
Ratio of Female to Male Employees in Management Positions 

7DLSRZHU�LV�D�SXEOLF�SRZHU�FRPSDQ\��,WV�RQ�VLWH�WHFKQLFDO�ZRUN�RIWHQ�LQYROYHV�KLJK�ORZ�YROWDJH�
HOHFWULFDO�KD]DUGV��KLJK�WHPSHUDWXUHV��QRLVH��RU�ZRUNLQJ�DW�KHLJKW��'XH�WR�WKH�KLJK�SK\VLFDO�GHPDQGV�
DQG�RFFXSDWLRQDO�ULVNV��VXFK�ZRUN�LV�SUHGRPLQDQWO\�XQGHUWDNHQ�E\�PDOH�HPSOR\HHV��$V�D�UHVXOW��WKH�
male-to-female ratio in middle and senior management is slightly higher than that of the overall 
employee gender ratio.

,Q�������7DLSRZHU�KDG�������PDQDJHUV�LQ�WRWDO��LQFOXGLQJ�ĆUVW�OLQH��PLGGOH��DQG�VHQLRU�PDQDJHUV���
RI�ZKLFK�����ZHUH�IHPDOH��7KH�JHQGHU�JDS�LQ�PLGGOH�DQG�VHQLRU�PDQDJHPHQW�ZDV��������PDOH��
�������IHPDOH���������ZKLOH�WKH�JDS�IRU�DOO�HPSOR\HHV�ZDV������PDOH���������IHPDOH��������

Over the past three years, the proportion of female middle and senior managers has increased from 
������WR��������7DLSRZHU�HQFRXUDJHV�JHQGHU�GLYHUVLW\�LQ�SURPRWLRQV�E\�GLVFORVLQJ�JHQGHU�UDWLRV�
GXULQJ�SRVLWLRQ�RSHQLQJV�DQG�KRVWLQJ�EULHĆQJ�VHVVLRQV�DQG�YLGHR�SURPRWLRQV��)ULHQGO\�ZRUNSODFH�
measures, such as unpaid parental leave and childbirth subsidies, have also contributed to a gradual 
rise in the number and proportion of female managers.

405-1

●  6SHFLĆF�5HVXOWV�RI�'LYHUVLW\�DQG�,QFOXVLRQ�LQ�WKH�:RUNSODFH

Awarded the Gold Award 
i n  t h e  m a n u f a c t u r i n g 
industry category by the 
�����-RE�%DQN�IRU�IRXU�
FRQVHFXWLYH�\HDUV������å
2 0 2 4 ) ,  h i g h l i g h t i n g 
Taipower's commitment 
to employee well-being.

●  5HGXFHG�ZRUNLQJ�KRXUV�IRU�HPSOR\HHV
raising children under3 years old:
2,909 users by the end of 2024.

●   3LORW�SURJUDP�IRU�UHGXFHG�ZRUNLQJ
hours for employees with children
DJHG���WR��� �7KH�SURJUDP�KDG����
users by the end of 2024.

●   Seven childcare service centers were 
established in partnership with nonprofit 
organizations.  Five received scores 
above 90 in the Ministry of Education's 
evaluation, with nearly perfect parental
satisfaction.

●  In 2024, Premier Chen of the Executive
Yuan visited and praised Taipower's
VXSSRUW �IRU �WKH��*RYHUQPHQW�+HOSV�
5DLVH�&KLOGUHQ�IURP��å���SROLF\��DQG�WKH�
Company's efforts in helping reduce the 
burden on parents.

In 2024, Taipower received 
the only national Excellence 
Award from the Ministry of 
Education for  establ ishing 
employee learning systems 
within the central government, 
demonstrating outstanding 
a c h i e v e m e n t s  i n  t a l e n t 
development.

$GMXVWHG�EDVH�VDODULHV�DQG�
n e w  e m p l oye e  s t a r t i n g 
pay in reference to 2024 
civil servant pay increases, 
prioritizing frontline staff 
to address talent shortages 
and declining birth rates.

Childcare facilities and 
d i v e r s e  b e n e f i t s  a r e 
SURYLGHG� �HDFK �FK L OG�
XQGHU �WKH �DJH �RI �� �L V�
eligible for an annual 
17�� � ��� �V X E V L G \��
funded through 0.01% 
of the employee welfare 
budget.

Happy 
Enterprise 
Recognition

Family-Friendly 
Measures

High-Quality Childcare 
Environment

Talent Development 
and Recognition

Salary Adjustment 
and Talent 
Recruitment

Childcare 
Support and 
Benefits

2-7 2-8 3-3 401-1 401-2 401-3 404-2

6.2 Building a Happy Electricity
Industry

6.2.1 Talent Management and Development

Material Topic:Talent Management and Development

Policy
●   Attract and recruit outstanding talent, offer competitive salaries, training
SURJUDPV��ZHOIDUH�EHQHĆWV��DQG�D�FRPSUHKHQVLYH�UHWLUHPHQW�DQG�FDUH
system.

Management 
Approach

●  Recruit talent through diverse channels to maintain and pass on core 
SRZHU�UHODWHG�WHFKQLFDO�VNLOOV�

Action Plans

●  Engage with academic institutions early to cultivate talent forthe
power sector.

●   Implement annual training plans to support talent development.

● ��/DXQFK�VSHFLDOL]HG�WUDLQLQJ�IRFXVHG�RQ�WRSLFV�VXFK�DV�ULVN�PDQDJHPHQW
and net-zero.

●  Continue the mentoring system to improve new employee adaptation.

Actual 
Performance 

in 2024

●  Strengthened industrial-academic collaboration and scholarship 
mechanisms to expand recruitment channels.

● ��(PSOR\HH�WUDLQLQJ�VDWLVIDFWLRQ�VFRUHV�LQ�������WHDFKLQJ�PHWKRGV������
PDWHULDOV�������OHDUQLQJ�RXWFRPHV�������FRQWULEXWLRQ�WR�ZRUN
GHYHORSPHQW������

● ��$��&RPSUHKHQVLYH�3RZHU�7HFKQRORJ\�3UDFWLFDO�:RUNVKRS�ZDV�KHOG�
from June to October 2024 to enhance technical staff expertise.

●  Satisfaction with the new employee mentoring system reached ������

Targets for 
2030

●  Increase learning hours: ensure each employee receives at least 30
hours of external training annually.

● �,PSURYH�WUDLQLQJ�TXDOLW\�DFKLHYH�DOO�WDUJHWV�VHW�LQ�DQQXDO�WUDLQLQJ
plans and maintain TTQS evaluation compliance.

● �(QKDQFH�WKH�PHQWRULQJ�V\VWHP��UHĆQH�WUDLQLQJ�EDVHG�RQ�QHZ
HPSOR\HH�IHHGEDFN�DQG�DLP�IRU�PHQWRU�VDWLVIDFWLRQ�UDWHV�DERYH�����

● �6WUHQJWKHQ�FKLOGFDUH�VXSSRUW�VHHN�WR�LQFUHDVH�WKH�ZHOIDUH�IXQG�
DOORFDWLRQ�UDWH�LQ�VXSSRUW�RI�WKH���å��-RLQW�&KLOGFDUH�SROLF\�

● �,PSURYH�WKH�TXDOLW\�RI�LQWHUQDO�FKLOGFDUH�FHQWHUV�DQG�H[SDQG�EHQHĆWV
WR�KHOS�HPSOR\HHV�EDODQFH�ZRUN�DQG�IDPLO\�OLIH�
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Human Resource Strategy
Taipower's energy transition, pursuit of low-carbon sustainability, and smart 
JULG�GHYHORSPHQW�EULQJ�FKDOOHQJHV��:KLOH�PDLQWDLQLQJ�D�VWDEOH�SRZHU�VXSSO\��WKH�
Company must also cultivate talent that meets future development needs. By 
PDLQWDLQLQJ�D�FRUH�WHFKQRORJ\�VNLOOV�LQYHQWRU\��7DLSRZHU�LGHQWLĆHV�WDOHQW�JDSV�
DQG�LPSOHPHQWV�GLYHUVLĆHG�UHFUXLWPHQW�VWUDWHJLHV�WR�DWWUDFW�SURIHVVLRQDO�SRZHU�
industry talent. In addition, Taipower enhances the professional and cross-
disciplinary capabilities of its employees through comprehensive training systems 
DQG�NQRZOHGJH�WUDQVIHU�PHFKDQLVPV�WKDW�HQDEOH�WKH�ZRUNIRUFH�WR�UHVSRQG�WR�
transformations in the green economy and digital era.

Taipower integrates internal and external training resources to strengthen the 
development of talent in renewable energy and smart grid areas. The Company 
continues to cultivate professionals aligned with business development needs to 
achieve effective human resource management across recruitment, development, 
deployment, and retention.

Recruitment

● Balanced and systematic human resource planning and
appointments

● 'LYHUVLĆHG�UHFUXLWPHQW�VWUDWHJLHV�WR�PHHW�VWDIĆQJ�QHHGV�
including staff and contract staff examinations, scholarships
for undergraduate, graduate, and vocational school students,
cooperation programs with vocational schools, and internal 
promotion channels through examinations

Utilization

● Effectively allocate and manage personnel budgets
●�,PSURYH�+5�V\VWHPV�IRU�JUHDWHU�ćH[LELOLW\�DQG�HIĆFLHQF\
● ,PSOHPHQW�MRE�URWDWLRQV�DQG�SHUIRUPDQFH�HYDOXDWLRQV
●�8WLOL]H�GDWD�DQDO\VLV�WR�VXSSRUW�PDQDJHULDO�GHFLVLRQ�PDNLQJ
● Strengthen HR functions in each business division
● Conduct internal promotion exams to identify and promote 

outstanding contract employees

Training & 
Development

● Strengthen the transfer of technical expertise across business 
divisions and promote core operations

● Develop innovative training models to enhance organizational 
learning

● Implement succession plans for supervisors and build a 
company-wide talent pool

● Promote lifelong learning through online resources
● Enhance talent development effectiveness

Retention

● Provide public labor health insurance, medical subsidies for 
RFFXSDWLRQDO� LQMXULHV��DQG�KHDOWK�FKHFNXSV�WKURXJK�ZHOIDUH�
programs

● Offer labor education courses and recreational activities to 
support employees' physical and mental well-being

Talent Recruitment and Compensation 
Optimization Strategy
(DFK�\HDU��7DLSRZHU�HYDOXDWHV�VWDIĆQJ�QHHGV�DFURVV�LWV�EXVLQHVV�XQLWV�
including power plant maintenance, circuit design, big data analytics, and 
cultural heritage preservation and conducts open recruitment accordingly. 
The Company continuously improves its recruitment and compensation 
strategies to attract outstanding talent, enhance competitiveness, and 
ensure stable corporate development.

Human Resource 
Development – 
Talent Recruitment, 
Utilization, and 
Discipline

Structure of Human 
Resources

●  Employment Categories

Taipower does not employ foreign 
nationals. All employees are hired as 
IXOO�WLPH��SHUPDQHQW�ZRUNHUV��7KH�
Company does not hire temporary, 
part-time, or gig-economy employees.

Total Number of Employees and Gender Ratio

4,663 4,864 5,097

Male

Female

10,000

20,000

30,000

2022 2023 2024

23,416 23,349 24,042

1

2

3 4 5

Open 
Recruitment 
of Outstanding 
Talent

Salary 
Adjustment 
for New 
Employee

Information 
Disclosure and Supply 
Chain Transparency

Scholarships 
and Campus 
Recruitment

Mentorship 
System

Through persistent efforts by Taipower, the Ministry of Economic Affairs approved 
D�VDODU\� LQFUHDVH� IRU�QHZO\�KLUHG�VWDII� VWDUWLQJ� LQ������IURP�*UDGH����/HYHO���
�17���������WR�*UDGH����/HYHO��� �17����������7KLV�DOLJQV�VDODULHV�ZLWK�PDUNHW�
standards and sets them at a level comparable to those at other state-owned 
enterprises.

R e c r u i t m e n t  i n f o r m a t i o n , 
salary structure, bonuses, and 
benefits are publicly disclosed 
on Taipower's official website, 
along with enhanced supplier 
collaboration and transparency.

Annual scholarship selection 
is  held for university and 
graduate students, along with 
campus recruitment events 
across Taiwan's four regions 
to attract specialized talent.

A mentorship system is in 
place, with experienced 
employees guiding new 
KLUHV�WR�KHOS�WKHP�TXLFNO\�
adapt and grow.

●  5HFUXLWPHQW� IROORZV� WKH� �02($�5HJXODWLRQV�*RYHUQLQJ� WKH�(PSOR\PHQW�RI�
3HUVRQQHO�E\�$IĆOLDWHG�(QWHUSULVHV�DQG�XVHV�DQ�RSHQ�H[DPLQDWLRQ�V\VWHP�WR�HQVXUH�
fairness and transparency.

● 5HFUXLWPHQW�YLVLELOLW\�LV� LQFUHDVHG�WKURXJK�QHZVSDSHUV��GLJLWDO�PHGLD�� MRE�VHDUFK�
SODWIRUPV��DQG�VRFLDO�PHGLD�FKDQQHOV��H�J���7DLSRZHU
V�RIĆFLDO�)DFHERRN�SDJH��

Unit:

Number of people

Taipower's Strategies for Recruitment, Training and Development, 
Utilization, and Retention
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Male Female Total
Number of 

people % Number of 
people % Number of 

people
Non-

management 
Employees

General Staff ������ ����� ����� ����� 23,900

Management
Senior Management 291 ����� �� 13.91 ���

Middle Management 954 ����� 205 ����� 1,159
First-line Management ����� ���� ��� ���� �����

Contract Type

Full-time Permanent 24,042 ����� ����� ����� 29,139

Part-time Permanent 0 0 0 0 0

Full-time Contract 0 0 0 0 0

Part-time Contract 0 0 0 0 0

'LVSDWFKHG�:RUNHUV 0 0 0 0 0

Location
Taiwan 24,040 ���� ����� ���� ������

Overseas 2 100 0 0 2

Nationality
ROC Nationals 24,042 ����� ����� ����� 29,139

Foreign Nationals 0 0 0 0 0

1RWHV���3HUPDQHQW�(PSOR\HHV��+LUHG�XQGHU�LQGHĆQLWH�WHUP�FRQWUDFWV��(PSOR\PHQW�FRQWLQXHV
unless terminated or voluntarily resigned. Employees are entitled to severance pay, and
HPSOR\HUV�DUH�UHTXLUHG�WR�FRQWULEXWH�WR�UHWLUHPHQW�IXQGV�

��&RQWUDFW�(PSOR\HHV��(PSOR\HG�XQGHU�Ć[HG�WHUP�FRQWUDFWV�RQO\�IRU�WHPSRUDU\��VKRUW�WHUP�
VHDVRQDO��RU�VSHFLĆF�ZRUN��(PSOR\PHQW�HQGV�XSRQ�FRQWUDFW�H[SLUDWLRQ�XQOHVV�UHQHZHG��1RW
entitled to severance pay, but employers must contribute to retirement funds.

��)XOO�7LPH�(PSOR\HHV��'HĆQHG�E\�$UWLFOH�����3DUDJUDSK���RI�WKH�/DERU�6WDQGDUGV�$FW�DV�
HPSOR\HHV�ZRUNLQJ���KRXUV�SHU�GD\�DQG����KRXUV�SHU�ZHHN�

��3DUW�7LPH�(PSOR\HHV��(PSOR\HHV�ZRUNLQJ�IHZHU�KRXUV�WKDQ�IXOO�WLPH�VWDQGDUGV��7KHVH
HPSOR\HHV�KDYH�VWDWXWRU\�ULJKWV�HTXDO�WR�WKRVH�RI�IXOO�WLPH�HPSOR\HHV��ZLWK�ZDJHV�DQG
leave calculated on a proportional basis.

5.Data cutoff date: End of December 2024.

82.53% 17.47%
Male employees Female employees

Employee Distribution in 2024

New Employees by Age, Gender, and Management Level

Year 2022 2023 2024
Total New Employees 2,028 1,840 2,507

Age

Male Female Male Female Male Female

Under 30 1,034 ��� ��� ��� ����� ���

31-50 ��� 235 ��� 223 ��� 254

Over 51 13 2 22 � 32 3

Total 1,529 499 ����� 504 ����� ���

Management

Senior 
Management 3 0 2 0 2 0

Middle 
Management 9 2 5 2 4 1

First-line 
Management � � 5 � � 13

Non-management 
Employees

General Staff
1,510 ��� 1,324 494 1,949 532

Departing Employees by Age, Gender, and Management Level

Year 2022 2023 2024
Total Departing Employees 1,794 1,738 1,609

Age

Male Female Male Female Male Female

Under 30 ��� �� 282 45 ��� 51

31-50 213 ��� 240 ��� ��� ���

Over 51 991 ��� ��� 105 ��� 113

Total ����� 312 1,440 ��� ����� 320

Management

Senior 
Management �� 5 �� 4 33 4

Middle 
Management �� 14 �� 11 �� ��

First-line 
Management ��� �� ��� �� 121 ��

Non-management 
Employees

General Staff
����� ��� ����� ��� ����� ���

Note:The statistical cut-off date is the end of December 2024.

Unit:Number of 
people

Unit:Number of 
people
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Year 2022 2023 2024

Total Number of 
Employees with 

Disabilities

Number of 
Employees 

with 
Disabilities

Total Number 
of Employees

Percentage of 
Employees with 

Disabilities

Age

Male Female Male Female Male Female

Under 30 �� 53 ����� 1,211 1.92% �����

��å�� 244 ��� 13,990 2,909 ����� �����

Over 51 ��� ��� ����� ��� 3.03% 11.05%

Total 500 330 24,042 ����� ����� �����

Year 2022 2023 2024

Total Number of 
Indigenous 

Number of 
Indigenous 

Total Number 
of Employees

Percentage of 
Indigenous

Age

Male Female Male Female Male Female

Under 30 50 19 ����� 1,211 1.14% �����

��å�� 112 30 13,990 2,909 ����� 1.03%

Over 51 22 5 ����� ��� 0.39% 0.51%

Total ��� 54 24,042 ����� ����� �����

'LYHUVLĆHG�(PSOR\HH�1XPEHUV��$JH�DQG�*HQGHU�'LVWULEXWLRQ

Employees with Disabilities

Indigenous 

●  Use of Contracted and Outsourced Workforce
$V�RI�WKH�HQG�RI�'HFHPEHU�������7DLSRZHU�HPSOR\HG�������ZRUNHUV�XQGHU�RXWVRXUFHG�VHUYLFH�DQG�
ODERU�FRQWUDFWV��7KHVH�SHUVRQQHO�ZHUH�HQJDJHG�LQ�WDVNV�VXFK�DV�FOHDQLQJ��FOHULFDO�ZRUN��WHOHSKRQH�
operations, and driving.

●  Analysis of Employee Turnover
7DLSRZHU�KDV�LPSOHPHQWHG�PXOWLSOH�LQLWLDWLYHV�WR�LPSURYH�LWV�ZRUN�HQYLURQPHQW��FDUHHU�GHYHORSPHQW�
SURVSHFWV��DQG�RYHUDOO�TXDOLW\�RI�OLIH�IRU�LWV�HPSOR\HHV��7KHVH�HIIRUWV�KDYH�VLJQLĆFDQWO\�HQKDQFHG�
HPSOR\HH�OR\DOW\�DQG�MRE�VDWLVIDFWLRQ��WKHUHE\�UHGXFLQJ�WKH�OLNHOLKRRG�RI�YROXQWDU\�WXUQRYHU��,Q�������
the turnover rate among new hires was approximately 4.4%, and vacancies from these resignations 
ZLOO�EH�UHćHFWHG�LQ�WKH�XQĆOOHG�KHDGFRXQW�RI�WKH�IROORZLQJ�\HDU��7R�LPSURYH�UHWHQWLRQ�RI�QHZ�
employees, Taipower plans to implement the following measures:

1.Raise starting salaries during training - New employees holding relevant power-related 
FHUWLĆFDWLRQV�PD\�UHFHLYH�KLJKHU�VWDUWLQJ�VDODULHV�WR�HQFRXUDJH�SURIHVVLRQDO�JURZWK�

2.Enhance recruitment outreach - Disseminate recruitment information through press releases, 
UHFUXLWPHQW�ZHEVLWHV��EXOOHWLQ�ERDUGV��DQG�/('�GLVSOD\V��&ROODERUDWH�ZLWK�KLJK�VFKRROV�DQG�
employment service agencies nationwide, and host information sessions at universities and
graduate schools to highlight competitive salaries, career development, and promotion pathways.

3.Strengthen employee engagement - Department heads regularly explain Taipower's business 
philosophy and development strategies during meetings and assemblies to enhance employee
LGHQWLĆFDWLRQ�DQG�VWDELOLW\�

4.Tailored training and advancement - In addition to basic training, employees receive training
based on performance evaluations. Outstanding employees are selected for supervisory training
and given promotion opportunities to support long-term career development.

��6XSSRUW�IRU�ZRUNSODFH�DQG�OLIH�DGDSWDWLRQ��6XSHUYLVRUV��ZHOIDUH�FRPPLWWHHV��DQG�WKH�HPSOR\HH
VXSSRUW�SODWIRUP�SURYLGH�DVVLVWDQFH�IRU�QHZ�KLUHV�DGMXVWLQJ�WR�ZRUN�DQG�OLIH��(PSOR\HHV�DUH�
encouraged to participate in clubs, trips, and social gatherings to foster camaraderie and well-
being.

Year 2022 2023 2024

Regular 
Employees

Voluntary Turnover Rate 1.92% ����� �����

Involuntary Turnover Rate 3.22% 3.15% �����
Performance-Based Turnover Rate 0.01% 0.00% 0.00%

Total Turnover Rate 5.15% ����� 4.09%

Contracted and Dispatched Employees Note 0.00% 0.00% 0.00%

Note: Involuntary turnover includes contract expiration, retirement, death, etc. Data for contract and dispatched personnel 
turnover rates are not applicable.

Distribution of Turnover Reasons

●  Workers Who Are Not Employees
Non-Employed 

Workers
Number of 

People Contractual Relationship Type of Work

Volunteers ���
None. These are retired 
Taipower staff or non-
Taipower volunteers.

●  Sports advocacy (cheering for Taipower's
sports teams)

● �*XLGDQFH�VHUYLFHV�DW�EUDQFK�RIĆFH�VHUYLFH
counters

Unit:Number of people

Unit:Number of people
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2024 National Talent Development 
$ZDUG�å�*RYHUQPHQW�2UJDQL]DWLRQ�
Category   

Human Resource Training
7DLSRZHU�FODVVLĆHV�DQG�HYDOXDWHV�MRE�SRVLWLRQV�EDVHG�RQ�WKH�DWWULEXWHV�RI�LWV�SRVLWLRQ�
system. In line with this structure and employee training needs, the Taipower Training 
Center develops and implements core competency training programs to ensure 
DOLJQPHQW�EHWZHHQ�WUDLQLQJ�DQG�MRE�UHVSRQVLELOLWLHV��WKHUHE\�HQKDQFLQJ�UHWHQWLRQ�DQG�
supporting long-term talent development.
1HZ�HPSOR\HHV�DUH�SDLUHG�ZLWK�PHQWRUV�ZKR�SDVV�RQ�WHFKQLFDO�NQRZOHGJH�DQG�SURYLGH�
JXLGDQFH�LQ�ERWK�ZRUN�DQG�SHUVRQDO�PDWWHUV��7KLV�VXSSRUW�KHOSV�LPSURYH�DGDSWDELOLW\��
IRVWHU�VWDELOLW\��DQG�DFFHOHUDWH�LQWHJUDWLRQ�LQWR�WKH�ZRUNSODFH�
7DLSRZHU�DOVR�LGHQWLĆHV�FULWLFDO�UROHV�DQG�PDLQWDLQV�D�KLJK�SRWHQWLDO�WDOHQW�SRRO�WR�
HQVXUH�WKH�HIIHFWLYH�FXOWLYDWLRQ�DQG�GHSOR\PHQW�RI�SHUVRQQHO�ZLWK�NH\�WHFKQLFDO�DQG�
managerial capabilities, reinforcing the Company's competitiveness and succession 
of expertise.

Training Type Training Subject
Number of 

Participants (2024)

Development 
Training

Pre-service training for newly dispatched staff ���

Fundamental development training ���

Subtotal �����

On-the-Job 
Training

Professional Training

3URIHVVLRQDO�WUDLQLQJ�å�E\�
the Training Institute

14,101

3URIHVVLRQDO�WUDLQLQJ�å�E\�
departments

������

External training programs �����

Subtotal �������

Manager 
Training

2Q�WKH�MRE�WUDLQLQJ�IRU�PDQDJHUV �����

Managerial development training ���

Subtotal 2,012

Postgraduate 
Education

*UDGXDWH�VFKRRO�UHFRPPHQGDWLRQV�å�0DVWHU
V�
degree 2

2

Subtotal 2

Human Resource 
Development 
– Training and 

Education

●  Training Programs
1.New Employee Training: 

● 'LVSDWFKHG� (PSOR\HHV� �6WDII��3DUWLFLSDWH� LQ� D� �1HZ�
7DOHQW�/HDUQLQJ�&DPS��WKDW�FRYHUV�FRUSRUDWH�FXOWXUH��JHQHUDO�
PDQDJHPHQW�NQRZOHGJH��DQG�LQWHUSHUVRQDO�VNLOOV�

●  Hired Employees:Receive phased technical training. After
DFTXLULQJ�UHTXLUHG�FHUWLĆFDWLRQV��WKH\�XQGHUJR�SUDFWLFDO�ĆHOG�
training.

2.On-the-Job Training:

●  Designed for entry, mid, and senior-level managers based on
WKHLU�UDQNV�DQG�UHVSRQVLELOLWLHV�

●    $GMXVWHG�ćH[LEO\�DFFRUGLQJ�WR�QHZ�WHFKQRORJ\�LPSOHPHQWDWLRQ
and business needs.

●   ,Q�OLQH�ZLWK�JRYHUQPHQW�SROLFLHV��7DLSRZHU�SURPRWHV�VNLOO
FHUWLĆFDWLRQ�DQG�OLFHQVLQJ�H[DPV�

3.Mentorship System: 

●  Each new employee is assigned a dedicated mentor to provide
MRE�JXLGDQFH�DQG�VXSSRUW�

●  An annual survey is conducted to evaluate the system's 
effectiveness. In 2024, the satisfaction rate exceeded 90%.

2024 Ministry of Education's Award 
IRU�2XWVWDQGLQJ�(PSOR\HH�/HDUQLQJ�
S y s t e m ,  t h e  h i g h e s t  d i s t i n c t i o n 
awarded to only one organization 
nationwide

Total �������

●  Outcomes and Impacts

Talent 
Development 
Results

Resource 
Investment

Evaluation 
Mechanisms

●  ,Q�������D�WRWDO�RI��������
instances of training were 
recorded, accounting for 
�������RI�DOO�HOLJLEOH
employees.

● Over the past three years,
Taipower has continuously
implemented talent 
development programs, 
with an increasing number 
RI�HPSOR\HHV�EHQHĆWLQJ
annually.

● The mentorship system
has improved the adaptation
rate of new employees, 
ZLWK�ZRUNSODFH�VDWLVIDFWLRQ�
exceeding 90% in 2024.

●  2022: NT$331 million 
LQYHVWHG��DYHUDJH�WUDLQLQJ
cost per employee was
17��������

●  �����17�����PLOOLRQ�
LQYHVWHG��DYHUDJH�WUDLQLQJ
cost per employee was 
NT$13,540.

●  2024: NT$421 million
LQYHVWHG��DYHUDJH�WUDLQLQJ
cost per employee was
17��������

●  /HDUQLQJ�RXWFRPHV�DUH�
evaluated through post-
WUDLQLQJ�WHVWV��SURMHFW�
UHSRUWV��DQG�VNLOO�DVVHVVPHQWV�

●  Post-training effectiveness 
LV�WUDFNHG�TXDUWHUO\�WKURXJK
follow-up surveys on 20
WUDLQLQJ�VHVVLRQV�SHU�TXDUWHU�

●  Course evaluations are
conducted to assess
 participant satisfaction with 
course content and teaching 
methods. 
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Employee Performance and Evaluation Policy
Taipower conducts employee performance evaluations in accordance with 
relevant regulations. Supervisors at all levels assess the performance of their 
VXERUGLQDWHV�DFURVV�VHYHQ�PDMRU�GLPHQVLRQV�DQG�GHWHUPLQH�WKH�HYDOXDWLRQ�
UHVXOWV�ZLWKLQ�WKH�VSHFLĆHG�WLPHIUDPH��IROORZHG�E\�WKH�LVVXDQFH�RI�SHUIRUPDQFH�
bonuses. Taipower is committed to promoting a performance-based reward 
system to recognize outstanding or dedicated employees and departments, 
thereby enhancing employee engagement, operational performance, and team 
PRUDOH��7KH�NH\�LPSOHPHQWDWLRQ�DVSHFWV�RI�HPSOR\HH�SHUIRUPDQFH�HYDOXDWLRQ�
and performance-based reward mechanisms are as follows:

Employee Rights and Benefits
7DLSRZHU� LV� FRPPLWWHG� WR� VDIHJXDUGLQJ�HPSOR\HH� ULJKWV� DQG� EHQHĆWV�E\�
effectively implementing relevant measures in accordance with legal regulations. 
Through diverse welfare policies and programs, the Company strives to enhance 
and protect employee well-being.

������(PSOR\HH�5LJKWV�DQG�%HQHĆWV
Employee Compensation Policy 
Taipower, as a state-owned enterprise, has adopted a salary point system in accordance with the Personnel 
Expenses and Salary Management Guidelines for Enterprises under the Ministry of Economic Affairs. 
7RWDO�SHUVRQQHO�H[SHQVHV��LQFOXGLQJ�VDODULHV��EHQHĆWV��DQG�LQVXUDQFH��PXVW�UHPDLQ�ZLWKLQ�WKH�DSSURYHG�
EXGJHW��6DODULHV�DUH�FDOFXODWHG�EDVHG�RQ�MRE�JUDGH�VDODU\�SRLQWV�DQG�WKH�DQQXDO�FRQYHUVLRQ�VWDQGDUG��
$GGLWLRQDO�DOORZDQFHV�DUH�SURYLGHG�EDVHG�RQ�ORFDWLRQ��MRE�UHODWHG�KD]DUGV��DQG�WKH�UDULW\�RI�WKH�SRVLWLRQ��
6DODU\�DGMXVWPHQWV�DUH�EHQFKPDUNHG�DJDLQVW�WKRVH�RI�PLOLWDU\�SHUVRQQHO��FLYLO�VHUYDQWV��DQG�WHDFKHUV��
DQG�DUH�VXEPLWWHG�WR�WKH�%RDUG�RI�'LUHFWRUV�IRU�DSSURYDO�DQG�VXEVHTXHQWO\�UHSRUWHG�WR�WKH�0LQLVWU\�RI�
(FRQRPLF�$IIDLUV��WR�HQVXUH�PDUNHW�FRPSHWLWLYHQHVV�

2-20 2-21 201-3 401-2 401-3

Year 2023 2024

Average Salary per Employee (NT$) ��������� ���������

$YHUDJH�%HQHĆWV�SHU�(PSOR\HH��17�� 220,394 �������

Total Salary of Full-Time, Non-Managerial Employees (NT$)(A) �������������� ��������������

Number of Full-Time, Non-Managerial Employees(B) 25,151 25,394

Average Salary of Full-Time, Non-Managerial Employees (NT$) 
(A/B) ��������� ���������

Median Salary of Full-Time, Non-Managerial Employees(NT$) ��������� ���������

1RWHV�����6DODU\�H[SHQVHV��LQFOXGH�EDVH�SD\��RYHUWLPH�SD\��ERQXVHV��DQG�RWKHU�UHFXUULQJ�DQG�QRQ�UHFXUULQJ�FRPSHQVDWLRQ
for employees employed throughout the year.

���%HQHĆW�H[SHQVHV��LQFOXGH�ODERU�DQG�KHDOWK�LQVXUDQFH��UHWLUHPHQW�FRQWULEXWLRQV��DQG�RWKHU�HPSOR\HH�EHQHĆWV�
���1RQ�PDQDJHULDO��UHIHUV�WR�HPSOR\HHV�ZKR�ZRUNHG�IXOO�WLPH�WKURXJKRXW�WKH�\HDU�DQG�GLG�QRW�KROG�D�PDQDJHULDO

position (manager level or above) at any time.

1RWHV����7KH�KLJKHVW�SDLG�LQGLYLGXDO�LV�WKH�*HQHUDO�0DQDJHU��,Q�������D�WUDQVLWLRQ�WRRN�SODFH�RQ�0DUFK����ZLWK�WKH�'HSXW\
*HQHUDO�0DQDJHU�EHLQJ�SURPRWHG��7KLV�FDXVHG�D�WHPSRUDU\�GLS�LQ�DQQXDO�FRPSHQVDWLRQ�WKDW�ZDV�DGMXVWHG�LQ������
��&RPSHQVDWLRQ�LQFOXGHV�EDVH�VDODU\��RYHUWLPH�SD\��MRE�UHODWHG�ERQXVHV��DQG�SHUIRUPDQFH�LQFHQWLYHV�
3.Figures are based on employees who were employed for the full year.

Year 2022 2023 2024

Highest-Level Individual Annual Total 
Compensation (NT$) ��������� ��������� ���������

Percentage Increase in Total Compensation 
for the Highest-Level Individual ������ ������ 4.40%

Total Annual Compensation for All Other 
Employees (NT$) �������������� �������������� ��������������

Median Percentage Increase in Total 
Compensation for All Other Employees ����� ����� �����

Average Employee Compensation Ratio

Total Annual Compensation Ratio

●  $SSOLHV�WR�RIĆFLDOO\
appointed and eligible
employees

● Supervisors evaluate
employees across seven 
dimensions:
1.Professional
FRPSHWHQF\�����-RE
SHUIRUPDQFH�
���7HDPZRUN�����:RUN
DWWLWXGH�����,QWHJULW\
DQG�HWKLFV��
���0DQDJHPHQW�DELOLW\
DQG���/HDGHUVKLS�VNLOOV

● Bonuses are distributed 
based on responsibility
center performance
results

● 40% of the total bonus
pool is allocated as
HIĆFLHQF\�ERQXVHV

● 2% of the total 
performance
bonus is reserved
for business unit 
heads

● 50% is granted as
real-time rewards
by the Chairman,
President, and Vice
Presidents

● ����LV�ćH[LEO\�XVHG
by unit supervisors
following incentive
guidelines

Employee Performance 
Evaluation

Performance 
Management by 

Responsibility Centers

Instant Reward 
Mechanism
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Diverse Career 
Development 

Resources

Salary 
Guarantees

Retirement 
Care

Multiple 
Protections

Provide comprehensive training and 
development resources.Ensure employees 
DFTXLUH�WKH�FRPSHWHQFLHV�QHHGHG�IRU�FDUHHU�
advancement.

Maintain a transparent salary system.
Implement a comprehensive performance 
incentive program.

Establish a well-rounded retirement care 
system, publish relevant information on a 
dedicated website, and organize farewell 
events to help retiring employees smoothly 
transition into retirement.

Provide labor and health insurance coverage.
2IIHU�PHGLFDO�VXEVLGLHV�IRU�ZRUN�UHODWHG�LQMXULHV�
&RQGXFW�UHJXODU�KHDOWK�FKHFN�XSV�
Organize recreational activities.

In the future, Taipower will continue to enhance its employee welfare policies through diverse health care initiatives 
and by enriching employee travel and empowerment activities. In collaboration with related organizations such as 
WKH�7DLZDQ�3RZHU�8QLRQ�DQG�WKH�*HQHUDO�DQG�%UDQFK�&RPPLWWHHV�RI�WKH�7DLSRZHU�(PSOR\HHV
:HOIDUH�&RPPLWWHH�
Taipower will organize cross-regional (inter-county and inter-city) recreational events to further improve and safeguard 
employee welfare.

Employee Welfare 
Measures

Employee Retirement System and Sustainability 
Commitment
Taipower is committed to providing comprehensive retirement protection for its 
HPSOR\HHV�DQG�KDV�HVWDEOLVKHG�ERWK�D�GHĆQHG�EHQHĆW�SODQ�LQ�DFFRUGDQFH�ZLWK�WKH�
/DERU�6WDQGDUGV�$FW�DQG�D�GHĆQHG�FRQWULEXWLRQ�SODQ�XQGHU�WKH�/DERU�3HQVLRQ�$FW��
This dual approach reinforces human capital care and embodies the Company's 
corporate sustainability responsibilities.
)RU�HPSOR\HHV�KLUHG�RQ�RU�DIWHU�-XO\����������7DLSRZHU�RIIHUV�D�GHĆQHG�FRQWULEXWLRQ�
SODQ�EDVHG�RQ�WKH�/DERU�3HQVLRQ�$FW��7KH�&RPSDQ\�FRQWULEXWHV�QR�OHVV�WKDQ����RI�
employees'monthly salary to individual pension accounts. For employees under the 
ROGHU�/DERU�6WDQGDUGV�$FW�V\VWHP��7DLSRZHU�VHWV�DVLGH�UHWLUHPHQW�UHVHUYHV�EDVHG�
on years of service, which are paid in a lump sum upon retirement. In 2024, the total 
GHĆQHG�EHQHĆW�FRVW�UHFRJQL]HG�IRU�UHJXODU�DQG�FRQWUDFW�HPSOR\HHV�ZDV�17�������
ELOOLRQ��DQ�DPRXQW�WKDW�DOORZV�IRU�WKH�VWDEOH�IXOĆOOPHQW�RI�ORQJ�WHUP�REOLJDWLRQV�
$GGLWLRQDOO\��7DLSRZHU�HQUROOV�FHUWDLQ�HPSOR\HHV�ZLWK�VSHFLĆF�VWDWXVHV�LQ�WKH�FLYLO�
servant insurance program in accordance with the law. Based on recent legal 
DPHQGPHQWV��7DLSRZHU�DOVR�UHFRJQL]HV�QHW�GHĆQHG�EHQHĆW�OLDELOLWLHV�IRU�WKH�SRUWLRQ�
of pension obligations exceeding the basic pension rate (i.e., excess pension payments).
Taipower evaluates retirement obligations based on International Financial Reporting 
6WDQGDUG� �,)56�� ,$6����(PSOR\HH�%HQHĆWV��DQG�FRPPLVVLRQV�DQ� LQGHSHQGHQW�
professional actuary to conduct annual actuarial assessments. Related costs and 
DFWXDULDO�JDLQV�RU�ORVVHV�DUH�UHFRJQL]HG�DQG�GLVFORVHG�LQ�ĆQDQFLDO�UHSRUWV��7DLSRZHU�
FRQWLQXHV�WR�UHYLHZ�WKH�GHVLJQ�DQG�ĆQDQFLDO�VXVWDLQDELOLW\�RI�LWV�UHWLUHPHQW�V\VWHPV�
WR�HQVXUH�IDLUQHVV��VWDELOLW\��DQG�DGDSWDELOLW\��DQG�WR�IXOĆOO�LWV�FRUH�YDOXH�RI�HQVXULQJ�
long-term care as a responsible enterprise.

Since April 1, 2024, these measures have been fully implemented. Each unit has conducted regular interviews 
ZLWK�GLVSDWFKHG�ZRUNHUV�SHU�FRQWUDFW�UHTXLUHPHQWV�DQG�KDV�DFWLYHO\�SURPRWHG�DZDUHQHVV�RI�VH[XDO�
harassment prevention and complaint channels to protect labor rights.

Implementation of Measures to Protect the Rights of Dispatched (On-Site) 
Workers
7DLSRZHU�HQVXUHV�WKDW�DOO�RXWVRXUFHG�SURFXUHPHQW�SURMHFWV�DUH�FRQGXFWHG�LQ�FRPSOLDQFH�ZLWK�WKH�/DERU�
Standards Act and follow contract templates and labor guidelines issued by the Public Construction 
&RPPLVVLRQ��3&&��DQG�WKH�0LQLVWU\�RI�/DERU��9DULRXV�PHDVXUHV�KDYH�EHHQ�HVWDEOLVKHG�WR�VDIHJXDUG�WKH�
labor rights of outsourced personnel, including:
��(QVXULQJ�FRQWUDFWRUV�FRPSO\�ZLWK�ODERU�ODZV�E\�FUHDWLQJ�D��3HQDOW\�7DEOH�IRU�9LRODWLRQV�RI�/DERU�/DZV�E\
&RQWUDFWRUV���WKDW�RXWOLQHV�FRPPRQ�QRQ�FRPSOLDQFH�VFHQDULRV��7DLSRZHU�KDV�DOVR�DGRSWHG�D�VWDQGDUG�ODERU�
FRQWUDFW�WHPSODWH��WKDW�PDNHV�UHIHUHQFH�WR�WKH�PRGHO�SURYLGHG�E\�WKH�7DLSHL�&LW\�*RYHUQPHQW��IRU�FRQWUDFWRUV
WR�XVH�ZLWK�GLVSDWFKHG�ZRUNHUV�

��5HTXLULQJ�DOO�XQLWV�WR�XVH�WKH�3&&
V�RIĆFLDO��/DERU�6HUYLFH�3URFXUHPHQW�&RQWUDFW�7HPSODWH��ZKHQ
HQJDJLQJ�GLVSDWFKHG�ODERU��,I�FDVH�VSHFLĆF�DGMXVWPHQWV�DUH�QHFHVVDU\��VXSSOHPHQWDU\�FODXVHV�PXVW�EH
added to ensure comprehensive contracts that enforce contractor accountability for protecting
labor rights.

��&RQGXFWLQJ�UDQGRP�LQWHUYLHZV�ZLWK�GLVSDWFKHG�ZRUNHUV�WR�YHULI\�FRQWUDFWRU�FRPSOLDQFH�ZLWK agreed
ODERU�SURWHFWLRQV�LQ�DFFRUGDQFH�ZLWK�7DLSRZHU
V��*XLGHOLQHV�IRU�(VWDEOLVKLQJ�7DVN�)RUFHV�WR�,QWHUYLHZ
DQG�&RXQVHO�'LVSDWFKHG�:RUNHUV�(PSOR\HG�E\�/DERU�6HUYLFH�&RQWUDFWRUV��

��8SGDWLQJ�WKH�&RPSDQ\
V�LQWHUQDO�SROLF\���0DWWHUV�WR�1RWH�:KHQ�+DQGOLQJ�2XWVRXUFHG�2SHUDWLRQV��
WR�DOLJQ�ZLWK�WKH�0LQLVWU\�RI�/DERU
V�UHYLVHG��*XLGHOLQHV�IRU�*RYHUQPHQW�$JHQFLHV�8WLOL]LQJ�/DERU
2XWVRXUFLQJ���ZLWK�WKH�DLP�RI�VWUHQJWKHQLQJ�WKH�LPSOHPHQWDWLRQ�RI�ODERU�RXWVRXUFLQJ�SUDFWLFHV�

��3RVWLQJ�LQIRUPDWLRQ�RQ�WKH��*ULHYDQFH�0HFKDQLVP�IRU�'LVSDWFKHG�:RUNHUV��SURPLQHQWO\�DW�DOO�XQLWV
DQG�ZRUNSODFHV�DQG�FRQGXFWLQJ�SHULRGLF�DZDUHQHVV�FDPSDLJQV�IRU�GLVSDWFKHG�ZRUNHUV�WR�HQVXUH�WKH\
XQGHUVWDQG�KRZ�WR�VHHN�DVVLVWDQFH�DQG�DVVHUW�WKHLU�ULJKWV�

.H\�(PSOR\HH�%HQHĆWV�DQG�&DUH
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