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to facilitating strategy of learning transfer focusing H Corporation

Young-Kil Kim
Department of Social Welfare, Munkyung College

2 S ¥ 970l BAE BN UNT SUAFRIE AUATIHIA oL ST Ao
aAo] W AGAT Vo] § AIAHS AEIT AAES AXSHE ek Syl Feld shaA £,
WA QAL 2, PehE dpom ATS AAst] L0280 SHE AEEA Beset Ta e 23}
£ 2, SOgagel GAATAN B} FOHSs, B, BbHel JS oAl A%

o] o} o] ook ARTt e A0 Uelsich AH, 4EAINE B 4% A3 wyeEse]

st

e Fofgt Aoz SelEgct B A7l ARe thedt Lok A, A THE ST A

ool ﬂ@ﬂoﬂ AqpdHo® Jefshy] whie] 27Ul WE WekE gisk maAel AgubEos
23]

)
H

Zgallor shAlch. EA, AHAFISo] BRAIE S Asiie FRA AEHolnBE AAsHL, FRExe]
& A% SR AT 229 FE 291717 BAH ofoF skt

FRIO| © sk, s, shadel, ATt

Abstract The purpose of this study is to demonstrate the effectiveness of core competency courses by
scrutinizing H Corporation case. The primary data survey was taken from direct and indirect participants of H
Corporation core competency courses. The findings from the study are as follow. Firstly, before-and-after
average differences were significant in inspecting core competency courses. Secondly, participants’ own expected
core competency was comparatively lower than how observers evaluated the participants. Thirdly, Core
competency courses directly and indirectly influenced on the business performance. Therefore, the conclusions of
the study are firstly, core competency courses may work effectively for the goal of the company in changing
employees’ organizational behavior. Secondly, for the better result of the core competency courses, customized
and integrated learning transfer model for the particular company should be designed from the beginning of the
education.
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(Table 1) General Characteristics of participants

Category Pre Test : Post Test :
Frequency | Ratio |Frequency| Ratio

Learner 316 975 300 94.9

Boss 249 78.1 238 95.6

Observer | Colleague 256 82.3 249 97.3
Subordinate 245 76.3 225 91.8

17 thel A5 AL 7lel A 3168 (975%)°),
AHE LA 300 949%)0] A% Srahelnt. kA
SF F AR AN 2099(781%)°), AL
ol 4 2387(95.6%)0] A% gitelal). i A}

o 4] 2567(82.3%)°1, ATl A 2497(97.3%)°]
% gutelaln). ok AR el A 2458 (T6:3%)0], A}

FH b4 259 918%)0] #%E Seack

m

32 HRET, APM Y X

3.2.1 °=I-‘,LE-‘,L°| NEI L

& 24l A ;
zwv}

(Table 2) Questionnaire item configuration

Dimension Items N

—-Comprehension and explanation of talented
individuals

Basic ~Importance of shared talented individuals 3

course . . .
~Execution of appropriate action as a talented
individuals
-Understanding the role as a facilitator
~Recognition of problems and causes related
co-work in cooperation
-For troubleshooting, consideration  of
position as the relevant organization and
Advance
course departments
) -Recognition of the value chain in whole H| 7
(coopera .
. Corporation
tion)

-For troubleshooting, identification and
involvement of stakeholders

—Design and operation of business meetings
-Promoting cooperation in using effective
questions

Total 10

HolEe] E3 4 A3 A4S flE AES
Cronbach’s a A#}+= <Table 3> 7o) Uelyith 3%
A g ) BIe 835 At o 7 Bi3e
883 e} 2 Aol A AFEE = ARV} e Al

=7} givkar Adstdh

(Table 3) Cronbach's Alpha Coefficients

Dimension Cronbach’s Alpha
Basic course 835
Advance course(cooperation) 883

=
AT, 295 B AU WAS ol
L918] A HhHLE wgjW B o] 83T
ARG KMO 72 35340 714, A8} 74 o]
9172 ek} e Aol Foha 2 % g wa
Bartlett AAoA §-2]880] 25 00002 ER} W4
E7H) AAAAE BAH R Fon|dk Zfo]7} Y= A

o8 HeRiT

(Table 4) KMO and Bartlett's Test

Bartlett's Test of Sphericity
Dimension  |Items| KMO Approx.
Chi-Square dt Sig
Basic course 3 14 1284.980 3 .000
Advance course| 7 917 3339.224 21 000

(Table 5) Factor Analysis for research variables

Component
1 2

Commu
nalities

Dimension Variable

Comprehension and
explanation of talented 287 | 831 74
individuals

basic  |Importance of shared

course [talented individuals 8L | 829 167
Execution of appropriate
action as a talented 372 | 690 614
individuals
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(Table 6) Perception's Change of Learning F, FahEo| QA8 A7F o] AP B9l 914
Transfer FEHT A or 2o Aog vehgEd| oE A}
Items Category Mean|SD| t | p L] MBSl Aol kel olojaAl EWH EaZo]
Comprehension | | Pre-score | 342 | 697| 10811 | garel WAIshs A et T FRee oA
and explanation Post-score| 4.00 | 601 | st | Al 1Ade Wi JueE AS HAFe Aotk
of talented Ob - Pre-score | 390 | .754| 3.417 001
individuals SCVET Post-score| 402 | 602] =+ |’ _ -
Pre—score | 367 | 697] 10000 42 HMAZ-WF AMH=ALS] MEF TTHE
Importance of | Learner — ) .000 _
Post-score | 4.21 | 558 | #xx o1Al X}O]
shared talented Pre_ 101 | 718] 4175 ==
individuals | Observer e L 222 |- 0 000 HAR] S 3ws AP Z2AR A UERd 239
Post-score| 4.16 | 641 | ek ) )
Execution of Learner Pre-score | 3.72 | .673| 5.989 000 Ao TFo] ARFEERZ ol Zlo]7} =X EQ1s}7]
aDEropdate lg)rstfscore jg;l 67189 ok | 9)&}o] <Table 7>} 7+0] Scheffe AFEAA-S AAI8H4I T
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talented Observer Post 107 | 7 1.387 | .167 A, QA ol R A 7, QA T2 &
individals T A, QA B AE AR, AgoRA FHEIR
. Pre-score | 3.72 | 734 | 11.427 _ o - .
Understanding | Leamer (oo S0 o e [ 90| I oldl, A R EAT 029 A, H
facilitator | Observer Pre-score 4.?5 172 49;5;18 000 AF AR L] FFRALE 1) BRI AN e ols|BAR
_ TR o of shepat Fof, QR4 gl A vR(E el A7)
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troubleshooting, | Learner Post 108 | 538] # 000 = . . o " ,
consideration of ostrscore) 2% |- A, TANAA 24 D 3% FA9 9 1y
position as the Prezscore | 407 716 g B 27} frel5E 001614 felm e Aolvt 9l
relevant Observer . 1546 |.123 . B )
organizations Post-score| 412|722 ATk A A F 53] RE] EAt ElEo] <l
Recognition of Learner Pre-score | 3.18 | .788| 10.589 000 /;]g]_% ;—1 EE} o_ﬂlaoto] l:%C]—.T’_ 0 }46}1 9\)\5}
the value chain Post-score| 3.83 | 712| s |°
in whole FL1 o e [Lrescore | 373 | 791 4816 | )| (Table 7) Perception's differences between the
Corporation Post-score| 391 | 716 .
For . 251 | 508 groups in pre—test
e-score | 3.84 | 5 - - -
troubleshooting, | Learner — 39;7*19 000 Ttems Category |Mean| SD F p | Scheffe
identification Post-score | 4.03 | .583 Comprehension | Learner 342 | 693 .
and Pre-score | 4.05 | .715 and explanation |Boss 3.87 | 729 | 30.807 000 | e>a
involvement of | Observer ] _|2.216+ | 027 of talented |Colleague | 390 | 765 | ##x |~ a
stakeholders Post-score| 412} 6% individuals  |subordinate | 392 | .767
i Pre- 3. . . L 3.67 | 698
Des1gr'1 and Learner e-score | 3.80 | .644 45?28 000 Importance of earner ) h>a
operation of Post-score| 4.04 | 619 sk Boss 4.00 | 666 | 16.845
. - shared talented 000 | c>a
business b Pre-score | 405 | 725 2,001+ | 037 individuals Colleague | 400 | .733 | = >a
meetings SV Post—score| 4.13 | .714] © : " |subordinate | 4.04 | 756
Promoting Learner Pre-score | 357 | .667| 6.296 000 Execution of |Learner 3.72 | 663
cooperation in Post-score| 3.93 | 629 ##x |° appropriate  |Boss 407 | 707 |44 %1 b>a
using effective Pre-score | 397 | .778] 3114 action as a | Colleague | 396 | 806 | ., |00 | c>a
questions Observer Post-score | 4.09 | 732] #x 002 talented : d>a
ostrscore] =09 |- Lo |subordinate | 4.06 | 815
individuals
#* p<0B, *x p<l01, ek p<l001 ] Learner 372 | 757
Understanding 15 403 | 723 | 14332 b~a
Zaraln] slAlol kw8 o] Eol S Hmolo the role as a 1 ague 404 | 710w | 00| €72
ol A FuSo] sgdo|me] ta] 2ol facilitator bod;iz - 4‘04 '872 >a
_ subordinate | 4.04 | .
WS AL EAE] WS89 A8 %) olxtla ol
e Hel & E_O] IﬂHfA Raadl . Gt Recognition of |Leamer | 374 | 615 | 11980 | | b>a
é}?"]'.ﬂ (}\ﬂ . EE?} @E"ZJ’ \gﬂ—% % qu —\'_7\3};(]'(/}3]'* s "g— problems and Boss 394 | 629 seskok : c>a
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causes related |Colleague | 3.98 | 645 (Table 8) Perception's differences between the
0~ i >3 roups in post-test
cowork in | dinate | 405 | 785 dra groups In p :
cooperation Items Category |Mean| SD F p | Scheffe
For |Leamer 388 | 632 Comprehension |Learner 400 | 601
troupleshqotlng, 0SS 402 | 715 and explanation | Boss 404 | 652 53 | 4 ~
cons.lfieratmn of Collez 107 | 74 5188 001 | c>a of talented |Colleague | 397 | 734 | ° ’
posm(l)n aSt the |Lolleague . : ok individuals | subordinate | 4.05 | .686
reevart | subordinate | 4.11 | 864 Learner | 421 | 558
organizations Importance of Boss 116 | 65
Recognition of |Learner 318 | 783 shared talented - - 619 | .603 -
. b>a oo Colleague | 4.14 | .664
the value chain |Boss 3.66 | .729 | 40.262 individuals 5
. - — 000 | c>a subordinate | 4.18 | .632
in whole H |Colleague | 3.71 | .754 | s -
. - d>a Execution of |Learner 404 | 619
Corporation  |subordinate | 3.82 | .767 :
5 - appropriate  |Boss 4.10 | .680
troubles(})lrooting Learner 384 | 591 action as a  [Colleague | 402 | .743 | 876 | 453 | -
" | Boss talented
identification |22 104 | B3 | 7789 00 '?i? e |subordinate| 410 | 740
and Colleague | 401 | 728 | s |- c-a :
involvement of d>a Understandi Leamer 436 | 564
VOV O qubordinate | 410 | 775 NACTSIANANg .o 425 | 651 | 4077
stakeholders the role as a 007 | a>c
- o Colleague | 4.18 | 696 |
Design and |Learner 3.80 | .648 facilitator :
. = _ b>a subordinate| 4.21 | .719
operation of |Boss 405 | .691 | 10.69 — —
. 1000 c>a Recognition of |Learner 397 | 545
business Colleague | 4.00 | .706 | s#* .
. : d>a problems and |Boss 404 | 632
meetings subordinate | 4.11 | .768 . ¢ -
- - causes related |Colleague | 4.06 | 705 | 2.390 | .067
Promoting  |Learner 357 | 665 b>a co-work in
cgoperaftflont'm ?olsls ggé E;gj 223?2 000 | e>a cooperation subordinate| 4.12 | .706
using effective |Co eague . . : a For Learner 108 | 5%
questions subordinate | 4.02 | .834 troubleshooting,
# pl001 consideration of o> 413 | 684 a6 | | -
position as the |Colleague | 412 | 740 | - o
g Aol dyegel o sk e | et o |
=] gelslr7] 9)5te] <Table 8>3 70| Scheffe A}57 Recognition of | Learner 383 | 712
AL AABF ) ijﬂlﬁy ‘Aoz FHZAA}F A5 o) the Vallw:lel c}gin Boss 3.81 | 695 | 4.009 008 S>1a3
- - o in whole Colleague | 390 | .716 | ** ’ >
2 ILELO B O o)~ °
o w3dS A A7 FoeE 01014 f9u| s Aol Corporation  |subordinate | 4.02 | .726
7F AATE AR ZALS = W R AR FJuel AL For Learner 403 | 583
7, FelEurt sA BelEo] dMeks ool e | Ty 15 |
Ao UEplth o w4 B AdEel gl o and  |Colleague | 408 | 734 | L1120 =
@ SR olalE el HR] W ST S ek | OO O porinate 415 | 735
%ﬂﬂ’ ‘H/\]' %jiﬂg] 7}'5(]/\]'€_ ?_]_é], “O’]/\]'—/JY\—EO‘ % —8}32 Design and Learner 404 | 619
=7 AR g3t4 88 = o) B3 B A} & operation of |Boss 412 | 698 1o | o | -
business Colleague | 410 | 716 | ’
o = > -
o5% 0104 fojuld Aolzh Aglth, AdzAbeh mectings [aubordineisl 4161 751
9] HAF dA ] 7HR|AE IAV A JEA} e F 5 Promoting  |Learner | 393 | 629
6_]__3_01 5_],";—\‘;(]' %?_]_ﬂ}- }b]_/\]'g] ?_]_é] E.E]', :l\j/]:ﬂ ‘9] /\]_i co'operation'in Boss 410 | 677 | 4465 004 d>a
) ) } ) o . using effective |Colleague | 4.06 | .760 | s
%’ %‘ Euﬂa ‘-?1:;1(1 ;é_!%g] E‘_ﬂ]';q %L_g_% 1?475]._"5_0] 6—‘1—%1} questions subordinate| 4.13 | .756
wole] At AgRel o] BUA MY ol e pel
AP ZAL AT g 2PEEo] HAF A A9 vl =Y 2~
S-S Qi B3 BH o7 Qe 4835 4.3 S3AE|7|Y &8 stsdo|l= H45 A
O3 99 Aow nel wgel Aok olFolra SRR Aol we] oek AP-AFEARE
42 5 ok kb AAsglon AR Prkehs AR

182 1 Journal of Digital Convergence 2014 Aug; 12(8): 175-186



A study on the effectiveness of core competency courses according to facilitating strategy of learning transfer focusing H Corporation

& 714 a1 9tk webA] Brinkerhoff(1987)1 2} 7iw)
of Fulol A A} FatEa ole Akl S Fel
a0 EIS ATATH3AL HARSY 67 AlgAL & 7
o= e tidAt Al AA HHEske]
504 99 JHR-E AAEah JE R F2 4
AR, oA vl ZE AR AT, DA A
U?(What was used?), 24, oA vl AL 5
3 4o Aot ezl dL22(What results were
achieved?), AR, A¥}= oW 74x]7} Q1oL off oL A3t
ZQ3712(What good did it do?), YA, A3 A=a}
T MY 97, FERke A dLe?(What helped?),
A, HhEe ATE =Y & e ofoltY

=
=?(Suggestions?) oIt

flo ofl o

oo Md 9 oF

oV QHE Fo AF F 4T, S244 A, 4
GANE FHOE AHHUEE FFHEY <Table 9>
o ek A, NG AT AN g 9T 5
P AELR F A4S THNES S A3} W
EAA RS 48 94, Alzgaba, ofdgAA stet
g A% 5 9957 o2 Solold ol a4
Aage] Fag gow Ugguse] U A
o Ado] AAALS FAY & gtk
S, BN FEF A4} 7|
Hol7t dolut Aol el B0L, FAE, AAIS A
% o] doluta, fEAIske] e, AAK 94 AL
2E WE, A i) 21 71o] o) kel e
o, Tannenbaum3} YukI(1992)0] *8hr& A5-4alol 1
olaht SRRl MR §lTh L AEe AER sl
44 ol Bk AgEel wEES Ao
Aget @ A3 I BRENES WAY &
219l
A, AAT DAREE P, AgAse 7
ARA 7%, DA AAE 45, wEY S, 204
3% 5 404949 4949} dtkn nasa o)
o BRe] o] oiE o P st AHze
REER REREE SRR ES R B R
§3 B9t AFA9L ol o)

(Table 9) Validation of learning transfer utilizing
SCM

Contents

—-Recognition of the role of the facilitator as
Deputy manager

-Understanding the value chain of service centers
including cooperative centers and systems
thinking for better business

~Orientation a full optimization (organization, or
company), not a partial optimization (individual,
or team)
-Understanding and participation of various
stakeholders for the promotion of cooperation
-Design and operation of business meetings for
solving problems

~Communication effectively through key questions
what requires to solve the problem essentially

-Enhancement stall tumover of OO team and
rising the wages per hour

~The successful progression of the OO launch
project preparation phase

-Australia O00’s LM(A follow-up model) and
PB(B follow-up models) approved by the audio
module delivery

—Rising of Team's performance, and Contribution
Immediate | partially of the greatest sale in Australia

Performance| -The implementation of enterprise information
security survey, and the improvement of the
awareness level of all employees’ information
security

~The successful advance decision making for
International Aerospace and Defense Exhibition
participation

-During the rough estimate, Collaboration’s
improvement with relevant departments

-Improvement of customer satisfaction and
building collaborative coordination system with
cooperative centers

-Enhance the department’s Internal Customer
focused mind, the confidence of advertisers, and
brand awareness

—Delivery the module of approved model for three
Business years, and growth of revenue($2,000 million)

Performance | ~Establishment its own information security system

~Preempt the exhibition booth in the desired

Dimension

Success
factor

location
—Close  cooperation between the relevant
departments  within the organization, and

improve business performance speed
—Creation of the improvement effect of profitability
among the enterprise-wide activities

5. 28
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