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FELTH 7199 AAHY FEH AHAY gl weE A+ 203

Aoltt, EHAYAA(Total compensation report)E 3 FHAMES g FYH9
AAZE A =zt 29 9o

@ M2 2AmzaHel tEt 2y 57t

Ve, BREWY, S4AF, JDATIE T ARe B 22339 =]lo] S
L ZA U3, FF HREAY 7MY 2 AL B 29 Fol4 ez 4T
A BEAD 4 s AT BATSIYS sk Holdh ol Hey my=
2IYL 944 §XHAo] AFHHo|EE ¢ o] n2H 1 Y},

(B-2) MI7IY 2y &

T ¥ Lyl 2

|2 VALUE CREATION %4
C EFFECTIVENESS &3

AEAE 02 T B4R B
e (Total Compensation)

¥y 3t
Q1w 43 - ne&ue] chokst MET A3}
E AP 4B A
g AA+E3A

# 1 e A|/Broadbanding
7 2FH(Merit Increase)

% - 9] BAe) MIX

Ar27
AT - Tyl R+ QMER, Y] AESAH
HAMAEF 48 9 ZFA} H A1 3] (Compensation Committee)
HEFA e 4 iEd AP

® =algy sds

A2 2as4e) 2o EdSt Q39 fdsh AZAYY g, dein A%gH
Ao ) D olouulAY) o2 aokET gk MG ARAINE T2A
A Ze2E A3 AT 99 DA BN Tt A5E HAE $710
e 1 mejo] A4 ABAEL WASHE 71%0) E7bsHE 24l



204 KERKBHRBG

- AT A B8 oy
- 7194 et aAE ;_:];E?‘a °

" n s (Merit Increase) ) N

°" " Total ) - 7)et BeBA
Compensation
Development
- R QME B (ALHA)
= h - AEA/ AL

- o)Xk H{AN

R QAE (554 — Work/Life X273

(O3 2) SEYHA

@ Work~Life Balance Program ZA|
AgA o] T Hd AHBAZ W met g FAYT ALY A BAE
EA7I E3A 4T £ v £971 24 FEHEa ok ol MUY ARV

A A3 VA =203 siel 4 £YUE ATAd dFse A
Agshe 22l dFolrh 3ta AL 4& E4A F £ U= BWVIE A%
Zojof W2 Auet A FAo ol "dohn AZsly] giolnt 3] BE ARl
A LA 72, FEY F83% E2A o] Ao digh o] Al gich,

® Bo] HIlEC

BN F=2A TrendF 7P @ol olop7|Hx = A& 7I1&H(Skill Base Pay
System), 22 =4l (Broad Banding) System, Competency Model, 334 Program
solgs

WA, 7]&a(Skill based pay)Al=oltt, 2Feke] & 5E 712l g3 3ol A
848 AZ(Skil) Q] Ef offof wet HAdo] 2”‘*5% ] o2 3AtollA dag
st 270 £HE BHOR 3 Jeg Alke Had 27g /A1 4F izt 7

AT AL A G2 B o)Feks mzAE FA zFolt ARAAS 44
o SAelq 28 7bsAol £t oE B AXYolW, A, AZEFY Y, A4
9, A2 ol nRA Fof NEE TR AN YT WaY 714 A8t A

6) Nadel, Robert S, Compensation Alternatives ; Changes in Business Strategy, Plans and
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Abstract

A Study in the construction of the system of knowledge

management and human resources management in the Korean firm

Heo, Kap-soo

Recently, most enterprises are having a knowlege management boom, A
number of books associated with the knowlege management are being published,
countless public seminars are held, and many research councils have been
organized studying it formally or informally as if not importing the system is
like falling behind a fashion

However, there are not many cases that achieved success by constructing the
system of knowledge management, »

Then, why the knowledge management is not so much effective despite so
many voices wanting the change of management system and a lot of public
lectures about it? I guess the reason is that most companies do not have
concrete methodology.

Seeing a result of a survey which reported that with spread of venture boom
and successful examples being known widely, the outflow of precious human
resources is accelerated and a large number of employees of conglomerates have
already resigned or are considering separation from their positions, we can
realize that are occurring a change which can be nearly called severance in an
occupational view and an organization culture,

The preference to a large enterprise or a public institution of labor is low
today and the notion about a lifelong job is regarded as past remains, As for
this, it could be said that the social atmosphere that pursued the stability of a
job has been changed to the practical one that attaches importance to ability
and pay,

The way of thinking of employees has been changed while established

organizations cannot satisfy their desire and this explains why important
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members of a company are flown out, The reason why superior human
resources move to.venture businesses is that they can do their likable work and
also prove their ability as well as unconventional rewards,

Although existing companies are trying to preserve important human
resources through performance compensating stock option, temporary patching
up of personnel management cannot retard the rushing wind of foundation and
the outflow of labor,

On the contrary, clumsy import of performance-—based reward system not only
fails to hire superior labor power but also can bring about a sense of
incompatibility and conflicts among the remaining employees,

Therefore, this thesis, focusing on how to choose, develop, and maintain the
human resources, will suggest a future—aiming human resources management
model of Korean enterprises after comparing and analyzing the actual condition

of domestic companies and the trends of advanced corportaions,



