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Abstract

The labor market has been tremendously
changed along with economic environment
change. Thus, labor force in the Service
Industry has been experienced growth in the
past two decades, and its employment has



been over the Manufacturing Industry since
1988. Service employee are approximately
43% of the national labor force and its
production value is approximately 60% of
the national GNP value. These statistics show
that we are stepping to the lists of the
developed countries. The trend of global
competition has been formed. Taiwanese
competitive success will be highly based on
the achievement of the Service Industry. The
manageria practices in the Service Industry
are not well developed yet, it is especialy
true in the HRM function. Improving HRM
practices, thus, is the key to enhance
competition of the service department. This
study is to evaluate the functions of human
resource management and investigate their
competitive HRM indexes.

There are five major purposes in this
study as following: (1) the existing HRM
functions and systems in the Socia and
Personal Service Industry; (2) the impact of
organizational characteristics on HRM
practices, (3) the impact of externd
environment on HRM practices; (4) the
influence of HRM core competencies on
organizational effectiveness; and (5) the
effect of management systems as well as
organizational culture on organizational
effectiveness.

The results indicate that in most cases of
the study underutilize HRM functions by
using traditional personnel administration.
The functions of human resource
management in the Social Service Industry
are underprized and its functions are viewed
as adminidrative rather than drategic.

As for the relationships between of
HRM and organizational characteristics and

external environment, the transformation of
the Service Industry as well as circulation of
information have strong relationship with the
functions of HRM. Generally speaking,
organizations can overcome  externa
environmental turbulence by maximizing
HRM core competencies.

Finally, implementation of HRM core
competencies such as performance appraisal,
dispute resolution and compensation has
positive relationship with organizational
effectiveness. In other words, the higher
degree of HRM functions organizations
implement, the higher effectiveness
organizations  have. However, the
implementation of HRM core competencies
has no impact on employees turnover rate.
Overdl, the better HRM functions
organizations  implement, the  better
effectiveness organizations have. As for
HRM policies (management system and
organizational culture), the results show that
the centralization of the organizations has
negative relationship with organizational
effectiveness. Thus, service organizations
should adopt more decentralized decision
making and organizational structure to
overcome environmenta turbulence,

Keywords
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