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ABSTRACT
The purpose of this study is to explore the
of international  human

impact resources

management on the financial performance of
Tawanese multinational corporations. Research
literature indicates that some specific human
resources practice is conducive for high corporate
financial performance. These practices include
selective
performance-based appraisal, competitive pay,
stock option and bonus, participation management,
teamwork, promation from within, career planning,

recruitment, cross-function training,

employment security, etc. Using these human
resources management practice developed a
guestionnaire. Two hundred and fifteen valid
guestionnaire were returned from the top one
thousand corporations. Among them, 69 are from
multinational corporations. The data from the
guestionnaire were matched with the financia
information published by the China Credit
Information Company. The main findings from this

study are as follows:
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1. High performance HRM activities can explain
49% variance of the corporate productivity. The
variables with datisticad significance are: (1)
cross-function traning ( B = -61) (2
performance-based appraisad (B = -.50) (3)
competitive pay (3 = .42) (4) stock option and
bonus (B = .36)

2. High performance HRM activities can explain
35% variance of voluntary turnover. The
variables with datisticad significance are: (1)
competitive pay @ = -.29) (2) career planning
(B =-39

3. High performance HRM can explan 47%
variance of the corporate net income. The
variables with datisticad significance are: (1)
crossfunction traning ( B = -498
(2)performance-based appraisal (B = -.50) (3)
competitive pay (B =.59)

4. High performance HRM activities can explain
31% variance of the corporate return on net
worth. The variables with gtatistical significance
ae (1) stock option and bonus (B =.41) (2
teamwork (B = .44)
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