
Would a Flexible Workforce Be a Better Way for the Postal Affairs Department of
Chung-Hwa Post Corporation?

康智庭、張秋蘭

E-mail: 9510848@mail.dyu.edu.tw

ABSTRACT

The postal service organization of Taiwan has formally changed the system to for the state-operated company since January

1,2003.The postal office will transform for the company shape goal, will be able the original human resources to make a more

effective utilization besides the hope, hoped from company's process, the strengthened enterprise type management, will do for the

postal service enterprise continues forever the management the preparation. In order to achieve policy of the government specified

number of personnel control and promotes the post office competitive ability, in the use elasticity labor force process, carries out the

aspect and the manpower in the service simplifies the aspect all to have the tangible result, but carries out the detail aspect in Postal

Affairs Department the work conformity actually is the question grows thickly. Because therefore, this research take Postal Affairs

Department the work and the elasticity labor force utilization question, does background of and the motive as the this research. This

research hope proposed the Chinese postal service company uses the elasticity labor force strategy, creates Postal Affairs Department

the department working efficiency to change question of and the promotion benefit the difference solution; Simultaneously expected

can propose how lets in the post office establishment the staff and the elasticity labor force personnel, establishes the good

cooperation relations pattern, creates and the accumulation Postal Affairs Department department's human capital together, then

promotes the goal which the post office Postal Affairs Department grows and makes a profit. Outside this research by the postal

service organization Postal Affairs Department administrative unit, contracts , in the establishment the staff, level and so on elasticity

labor force personnel, takes object of the this research depth interview. The affiliation by depth interview understood the postal

service manages the superintendent and really makes personnel's actual opinion and the feeling, and the time can have the more

thorough research discovery. But observes the content including the secondary material the collection analyzes and compares. In

front of depth interview draws up interview the program, picks a pair as soon as to carry on depth interview, finally carries on the

comparison according to interview the result using the blank space law analysis material. This research discovered after interview the

analysis result and the literature collection comparison that. 1. Postal Affairs Department the department at present utilizes the

multiple elasticity labor force, the use goal, seeks with the literature in reduces the cost to have the uniform result. Will not have been

able the strategy utilization elasticity labor force, to cause Postal Affairs Department the department essentially to continue to

undertake the risk. 2. After the use multiple elasticity labor force coordinated mechanism, to each Postal Affairs Department is the

extremely important working routine. Is unable to make the overall plan coordinated cooperation mechanism, creates the elasticity

labor force the inelast@ utilization. 3. At present the post office superintendent only is responsible for the policy execution, does not

strive for victory regarding the work content the solution. And excessively relies on the contract signing, regarding the basic unit

response item, constantly take comforts and evades does as the solution, forms the multiple duty conflict. 4. The hope by way of the

reasonable sign way, does for the solution outside a task and the elasticity labor force staff fluidity excessively high strategy, actually is

unable fme to calculate the cost disparity. So first, with originally hoped affiliation goal which obtains by the elasticity labor force

strategy, has the contradiction. 5. Outside a task with concurrently throws the agency, subscribes regarding the postal bureau decides

the contract content certainly not to have the centripetal force. The post office actually carries out its goodwill establishment in the

elasticity labor force in the result. 6 .The elasticity labor force personnel rate of flow excessively is high, obviously creates the interior

workmanship to drop, the technology is unable to promote, to affect the whole working efficiency. 7. In working condition disparity

oversized, the post office a task and is unable with outside regarding the working condition to make the adjustment. Creates the

elasticity labor force staff point of view the deviation, indirectly affects the workmanship. 8. Because the recent years specified

number of personnel simplified the pressure oversized, frequently because the specified number of personnel simplified creates the

labor shortage working conditions, will need in the manpower the working load extrusion to the work flow.
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