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Abstract 

Currently, there is limited research on talent development programs between Guangdong and Taiwan. This study employs 

document analysis and comparative research methods to analyze the curriculum systems of human resource management 

undergraduate programs at Z University in Guangdong and K University in Taiwan. The aim is to identify the differences and 

distinctive features in talent development and curriculum planning between universities in Guangdong and Taiwan, which can 

foster mutual learning and serve as a reference for both sides, ultimately contributing to the further development of human 

resources between Guangdong and Taiwan. The study yields the following findings: (1) in terms of talent development curriculum 

planning, K University offers more diverse options than Z University. Its specialized courses are structured hierarchically, with a 

variety of choices, and emphasize the diversified development of students in professional fields. (2) K University offers more core 

professional courses than Z University and organizes them into subcategories. (3) regarding professional courses, Z University 

focuses exclusively on the six core areas of human resource management, emphasizing talent development centered on technical 

skills. In contrast, K University expands its curriculum to include international perspectives, cross-cultural issues, and 

management of organizational employee relations. (4) in practical course planning, Z University places a stronger emphasis on 

practical experience than K University. However, it needs to realign its curriculum to better meet the talent needs of industries in 

the Guangdong-Hong Kong-Macao Greater Bay Area. 

Keywords: curriculum comparison, curriculum planning, educational quality, human resource management, talent development 
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1. Introduction 
1.1 Research Background 

Since China’s reform and opening-up, the country has experienced 

remarkable economic growth that has amazed the world, and this 

success is closely linked to talent development and education. With 

the ongoing advancement and deepening of economic integration 

in the Guangdong-Hong Kong-Macao Greater Bay Area (GBA), 

economic exchanges and cooperation between the GBA and the 

rest of the world have become closer than ever. However, talent 

has emerged as a bottleneck to the GBA's economic development. 

The "Outline Development Plan for the Guangdong-Hong Kong-

Macao Greater Bay Area" emphasizes that in order to enhance the 

development level and potential of the GBA, the region must 

establish a world-class international education hub and a base for 

talent cultivation. 

Thus far, as part of Guangdong Province, the GBA’s influence in 

talent development remains limited. Universities, as the primary 

institutions for talent cultivation, must prioritize improving 

educational quality, which is central to the development of higher 

education. In recent years, several issues have emerged regarding 

professional talent training at universities, including imbalanced 

curriculum planning that fails to keep up with the times, and a 

mismatch between the majors students pursue and the actual needs 

of employers (Ministry of Education of China, 2024). These 

problems have been frequently criticized by both society and 

businesses, negatively affecting the overall development of 

industries and the specialization of certain fields. The root cause is 

that the talent produced by universities still does not meet the 

demand for skilled professionals in the GBA. 

Shi (1996) emphasized that curriculum design should be forward-

thinking, not only teaching students to adapt to society but also 

empowering them to take on the responsibility of building and 

improving it. Education must evolve with the times, continuously 

adapting to economic and industrial development. It is essential to 

consistently assess societal and industrial needs in order to adjust 

curriculum structures and content, cultivating the knowledge, 

skills, and attitudes that align with students' future growth and 

societal demands. This approach ensures that students are better 

equipped to integrate into society and adapt to its evolving needs in 

their future careers. 

Currently, there is often a disconnect between the talents cultivated 

by universities and the needs of industry, leading to supply-demand 

imbalances and mismatched professional fields. Universities must 

urgently adopt strategies to develop a curriculum system that aligns 

with professional knowledge, skills, and attitudes, while also 

meeting societal demands. Professional courses are the cornerstone 

of undergraduate education, and curriculum planning should reflect 

the characteristics of the current knowledge economy (Ning, 2006). 

It must be both proactive and flexible, focusing on fostering 

students' ability to adapt to society and enhancing their overall 

competencies. 

To fulfill their educational mission and enhance the quality of 

talent development, universities should prioritize professional 

curriculum planning. The talent cultivation curriculum system 

serves as a critical vehicle for educational outcomes, representing 

the core of education and determining its overall quality. The 

rationality and scientific nature of curriculum design are crucial for 

effectively cultivating talent in applied undergraduate institutions. 

Given the importance of curriculum planning in talent development 

and education, and recognizing the current lack of academic 

attention on the quality of curriculum planning for undergraduate 

Human Resource Management (HRM) programs, both 

domestically and internationally, this study aims to conduct a 

comparative analysis of HRM undergraduate curriculum planning 

at universities in Guangdong and Taiwan. 

1.2 Rationale for Topic Selection 

As an educational platform for talent development, universities 

have a significant impact on students' professional literacy. In the 

context of the Guangdong-Hong Kong-Macao Greater Bay Area 

(GBA), there are four key reasons for selecting universities in 

Guangdong and Taiwan as the focus of this study:  

First, many Taiwanese universities are ranked among the top 500 

globally in the QS World University Rankings, which reflects their 

high standards of educational quality. Consequently, their talent 

cultivation programs should also demonstrate a competitive 

advantage in terms of quality. 

Second, after comparing various universities, it was found that K 

University is one of the few Taiwanese institutions offering an 

undergraduate program in Human Resource Management (HRM), 

making it a particularly relevant case for this study.  

Third, according to the 2024 IMD World Competitiveness 

Yearbook, Taiwan ranks 8th out of 67 major countries and 

economies evaluated for competitiveness (IMD, 2024), with its 

education system being a key contributing factor.  

Fourth, the shared cultural and educational backgrounds between 

Guangdong and Taiwan provide a solid and stable foundation for 

this study, facilitating the research process. 

The reasons for selecting Z University in Guangdong as the subject 

of this study can be summarized in three points:  

First, the university is located in one of the nine major cities of the 

GBA, and Z University plays a key role in cultivating high-level 

talent for the GBA. This makes a comparison of its HRM 

curriculum particularly relevant.  

Second, it is possible to obtain comprehensive data on the 

university’s undergraduate talent development program and 

curriculum structure.  

Third, by comparing the two universities, this study seeks to 

identify the strengths and weaknesses of Z University’s HRM 

curriculum planning.  

It will offer constructive recommendations for enhancing the 

university’s professional course design, thereby supporting the 

cultivation of high-quality HRM talent to drive the economic 

development of the GBA. Furthermore, this comparison will 

contribute to the complementary development of HRM curricula 

between Guangdong and Taiwan, fostering a mutually beneficial, 

win-win outcome for both regions. 

1.3 Research Motivation and Objectives 

China and Taiwan share a common cultural heritage and historical 

background. However, due to differences in their socio-economic 

systems, educational systems, and other factors, the development 

of educational structures and curriculum planning in both regions 

exhibits distinct characteristics. The motivation behind this study is 

to compare the HRM curriculum planning at two universities—one 

in Guangdong and one in Taiwan—so as to identify the strengths 

and unique features of each. The objective is to contribute to the 
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broader research on HRM curriculum comparisons and provide 

valuable insights for the future planning of HRM curricula. 

The objectives of this study are: (1) to analyze and understand the 

current state and differences in the HRM curriculum offered by the 

two universities through a comparative approach; and (2) to gain 

insight into the distinct advantages, features, and shortcomings of 

the curriculum planning for the respective programs at both 

schools. 

The goal is to ensure the curriculum meets the competency needs 

of the GBA while supporting the development of universities in 

Guangdong and Taiwan in the context of the global knowledge 

economy. Additionally, this study aims to contribute to the 

advancement of higher education in both regions, foster academic 

cooperation, complementarity, and exchange between universities 

in Guangdong and Taiwan, and provide constructive 

recommendations for enhancing the quality of HRM curriculum 

planning to better meet future talent development needs. 

2. Literature Review 
2.1 HRM Professional Development and Talent Cultivation 

Research 

Since the HRM major was classified as an independent discipline 

in the "Undergraduate Program Catalog of General Higher 

Education Institutions" in 1998, it has been recognized as one of 

the most promising and rapidly developing fields in higher 

education (Ministry of Education of China, 2023). The HRM major 

spans multiple disciplines, integrating policy, technology, and 

practical skills. It encompasses areas such as management, 

psychology, labor studies, and sociology, emphasizing that 

professionals in this field must possess strong practical abilities, 

data analysis skills, and problem-solving capabilities. 

The "National Guidelines for Talent Cultivation in Undergraduate 

Business Administration Programs" is the most comprehensive and 

systematic document outlining HRM talent development. This 

guide specifies the training requirements for HRM students across 

three areas: knowledge, skills, and attitudes. It advocates for 

universities to establish a well-rounded talent cultivation system 

that integrates theoretical courses, experimental teaching, 

internships, and other components (Ministry of Education of 

China, 2024). 

Fang (2019) found that 'regional universities' continue to follow 

outdated curricula for talent development, with outdated course 

structures and practical teaching methods. This inadvertently limits 

students' innovative thinking and results in an incomplete and 

fragmented knowledge system for those studying HRM. Moreover, 

the HRM curriculum is confined to six basic modules and lacks an 

international perspective, as well as innovation related to local 

economic special zones and the Belt and Road Initiative. As a 

result, the curriculum fails to align with the talent demands of 

industries in these economic zones, particularly regarding 

continuity, professional knowledge relevance, and scientific 

planning. With the ongoing development of economic 

globalization, industries are placing higher demands on the 

employability of HRM professionals. Currently, universities face 

limitations in their cooperation with enterprises, revealing 

deficiencies in the quality of HRM talent cultivation. 

2.2 Current Status of HRM Talent Cultivation Curriculum 

System Research 

Comparative studies on HRM talent cultivation curricula by 

domestic scholars are relatively limited. For instance, Zhao, Xiao, 

and Chen (2018) explored the internationalization of HRM talent 

development models in universities, emphasizing the need for 

traditional HRM models to adapt to the challenges posed by 

economic globalization. Wu, Wang, and Pan (2016) analyzed the 

structure of HRM curriculum systems in China and identified them 

as fragmented knowledge systems. They suggested that curriculum 

design should be built around six core HRM modules: human 

resource planning, talent recruitment and placement, employee 

training and development, performance management, 

compensation management, and labor relations management. 

Additionally, they emphasized the importance of linking 

knowledge across these modules to create an integrated HRM 

curriculum system. Zhu (2016) analyzed the HRM curricula at nine 

universities and proposed reducing the number of general 

education and foundational professional courses while increasing 

the credits for core professional courses and the proportion of 

elective courses, thus aiming for a more streamlined and focused 

HRM program structure. Wang and Zhao (2010) studied HRM 

undergraduate curricula and found a lack of consistency in core 

course offerings across institutions. They also noted a tendency to 

place excessive emphasis on basic disciplinary courses, along with 

a disconnect between the curriculum system and real-world 

industry demands (Xu, 2013). 

Fang and Li (2019) analyzed the topics covered in HRM 

professional education and the weight of different curriculum 

modules. They pointed out that the content of the professional 

courses is relatively narrow and outdated, with an overemphasis on 

practical skills and a lack of application of theoretical analysis. 

This limits students' ability to integrate professional knowledge, 

affecting the depth, breadth, and scope of their learning. 

Additionally, the curriculum fails to reflect the economic 

development of the special economic zones where the universities 

are located, nor does it adequately cultivate the core competencies 

needed for HRM professionals. The design and planning of an 

HRM talent cultivation curriculum system is a complex process 

influenced by various factors, with the primary requirement being 

the appropriateness and completeness of the talent development 

system. Therefore, Fang (2021) proposed a moderate adjustment of 

the professional course modules, the inclusion of specialized 

elective sub-modules, and a reevaluation of both the course 

modules and their content. Fang, Li, and Luo (2020) argued that 

the HRM profession has become constrained by digital information 

technology, industrial innovation, and intelligent systems. 

Universities, as centers for talent development, still tend to rely on 

outdated models in their curriculum planning. Neither the 

theoretical nor the practical components of the curriculum align 

with the demands of the modern knowledge economy, big data, 

and smart environments, nor with the talent cultivation systems 

required by businesses. This disconnect results in a lack of 

motivation, poor overall competency, and weak analytical and 

decision-making abilities among students, making it difficult to 

foster high-level, modern thinking skills. 

In summary, there is a lack of comparative research on HRM 

curriculum planning in China. Existing studies mainly focus on 

talent cultivation models, teaching methods, and course planning 

but fall short of conducting in-depth comparisons of curriculum 

systems across different regions or universities. This gap may stem 

from the limited availability of information on talent development 

programs at domestic universities, which are often not made 
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publicly available on official platforms, making it challenging for 

researchers to access relevant data for analysis. Therefore, this 

study, by comparing the HRM curriculum planning at Z University 

and K University, aims to address the gaps in the existing literature 

and gain a deeper understanding of the HRM curriculum needs at 

both institutions. The findings will offer valuable insights to 

improve their professional course planning. 

3. Research Design and Methodology 
This study employs the document analysis method (Kutsyuruba, 

2023) and the comparative research method. The research design 

and methodology follow Bereday’s "Four-Step Comparative 

Method" outlined in Comparative Methods in Education: 

Description, Interpretation, Juxtaposition, and Comparison. The 

comparative research method involves analyzing and contrasting 

two or more objects or phenomena to identify similarities and 

differences and to explore general or specific patterns. 

The steps in this method include: (1) Description, in which the 

basic context of the tasks to be compared in different regions is 

outlined and relevant materials are collected; (2) Interpretation, 

where the causes behind the identified basic conditions are 

analyzed; (3) Juxtaposition, in which the tasks to be compared are 

organized according to specific patterns, and comparison criteria 

are established, followed by further data analysis; and (4) 

Comparison, in which the juxtaposed materials are summarized 

into conclusive findings (Bereday, 1964). 

By using this comparative research method, the study explores and 

compares the HRM curriculum planning at Z University and K 

University. It examines differences and strengths in their HRM 

offerings, such as the current status of courses, curriculum 

planning, course structure, course setup, and credit allocation, 

among other dimensions. The study then summarizes and identifies 

the strengths of the two universities across these dimensions. 

4. Findings and Analysis 
4.1 Current Status of HRM Curriculum at Both 

Universities 

University talent development is primarily based on educational 

and teaching methods, with the curriculum system serving as the 

foundation for professional education. As shown in Table 1, Z 

University’s HRM curriculum is organized into four major 

modules: general education courses, disciplinary foundation 

courses, professional courses, and practical courses. In contrast, K 

University’s HRM curriculum consists of two main modules: 

general education courses (which include mandatory university-

wide courses) and professional courses. 

Table 1. Current status of HRM curriculum at Z university and K university 

 

Z University K University 

Credits Percentage (%) Credits Percentage (%) 

General education module 
Required 43 27.92 12 9.38 

Elective 16 10.39 16 12.50 

Disciplinary foundation 
Required 17.5 11.36 

  

Elective - - - - 

Professional courses 
Required 24 15.58 53 41.41 

Elective 18.5 12.01 47 36.72 

Practical courses 

Required 33 21.43 
  

Elective 2 1.30 
  

Total 154 100 128 100 

Note: This data was compiled by the researcher. 

4.2 Current Status of HRM Curriculum at Z University 

Z University is an applied public university. According to the latest 

2020 version of Z University’s HRM undergraduate talent 

development plan, students majoring in HRM are required to 

complete a total of 154 credits for graduation. The curriculum is 

divided into four main modules: general education courses, 

disciplinary foundation courses, professional courses, and practical 

courses. Each module has different course numbers and credit 

requirements. Specifically, the general education module requires 

59 credits, which accounts for 38.31% of the total graduation 

credits; the disciplinary foundation courses require 17.5 credits, or 

11.36% of the total; the professional courses require 42.5 credits, 

making up 27.60%; and the practical courses require 35 credits, 

accounting for 22.73% of the total graduation credits (as shown in 

Table 1). 

4.3 Current Status of HRM Curriculum at K University 

K University is also an applied public university. According to the 

university’s latest 2021 curriculum plan, the HRM major requires 

students to complete 128 credits for graduation. The curriculum is 

divided into general education courses and professional courses, 

with different numbers of courses and credit requirements for each 

module. For example, the general education courses require 28 

credits, accounting for 21.88% of the total graduation credits; the 

mandatory professional courses require 53 credits, or 41.41%; and 

the elective professional courses require 47 credits, representing 

36.72% of the total credits. 

From the perspective of HRM curriculum structure, K University 

places significant emphasis on the study and planning of 

professional course knowledge. The curriculum is designed to 

comprehensively develop students' professional competencies, with 

a particular focus on fostering an international perspective and data 

analysis skills, in alignment with the trends of economic 
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globalization and societal development. In contrast, Z University 

places greater emphasis on general education courses, with 

comparatively lower requirements for HRM talent cultivation and 

professional knowledge development. 

4.4 Current Status of HRM Curriculum at Both 

Universities 

Both universities' general education modules primarily consist of 

university-wide elective courses, core general education courses, 

liberal arts courses, and other expanded offerings. Z University 

requires students to complete at least 59 credits (38.31%) in 

general education courses, while K University requires 28 credits 

(21.88%) (as shown in Table 2). Clearly, Z University places a 

higher emphasis on general education, with a 16.44% greater 

proportion than K University. 

In general, applied universities tend to offer a higher number of 

professional courses, followed by general education courses. In 

contrast, research-based universities often prioritize general 

education courses over professional courses, or give both an equal 

weight. This is largely because research universities focus on 

fostering students' critical thinking, creativity, innovation, and 

humanistic skills. The higher proportion of general education 

courses at Z University, compared to professional courses, may be 

linked to the unique characteristics of China's socialist education 

system and the specific educational philosophy adopted by local 

universities. 

Table 2. Current status of general education courses in the HRM curriculum at Z university and K university 

Course 

category 
Course type/Group 

Z University K University 

Num. of 

courses 

offered 

Num. of 

credits 

Required 

credits 

Percentage 

% 

Num. of 

courses 

offered 

Num. of 

credits 

Required 

credits 

Percentage 

% 

General 

education 

module  

Required 

Ideological and political 

education 
9 19 19 12.34 

    

Basic literacy and skills 14 32 20 12.99 12 12 12 9.38 

National defense 

education 
2 4 4 2.60 

    

Elective 

General - - 16 10.39 
    

Marine science and 

civilization development 
    - - 

6 4.69 
Life exploration and local 

care 
    - - 

Creativity, innovation, 

and digital literacy 
    - - 

Aesthetic and humanistic 

literacy 
    - - 

10 7.81 

Technology and 

environmental 

sustainability 

    - - 

Social and knowledge 

economy 
    - - 

History and diverse 

thinking 
    - - 

Global and future trends     - - 

Note: This data was compiled by the researcher. 

From Table 2, it is evident that there are differences in the planning 

of general education modules between the two universities. Z 

University offers three required modules: Ideological and Political 

Education (9 courses, 19 credits, 12.34%), Basic Literacy and 

Skills (10 courses, 20 credits, 12.99%), and National Defense 

Education (2 courses, 4 credits, 2.60%), along with 16 credits 

(10.39%) in elective courses. In contrast, K University requires 12 

credits (9.38%) in courses such as "University Chinese," "Practical 

Writing," "Practical English," "Physical Education," and "Service 

Education." Notably, K University does not include courses on 

ideological and political education (love the country and the party), 

social issues, or military training (national defense), which are 

present at Z University. Regarding electives, K University has a 

more detailed planning structure, distinguishing between "Core 

General Education" and "Liberal Arts General Education" 

modules. The "Core General Education" module is divided into 

three course groups, requiring students to take at least one course 

from each group and complete a minimum of 6 credits (4.69%). 
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The "Liberal Arts General Education" module includes five course 

groups, with students required to choose at least three groups and 

complete 10 credits (7.81%). 

In terms of required courses, K University places a strong 

emphasis on basic literacy, while Z University includes courses on 

ideological and political education (love the country and the party) 

and military training (national defense), in alignment with 

regulations from different educational authorities. 

For electives, Z University provides a more simplified selection, 

while K University divides its electives into two modules and eight 

course groups. The "Core General Education" module includes 

three course groups: Marine Science and Civilization 

Development, Life Exploration and Local Care, and Creativity, 

Innovation, and Digital Literacy. The "Liberal Arts General 

Education" module includes five course groups: Aesthetic and 

Humanistic Literacy, Technology and Environmental 

Sustainability, Social and Knowledge Economy, History and 

Diverse Thinking, and Global and Future Trends. 

4.5 Comparative Analysis of Professional Course Modules 

at Both Universities 

4.5.1 Differences in Course Module Planning at Both 

Universities 

Z University’s curriculum structure consists of three main 

modules: disciplinary foundation courses, professional courses, and 

practical courses. In contrast, K University has planned only a 

professional course module. Z University further distinguishes 

between "disciplinary foundation" and "practical" modules, while 

K University incorporates some HRM foundation courses—such as 

"Sociology," "Statistics," "Psychology," and "Management"—into 

its professional course module, typically offered in the first and 

second years. 

In terms of practical courses, Z University lists courses like 

"Business Document Processing Software," "Database Systems 

and Applications," "Statistical Analysis Software," "Big Data 

Analysis and Applications," "Workplace English," "Semester 

Internship," "Summer Internship," "Project Internship," and 

"Advanced Workplace English" under its professional elective 

"Other (Practical)" category. At K University, these courses are 

considered electives, whereas at Z University, they are classified as 

required courses. Overall, from the perspective of curriculum 

planning, Z University places a stronger emphasis on practical 

components compared to K University. 

4.5.2 Differences in the Number of Required and Elective 

Courses in the Professional Course Module at Both 

Universities 

In the professional course module, Z University offers 11 required 

courses and 25 elective courses, while K University offers 20 

required courses and 62 elective courses (as shown in Table 3). In 

comparison, Z University provides significantly fewer required and 

elective courses than K University, even when including the 

disciplinary foundation and practical modules. While there is a 

notable difference in the number of required courses between the 

two universities, the disparity in the number of elective courses is 

particularly striking. 

Table 3. Comparative Analysis of HRM Professional Course Structure at Z University and K University 

Course category Course type/Group 

Z University K University 

Num. of 

courses 

offered 

Num. of 

credits 

Required 

credits 

Percentage 

% 

Num. of 

courses 

offered 

Num. 

of 

credits 

Required 

credits 

Percentage 

% 

Disciplinary 

foundation 
Required 7 17.5 17.5 11.36 

    

Professional 

courses 

Required 11 24 24 15.58 20 53 53 41.41 

Elective 

General 25 41 18.5 12.01 
    

Organizational 

development & HRM 

use     
23 67 

47 36.72 
Employee learning & 

development     
16 33 

Employee relations & 

administration     
14 32 

Other (Practical) 
    

9 28 

Practical courses 

Required 

General 11 10 10 6.49 
    

Thesis 3 12 12 7.79 
    

Internship 2 11 11 7.14 
    

Elective 

Innovation & 

entrepreneurship 

practice 

4 2 2 1.30 
    

Note: Data compiled by the researcher. 
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The number of elective courses communicates two key messages: 

first, the strength of the faculty team, and second, the degree of 

autonomy students have in selecting their courses. K University’s 

ability to offer such a large number of professional elective courses 

suggests a highly capable faculty team, whereas Z University’s 

HRM faculty team has considerable room for growth. The greater 

availability of elective courses at K University means that students 

have more options to choose from. This reflects K University’s 

strong emphasis on student autonomy and choice, whereas Z 

University provides fewer electives, limiting students’ options. 

This indicates that Z University should increase the number of 

professional courses it offers. 

The two universities also display different approaches in the 

structuring of their curriculum modules, which reflect their distinct 

objectives in HRM professional training. Guided by these 

objectives, Z University’s curriculum is centered on an 

"specialized talents" education model, with courses designed 

primarily from the perspective of HRM practitioners or responders. 

These courses are aimed at providing students with structured 

theoretical knowledge and practical skills for their future HRM 

roles. In contrast, K University adopts a leadership-oriented 

approach, placing greater emphasis on HRM theory and the 

development of managerial thinking, particularly from the 

perspective of individuals in leadership positions within HRM. 

4.5.3 Differences in Required and Elective Course Credits in 

the Professional Curriculum at Both Universities 

Z University requires 24 credits (15.58%) in required courses and 

at least 18.5 credits (12.01%) in elective courses, while K 

University requires 53 credits (41.41%) in required courses and at 

least 47 credits (36.72%) in elective courses. Comparing the 

allocation of required and elective credits between the two 

universities reveals that Z University places less emphasis on 

professional courses than K University. As Zhu (2016) noted, there 

is a need to increase the number of core professional courses and 

give more weight to electives. Elective courses play a crucial role 

in developing students' overall abilities, such as innovation, 

expansion, and research skills (Chen & Qin, 2006). Undoubtedly, 

K University recognizes the importance of professional electives 

for students' future development, an area in which Z University 

still has considerable room for improvement. 

Z University requires a total of 42.5 credits (27.60%) in both 

required and elective professional courses, while K University 

requires 100 credits (78.13%) in the same category. The significant 

difference in the credit distribution of professional courses between 

the two universities indicates that K University places a greater 

emphasis on the development and specialization of HRM courses. 

However, Li and Zhang (2017) argue that more courses do not 

necessarily equate to better quality. An excessive number of 

courses can lead to a disorganized curriculum. The quality of a 

professional field is not determined by the number of required 

courses or credits; a high number of required courses or credits 

does not necessarily indicate superiority, nor does a low number 

suggest weakness. Universities should select an appropriate 

number of courses or credits based on their specific context, 

ensuring that the academic field is both deep and comprehensive. 

This approach will enable students to truly master the essentials of 

the discipline, ultimately making them more competitive and 

adaptable when entering the workforce. The significant differences 

in the number of required courses and credits between the two 

universities may reflect the varying recognition of professional 

fields by the educational authorities in the two regions. 

4.6 Comparative Analysis of HRM Professional Course 

Design at Both Universities 

4.6.1 Differences in Course Levels 

Both universities emphasize the hierarchical structure of some 

courses. For instance, Z University offers "Economics I" and 

"Economics II" within its economics curriculum. In contrast, K 

University adopts a more diversified course structure, offering 

"Sociology," "Statistics," "Accounting," "Economics," "Labor 

Law," as well as "Practical Topics I" and "Practical Topics II." 

This approach highlights that K University places greater 

importance on a structured, progressive course design. 

4.6.2 Differences in Course Scheduling 

Typically, universities organize their curricula with foundational 

courses in the first and second years, followed by core professional 

courses in the third and fourth years. Z University arranges its 

required professional courses across the first, second, and third 

years, with the most required courses scheduled for the third year. 

Meanwhile, Z University schedules its professional elective 

courses for the third and fourth years. In contrast, K University 

distributes its professional elective courses more evenly across all 

years, offering electives at each stage of the program. 

4.6.3 Differences in the Timing of Course Offerings 

There are several differences in the timing of course offerings 

between the two universities. For example, "Organizational 

Behavior," "Economic Law," "Information Systems," and 

"Marketing" are scheduled differently at Z University and K 

University. Z University offers "Organizational Behavior" in the 

second year, while K University offers it in the first year; 

"Economic Law" is scheduled for the second year at Z University, 

but for the third year at K University; "Information Systems" is 

offered in the third year at Z University, but in the fourth year at K 

University; and "Marketing" is scheduled for the fourth year at Z 

University, but in the second year at K University. The timing of 

course offerings is a key aspect of curriculum planning. The 

differences in course scheduling between the two universities 

highlight how each institution values course sequencing and the 

integration of knowledge. 

Gong and Li (2008) emphasize that curriculum planning should 

take into account both continuity and progression, as knowledge is 

interconnected and should be integrated into a cohesive system. 

Given that HRM is an interdisciplinary field, its curriculum should 

be structured so that professional courses build on foundational 

courses. Based on the differences in course scheduling between the 

two universities, it is evident that K University places more 

emphasis on the continuity of courses and the interrelationship of 

knowledge compared to Z University. 

4.6.4 Differences in the Scope of Professional Course 

Knowledge 

The courses offered by Z University primarily focus on the six core 

HRM modules: Human Resource Planning, Recruitment and 

Placement, Employee Training and Development, Performance 

Management, Compensation Management, and Labor Relations 

Management. These courses highlight the importance of 

foundational knowledge in HRM, indicating that Z University's 

curriculum is geared toward producing practitioners who focus on 

the practical execution of HRM tasks. The emphasis is primarily 
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on areas such as recruitment, selection, and compensation, with a 

work-centered approach at its core. 

In contrast, K University expands upon the six core modules by 

adding courses such as "Interpersonal Relationships," "Personnel 

Psychology and Counseling," and "Stress and Emotion 

Management." This broader approach reflects a more holistic view 

of HRM, where students are envisioned not only as practitioners 

but also as leaders or guides within organizations. K University's 

curriculum places greater emphasis on topics such as 

organizational interpersonal relationships, emotional management, 

and international human resource management, with a human-

centered development approach. 

Undoubtedly, in the context of the new era and the increasingly 

globalized environment of the GBA, HRM curricula that focus 

solely on the six key modules are insufficient. The curriculum must 

adopt a more inclusive and innovative approach, extending beyond 

these foundational modules. It should build on the strengths of the 

core modules while overcoming their limitations, thereby creating 

a forward-thinking HRM curriculum that is both comprehensive 

and adaptable to contemporary challenges. 

4.6.5 Differences in Specialized Courses 

Both universities offer specialized courses, but they differ in focus. 

Z University’s specialized courses are primarily centered on 

practical training, such as "Assistant Human Resource Manager 

Professional Skills Training" and "ERP and Business Management 

Simulation" (ERP: Enterprise Resource Planning). These courses 

aim to help students understand the practical aspects of HRM. In 

contrast, K University offers courses with a more international 

perspective, including "International Human Resource 

Management," "International Business Management," and "Service 

Human Resource Management." These differences in specialized 

courses reflect the distinct training goals and educational 

philosophies of the two institutions. From a curriculum design 

perspective, Z University’s HRM program focuses on cultivating 

applied skills, whereas K University emphasizes the development 

of interdisciplinary talents. 

Z University’s HRM curriculum is largely centered around the six 

core HRM modules, with relevant practical training integrated into 

the program. In contrast, K University’s HRM curriculum extends 

beyond the six core modules to include other specialized fields. 

This approach helps students understand that HRM is an 

interdisciplinary field, extending into areas like international HRM 

and emphasizing a broad, cross-disciplinary knowledge base. 

Given the GBA’s need for international and innovative talent, K 

University’s HRM curriculum, with its course offerings and 

geographical location in Taiwan, aligns more closely with the 

talent demands of the GBA’s economic development. On the other 

hand, Z University’s curriculum has not yet fully aligned with the 

economic development needs of the GBA, the Belt and Road 

Initiative, or the staffing requirements of businesses, making its 

HRM course offerings more traditional in nature. 

5. Conclusion and Recommendations 
5.1 Conclusion 

The current state of HRM professional curriculum planning at both 

universities highlights significant differences in their goals for 

talent development and educational philosophies. Z University 

aims to train applied professionals to meet local talent needs, while 

K University focuses on cultivating management professionals 

with a global perspective. 

In terms of curriculum design, Z University places greater 

emphasis on general education and practical courses, whereas K 

University prioritizes the overall integrity and depth of its 

professional curriculum. Both universities base their HRM 

programs on the six core HRM modules, but K University expands 

its curriculum beyond these foundational modules, incorporating 

contemporary issues and offering a more forward-thinking 

approach. In contrast, Z University’s curriculum is more narrowly 

focused on the six core modules, lacking innovation and advanced 

elements. It adopts a "specialized talents" education model that, 

while fostering deep expertise in specific areas, may limit students' 

motivation to learn more broadly. This narrow focus on specialized 

knowledge can restrict students' academic development, making it 

more difficult for them to integrate theoretical concepts with 

practical applications after graduation. As a result, Z University’s 

approach may reduce students' adaptability to the evolving 

demands of the job market. 

In terms of electives, Z University offers a limited selection, 

whereas K University provides a wider range of elective options, 

placing greater emphasis on student autonomy. This approach 

helps guide students' proactive development. Regarding course 

levels and interconnections, K University’s curriculum planning 

prioritizes the hierarchical structure, diversity, interrelation, and 

appropriate credit allocation for professional courses. It places 

more emphasis on the continuity, interrelation, rationality, and 

scientific rigor of the courses compared to Z University, aligning 

better with the discipline’s learning objectives. In terms of 

professional practical courses, Z University focuses more on 

hands-on training than K University. However, the practical 

courses at Z University should be adjusted to meet the talent 

demands driven by the GBA economic development. 

5.2 Recommendations 

Based on the conclusions above and the development of HRM as a 

professional field, this study provides several valuable 

recommendations from both macro and micro perspectives 

(curriculum, schools, and students) for reference. 

Macro Level: National and local governments should increase 

funding and support for applied undergraduate institutions, 

particularly those located in economic special zones, to enhance 

the optimization of educational resources in these institutions. 

Education authorities must closely monitor the curriculum 

structure, relevance, and quality of education in these institutions, 

conducting timely evaluations. They should also encourage 

collaboration among universities, as well as cross-border 

cooperation, to collectively discuss and plan professional 

curriculum systems. 

Micro Level: Universities should ensure that their curriculum 

planning evolves with the times, particularly those in economic 

special zones. They need to continuously adjust and optimize their 

programs to foster innovation in curriculum design. Universities 

should also offer students greater autonomy in course selection, 

promoting their overall development and meeting societal demands 

for talent. Additionally, universities should develop specialized 

courses that reflect their unique characteristics, carefully planning 

an educational model that aligns with local economic development 

and talent cultivation goals. 
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