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ABSTRACT

With more than 30 years’ exploration and practice, the hu-
man resources services (HRS) in China have achieved a leap devel-
opment. It is mainly displayed by constantly expanding its serv-
ices scales, continuously expanding it services items. continuous-
ly improving its services means, constantly deepening its services
cooperation and continually strengthening its services supervision.

But the HRS in China is still in the stage of extensive devel-
opment nowadays, its development pattern shows “Big market,
small industry”. As a new and expanding industry, the main
competitive services products of HRS focus on the bottom - end of
market, gradually lead to homogenization of services products,
their overall strength is not strong, the degree of standardization
is low, the creativity consciousness is not sufficient and its inter-
national competitive strength is weak, so its efficiency of service
has not been explored sufficiently and can’t meet the gradually de-
veloping demands of HRS. Especially during the process of pro-
moting the economic restructuring changes from 2012, according
to the overall pattern of international and domestic economic de-
velopments, Chinese economy is adopted and adjusted actively by
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adjusting its high — speed economic growth into moderate — and
high — speed economic growth, by improving and upgrading its e-
conomic structures, by changing its economic development mode
from competence — driven an investment — driven to innovation —
driven, and economic development should depend more on the in-
stitutional innovation, technological innovation and the improve-
ment of human capitals, and finally, enters into the “New Nor-
mal”, Under the New Normal, the original development patterns
and thoughts can’t cater to the needs of New Normal, the eco-
nomic growth and the adjustment of economic structures pose a
tough challenge to the employment and the development and allo-
cation of human resources. In order to adapt the New Normal,
we should establish an effective operating mechanism of HR mar-
kets to make the markets play a basic role in allocation of re-
sources, should strength the macro supervision and analysis of
HR markets, should strength the macro guidance of movement
and allocation of HR markets. should deeply study the relative re-
lations of the structures of industries and talents, should strength
and improve the HRS and explore the potentiality of HR and mar-
ket service. By doing so, we can improve the comprehensive
strength of HRS, optimize the outer development environments,
improve the internal management infrastructures, improve the
staff qualities greatly, and at last, we can improve the efficiency
of HRS, decrease the negative effects of employment because of
economic adjustment as possible, maintain HRS keep up the pace
of the development of New Normal. Under the circumstances, it
is urgent for HRS in China to establish a set of standard and objec-

tive HRS efficiency evaluation criteria. By establishing and enfor-
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ABSTRACT

cing the criteria, we can strengthen the development potentials
and promote the modernization and internationalization of HRS,

By trimming the research achievements finished by domestic
and international scholars, we find that the main measures on re-
solving the predicamentsof HRS in China are focus on three levels,
that is the government’s , the industry’s and the enterprise’s lev-
el. But, the research on how to construct the system of efficiency
evaluation of HRS in China has not been studied. In this study,
we try to research literatures on the system of efficiency evaluation
of HRS from two perspectives: the HRM efficiency evaluations
and services industry efficiency evaluations. But we also find pre-
vious researches focus on the subjective evaluations on the satisfac-
tions or the objective evaluations on the operational data, and
both of above two measures are not suitable for HRS,

This study attempts to build a set of objective and perfect effi-
ciency evaluation system of HRS and tries to divide the efficiency
evaluations of HRS into two levels (that is wide broad and narrow
areas) and three systems of evaluation index altogether. The out-
comes of this study are not only appropriate for the efficiency eval-
uation for wide broad HRS, but also for the efficiency evaluation
for narrow area HRS; meanwhile, not only appropriate for the ef-
ficiency evaluation for public HRS, but for private HRS,

Under the directions of above, this study present a definition
of HRS on the basis of trimming the research achievements, Com-
bining with the basic sample data of Beijing HRS from 2011 to
2013, by using questionnaire survey, this study establishes the
models of HRS efficiency separately from broad and narrow sense.

At the same time, this study draws some important conclusions
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by using DEA and factors analysis. 1. For the private HRS com-
prehensive efficiency, the efficiency of industrial HRS enterprises
are the greatest in the static performance of HRS, the efficiency
of state —owned HRS companies are the most stable in the dynam-
ic performance of HRS, 2. There are large improving spaces for
the public HRS efficiency, the total assets are the most important
factor for the public HRS. 3. For the wide broad HRS efficien-
cy, the efficiency of HRS in the city is higher than suburban
counties, During the process of analyzing the influence factors of
HRS efficiency deeply, this study proposes three hypotheses a-
bout staff quality, service quality and service price and attempt to
analyze them through building the theoretical model, and analyses
the influential factors. Then use the SEM to analyses these fac-
tors and verify three hypotheses. Lastly, according to the re-
search on efficiency evaluation and influence factors of HRS , this
study proposes suggestions in improving the efficiency of HRS in
China, including establishing the policy system of promoting the
development of HRS through grasping the law of HRS develop-
ment; propelling the reforms and creativities of HRS markets and
promoting the development coordinately of business HRS; promo-
ting the transformation and promotion of HRS and propelling the
industrialization of HRS; improving the occupational qualities of
HRS staff and abilities; accelerating the transformation of govern-
ment functions and reinforcing its support and guidance for the de-
velopment of HRS; developing fully the actions of trade associa-
tions and expanding its influence and cohesiveness powers and so
on.

The theoretical significances of this studyare as follows:
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ABSTRACT

first, it enriches the research on the efficiency evaluation of HRS
and fills the research gap, improves the theoretical research on
HRS. Secondly, it expands the theoretical contents of HRS,
Lastly, it enriches the theoretical outcomes of service economics.

The practical significances of this studyare as follows, First-
ly, it can provide theoretical instructions for the relative depart-
ments to begin the efficiency evaluation of HRS, Secondly, it can
provide reference evidences for improving the development of
HRS. Thirdly, it can implement a series of major strategies.
such as employment priority strategy and strategy of making China
stronger by producing more outstanding personnel. Fourthly, it
can lead the HRS enterprises to improve service quality. Lastly,
it can raise social attentions and promote formulation and imple-
ment of some policies about HRS.

The main innovation points are as follows: 1. The study at-
tempts to present the efficiency evaluation and influence factor
model of HRS on the basis of existing research achievements,
which can fill the theoretical gap about the HRS efficiency re-
search in our nation. 2. In order to make the efficiency evaluation
system more objective and comprehensive, the study attempts to
bond the subjective evaluation with objective evaluation. The
study use a subjective evaluation index satisfaction, along with
other objective evaluation index, to make the evaluation outcomes
more comprehensive, objective and scientific. The outcomes of
this study will be a beneficial supplement for efficiency evaluation
system of modern service industry. 3. The study attempt to di-
vide the evaluation system into two levels, three models, empiri-

cally analyzes and examines these three models separately., This
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kind of layered will make the efficiency evaluation system more de-
tailed, and the models will be more universal. 4. The outcomes
confirm this conclusion again that the public HRS should exit the
business fields and marketized and industrialized the private HRS.
Promoting the development of HRS, during the process of
strengthening and perfecting the services of public employment
and talents, we should create a better market development envi-
ronment and promote the industrialization of business HRS great-
ly, at the same time, make markets play a decisive role in alloca-
tion of HR. The government should encourage more and more
business HRS enterprises to participate the public services by in-
novation of the supply models of public service. Meanwhile, the
government should standardize the management system, increase
the dynamics of the main bodies of markets and maintain the or-
ders of markets competitions by using the market mechanism to
improve the reasonable flow and optimized allocation of HR, and
improve the efficiency of HRS comprehensively.

Because the study is based on the Beijing’s HRS relative data,
so the conclusions are also on the basis of it. Therefore, the con-
clusions are limited. Secondly, because the study builds a frame-
work of model on the system of HRS efficiency evaluation, this
model is not so detailing, it needs the researchers make it more

detailing and operable.
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