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ABSTRACT

The private construction enterprises have become an important force in
the country's economy. The construction enterprises are faced more fierce
competition at home and abroad since we access to the WTO. To meet the
challenges and the success of the enterprise is the key to how to establish
scientific management mechanism, in particular, how to play on his own
initiative and creativity. However, most of private construction enterprises
faced a large gap from the whole construction industry. Private construction
enterprises gradually revealed levels of force will not receive a relatively
narrow range of knowledge, the overall quality is not high, backward
management system, and personnel system is not quite rational and other
defects.

In this paper, a combination of theory and practice of research methods,
in accordance with the relevant incentive theory, the construction company
from the dawn of the plight of incentive systems and challenges facing the
departure, through the literature available, to explore the theoretical analysis
of the company's incentive mechanism clearly the problems and
shortcomings, combined with China's economic development situation and
specific national conditions and incentives for construction companies
Chenguang model innovation, a system to ensure the effective
implementation of incentive measures, and design a more comprehensive
Incentive program.

The full text is divided into five parts. the first part describes the current
status of China's construction enterprises and its incentive system to build the
need for research to clarify the meaning of, and statement of research ideas
and the main contents of papers. The second part of the main incentives for
the traditional and the modern theory of motivation theory introduced briefly.
Dawn of the third part of the company's inspired analysis of the status quo,
by way of a questionnaire survey to identify the company's incentive



mechanism where the problem lies. Part IV in accordance with the principle
of incentives and safeguards, made applicable to the company managers,
technical staff and a variety of front-line staff incentives. Part V of this paper
to sum up, pointing out that the characteristics of paper, innovations and
shortcomings.

In the course of the study, this paper presents a reasonable performance
evaluation system, perfect binding system, excellent corporate culture to
support the incentive program. The practical significance of this paper is to
establish through the system and improve the company's inspired solutions to
the existing high cost companies, low efficiency, serious issues such as the
brain drain.

Key words: Incentives Incentive mechanism Construction enterprises
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