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Agsio b A4 Qe adozA ¢ EUe ANAEY xIduel fod A
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el W & gert AAARe wdsh o APH Amusrce Auge) Bt
WAL WEe] AUEe BRANel Wl W e Aehisel 23E Fe o) wadst
ol 7lzoluh Aol misA 221 BAY 53 asEFdes 59 74 JI1Y =
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uebA 71}l %L:Lz“?l e A 23 e AT 9A AS5EFEe el =
HOF AAARG /NEsta &8st=rt o Q1 ARkt 22E90e SHA
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gt AAHTE F40] IS 41 Ah(iang,
Hu, Liu, & Lepak, 2017, Shaw, Park, & Kim,
2013). oIk HEo] AR kel 41l
243 Fa4ol UF AAE FolAn

THNa, 2016; Bassi & Van Buren, 1999). <
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olfe WEEAS B A 1R
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TH(Na, Kwon, Kim, & Kim, 2018). Al s oF sk o] 2 Eslo|th 22 E
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SHEARISEIR]: Al W X

29 BANN AR} ML YT
o)

AR, B ATE PYEHOZ s)dulol
42 B3 FUATH M BHE Y
Aestnd @k 2% FAYLE0] wE

Becker, 1996; Wright, Gardner, Moynihan, &
Allen, 2005). & A= 27 A= AFH A
A% 3 HolHE ARSI olHd TIE
A7Ee] WAL FBITA Bk

e

(training) O] THOstroff
& Bowen, 2000). B< SAECl o8t W
S CECIE S K=
2 24EAL 24 FAAT0] ARFYeA
2 5ee SaA B
AA Ang QLA HES BE BEo
ZA 1l S(education) @ —E—%(training), a9z
ZEss TN O THNa,
2016;, Tharenou et al., 2007).

T
. O 5
Resources Practice)®] nS&

7N t"—--l'(development)%

WEFAS 22G3e] WAl HiF 7Ee
AEdT s BE e Ao o
A w&gFdo]l A I F= o=
Uehdt wSEde A4 2 e A5
FYAAG Bold ZolgtE 2H 7Y

ZANkAQl AR FfeeS AR FHA
H(Nadler, 1989), 7149 Thefg wSFd A
I} B 2o & 5

= Sl o
2AEYL A, A3 2HE SAdted
Bed BRANE WAL AP
T A7) AEe B AAolE 2 AT
A 2FHE 4 & T A &
Folok & o RAE st 3149
S SKLee & Yoo, 2013).

=3, weEde Fage wmzUxs 37
o] §&=E WatHA HA © AAL

= ok
Ho| W7k gobdel Hepd wes o
NH AMez gl b5 /4L B
A9e e 2 ¢ gled Ve Ve
Hoe A&KHoE &S
A 2 e 449 de Ade A
ofF 3ty ALY 7|9 (Resource-Based  View)Oll
teEd, 8E 2T A8 Ade 1
7} 1ofok 3 FHE(uniqueness)SHAY 3|44
o] Slojok st A mE < glon &
Aol ofs A2 4 glojok FThBarney,
1991). °] vl 7kA EA4E BF WHAL
de AL AFAESZA 7|49 A&HRI
BAY gro 7P ¢ F8% Adojgta &

F ek ARl THUES] FHE 7

9]
5]
31

H

M=

Ay HES A F5ae T ddd 840
ZAgE7] wEd gE 719 wsFHo
AN S5 gA 2HE + Qo
53], TeFg AAAMNE F FoME o
FEde gA 2 F gle 179 A4
7l1E, $ES A 1 aRA
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2 = UthBarney, 1991).
foklAR, REEAL 7190 Yol
24EA HAol AUEL 270 B}
e wAlgee] 240 tid FAH 2
Bejw} wase], zhe] 0@ ofaAo]
Z7lehn Hase) dRsasdo) FAHo
24 719 7HA7E BOIA7] HRel AHA

Bol U@ 4349 EABE| TN 2016,
Inder, 2015; Tharenou et al., 2007). T3k 2 ¢

N

R 4

Aele) AAE ngEde Fa ARe

Fasts o] PHo A sl APt
L 2= 0)

2
X

A7k wolAE ATNLE AAL F 9
(Almeida, Behrman, & Robalino, 2012; Nadler,
1989), 227 7o) BT AT 5 QlA =t
E= 8ot

2 dFolA e usEAY afdo] A=
z2o] A FollM TS =H=del
24e T4 W 2AEBUL TH] 2
2ol disll 7= AlF oo zA At
2re FUAGE 2ol BHIITA o
AEE oJu|slH(Mowday, Porter & Steer, 1982),
AHH BY EA BY ASH B 3
7FA sl e o2 T4 E Th(Meyer, Punonen,

Gellatly, Goffin, & Jackson, 1989). FZ&%Y-2

TAYY] AFUEE TP ojFe=et 2

TES WEde Aol TR d7=dA ¢

H H A TKSomers, 1993; Tett & Meyer, 1993), L=

3] HZol| Chang(2013)2 ZZ] Faial k=

AR AV 2 YRe FE adlew =
_%

HRE3} B 222U

FIZRQl AAAAY S FALEY =3
2900 Fa3 d4gs I 1 F uSEA
I 2AER00] FA Y dTFES R
WEEH] Y] 2AEYS AT 4
= AT

UREH o7 WHEFH FAH| o] woH
719904 Lt 228 2HEY FE0l
=t oS 01, Barderr(2001)& 33789 B
BEAEE daon waFdel HEE
A4 A, AEA A9, seErhsh 27
299 ATAYEY, wSTA B wE
asludse 242U e 9PD @
Qo) 9tk Bue ATE fAR AnE
Hustioh JAAAR7IAe 3 A A
(Workplace Panel Survey; WPS) Y ARE &
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AZ 3 EXoA wgFHe Tz
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of FAHA FFE AL IS Y|

Atk t& AFAES(Ahn, 2011; Kim, 2008;
Park & Lee, 201)E WS-THF Z2EQ] AL

ole] TA dEiA FARE AFE BHisia

Eh(Jiang, Hu, Liu, & Lepak, 2017). ¥4
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S 2AIZ|EHE|K|: AR Q1 KA

HASoMA FFES 771 AdlAe A4 F =t et A ARad P5s
A= vhadl A E Fobok Ah(Wrighe HYOSZA At oy s =¥} o
& Nishii, 2013). LB A] DeSimone, Werner, % g 712 PFoz T ZAAT YT
Harris2006)= wSEde] &34 Jhzle]  HEol 24EY2 I Al s T shd
o Ol RS ol @ Al 2 ojrk ok, HUBe] maEde] EaA
AAE BN BRY 75 Aoy FReT. o deld BoHos Ws: e Ay

ATAUBYL AUTo] Y ABE L olF0] 2ol A F o e ofaH
B} o &AL EL B 2 QA s Aol

BAS

2 = wAA B FSHl :

£ A3 Alfes, Shantz, Truss, & Soane, 2013; A QAT 839] AN E“% A=, B2

Sung, & Choi, 2018). L#|3F Wafo] QS| & Azt % 21T 2

A Ak Adojgtar A HE HAEY I o] o|HF JX*ZP’JJ*%% Oi‘ﬂﬁl A Z¥ahal,
S .

H ANE f2IT 2gEde ER4e AR onE Fudow wue: o o
YA o2 PAWHE AL 2Ho] ANEeA @ ey Wasith g of ket
EAE S0 SNshs ot LFAS  AABY FoA 94 DTS 2 gol
zzjo] HAS7) S EAL FAolh  soof AW WAL WEEALIAY 24

ar SR
SollM ARl wEFHL AR

F o gF ATE S Aok oAl B, @g
gABoEN 2H) HBE Eolt EFE  FAY AN CIRE FasAw HUT
QAT A HArNeIEo] AHALS s olzlel oA ANHEIE TFe] WRE
H Egol HES A dure wHAAE B A Aol slke] 24 98 34
d 7ol 28% BSEAS HAY AT HOZ Jol8 @ At gE Beo] 32
9| de B AAZ ololAm AFS Sk Bunchoo)e WHEH] Hrshe 47}
g, B Y, FE 7 B FF A ol4E ANYEY IFY, Z2I99 F
MOEEE W 4 glow, Y g 24 4 wiEd FAY duw g 1 F 3
oA Ak 2REA B3 BE M0 o)f W} HUT wEEU IABIA o]
2 W0 ETE AUS) e xde] e AN @ ot T4 Aol
y .

agEde] A4 2AU Z2ade JoE
Felstead, Mayhew, Pack, 2000). WZ}A s$E ZQ93 AT 259 FAHAL Qo] =93}
do] a3polgta A4t AL Fdgol W olE WA A4 thEor Ae AT
AR A 2Ho2RE AP e Aoz Fo| Eojua itk ol AYEC] IE9A
M 4 Utk A BsEFAdS o9 Aoz AP

*}Q@ﬂ@ol%(ﬁopanzano & Mitchell, 2005) = g 2 Zi?l(targer-centered) Z o]
o WEH AREL w3 FANA d¥ES 2kl B 4 UATBartletr, 2001; Sung & Choi,
A 3 ol EAAQ Ao AFE  2018; Tabassi, Ramli, & Bakar, 2012). ©]/4<] ©]
7 gtk AYES 2H0EREH AYS ¥ EF wjAE vROE 59 JHHo]l =&
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ZAEsE Q@ ARt AA 229 74
HEANA T2 7 (values), D-Hbeliefs), 2
718 7F4(basic assumptions)©] THSchein, 1985).
o2 % 7WlE 1% AR Aew T4
So W9 AR JTE Fu 0B
4l Az oz AEdi] 2ATHAZ o
249 359 BES /1AA o1 A4EL
ol 9IS AdthDed & Kennedy, 1982

& 25t o ESE
HUYo] 229 A4 (personality) B =
0 A% zAERE A9H 9RaRelA
H] 1L 9] (comparative advantage) = 283t 7|
Qo] THER ARB WIIE 48T % 9
E=5 S o] HTkSache, 1983). A8

b

£ Hoss 24R 0% 344 93
& HAE, oE@ o7l PAUY A ru

= 22 EYS =AHCarr, Schmide, Ford, &
DeShon, 2003; Oh, Roh, Kang & Suh, 2015). ©]
4ol W&s Qofetd, 2AEse 224
dAE A BE HEEOH “5% %E}i M=

(competing values framework)
AR RelE zAEHE T

o] Z3to| ue} ﬂ’]ﬁ]xlﬁkl:r"ﬂ-(clan culture),
& 41 A 8k 3Kadhocracy culture), A A T3+

(hierarchical ~culture), 12|31 HHFAFE3}
(market culture)?] Y] 7FA] £330z AT
& BFg 4 AhCameron & Quinn, 1999).

AR S clan  culture)= FF UH-
S35 fade 2AGE B Pl
]

culture)= A1 QBZA W3 £

S HIE EAoZ sl= E3lo|t) WH3ksH
= A0 A3 Yl =AM stel FAA
= 8 L =34 5

7S EFshs A Pl 23S

HAA &E S hierarchy  culture) = F2] Ul F-2
St gge SuE AP G2
A% W, ALA 2 FAH ARG 7
& o= A FoRl 2 e 2
Mk nn )29 F4e BA3 ﬂ%ﬂiﬁ
AR Yok AL FAVTG. vhTe.

_O|L

HF A FE S market culture)= JHEE A 6‘01:

WA dHEE FToe EIAEA EEA,
A FEA 59 TIHE FASY YRE
agHor FYsia 4FHoR ERE 94
3kl she Esbolth. wehd HEY x4
A7 AdsdE Tl 2A4TAHLE Akl
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Table 1.
analysis

Results of exploratory factor

Factor] Factor? Factor3  Factord

Training 1
Training 2
Training 3
Commitment 1
Commitment 2
Commutment 3
Clan culture 1
Clan culture 2
Clan culture 3
Market culture 1
Market culture 2

Marker culture 3

.738
.874
.855
815
.800
.867
.836
.864
811
840
709
73

Eigen value

2390 2233 2.077 1.987

Variance explained

(%)

19917 18.606 17.312 16.559

Variance

accumulated(%)

19.917 38523 55.834 72.393
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Table 2. Mean, standard deviation, correlational coefficients among variables

Variable Mean SD 1 2 3 4 5 6
1. Gender 90 .30
2. Age 2.03 78 327
3. Effectiveness of training 3.43 71 06" .01 (.81)
4. Clan culture 3.63 .69 08 107 43" (.86)
5. Market culture 3.62 61 .04 127 35 50" (.76)
6. Organizational commitment — 3.53 .56 20" 28" 28" .43** .31** (.77)
Note. *p < .05, **p < .01
Cronbach’s Alpha reliabilities are present in parenthesis on the diagonal line.
= B3tk StATE 3 39 By 25 HY AW dH5S
BAR & wSFHY Aol iz e
7HdEE A =AU A FdEFS A= A
o2 Yehkgs = 27, p < 01 7H 18 AA
2 AT s HoAeHdeast squares  HATL AT 2HARE HAF] H
method)& AH&3H HIAIA 3] A& (hierarchical 8k ZAE3 WFE ARSI AAAFES)
regression analysis)= ©]-83t] 7HEAZTES A o AAAEFEstE IFHE ER/StY 4709
Table 3. Results of moderation effect analyses
DV: Oxganizational Commitment
Variatles vy ®m¥o mY3 mY4 wys mYe w7 2y s
Gender 137 n" 07 07 .06 207 197 207
Age 247 257 7t 200 27 237 a7t "
Training 27 170 s 20 a2
Clan culture -57
Market culture 46"
Training x Clan .19
Training x Market 18"
R .10 .09 04 .07 .10 12 14 15
AR -01 03 03 02 01
AF 956" 1236 537 728" 441 1667 381 172

- 420 -

Note. * p < .05, ** p < .01, *¥* p < 001; Can = clan culture, Market = market culture
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The Effects of employee perception of training effectiveness on
organizational commitment:

The moderating effects of organizational culture

Yejin Kim Jungsik Kim

Kwangwoon University

In order to cope with rapid changes in current business environment, the pursuit of competitive
advantage through the optimal use of human capital is one of the most important strategies to the
firms. The employee training plays a key role in cultivating human capital, which can not only bring
higher organizational performance but also create strong corporate values. Considering the fact that unique
organizational culture in each firm affects the attitudes of organizational members in various ways, we
sought to explore the role of organizational culture in order to examine how employee perception of
training effectiveness affects organizational commitment. For this purpose, this study tests the relationship
between employee perception of training effectiveness and organizational commitment and moderating
effects by two types of organizational cultures in this relationship. Based on the analyses of the HCCP
data, the results of this study showed that the employee perception of training effectiveness has a
significant positive relationship on organizational commitment and that the relationship is constant in the
clan-oriented organizational culture, whereas it is significantly weakened under the market-oriented

organizational culture.

Key words : employee perception of training effectiveness, clan-oriented culture, market-orented culture, organizational

commuitment
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