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ABSTRACT

The Study is mainly intended to probe into how Taiwan's investors in Mainland China shall set their payroll and fringe policies

amidst the vast differences in business climates existing between Taiwan and Mainland China, including notably the following issues:

I. How shall Taiwan's investors set payroll strategies for their subsidiaries in Mainland China? What are the key factors affecting the

decisions? II. The modes and highlights of payroll and payroll management for Taiwan's investors for their subsidiaries in Mainland

China? III.How shall Taiwan's investors set payroll strategies for employees assigned from Taiwan? The influential factors? The

study amends the particulars of payroll modes held by Chang Huo-tsan (1996a) as the key items of study to collect data through

in-depth interviews. Department heads or ranking management officers of twenty companies. Department heads or ranking

management officers of twenty compaies were to be interviewed. The problem structures yielded from the interview findings were

analyzed and enumerated into the following conclusions: I. The payroll strategies and systems adopted in Mainland China are

principally transplanted from parent companies. That is to mean the strategies adopted by the parent companies are the key factors

of internal influence while the labor related laws prevalent in the local territory of investment stand for the key factors of external

influence. Currently so far, there are still no Taiwan's investors designing payroll strategies or systems for their subsidiaries aiming at

the internaland external environments confronting their subsidiaries. II. They design payroll systems for Mainland China

subsidiaries in two pivotal particulars-base salaries and raise, and provide fringe benefits and insurance just as required by laws

prevalent in Mainland China. The grant incentive money pursuant to respective corporate policies. Of these particulars, base

salaries, raise and fringe benefits are most subjcet to the parent companies' influence. Their salary systems have been transplanted

from parent headquarters as well. They provide insurance policies with reference to customs prevailing locally in Mainland China.

Raise is a key management item and periodical raise every year is indispensable under the systems. III.The payroll systems for

employees assigned from Taiwan are mainly intended to bring incentives to encourage their acceptance for an assignment to

Maiinland China. Leave for home trip and care to dependents are the key factors in the design. IV. Variation of laws prevalent in

Mainland China in fringe benefits and insurance will lead to difference in payroll costs from place to place. V. As Taiwan's parent

firms take cost-oriented payroll strategies fore their Mainland China subsidiaries, this forms a decisive modes (Cf. Fig. 5.1,p. 88 of the

thesis). The mode leading to a decision to invest in Mainland China is that the pay rates prevailing in the target destination of

investment lives up to parent firm's salary strategy before they enter various feasibility evaluation. When they comes to a policy to go

ahead with investment, they will set the subsidiaries' payroll policies and payroll management systems pursuant to internal and

external factors of influence. VI. During the interview process, the assignees voiced significant desire to "return to home office"

which they consider would be more important than high pay. But few of the interviewed firms have established such system.

Apparently, such key issue has yet been brought into their attention.
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