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Abstract

As the highttech industry is taking
shape in Tawan, human resources play an
increasingly important role in the pursuit of
corporate competitiveness. The nature of
human management in the past has gradually
transformed into a strategic model of human
resource management in compliance with the
changed business climate. In contrast to the
past traditional industries, the hightech
industry is more dynamic and complex with
speedy and highly competitive innovations in
technology. Thus, a number of scholars
propose the idea that human resource
management exists as one of the key
functions to effectively raise management
capability in the organization so as to create
corporate competitiveness (Ulrich & Lake,
1990; Cappelli & Singh, 1992; Wright &

McMahan, 1992; Morton, 1991: Liu
Jentchieh, 1997). Nevertheless, past
researches concerning strategic  human

resource management were conducted either
with a tendency towards the discussion of
individual function or with little relevance to
business competitiveness. It is hoped that
the relationship model between human
resource  management and  business
competitiveness can be established as a
reference for the academic and enterprises.

The primary purpose of this study is to
explore the relationship model between
human resource management and corporate
competitiveness. With the high-tech industry
in Tawan as the subject, the researchers
intend to understand the differences between
leadership styles of top manager and human
resource strategies in the high-tech industry
through field study and in-depth interviews.
Also, this research will dea with the
relationship among the four variables of
leadership style, human resource strategy,
human resource management effectiveness,
and corporate competitiveness. In addition,
the function of the intervening variable of
human resource management effectiveness
will  be discussed. Furthermore, the
predictability of leadership style to human
resource strategy will be andyzed.

The data collected from the survey will

be statistically analyzed via SPSS or SAS
software. Statistical methods include:
Cluster analysis ,Pearson product-moment
and Canonical  correlation  analysis,
multi-variate analysis, regression analysis,
Scheffe method for multiple comparisons.
The main conclusons are as follows:

business
types of

1.“PM” type has superior
competitiveness than other
leadership style.

2. “Cultivator” HR strategy type, which put
much emphasis on long-term HR planning,
build up longterm commitments with
employees, has better HRM effectiveness
and business competitiveness.

3. Companies that belong to HR strategic
level outperform those that locate their HR
at managerial level and operational level in
terms of HRM effectiveness and business
competitiveness.

4. The fits of “ Cultivator-strategic level” and
“Utilizer-managerial  level” outperform
other fitsin terms of HRM effectiveness.

5. The fits of “Innovator-Cultivator”
“Focus-Utilizer” experience
bus ness comptitiveness than other fits.

6. The intervening effect of HRM
effectiveness between the relationship that
HR strategy affects business
competitivenessis very sgnificant.

and
better
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