Zﬁﬁéifzwﬁb%&
participant diary z5XTEHE SHETEHE
participating Z 5401 2SI
participative counseling Z 5 X% 2 B R
participative leadership Z 5 A 40 el
participative management ZHEM 2 B U
part-time work HEHR TAE TRy TAE
paternalism U ES AHEF 2
paternalistic leadership F A A FRAHE
path-goal theory % H AR E IS PRAK- B AT 5
pay ik A
pay card TREEH HAR
pay cheque THEE B E
pay compression T8R4 it A R
pay-for-performance system | S350 BIEAH
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pay grade B g B A S
pay level ?f?ﬁUKEIZ HrE oK
pay mix system THIRA TR & il
pay overlap B B HRAE EHIk B A A Bk
pay policy line I%‘E&ﬁ’i?ﬁ BB BURAR
pay range I X BRI, Wik
pay rate adjustment R =R l}ﬁ kit HrE R
payroll analysis T8 5T HiE
payroll form TR B m
payroll fund T4 HAREE
payroll system THREHRSR & R
payroll tax T8 sl HEm
peer appraisal 7] 2% 1% [ 47 25 %
peer rating [EEAA Ry [ (75 P
pension benefit IRPRARF IRPRAE 42 4 )
pension plan IBARE TR BRI GETE
perceived organizational sup- | 20237 FF & AR SCPR IR, FnSE A AR
port
perceived risk TR SR IR SV () JE
80 percent 2/8 JF 80%3%:H
perceptual bias S A 22 S i 22
perceptual defense S B A0 yalk AYEEn
perceptual-motor job design | Kz BT SR EE TARRRS
performance SR A
performance appraisal SURVHAL R
performance appraisal inter- | ZiRCPPA IR S R TH R
view
performance appraisal princi- | G4 7 1) B R R
ple
performance assessment SUBHT BT
performance-based pay sys- | ZiRL L5l (DAE B LA 7 8 | FE QAR 3K
tem B G R4
performance bonus G BUNALR, SsEs
performance feedback gy QB SRR m e
performance-goal orientation | i34 H A5 517 AR H AR R )
performance management SURE sE
performance management sys- | Zi 30 HAR R OFRE T RSB RE 2
tem il
performance measure SN & 75 O AT R T & T

performance monitoring
performance-reward linkage
performance share plan

G
GO R A
SR Stk
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performance test P REM BRI
perquisite ARG S RE
personal identity FriNE N5 58 5E
16 personality factor question- | 16 Fh/™1H: P52 46 WAV DN IS
naire
personality hierarchical model | ME 2 kAR A8 Jg AR Y
personality-job fit theory AN TARICECER 12 flE - AR B o, M -
A T T Ry

personality test
personality trait

personal power

personal requisition form
person analysis
person-job fit

person-job-organization fit

personnel adjustment
personnel administration
personnel archive

personnel assessment
personnel control

personnel management
personnel replacement chart
personnel selection
personnel test

personnel transitional matrix

person-organization fit

phased-out model
physical ability
physical resource
physical withdrawal behavior
piece-rate pay plan
piece-rate wage system
pilot test

placement

placement chart
planned change

point method

point system

policy capturing
political behavior

ANV 56
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political skill Bratiee BrRne
polycentric orientation Z [ 0 F A Z B rpe 5 )
polygraph test RS E =Rl
position HRAE B AL
position analysis WA 53t W A7 43 A
position analysis questionna- | HRAZ 73047 ) 45 OWAL 73 # [ 5 @ B 7 A

ire [HERFS
position class HRAT 552 Al
position design iR DATans W7 st
position evaluation iRV AR ) W A7 A HE
position power HRAZAL HE 7
position promotion system HRAT 1 A= PAH
position title HAFR i
positive affectivity TP I 1E J7] 5 1K
positive organizational beha- | FRAZHZIIT N 1E [ AH AT 25
vior
positive reinforcement 1E Ak 1E5Efk
post-test Ja il gl
post wage system SRRl B T i
power A} HES)
power distance BT HEES i WALEL:
power tactics W1 RE 1421
practical intelligence ST TR
practice method SR T B THAE
predetermined allocation bonus | T4} %4> TES 4T F)
predictive validity TR 5 TEII K
premium plan W4 1l 4 1l
pre-test A R
primacy effect LSRN WILERR, WIHARCER
proactive personality FBh UGS
procedural justice TR A FERIES, AL
process conflict VS RUIEN FEAE R
process consultation TR & Pl i
process-oriented organization | i FE 2 1 pliy EEATER S
process reengineering ARG ARG
process theory U iy IR P
production-oriented leader A R R A S AE S A) fY SH IR
production transfer AP ) A TR, AR AYEH
productivity A=) HET]
productivity measure and eva- | 4277 S & 5 1ML RS A2 D B BTG R A
luation system, ProMES
professional certification HRAV B AIE 1S LS it
professional ethics AN ELE: LS Siipe
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professional liability insur- | BRMV 53T £ HESE AT LB

ance
proficiency test AL 5 TSR R B
profit sharing and cash bonus | I 4741 W4l
profit sharing and stock bonus | & 5% 741 BSR4
profit-sharing plan FE 7 ) My it E
progessive discipline gk TR e 2 R
programmed conflict THRIE 5 BRELIEXITEN
programmed decision (e RERPS il ke
programmed learning T2 BANEE, T iEEsE
project iH HE
projective test L, Eeinpill
project team S REIN THH MR

ProMES (=productivity mea-

sure and evaluation system)

A TR SV RS

A T R SRR R A

promotion It Wil
prosocial behavior ST N FAEAT R
prospect theory RS EEshtiE P et
protean career 2 E % U
proximity error Bl Bl ei %
psychological attachment AR AR Lo BRAR B
psychological capital OHETEAR DIFEAR
psychological contract LR LI LY
psychological empowerment | /C¥EHZAL OFRRRE, OFERE
psychological ownership OHEFTARL O HREA K
psychological safety O H 4 DI 4
psychological test TSN Es IR
psychology i PR
psychomotor abilities test B BERE ST O HENERE 7R
psychomotor test O HR BRI O ERENVEHISE, + ARG
psychosocial support F o EE SRR e O CRR
punctuated equilibrium model | [&] 732777 HET AT, BTSSR
punishment b oSl iz &
pygmalion effect LY % H G HEUE
Q

S NI a8 B %
qualification iA0] FER A%
qualifications inventories (AR BIRIEH
qualitative method SEVEE SEPEE
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quality circle it Jot Pl i P
quality of work force NHER NIFEHE
quality of working life, QWL | TAEAEJE & TAEAEE
quantitative ability R AL RE S
quantitative method ERIE JE A
quasi-experimental study SIS 5T B BRI 7T
questionnaire i) 5 kS
questionnaire method I 457 HESRFS
QWL (=quality of working | T{EEJ% & TAEAE
life)
R
O H PN a8 B 4
racial superiority TR A B IR R P J
radical change RA AL T A
random error BEAL IR ZE PERE AR 2
ranking method e He i
rank upgrade system 2 HE 55 5 T 1
rater bias EAVER IS ELVER P
rating scale FHER S B
ratio analysis e Z oM e Z o4
rational decision-making model | {4 e 56 AR FRPE RS AR
Raven standard progressive | Fiij SCHRAE R I LG Fi S PRAE 4 [ T4 2R
matrice
reaction level S NEIK- B JE IR
reactor NS X EE
readiness of training HIHE Al 08 ) Y A R
realistic job preview RS TAET IR TAETHE
realistic type SRy TR
reality check IS AX EEM
reality shock szl BTNyt
reasoning ability HEFERE {1t
receiver s B, WGEl#E
recency effect IPlRAEN RO, A AR
recency error IR I RER 2, WETRR 22
recruiting scale (S E(EE-S-
recruiting yield B HE BEEHE
recruitment A H5
recruitment and selection I 5%k A 5 BTy %
recruitment optional program | A& TR RIS TR
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recruitment plan FRE LI EEE S
recruitment process HEET A5
re-employment R e H
reference and background in- | 15 5 TORMHA Y gk A

vestigation
reference group A S
reference point Z R 28,
referent power Z AL 2 M HE
regiocentric orientation X3t 5 1) [ 3 e S )
regret theory Ja M E e B, IR
regular wage E L5 BT
regulation of human resource | A JJ %S HE LA NI TG UGS BEHL
management
regulatory-focus theory W R B SR AR B
reinforcement SR, gtk M58
reinforcement theory SRAL IR SRAL PR, MY ORI
reinforcer SR SEAEY), HE5RY)
relatedness need KATE AR K
relationship behavior KAATN BARAT &
relationship conflict KRR BAARTE R
relationship network KEAM 1R A94%
relationship-oriented KEZZI EERERCA
reliability B (B3
remedial transfer RO BN TR E), AR
remote training EFERLI T R B A
repatriation RIR EEas
replacement cost UNUAE= %% BHiA
replacement transfer B iRz BACALGHE), B AL
representative bias REE A 2 ﬁi‘?‘ﬁf)ﬂiﬁ
representative participation REZ2Y RFE2H
research and development team | ff 2 [41BA TS X
research design i ans Wtk
resignation FEHR Rl
resistance point Pidb Al EREE
resistance to change AR EH 7 SEHTH T
resource-based theory FYRER BRI
resource dependence theory | BXIFAKHIEE 1S BRI G
resources e/ B
restraining force A W) KWy, ¥ fﬂﬁ?J 73
restricted stock plan PR ] 28 s S5 1K) P A1) 20 i 52
resume fl 1 J& JE
retirement BEZAN BEZAN
retire system IR PR BE IR PR BE
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reverse mentoring AEEIeSS s e
reward power HFR HEERE, AETHRE
reward system Lk & DHETH 2R 58 FEH | 2
richness FE EEE
risk A JE i
risk aversion ARG PR JEL g R, L e
risk preference AL i 4f L o s 2
risk shift IR 7% RO JE RS
ritual &5 X
Rokeach values survey YA EM A AR oA EEB A
role At e
role ambiguity A B B
role behavior perspective AEAT M A AT R RS
role conflict PR A EER
role expectation e e
role identity FAEINE AERRE
role overload R o
role perception bRyt o AEmnE
role play B By
Rorschach inkblot test L= 5373 Lo A B o SR TE PR
rotation a1/ i
rotation training R iy ) 1| 0K
S
L A X K % 6 B 4
sabotage ISER BT
safety need YA AT R
salary Hr ot HiK
salary continuation plan S NES Bk AR E
salary-only plan BBk st H
salary-plus-bonus plan B et & nse &5t &
salary-plus-commission plan | ¥ %54 411X &I E
salary survey Eo ARl ey HAHA
sandwich technique —HAEOR =AM
satisficing decision model T R SR ALY TR, TR IR
Gt
satisficing solution = A T fif
Scanlon plan Wrxte it SR BERT
scenario analysis 5 AT (R
schema HEe Y
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scientific management B P T

selection IR Loipe

selection decision TR P BhIIRR

selection ratio bk S TR, WIEER

selective hiring PR B IE VAR 5

selective perception RN pEIEES L TIL

self-actualization EEIE S H g

self-actualization need EE RS HILEHFER, BREHT
e

self-appraisals method EESA2E RPN ARk, HIREFZE

self-assessment HIRIF EEieE

self-development HIRK & H Ik ik

self-directed search AL R I & HIRRER

self-disclosure EE €5l EEi%iz)

self-efficacy EE RG] EEiqiAERR

self-esteem EEH H&

self-fulfilling prophecy EEANE AR HILEEMTES, HENE
NS

self-leadership EEEIE EERR

self-management H e H e

self-management team EE&=s=AEi[UN EEE=g=E

self-monitoring EEFiE H R

self-perception theory EE§ 5 ety H R0 2

self-reinforcement H IR Ikl HIRIY 5

self schema EESE. EEIE 3

self-serving bias H F R 55 1 22 H R s 22

selling HER T HESH LRI

semi-structured interview e 25 F A4 T 4 AL TR

seniority pay A/ MY EUHE

seniority wage system T T T D]

sensitivity training BB 25 UK EE B 4k

sensory memory EILZ RERLIE

sequential ranking method i kA NEFF HEB )%

servant leadership AN PN R

service center R 55 Hls kA% Hhts

sex-role stereotyping PR 2R BN 3R RIS

sexual harassment PRI P sk

shared leadership T 7y USRI

shared mental model L AR Y LA OREBIAL, O
=

shift transfer YL B e E), WP

short-term memory YR AT VA T HIRCIE

short-term orientation T A 1m) R R
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similarity-attraction theory FHABAE 5] BE 2 FHABAIR, 51 BH Gy
similar-to-me bias ABAFR AR 22 BAFR AR 22
similar-to-me error AR AR AFRER 7
simple ranking ] SRRk i APk
simple structure i B 45 44 i HL A%
simulation EDN gt
simulation training T SRR T A 4k
single-loop learning FAEI ) Leplolich 3
situational attribution A= 17 5% fi
situational interview 1 SR 175 52 HT 7K
skill-based pay e Lot eI B &
skill blocks model PR BT OF AT [ AR Y QB Ay 5 A

B
skill inventory A A EE S FReRE %
skill training e Ressil Herenl sk
skill variety HRe 2RI e 2Rt
small office & home office, | KJE TIE= KEETAE=
SOHO
SMART analysis SMART 4417 SMART 4 #1i%
social capital TR EEAR
social comparison theory to te e Fhar LR A
social decision schema ek K e RS E A, R ek
L
social desirability FE RV R, A
social exchange theory PRk s L L7t AL BEE
social facilitation PR ichei % A e RIENE, iR
social identity theory Zan N [SiB i FEE R E B
social information processing | #+2x{5 B0 T e EaEEE s, HEE
model AR FE AR Y
social interaction e HE) #E )
socialization ot e
socialized charismatic leader- | #-21b%k /1415 FhEr b )4
ship
social learning theory FaR = 2B B am g LR
social loafing FE2x N BUSN, panllicifi
social network Z e BES ano il
social protection program PrbE TR e R TR
social psychology fh o FhEr A
social responsibility 2 FHE R AR
social type FEAE Y FEAZ Y
socioeconomic model of deci- | R TK )2 HF AL AR Y ORIE 4 B BB @7k
sion making F A
socioemotional role e Mt eSS A
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sociotechnical system theory | #E&H AR RGH L T RET R
SOHO (=small office & home | FKJE TIE= FRETAE=
office)

solo brainstorming FRph S i X EEE4I=pAY €L 3PS

Solomon four group design JI % T TR et Jir & P VU B A R A T

SOM (=span of management) | & HEIlE & EPRNEE

SOP(=standard operating pro- | F#E/EMV RS FRYEAE SR
cedure)

span of control 25 | M R 25 il 1 B2

span of management, SOM | & LI & & PR AL

specialization Lalkth Bk

special performance recogni- | FFERGTROA R 11K eIk G st &
zing plan

specificity LEtt BB

split-half reliability PrpfE PrpfE

spot bonus SN 2 By 8 4

staff turnover A T RGHRE OA THEBO AN BiH)

stair-step model H B AR Y O T P B0 15 784 ) 7 T P& A5

A

stakeholder I EiAH MERBN, FlaBEA

standard hour plan P vHE A B[] PR TIRs |

standardization FrifEAL L

standard operating procedure, | FR{E/EML L FRYEAESE AR
SOP

standard rating scale method | FrfEiTE ERVE FEAESF R R

standard wage rate FRifE T % BT ER

Stanford-Binet scale WA —E R ER HPHE— R ER

status HiAL Hitfor

status characteristics theory HiAEREAE EE 1R i A7 R B

stereotype ZIBR EN SR ZIBEN R

stock option Ji SRR JI SR I PR

strategic compensation plan | fi & Hr 1Ll TR W 357 T aT =

strategic contingency theory | fi S EUAZ FE i S VA S
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