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ABSTRACT

Nowadays the Taiwan’s enterprises are facing the strong pressure, the global economy takes off rapidly. The huge capital, talented

people and techniques constantly fly to China. The competitive environment is more intense and severe than in the past. The

enterprises don’t want to be eaten up in this competitive mighty current. They must use the human resources to develop “the

human capital”. But American Society for Training and Development association pointed out a research paper in 1996, It shows

that the top manager of the organization would like to understand what exactly has obtained in after putting into a great deal budget

and manpower cost for training. This research discovered that the employees themselves find the training opportunities and join the

training activity if the company combines the organization development, the human resources development and the employees’

career planning. Increased the interaction of organization, the supervisor and the colleagues, then it can support the transformation

of training result by mutual influence. If the training curriculum designs can aim at the different training contents and give an

appropriate training method to trainers, then, it can evaluate the deficient in employees’ working abilities. Through the application

of opportunity makes the transformation of training from the shallow to the deep transformation. Let both the new knowledge and

the skill ability is utilization ofscope more and more wide.
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