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Abstract

With the in-depth promotion of the reform of the power system, the introduction of a market
competition mechanism in the power industry, and great changes have taken place in the mode of power
enterprises from organization to operation and management. China's electric power enterprises are large in
scale and have a large number of personnel. The internal personnel system is relatively complex. The
quality of talents is uneven, and the old salary system can no longer adapt to the development of the times.
An effective and reasonable compensation system can not only retain excellent employees, but also
promote employees to actively realize their potential, use human resources as capital to bring more
economic benefits to the enterprise, create more economic value for the enterprise, and enhance the
business vitality and competitiveness of the enterprise. The establishment of a scientific and reasonable
salary system also provides a corresponding foundation for the long-term development of the State Grid
Corporation in the future.

This article refers to the research on the relevant literature on the compensation system at home and
abroad, combined with the examples of the State Grid WP Power Supply Company, uses the form of
questionnaires to understand its deeper internal problems, and designs a salary system suitable for practical
application. Starting from the concept and basic theory of salary management, analyze and study the
company's current salary system, design and issue questionnaires based on the facts, and collect
information such as the opinions of more than 300 internal employees on the implementation of the
company's current salary system. Through visits and surveys within the company, the results of the
questionnaire were statistically analyzed, and it was found that the existing problems were low employee
satisfaction, poor internal fairness of salary, no incentive effect of salary, slow improvement of employee
performance, and lack of dynamic changes in salary management. After further analysis of these problems,
it is found that the main reasons for the problems are that the company's compensation system is too old
and lacks flexibility, the mismatch of people, the defects in the performance appraisal, and the
backwardness of the management concept and the lag of the management system. After that, combined
with the analysis of the current situation and causes of the salary management of the State Grid WP Power
Supply Company, redesign the company's salary structure, combine the human resources value, post value
and employee work performance, adjust the fixed floating ratio, re-evaluate the post value, and improve the
performance assessment; optimize the post salary, control the total amount, and adjust the settlement.
Construct, highlight positions, strengthen incentives, redistribute the internal relationships between

different professional positions and ability and quality employees within the unit, and moderately widen the



gap; break the original performance wage composition, build a new "internal model market system +
peer-industry" salary model, introduce an internal simulation market system, and use the "internal model
market" The system and mechanism of the "field system" and the assessment mechanism of "inter-industry
benchmarking" strengthen the incentive effect on grass-roots employees. At the same time, the optimization
plan is designed to implement safeguard measures, further deepen the application of the optimized scheme;
adjust the promotion mode of employees, open the promotion channel, increase the type of promotion,
change the form of promotion, and improve the possibility of employee promotion. and establish a
supervision and guarantee mechanism for the new compensation model. Take multiple measures to
optimize the compensation system of WP Power Supply Company of the State Grid in many aspects.

The core and key of human resources management is compensation management. A scientific,
comprehensive and operable compensation management system can greatly optimize and improve the
potential and efficiency of employees and create more economic benefits and performance for the company.
This study has made targeted adjustments and optimizations to the compensation system of State Grid WP
Power Supply Company, aiming to stimulate the enthusiasm of employees, stabilize the company's staff,
play the role of human resources management, promote the achievement of strategic and change goals,
reasonably control the company's labor costs, and improve the company's efficiency. It is hoped that it can
also provide a useful reference for the optimization and reform of salary management of county-level
power supply companies of the State Grid.

Key words:State Grid; Compensation system; Internal simulation market; System optimization
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