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Abstract - In the past ten years, many Taiwanese The market environment competition changes viojentl
enterprises have gone to the countries in Southea8sia  the enterprises face the changes of the environimdating
and Chinese mainland to make the investment because policy, economy, society, technology, culture, eteanting
the pressure of the Taiwanese personnel cost andeth to seek survival must improve the core competenty o
change of the world economy environment. Undoubted, enterprises constantly. And the core competeneyxdtusive
“Talents” are the main powers which make resource and ability which creates and protecssahterprise
manufacturing industry progressive in Taiwan. At the  competition advantage. Jack Welch (the last exeeuti
same time, the enterprises should understand thelents’ chairman of GE) thinks the talent is the most intgatr
competency and make a point of training the talents priority--people are right, the organization wikk lbight. It is
which are the keys about driving profitable growth  useless to only follow strategy in the books, aaldrits are
continuously of the organizations. In view of thesethe the first important step of the strategy. [12]

concrete research purposes of this study are to Hdithe
measurement indicators of the talents’ competencytahe
manufacturers, to investigate what competency the < Establish competency guides of manufacturing ingust

Il. Research Obijectives

talents possess at the manufacturers and the need o talents.

educating & training, to understand the educating & « Probe competency current circumstances which should
training methods and the situations of implement atthe be possessed by manufacturing industry talents.
manufacturers. Finally, according to the results ad .« probe the need degree of education and training of
findings of this study, we supply suggestions howot manufacturing industry talents.

develop and improve the competency for the talentat . prope the implement of education and training of
the manufacturers, and give the reference to the manufacturing industry talents.

enterprise for human resource education & training.
) o LITERATURE REVIEW
Index Terms - Competency, Educating & Training,
Manufacturer, Talent
I. Intension of talents competency

INTRODUCTION Reference [17] shows that divide the competency int

five basic properties: motive, traits, self con¢cdgptowledge
I. Background and Motive and skill.

N , , o Knowledge and skill can be developed easily, howeve

Manufacturing jobs are changing rapidly, it's @i oqycation and training are the best methods, wtachbring

that manufacturing companies take steps to exgaidskill  heir cost effectiveness into play. Motive and twaare

sets, drive profitable growth, unlock the valuetethnology  gifficult to investigate and develop. Self conceiats in
investments, and_ ensure the security and integfittheir  potween the knowledge and specialty, but the tirie o

global supply chains [10]. attitudes and values shall be longer although belfragged.
Taiwan though service trade output value account fo  powever. definitions of the competency by many

GDP rate rise to 73% today, higher than 21% of thecholars are not completely same, and there dtesstie

manufacturing industry, but can not assert that thjtferences. The definitions and explanations ofe th
importance of the service trade has already surtedutihe competency have listed as the Table I.

manufacturing industry. The prosperities of logisti
transport and storage, financial insurance, retapend on
manufacturing industry produce circumstances [22].
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TABLE |

to make them keep up with the development of seienc
DEFINITIONS OF THE COMPETENCY DEFINED BY DIFFERENT SCHORS

and technology [7].

Year | Scholar Definitions of the competency « In term of necessity for the employeeln terms of the
A capacity that exist in a person that leads to . . .
behavior that meets the job demands within employee, education level pf employees is highet an
1982 Boyatzis the parameters of the organizational higher. They pay attention to the growth and
environment and that, in turn, brings about development as well as expect the enterprise taigo
desired results. ____ : training in order to make them join in more jobsdan
1990 Wi The behavioral dimensions that affect job N h
oodruffe performance. develop abilities [9].From the above discussed,
The fundamental abilities and capabilities successful education and training can not only help
1990 Furnham : .
needed to do the job well. enterprises promote new plan and hold together all
Tfhe Compﬁtsncylfeém tok_tlre CO(;“mon f_‘té}me employees but also carry out new strategy and help
. Of personal Knowledge, sKills and capacities. H H . H
1995 Ulrich et al. Development and use of these capacities shall forwarq the organization growth; however, failure
make the work performances promoted_ educat|0n I’lOt Only IS WIthOUt advantage but a|SllD1&bE
The competency tends to be a regulation and enterprise growth and unity. So we can see that the
1996 Wildman is designed to solve the similar problems importance of education and training on enterpraes
produced by environment. self-evident [20]
All the work-related personal attributes, | h h ) fed . d ininad
1997 Roberts knowledge, skills and values that a person n short, the PUFPQSGS 0 e ucation an tralnlng_ ne
draws upon to do their work well. assessment are to assist the skill levels of theecustuff in
1999 Mansfield An underlying characteristic of a person that  the ~enterprise, even to estimate the enterprise the
gj;';se 't’;:gfegtrg’?c‘:,rtsggs”gz_dpztr;%ff“;”ece- development in the future, and technological charagewell
y iterion vali , they . o
are derived from analysis of the key aspects &5 to combine the organization strategy goals andam
2001 Armstrong of behavioral, or “soft skills” which resources system.
differentiate between effective and less . .
effective performance. lIl. The Implement of Education and Training

The education and training of enterprise's manufact
“Competency” or “Competence” has become the termyccording to the content, person, teacher, placal.ethe
generally used to embrace the concepts of both e®npy  general enterprise’s manufacturer's most frequentigd
and competence. But Charles Woodruffe (1991) betlev categorical methods, for On-the-job Training ané-tBé-job
that the word competency is being used both torteféhe  Training. Because On-the-Job Training is similarilevh
ability to perform a job or part of a job competgrand to  stydying situation and real work. It can be relelfvsuitable
the sets of behavior the person must display irertd  for the need of the work after training. The adegetof Off-
perform the tasks and functions of a job with cotepee  the-Job Training which the place for study is e job site.
[1]. It will not cause the extra load of this departraénthief.
Based on researches of many scholars, this researphd the supervise responsibility is lighter [20].

generalizes and study out that the manufacturimystty . On-the-Job Training (0.J.T) : Delegation, Work
labors should be owned the following competenaieseiven Instruction Method, Apprenticeships, Coach Teaching
levels: 1. Research and Development Competency;  Mentor Method, Job Rotation, Special Job Assignment
2.Marketing ~ Competency; 3.  Product Technology  Task Forces, Multiple Management, Understudy Plan,
Competency; 4. Information Technology Application Readings, Interview, Manager Training Plans, Divect
Competency; 5. Human Relationship Competency; & Se Training, Supervisor Training, Work Improvement,
Encouragement and Learning Competency ; 7.Reasanitg and Human Relationship, Work Safety.
Analysis Competency [1][3][4][6][8][10][11][13][14}5][18] .  Off.the-Job Training (Off.J.T) : Lectures, Study,
[20][21]. Panel Discussions, Programmed Instructions, Role
Il. Necessity of Education and Training Playing, Sensitivity Training, Business Games,

Understanding Approach, Transactional AnalysisdGri

« In term of necessity for the enterprise: The Seminar, Walk Track, Brainstorming, Case Studigs, |

development of modern enterprises is suffered by
impacting of the information and computer, in recen
years, the electronic computer enterprise whiclthés
proud and dependence for existence for Taiwan ghoul
be second to none [16]. The science and technology
have been changing so rapidly, especially new prisdu
such as the computer software updates at any @uss
experts also feel the crisis of being unable taltatp
with. At the rapidly changing times, any enterprise
should keep up with times in order not to drop auod

be eliminated. The only method is to intensify the
enterprise education and training. In short, therpnise
must train employees continuously and constantlaso

Basket Exercise, KJ Method, NM Method, ZK Method,
KT Method, Case-Based Process Method, Training
Game, and Problem-Solving Discussion.

METHOD

I. Research Hypothesis

H1: Personal characteristic effect the personnel

manager’'s opinions about the competencies degreiheof
staff.

H2: Personal characteristic effect the unit head

manager’s opinions about the competencies degretheof

staff.
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H3: Personal characteristic effect the staff's agpis
about the competencies degree of themselves.

mostly 10 years below, and in this company working
seniority is almost 5 years below. The educatiamell®f the

H4: Personal characteristic effect personnel margmge respondents was university.

opinions about the need of education and trainiegree of
the staff.

H5: Personal characteristic effect the unit

hegd

TABLE I

DEMOGRAPHIC CHARACTERISTICS

>~ ) h Characteristi Numbe Personnel Unit head Staff
manager’s opinions about the need of educationtranging aracteristic r manager manager a
degree of the staff. Gender
H6: Personal characteristic effect the staff's apis Male 75 23 28 24
. L . Female 26 9 6 11
about the need of education and training degree k5e
themselves. 25 below 4 0 1 3
H7: Among of the personnel manager, the unit hepd 26-30 21 4 5 12
manager and the staff have significant differericghowing gézzg i‘; g 2 (73
to the competencies degree opinions of the staff. . 41-45 15 4 7 4
H8: Among of the personnel manager, the unit hepd 46-50 8 2 3 3
manager and the staff have significant differenicehowing S e . M ° °
to the need of education and training degree opinaf the ==~ working seniorty
staff. 5 years below 18 2 6 10
.. . . 6-10 years 23 7 7 9
Il. Revision the Questionnaires 11-15 years 21 7 6 8
. . 16-20 years 13 2 6 5
In_ orde_r to achieve the extremely content validitythe 21-25 years 10 4 4 2
questionnaires (refer to measure the fitness oftecdh 26-30 years 11 5 5 1
Invited nine experts and scholars provided suggestand 31 years above 5 2 0 0
investigations in order to establish the contetiitlitg of the Reées‘/’ggrts"gggv"v"ork'”g ey 4 5 14
questionnaire and make the questionnaire more eiepl 6-10 years 28 6 12 10
. . 11-15 years 10 4 3 3
IIl. Research Subjects and Data Collection 16-20 years 14 2 7 5
Data were collected primarily by mean of thg 2125 z:g:z % > 2 2
questionnaires. The investigation subjects are fits¢ to 31 years above 2 2 0 0
third grade 555 manufacturers. They are stand dfdmvan | This company working seniority
Machinery Manufacturer Directory” which is compileg of gigafs below gél 3 Iz ;5
Taiwan Association of Machinery Industry. The resha 1'1_153’3:;5 0 3 A 3
subjects are the personnel manager, the unit heatger 16-20 years 13 2 6 5
and the stuff from these 555 machine manufacturifg 21-25 years 8 4 2 2
factories. This research used double sampling rdet¥tich éf'jgafaggove 92 52 30 10
refers to be similar to stratified sampling mettardcluster Eqicion fevel attaned
sampling method and then randomization. Collect 10 Junior school below 1 1 0 0
manufacturers, and recover 32 manufacturers (the of JSEUiOV hiﬁh school 3};3 141 fo 1111
. 0 unior college
recovery is 32%). University 35 10 14 11
; Master 14 6 6 2
IV. Analysis Method Doctor 1 0 1 0

The data of this study were collected by the

guestionnaires. The analysis used the SPSS salisti
software package. The data analysis methods include

Descriptive statistics, Reliability analysis, Meamalysis, T-

II. Mean analysis

test and One'Way ANOVA. ACCOfding to the resultd an Exp|ain the personne| manager and the unit head
findings of this study, we supply suggestions howdévelop  manager’s opinions about the competencies andebd of
and improve the competency for the talents at theqycation and training degree of the staff at presend the
manufacturers. staff's opinions about the competencies and thed nefe
education and training degree of themselves.

The grade of average scores in accordance with the
importance degree weighting, it is 5 to be “verpdj it is 4
to be “good”, it is 3 to be “ordinary”, it is 2 twe “not good”,
it is 1 to be “very bad”, and assume that the sstjge of
response presents the normality. Assign the boanuake
five grades and divide a boundary and click théofaing
[20].

X1 boundaries =3+ 0.84* 1.42 =4.19

RESULTS

I. Profiles of Respondents

From Tablell shows the Demographic characteristics
the personnel manager, the unit head manager anstuff.
There are male exceed female. In term of age bligian, 31
to 35 years old were almost. The total working sgtyi is
mostly 6 to 10 years, the relevant trade workingagy is
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X2 boundaries =3+ 0.25* 1.42 =3.35 (M=41.67) and “46 to 50 years old” unit head mamage
X3 boundaries =3- 0.84* 1.42 =2.65 (M=37.00). Finally, the “51 to 55 years old” unitdd
X4 boundaries =3- 0.25* 1.42 =1.81 manager (M=56.33) think the degree of the staft tisa
This study judge the project standard of everysuperior to the “36 to 40 years old” (M=41.67) &4é to 50
competency degree. It follows to divide into actogdto  years old” unit head manager (M=37.00). As for ‘throt
these: “Very good” (4.19-5.00), “Good” (3.35-4.19), technology competency”, because the Sheffe coniparat
“Ordinary” (2.65-3.35), “Not good” (1.81-2.65), “Veg bad” method is conservative and conscientious, they'tdghow
(1.00-1.81). the difference groups. These results supportedypéi?
Mean analysis of the staff's competencies degree. F hypothesis.
‘the personnel manager’s opinions”, Research and The staff's opinions
Development mean is 34.72 (every item mean is 3,472  “Gender” of the staff can effect the “product teclogy
Marketing mean is 48.88 (every item mean is 3.4Pi)duct competency” degree themselves (t=2.243; P<0.0%)duet
Technology mean is 49.41 (every item mean is 3.80)1 technology competency degree of the male staff (3/5%)
Human Relationship mean is 38.03 (every item mean iwhich is superior to the female staff (M=35.18).
3.457) is good. For “the unit head manager’'s opisip The “education level’ of the staff can effect their
Research and Development mean is 33.59 (everyritean  “information technology application competency” deg
is 3.359), Marketing mean is 47.12 (every item méan (F=5.073; P<0.01) and “reasoning and analysis coengg”
3.365), Product Technology mean is 46.88 (every iteean  degree (F=4.429; P<0.05).The staff, which educdtweal is
is 3.606), Human Relationship mean is 37.91(evéeyni “university” (M=22.55), their information technolgg
mean is 3.45), Self Encouragement and Learning ni®an application competency degree that is superiotheo staff
31.00 (every item mean is 3.44), and Reasoningayadlysis  who education level is “senior high school below”
mean is 20.21 (every item mean is 3.37) is good.“#fe  (M=19.36). And the staff, which education level is
staff's opinions”, Human Relationship mean is 39(6@ery  “university” (M=39.45), their reasoning and anafysi
item mean is 3.6), and Encouragement and Learng®nns competency degree that is superior to the staff echeation
32.80 (every item mean is 3.64) is good. level is “junior college” (M=17.64). These resusispported
Mean analysis of the staff's the need of educatind  partly H3 hypothesis.
training degree. For “the personnel manager’'s opsii, for «  Among of the opinions
“the unit head manager’'s opinions” and for “theff&a The results of the ANOVA were differences about
opinions” about the need of education and trairdegree “research and development competency” (F=8.743;
are very need, except for the “Self Encouragememnt a P<0.001), “marketing competency” (F=7.146; P<0.001)

Learning” competency of the personnel manager'siops,  “product technology competency” (F=8.783; P<0.0Gir)d
and every item mean of “Self Encouragement andriegt  “information technology application competency” =337,
competency is 3.27. P<0.05). The Sheffe comparative method showed ttieat

significant difference was among the personnel manahe
unit head manager and the staff. About “Researctht an
e The personnel manager’s opinions Development Competency” degree, the personnel nesinag
The “education level” of the personnel manager car{M=34.72) and the unit head manager’s opinions (8159)
effect their opinions about the “research and dgweent” are higher than the staff's opinions (M=28.97). Abo
competency degree of the staff (F=3.834; P<0.09)e T “Marketing Competency” degree, the personnel manage
personnel manager, which education level is “umitgt  (M=48.88) and the unit head manager’s opinions (K1%£2)
(M=38.20), they think the competency degree in asse are higher than the staff's opinions (M=41.43). Abo
and development of the staff that is superior eoghrsonnel “Product Technology Competency” the personnel manag
manager who education level is “senior high school”(M=49.41) and the unit head manager’s opinions (6188)
(M=29.80). These results supported partly H1 hypsith are higher than the staff's opinions (M=40.94). Abo
«  The unit head manager’s opinions “information technology application competency” the
“Gender” of the unit head manager can effect theipersonnel manager (M=52.78) and the unit head nesiisag
opinions about “human relationship competency” degof  opinions (M=52.76) are higher than the staff's apis
the staff (t=3.024; P<0.001). The “male” unit haadnager (M=45.77).
(M=39.25) think the competency degree in human And used the mean analysis (Table 3) can undefstan
relationship of the staff which is superior to thfemale” unit  the personnel manager and the unit head manag#ni®os.
head manager (M=31.67). They think the staff's competencies degree ( “regeand
“Age” of the unit head manager can effect theimamis  development competency”, “marketing competency”,

about “marketing competency” (F=8.457; P<0.001) andproduct technology competency”, “information techwgy

“product technology CPmpetepcy” degree (qu3-‘29‘0-95) application competency”) are good (the every item is
of the staff. So about "marketing competency”, 9@ to 30 higher than 3 )and can competence their (the sjafiork.

years old below” unit head manager, who are (M=B0.6 The de .
: : “ gree of the personnel manager and the uaitl he
they think the degree of the staff that superiothi® “46 to manager’s opinions is higher than the staff's c ies

50 years old” unit head manager (M=37.00). The tal45 .
years old” unit head manager (M=52.00) think thgrde of degree. These results supported partly H7 hypathesi

the staff that is superior to the “36 to 40 yeald”o

Ill. The competencies degree of the talent
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IV. The need of education and training degree eftétent

e The personnel manager’s opinions
“Age” (F=2.987; P<0.05), “total working seniority”

(F=2.704; P<0.05) and “relevant trade working sty
(F=2.704; P<0.05) of the personnel manager carctetffieir
opinions about the need of marketing competencyatin
and training of the staff. But the Sheffe comparmtnethod
is conservatively and conscientious, they didn’ovghthe
difference groups.

The “education level” of the personnel manager can

effect their opinions about the need of “producthtelogy
competency” education and training of the staff {B45;
P<0.001). The personnel manager, which educaticei e
“senior high school below” (M=55.00) and “master”
(M=53.17), they think the need degree in produchmelogy
education and training of the staff that is supetm the
personnel manager who education level is “uniwgrsit
(M=44.40). These results supported partly H4 hypsit
e The Unit head manager’s opinions

“Age” of the unit head manager can effect theimigs
about the need of “marketing competency” educatod
training (F=2.671; P<0.05) of the staff. But theeBa
comparative method is conservatively and consaesfi
they didn't show the difference groups. These tesul
supported partly H5 hypothesis.
e The staff's opinions

“Post unit” of the staff can effect the need ofsearch
and development competency” education and traidegree
themselves (F=5.232; P<0.01). Research and develapm
competency degree of the “research and developomtit
staff (M=42.14) which is superior to the “productio

e Off-the-Job Training (Off.J.T) : Lectures (75%),
Study (56.25%), Panel Discussions (56.25%), Problem
Solving Discussion (46.88%), Brainstorming (37.50%)
Case Studies (34.38%), Transactional Analysis
(31.25%), Programmed Instructions (28.13%),
Training Game (18.75%), Business Games (15.63%),
Grid Seminar (15.63%), Understanding Approach
(15.63%), Case-Based Process Method (12.50%), Role
Playing (12.50%), Walk Track (9.38%), In Basket
Exercise (3.13%), KT Method (3.13%), NM Method
(3.13%), Sensitivity Training (3.13%), KJ Method
(0%), and ZK Method (0%).

CONCLUSIONS

Different personal characteristic will affect the
personnel manager, the unit head manager and #ffiés st
opinions about the competencies degree and the oked
education and training degree of the staff. Amorfighe
personnel manager, the unit head manager andatfidate
significant difference of showing to the competesadilegree
opinions of the staff in Taiwan. But the competescare
localized about the core competencies and fundtiona
competencies, not the general competencies. Thesessin
many competencies, the manager think the competemfi
the staff can competence for their (the staff'sykydut the
staff think their competencies are not enough tottusir
work. And they also think that the staffs need toept the
education and training.

The whole manufacturer of manufacturing industry
carries on talent's education and training edunatmd
training methods. About On the Job Training, thejoma
methods are Work Instruction Method, Apprenticeship

management” staff (M=29.86). These results supgorteDelegation and Job Rotation. About Off the Job firgj, the

partly H6 hypothesis.
e Among of the opinions

The results of the ANOVA were not differences. Thes
results didn't support H8 hypothesis. Because ptrsonnel,
the unit head manager and the staff judge the rafed
education and training, their mean are all highant3 from
mean analysis. Although ANOVA were not differenceg,
know that they need to educating and training ffier $even
competencies.

V. The implement of education and training degreth®
talent

The whole manufacturer of manufacturing industrgriea
on talent's education and training education amdhitrg
methods, as follow:

e On-the-Job Training (O.J.T) : Work Instruction
Method  (84.38%), Apprenticeships

(78.13%),

major methods are Lectures, Study, and Panel diems

The competency can assist the company to decide the
staff. To adapt the world, the personnel manader, unit
head manager and the staff think need to educatimd
training. So the company must be strong to edugadimd
training about the functional competencies.

In order to take advantage and get benefit in the
manufacture in the competitive world. Not only domfthe
competency and the need of the education and riaibit
also the managers must take care of the developafehe
staff. To face the change rapidly and competitivetyrid,
and the staffs of the company need to learn cootishy.

At present, there are 70% enterprises to engagdbein
function construction one by one and develop erngssy
roles or various management systems of introduitingtion
guidance in Taiwan. So that human resources capaiie
attention, and it should be understood that edowcasind

Delegation (65.63%), Job Rotation (50%), Task Fs,rcetraining_ are rooted education work even an impeeati
(34.38%), Work Safety (34.38%), Human Relationshipenterprise conduct.

(31.25%), Work Improvement (31.25%), Readings
(28.13%), Special Job Assignment (28.13%)
Supervisor Training (28.13%),

However, as the education and training content rbast

suitable to many products, its life cycle is shoated shorter,
Understudy PlanWhich results in more and more complicated edunatiod

(21.88%), Manager Training Plans (21.88%), Directoriraining provided and cannot produce instant resai

Training (18.75%), Mentor Method (15.63%),

account of needs of time. But if enterprises arewilding to

Interview (15.63%), Coach Teaching (9.38%), andPut emphasis on the education and training becatigfeis,

Multiple Management (9.38%).
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specification. The enterprises always want to sthigdalents
of other companies. On the one hand, it is nop#renanent
solution; on the other hand, it will influence ewemange the
original deep-rooted excellent business cultureickviis not
a wise move for the enterprise in the long term.

From the above discussed, we must pay attentidheto
great influence of talents education and training the
development of enterprises and the country. Thezefohen
researching and discussing about the talents
manufacturing industry, we should possess the tisiliof
knowing which roles can be competent in this positas
well as understand current needs of education eaidirtg
carried out by enterprises and existing implementin
situations.
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