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Abstract

In modern society, compensation is of importance to not only
healthy development of nation's economy and stable advancement of
society but also stand or fall of an enterprise, it plays a vital role in
enterprise management. Private enterprises follow with interest the issue
on compensation, but they have only a one-sided view about it so that
there are a good many problems on compensation.

Along with time change, the needs of the workers have already
shown the diversified and dynamic trends, The simplex and hidebound
compensation system isn’t as attractive as before. This text take
“heterogeneity” as main line and integrate from core competence and
employee heterogenous characteristic of the business enterprise of the
angle of view commence, Tries hard to analyze result in the reason of
multifarious demand of employee, thus for has the targeted
implementation of total rewards, avoids appearing that kind of enterprise
in order to boss around the talented person, does not hesitate to give them
the extremely munificent treatment, but they certainly did not appreciate
kindness rendered, even leaves the situation which the enterprise goes.

On the China's entrance into WTO, private enterprises received
direct influences from international environment changes, which imposed
a more complex and rigorous business environment on them. In order to
survive and develop, private enterprises have to carry out a flexible
conversion on their strategies and enforce a new mode of management on
place. The coming knowledge economy times requires private enterprises
to accommodate themselves subject to the change of economic
environment and to be highly innovative and adaptable. The evolution,
expansion and carrier of knowledge is human, so human resources is
never considered such an importance and became a source of durable
competition advantage taken by enterprises. Among various factors,
salary.system of private enterprises is a key factor that decides if they can
acquire, motivate and keep talents. As a result, establishing a complete,
competitive and motivating salary system is an important issue for private
enterprises to face in order to maintain continuous development.

The adjustment of dealing with of enterprise's management mode is
imperative, and enterprise management informationization and enterprise
resource plan system (ERP) have moulded the role of the human
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resources in enterprises again, the human capital of the New Economic
era has become key capital which influences enterprise's success or
failure more and more. In modern enterprises, “The management of
people capital” is mean obtaining, combining, keeping stimulation,
controlling, adjusting and developing of the human resources. In this
course, compensation can be one of the most important factors that
influence behavior, attitude orientation, working achievement, etc...So
human resource management has been faced to high reqirement, for
setting up reasonable compensation management system. It's the schedule
that full playying to stimulation function of compensation. Under this
strong current requirement, the author defined the concept of the
compensation again, drew lessons from the thought of the Total
Compensation, probed into some motivational theories at the same time,
offering abundant theoretical foundation for Compensation Stimulation.

Now, there are a lot of problems of salary system in Chinese private
enterprises. A lot of private enterprises do not have complete and
scientific salary system and the regarding motivating systems. This paper
tries to analyse deep the management of private enterprises pay status to
reveal private enterprises pay prevailing management issues on the basis
of combine the theories related to the compensation and to the
heterogeneity analysis, fully tap its reasons, which will further optimize
the management of private enterprises pay responses and suggestions,
How timely that while employees under the personalized needs of
different remuneration paid, play pay utility maximization. Eventually
raise the salaries of private enterprise management, effective private
enterprises to enhance the market competitiveness of purpose.

Keywords: Private Enterprises, Compensation management,
Heterogeneity, Individualized Demand
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