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Discussion on Human Resource Salary Management of Public Institutions in the New Era
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Abstract: In order to ensure the stable development of public institutions in the fierce market competition environment, public
institutions need to constantly adjust and improve the organizational structure and post responsibilities, so as to promote the rapid
development of China’s economy and society and the improvement of economic level in the innovation and development. In
today’s complex and changeable social environment, we should pay attention to the improvement of organizational structure and the
improvement of innovation and development ability, so as to obtain the high recognition of the masses and improve the happiness
index of the masses. Human resource management is the core of the organizational development of public institutions, and its
management effect is related to the implementation effect of salary and welfare incentive strategy in public institutions. From the
perspective of personnel development, each employee pays attention to salary and welfare benefits. In order to ensure that each
employee highlights his own value under fair and good conditions, public institutions continue to optimize the salary structure,
emphasize the integrity and comprehensiveness of the management system, mobilize personnel enthusiasm at the stage of daily
development, and strengthen employees’ ideological awareness and professional ability, Create greater comprehensive benefits for

public institutions.
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