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HRM practices, Most countries have their own culture that presents different types of behaviour. The employees’ specific
Organisational justice, ways of working, according to each country, influence its organisation, thus cultural differences have
Employee outcomes, become an essential issue in operating management. Therefore, this study explored how the different
Confucianism, cultures based on Hofstede’s paradigm interact within the specific Korean context. This study examined
Hofstede’s paradigm. how cultural related HRM practices were enacted in the Korean hotel industry, how the frameworks

of Hofstede’s model impact the employee outcomes, including the concept of organisational justice. This
study followed a quantitative approach which relied on a positivist paradigm to evaluate the different
HRM practices at hotel workplaces with the view of employees. This study gathered a survey on 601
hotel employees in the deluxe sector. The analysis of quantitative data was undertaken using SPSS
version 23.0 software and AMOS 23.0 to achieve the research aim for the study. This study contributes
new findings to the research literature. The results of this study showed how Confucianism also plays
a predominant role in understanding Korean culture, more than the Hofstede’s original four dimensions
of culture.
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Ash, 2+ 71l Aget JAAAA#E] QXA E(practices) S
Aol st=AE el

ol el EEA ) #3 AFE T2 ‘best practice’ 2}
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practice’ S A A|eHE ARSI Dest fitt S ST 3= SHAE
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O'Regan, Gallear, & Viney, 2004; Storey & Billsberry, 2005).
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THDelery & Doty, 1996; Pfeffer, 1998; Appelbaum, Baily,
Berg, & Kallegerg, 2000; Wright, Gardner, & Moynihan, 2003;
Gould-Williams, 2004; Boselie, Dietz, & Boon, 2005). ‘Best
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S} Youndt, Snell, Dean} Lepak(1996)2] Aol A=

L F9, A3 97t} wde] 4744 A9lo R QAR

AM]J.E ‘/H‘— O]Eﬁ} "J*Vﬂlﬁt Z—]‘H ke

_12
Ho =
Wi
==

:L
o
fv2)
&
n
2
-
fr
A
o2,
ot
rO
>~
>
By
F

practice’ & H.3H 2 A gafof sttt A=kt kA
Pfeffer(1998)2] Aol e ng&HFe] Fo4S Fx2IA

WO ATAES 150 ATAN LERFE THA]
A 23k th(Delaney & Huselid, 1996; Youndt et al., 1996; Wood
& de Menezes, 1998). =3}, Pfeffer(1998)8] Ao+ ‘54
ARl A5 HAY(=TXH})E Aol viAIgAIRE
Alleyne, Doherty$} Greenidge(2006)2] 9ol & 5=
o] A&-E “best practice’ B+ WrolET) o]# e ATE
‘best practice’?] ©] & &8l o] AFAErIY FLI
AR A28 WolEol=d o] gltkes A B
11 Ut} ‘Best practice’$} FHE AFES F2 |7, 4
=3} e A Il F2 P E 3L (Delery & Doty,
1996; Huselid & Becker, 1996; Pfeffer, 1998; Konrad & Dec-
kop, 2001; Murphy, Dipietro, & Murrmann, 2007), 2 13|
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g A G nHsH ¥deS & 7 Unk
(Budhwar & Khatri, 2001; Budhwar & Sparrow, 2002a).
db | A}8A ] Al Z)(contingency perspective)<- ‘best fit’©]
kol LA AR =H| ‘best practice’ 2] HH O W = 7
o o] B Q7o AFEL ERG AT 2o E
/K-]oﬂ 2 ‘:‘ZS—Q ]ZZ],Z}‘% El:o] E1 J‘?‘LJ,].FGO]E].}:_ }\}ﬁo-%)ﬂl
A2 73289 thBoxall & Purcell, 2003; Alleyne et al.,
2006). ‘Best fit' & 823} IAELS AAAL T2} 43
Zre] ARy el 24 FEAS 24 7P w8
sty o7|H, o] 23S A4 A (industry fit), ‘3
2] A & &4 (organisational fit)’ 2] 1L ‘A}3] A & A (socie-
tal fit)’ < &3} th(Boxall & Purcell, 2011). 3 | A, 44
A Ao A H2Zel BH, 18 HE| o] 542 AxY
¥ gfAkgl o]l e AolH, A eEe] aANES 8 1
£ AH|AE ofGA HEelof st=Ald el SH7IAE
< AxFes g2 18 AZ%HE F7F Aolth(Haynes &
Fryer, 2000). & ¥, 22| 2] ol wte} 7] €] 14}
=
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ARThs W GRS 2T AAAD AFS A AA
€ 7 1ge] R W2 U] et G4 St

skt 2 01*1 5#7}‘:‘* 7R B ol] whet
7} 2A3=E RS BodEa Mﬂr(Brewster, 1993; Bud-
hwar & Sparrow, 2002a; Hansson, 2007; Gould-Williams &
Mohamed, 2010; Stavrou, Brewster, & Charalambous, 2010).
Arvey, Bhagat¥} Salas(1991)& &3] =714 2 tf24 Jehy
© w3tel gk olal7t sk vekdt &34, 571 A
741 AA Yehe 543 FFES AR A thFojof gt

3 9A38ka Y “Best fite] TYH Q] =2 It =
T:@} 2 AEH O Fl G Aol 7} Qe AL HolFa
ov), olelgt JHER B NEHY AT} v w3}
Azolth, vrie] yehEe g vesh pusE a5
izl £3k2 7 9, ol g m7HEskE vl
=9} 3 501] J3kS n) ].T’_ VS HolF 1 9 tHHofstede,
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3ke] AfolH S Q1A= A
A TH(Sparrow & Wu, 1998).
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OE =7k &8 55, A4 du &
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2010), 21 & Bela o] [3] Aolgt 27
o] & olaialr] flall 7HEstel gk A
(Hofstede, 1983)2] 2dS F3 A% 1 9 ThRoss, 1999;
Furrer, Liu, & Sudharshan, 2000; Jones, 2007). B3} =73}
ztol o} A H Hofstede®] 1980 d =2 A& +2 ~Z4T}
Al 228l (Google, scholar system)ell 4] 31,7603] 18- om,
o e ATAHS0] Hofsteded] A7 Fa A2H 284
Hg 2gete Ansel /b Agge] 22 ARz %
JEAE HoAFa 3l
AALA ) dHE A=A AFEL F2 AGRL9
oA AT Yl A o] Fo] 4] a(Huselid, 1995; Macduffie,
1995; Delery & Doty, 1996; Youndt et al., 1996; Christmann,
2000; Richard & Johnson, 2001; Tzaftir, 2005; Long & Shields,
2005; Green et al., 2006; Tzafrir, 2006; Verburg, Den Hartog,
& Koopman, 2007; Dany, Guedri, & Hatt, 2008; Gooderham,
Parry, & Ringdal, 2008; Petrescu & Simmons, 2008), & ¥ o}
Alot vretell A Zdd el B ol A7 3 = A vHBae
& Lawler, 2000; Khatri, 2000; Khatri & Budhwar, 2002; Liao,
2005; Ngo, Lau, & Foley, 2008; Takeuchi, 2009). HFH ol 914
Aol it o] oA ATE AT AT A
Al 0] 5o H tHGibb, 2001; Boselie, Pauuwe, & Richardson, 2003;
Paul & Anantharaman, 2003; Chang & Huang, 2005; Kim &
Rowley, 2006). SFoi4ke] gk QlAztd vhel o] i io] A
T2 A= B9AA BH M Aol FE o] FojH
™ (Haynes & Fryer, 2000; Hoque, 2000; McGunnigle & Jame-
son, 2000; Maxwell, Waston, & Quail, 2004; Alleyne et al.,
2006; Chow, Haddad, & Singh, 2007; Watson, Maxwell, & Far-
quharson, 2007; Gannon, Dohery, & Roper, 2010), o}x]o} v}t
ot v)$ A AL A9le] el e s LrKChand
& Katou, 2007).
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Tourism Institute, 2010)%, g+=<] SEIgo] JAat=t =
wodo] B 7195 aighe2 & 4 Ak ‘Best fit ] 38
4 ol A% AFES T2 v =Y ek 1A%}
AT 9ke] Ao 2H-E $FU T Hoque(2000)2] 1+
A g sd ZRE-RI HAdSddAle nAERt dla
£ flall FAo Mul =S AT 5 U=s Al F
ojzof apr, olefgt AL AR Aee 220 ot
o] 5= HolFa it thA] 25k, Hoque(1999, 2000)
o] AFe FFEA WM Ao Mol et A3k
A2 el AmrF FORIAIE ekt skgitt el
A AFHTAIT, 229 ‘best fitt ATE-S Z2) 2] M o]
ool m7hniet Folgt &35/ 3 XA A =t
AgAdol 719487 o] B TS vxIths =Ao] &s
ZA/NE o] ¢th(Brewster, 1993; Budhwar & Sparrow, 2002a;
Hansson, 2007; Gould-Williams & Mohamed, 2010; Stavrou et
al,, 2010). ¥ &3} AFAES AAAY #Hele Faol u}
2 thew, 7} elel e Baae e dele) da
AAE S WEo] Wk st Y thBrewster, 1993; Bud-
hwar & Sparrow, 2002a; Gould-Williams & Mohamed, 2010).
A7t 2o vlaish QA de]o] Rade best
fit 7} ‘best practice’®] A2 7Nd 2} H=1/d o] 3 3(Gould-
Williams & Mohamed, 2010; Stavrou et al., 2010), ©] 2] g A
T2 3] Rds A o] opd 541G el A &gtk=
Aol 3 AAdgA] offto] A7ldr} £, S| &
de A7 Ao el o A el o8 A 1A
stal l=Alo digk 52 T o] FAITHKIm & Lee,
2017; Kim, Choi, & Kim, 2017), ‘best fit’e] 3322 F3d o]
A EEE e doe e B @8 Aotk
b & AT ol AN EAUAE EUE 55
5,_?3“5;] ‘F&B’, IEE O,q/\ Hﬂ OJ]_(u}ﬂ] 3, ZH
d bt ), sk 718 olA 2Rk AdEs ﬂ%*&zi
sto] gh=o] SEIZIGol At XA e A =7} 9o
QA S stz itk 7P £3H4 Apol & olaljsta
2F A8z He] AellA] de] 2853 1= Hofstede(1980)
o ol ) Aee] 27 R g A gty on, ool e #a)
ot 1 AL o] Amr} 24P oW B

E 73 A, EF o] F alEo] US| A oAujdt
VL MIAH A AHET. o] Ao FYPo Qe F
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2.1. o= =8t

Hofstede®] 7] 22(1983)2 7] ¢159]-% ©+2] (individua-
lism/collectivism), = 2| (power distance), £ 7]
(uncertainty avoidance), ‘2/3/d -1 3 /d (masculinity/femininity)
o] vl 7HA] Ao g vhro] =7t 3o E3kE Hlwshe A
=2 AFS FPatth 1 o] F, Hofstede(2001)= E74 <]
271X =9EA] F FHE HES FFES
o] 7HX & ot 88 A2 F3AHAQl fraFo

AEE AABLT, o] Zlo] &9l ke vl HA Akd<l

o Zie] 23E WFE v, kel Auel BEE
FPA AFod B Y Hele Ad &Tn
e Ave &7 o} dvka Ak oS
FPohe AR S Wt &a) gt Yol 159 &78
Aol AP oA WEAA 74 ghridl 15 ol
22 8 1 FaE mutele 43l Aok AUl
AAH olejat B L AL, olof el AHFlE A
w4 o]9l3t WEAY BEL S5 ATHRamamoorthy

Bt o o] P50 A4S Ho 3 UTHCox et al,
1991). 7AQ1F]- 2] 714 AA AL A A
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H (Ramamoor-
thy & Carroll, 1998), o] oo} HAdS A o7|A| %
(Sekaran & Snodgrass, 1986; Gomez-Mejia & Welbourne, 1991;
Ramamoorthy & Carroll, 1998), 7HQ15=2] 712 & R|gFsl= A}
Tt v 2A B3 A Rl 7 2"l S A gste e
EFstth(Pucik & Katz, 1986; Taylor, 1991; Ramamoorthy &
Carroll, 1998). T3k, JTe] 7k & A gFel= AHES &4}
date ARG v A 7 dete RS dsske A
© 2 Ve THRamamoorthy & Carroll, 1998). 7] ¢15=2]-%]
wel bR At A ReiAele) Adeln ad ww
Jael AL A e gue ol g 99w

= AE g # dbga 7= o2 YERdTHRa-
mamoorthy & Carroll, 1998). 7§15 4 71X & %

ARl A X9 7FEe R

ol TR E Al Al AFAGolgtd
3 A4S AR 3 SHAEE F8A 7]
UELg th(Ramamoorthy & Carroll, 1998). Hofstede(1994)2]
NQ1IFe)-A o] Ao A B b=t o

Arglolt), whebA = 71 2AES OF 3%, JEA
L AR AEE, Ao x3) v FA A< HE Al
g, 18 B A3Agd 2AS sx1 24 FAHAEE A
Zota 52 & T Aok

Y Al 24|V Aert A8 Eqtsst Wols
o) Bael MAE Ul 9ok AAAE SAd
g7 AT Aot Aol ) dE W, 45
Ut 159 JAFE Bol T HskA] ekem, 1 AL
E2 7HREA e SAF A FokA YatEA S s
Aol 2] EAlol #sll 159 ALEH FoE gt v
Holl A7 yeke] 52 159 Ak disl 2ol £
AstAY 25 Grke A A A st= Al oA
ADEY Fol & o] g1 AR JAAR & St
7dgke] oAtk whhA Hofstede(1983)& ZAte] 445 #E
A7t e Aol o ko] Ag-= A ARt =2 AL
3leta qrsiith AYAYTE £ AMSlY] GAES £
zlo] AlZA ] Al z=glol] 2ANA A E9] Agke] EFH
o2& AL At olg g AS| A =, A A A
B o] Aglo] FoAxH, AASE ALY A E et
of 3 JAFES A LSl FAX BE A A Al o
gl Adzhs 7hA o ghrh. mgk AAbe] AWl ALE A
2} 4xdgfo] ohd o Wk A FuA o] A (one-way communi-
cation) 2.2 Q18] H& AU} =2 Al A = 2

2 259 Gt fEstE ¥l SlTk(Sparrow & Wu,
1998). W A7} vhe Abge] Ae e AdSH Eed
delE 72 9lew azle] oulshe vhe dEo] 1
ArEl o) AabEel wlsiA, A ARE w2 ALgle] Ak
< Aol o ofFsithE A& LRI Hofstede(1983)= A
2 Aot o] el ZadAst vk Fgel e
[l s Agete vete T2 48 A=t 22 A
olw Wkl AT & A sk ARl e A Az

SE i g Ae 45
Fol & A#sh= H7hEolA
27} =2 AR3] o]t} Hodgetts 51(2006) SH=-2
}2] (high power distance society)©]™ “&A}
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Hofstede(1983)2] W] WA 2|4+& FAA o o4
Lotk T Absl= ABAR A EAE A
g 7ol geo] Fufjof tiaf FA] oi7inh Wi
o] Absl= I EHA] Fal AR JIZEAE H
7|3 S-S BHAGH, g AlgE Eebe oA
ghof] T3l Zr=3star lth Hofstede(1994)2] Zdlol| A 3h=
< 1’37 (Femininity) #| &Fe] Atglo|tebarl e AT, g
T 87 AFe Eeatd o ® JZahd g 13hE o]
skl @AE S 7HA17] w2l FaFel A Aol g
= whE A 2ehe Aol Adsittal FgstalthLee, 2017).

Lee(2017)7} A4 &k whe} o], F72] Hofstede(1983)]
27|RdE 71 d=EskE olslisket eIV les
=, Hofstede(2001)= B4 A 2191 714134 A=
Sl o] AMde Aeitt @ Akslddls A8
WO APFo] ALS] Hnte] A whIs) i, #- ARE
< A7 EY Vo7t & AMES EFd ok sha, e %

Fud 7R#2 24 YellA MdS Hoted $a3 s

ox
lo

BN
ol
0 > AN oo

]_

(it
oL ol 8
fo oX

i)

O

el A0S o (Sung, 2003), AL A BHI19} AP}
w52 dlof S W, W e 159 745 slal vl
AAA BES ok dhn B2t Ak ol @ A%

7ol Azt A Fae] 2F M E AR ES dART
o A slz2 = o™ (Kim & Finch, 2002), o] &3 H-&
SGALS| 7 AT Absl ek AlE st dles B
o] F31 UTh Table 1 57PE 73} 2ol & EE Y] 714
W3 ALY AEE HoF o 9tk Table 1914

g Ql%o] AAAH R g AFEL JAF-H

Fol AP} AAAL T A ol B AT} o] 7

eSS & 9a, A Qs B AT e elFe]-A
Fo] 21 2]l Hofstede(1983)7} A|AIGH A= A, &
A4 319, FA8 T o8 v B3R E S35 ¢
&l EZIAATE Sl A 5% AR B = oE =7t
of Bl A] ZolstAl 2H8-E Aolgtar o F=m, gt ot

2 7)) wlmalA ow g Aol do] YEAS Am Rz

2R T/ L Adams(1965)2] THA o] B2E EUR 3l
Greenberg(1990)°l] 2]8l A A|3tE ol2o 2, HYPEe] 1
AN A o] FolA = FowhA P9lo] T FBA
7 #HE NFE tFE o] E°|thFolger & Cropanzano,
1998). 24359 AU PP £YF 82k 1
2 Qs W FEO 54 53 ge 1] AvEe] vE
ol Atish v male] FISTHL Ao HER HoE 4
I THParker & Kohlmeyer, 2005). 2]-&%3 A2 Hull 344,
AR AT 2ol F 7 e er Us 5 tk(Jawahar,
2002; Aryee et al., 2004; Olkkonen & Lipponen, 2006; Wong
et al., 2006; Lambert et al., 2007). Z7]19] ZXFHA Ad+&=
Al Se] dxHen, 5 B 378442 229 9
AL 27 A|zsdl o ZRE 2 Ao il 35k Q1A
B7He dvke A $HS FAARL o] Hdvte e X
27 LEe] dHE dsted FAE =7HA ik
o] o] FAR7|7A o] Aot A& EFete vl A
g7 g el Bk A7 Ehdbe] ZPE et BulEg S
zA o yE Wi wake A7)0 dig 495 244 <
Ae v, Ax3g e Aatel el Azste 3
< oWt Greenberg(1987)= 224 WellA 7ilo] F42}
o] Ba7) o] dedelehe Ag AX3HA 5w
4 gl 44 Aol 2748 Aol BxAr). 4
AAQe] 2ol FIeke =2, W7k 714, 5 el
2 AL 7125k 2 e ABo] a5e] RS 2318 o] Fol

[e]

=
of gtk 7Pgol AAE L vt Wkl AAg3g gL

d

—
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Table 1. National culture differences and HRM practices

¢ Z3K(Employee Outcomes)©] A At A 111

Collectivism

Power distance Uncertainty avoidance

Emphasise informal appraisal system (i.e. bosses do not give formal

Performance feedback or formally evaluate employees)(Ramamoorthy & Carroll,
appraisal 1998; Taylor, 1991; Pucik & Katz, 1986)
Emphasis on group incentives (Ramamoorthy & Carroll, 1998)
Consider extended families and loyalty to the organisation (Rama-
Recruitment moorthy & Carroll, 1998)

and selection

Hiring by considering their loyalty and seniority (Ramamoorthy &
Carroll, 1998; Gomez-Mejia & Welbourne, 1991)

Emphasise on group rewards (Ramamoorthy & Carroll, 1998; Go-
mez-Mejia & Welbourne, 1991; Sekaran & Snodgrass, 1986)

Pay increase by group performance (Sparrow & Wu, 1998)

Compensation  Seniority based on pay (Ramamoorthy & Carroll, 1998)
and pay Pay based on hierarchical status (Ramamoorthy & Carroll, 1998)
systems
Long-term employment relationships (Ramamoorthy & Carroll, 1998)
Seniority or loyalty based rewards (Ramamoorthy & Carroll, 1998)
Pay decided by age and seniority (Sparrow & Wu, 1998)
Employees who belong to group should realize that they sometimes ~ Managers ask hard  Feel more anxiety, stress,
are going to have to make sacrifices for the sake of the group as work of their em- urgency situations in
) a whole (Ramamoorthy & Carroll, 1998) ployees (Hodgetts et organisations (Hofs-
Job design al., 2006) tede, 1994)

Prefer to work with others rather than working alone (Ramamoor-

thy & Carroll, 1998)

Z22 YellA A% E w55, B, 51, 7k 22 adE]
T B AH ok gtk 7P o] A ofok gt &
W3 BEE dPdTs BTl USRS
A FGEo] kgt AS HoFa lok(Ismail et al,
2009). F=3F, Fatt (20102 wul 2787, Aarag 4] =3
37780l HFEd nAe o

o] AiputEe] AR JFS AL U=

o
It} Table 2= ZAZAA

2 pRkEe A5 JR7RQle] Aol thal Hole 594
QA H=2A FE3 Ul g2 1S YeEh = 7Y
A AR & 4 dom ofHd3] gars o) A+
31 & <o) thSuliman, 2007). Maister(2001)& 2] F-1F
& AFES ST B o U a8 3

Table 2. Organisational justice variables

Items Authors

Provide fair pay distribution.

. . . Lambert et al.
Provide fair rewards distribution.

(2007);
There is fair opportunity to be promoted. ~Omar & Ogenyi
The organisation’s procedures and guide- .}(120((1)6); |
lines are very fair. Richard et al.
S oy
I feel that I am involved in the decision Rupp &
process. Cropanzano
I have a great deal of participation in the (2002)
decision process.
2 zagrow Q8 71ge] 2443} P4 M ethe 4
o]t} Khilji®t Wang(2007) 142l #e] o 224 4d 7} 11he]
Q7S FYSAL, FRol BEHE AL we 529
ARQEG BelFa gov] w3 ol AR T 2

A
o] e} BAVE S ZF=sta A th(Clark & Oswald,
1996; Bloom & Michel, 2002; Petrescu & Simmons, 2008).
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3 9 31(Price, 1994; Lucas, 1996; Haynes & Fryer, 2000), ©]&
& AL AL Eo] AAolA dota A2 F7] F4E A¢t
Al71aL glem, mEba EE oA & d3S mIxla vk
(Woods, 1992; Kennedy & Berger, 1994; Cheng & Brown,
1998). 7L AT EA, AAEL 2 AFS JolH ALY 1
Z25 Wy i ok k. o] 2] gk A7kt d-s|A, Carbery
SR003)E 2 oHES 38 9 & A9 a3k 54
o g YRy 2 Ldeixl AbdelH, vkeF 871 A g3t
T AFEA vk 220 gig BNk g9lo]
H7|% gty AhdEo] o9 25 %
A5 S437] 918 Table 37 o] 4 i
g3 HholHEF} 22 A 7] W Ad AHE
stlemn, 22d el Aol == & R
7 7AAA B s R,

Table 3. Employee outcome variables

3.1. 879 =Y

AgATell 2718te] £ A= Fig. 12
S oAU A, ,-_X—.%'Jé 3, A%

)
m\(
olJ :9
1
Lo
4z o

(o
i
Lo

o
2

B4 A3 ke BAS APelnA Do

3.2. 714 2%

T s @50 49 9

&
o=
A BIE ol gttt A $- &

S "x]7] w2l 719l
Q1 A o] (Hofstede,

fo,

a9

1994), T3 Fol= 7192l AEHQ AHE 13 449l o
4o]7|% S}tk (Budhwar & Sparaw, 2002a; Budhwar & Spa-
raw, 2002b). WhebA], o] ATte] BAS 25| fle) 54
vgto| A dAslE 73tet T ' XA #A A=E

Items

Authors

Overall, I am satisfied with my job.

I find real enjoyment in my job.

Chi, Gursoy (2009) ; Petrescu &

Positi .

ostive Simmons (2008); Khilji & Wang (2007);
outcomes I intend to keep working at my hotel long into the future. Green et al. (2006)

I like my job better than the average worker does.
I dislike my job.
Negative I am disappointed that I ever took this job. Chi, Gursoy (2009); Green et al. (2006);
Bloom & Michel (2002); Hom &Kinicki
outcomes I often think about quitting my job. (2001); Huselid (1995)
As soon as | can find another job I am going to leave.
HRM practices H3

Organisational justice

Performance
appraisal

H1

Recrnitment and
selection

Compensation and
pay systems

Distributive

Procedure

justice

Employee outcomes

Positive
outcomes

H2

justice

Job design

Fig. 1. Research model.

Negative
outcomes
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olgflgttt= A2 wl$ F83 dolt). Hofstede(1991)°l <]
St 3=t T2 (collectivism) Al elH, E3FAA] 3
3 (uncertainty avoidance)”} =12, 7eF A3 A (power dis-
tance) AF8]o] ™, oA A (femininity) <] &F2] Al3] o]t} Hofstede
(1991)°] AFellA A= seittdo] F7HEA=H, oA
o] f+xF2](confucianism)@} T o] gt} ol gk o} 2 et
of HE = b S A2 d e 1A B vt
opd k= ~EHA S| Q1AM #elE olalistr] flall, Hofs-

tede] R34 AP WFAA 2 nd e A gt
2 o) 71999 4

= gol4 Q7S B} BeE E W
T

ol G2 VA A5e & T AUtk B B AFeAE
2234 MdS AL, Pleffer(1998)2] AF+2 HH
A #Bole oA AAA E&43% EANER A
3 glem, 2 gigk YAl 2] Fagle FAIH
AThar A& st 9l th(Marchington & Grugulis, 2000). 2]
& kA far AdEAtel efal AltE o)zl ke 88lof
& g shollAe AL S AFA o= Fofete Al 7hsst
2] etk vhekg B34 o] Aol A B Eka /17 vl
ol AR Ao AAE S ] HeiM e A Ba

2)e] #4o] melofo} Frim 2287 YTk Marchington

i_‘

& Grugulis, 2000). WehA, 2 A= SEZPEo] 259 =
2l el Al AFRE 3L 9= AR Aol sl oA <l

A8t RS Lot y] flall 22334 ids wivid
T2 ARESIAT 1A A B oF 22 d 7ke] AAIE o &l
st7] f18l Ak AAAARe] d9L B FHS ol
2 THGreen et al., 2006; Gould-Williams & Mohamed, 2010).
5ol 259 2 g ARl =X gotka, 7]
dol SHAA AYA ALEC] = THA, ¥4 3
BES A BES sk ot AL v A &
Aol watA], B AFoqsE ZA ] FFE(Green et al.,
2006; Chow et al., 2007; Khilji & Wang, 2007; Petrescu & Sim-
mons 2008), E-7H5(Khilji & Wang, 2007), 12] 3L ©]2} & (Khilji
& Wang, 2007)2 WAHFZ ARE-SFGI T A Aol 2A
sto] okt o] 7S A4Skl

HI: R2lsh B8 A44gee AsE 223540
% gL v ol
HI-L: 9A%7ks 23840 fo% 938 vd 2
o]tk
HL2: Q%7 243340 7218 93 1A 2
o|ct.
HI3: A1 3 Ae Fujgg el o8 932 v2
Aelch.
Hi4: A &3 e 233440 Fole TS vd
Aok,

HI-5: B3 58 Al2=gl2 Bl g el foldh 43

S A Aol

HI-6: B4 F8 A28 AazgAdd f23 o3
< 12 Aol

HI-7: 2% A1 B33 gl #2l3 g5 vz
otk

H1-8: A5 A1 Aapg gl 23 o 3kS nl2
Zolth

H2: ZA 3L AJEoA 334 =e 734 43
£ Z¥ske foe 9&S nE Aot

Hi-1: Bl AL A EoA ZHH oz fod o
-5 nA Zojth

HI-2: Bl 33 AL 2 hEoA E3g 2oz folt o
g nF Flolth

H1-3: AAg4AL QB 2FH o= fole o
S nz Zlolth

Hl-4: A3 4L 2 QB 2P H oz 23t
-5 uE Zlolth

i shol e AR ARE =ES] S8
Hofstede(1991)2] =3bAkle] sh2irtelell 27 sle] A slsint.
1% ATl 7} el AFF THA 54 nefdtel
7tmbch th& HRM 248 A A8kl 9l E=H|(Brewster, 1993;
Budhwar & Sparrow, 2002a; Hansson, 2007; Gould- Williams

Table 4. The hypothesis of mediation effects

H3-1 PA — DJ — PO H3-9 CP — DJ — PO
H3-2 PA — D] — NO H3-10 CP — D] — NO
H3-3 PA — PJ] — PO H3-11 CP — PJ] — PO
H3-4 PA — PJ] — NO H3-12 CP — P] — NO
H3-5 RS — DJ — PO H3-13 JD — DJ — PO
H3-6 RS — D] — NO H3-14 JD — DJ] — NO
H3-7 RS — PJ] — PO H3-15 JD — PI] — PO
H3-8 RS — PJ] — NO H3-16 D — PI] — NO

PA(Performance Appraisal), RS(Recruitment and Selection), CP
(Compensation and Pay systems), JD(Job Design), PJ(Procedure
Justice), DI(Distributive Justice), PO(Positive Outcomes), NO
(Negative Outcomes).
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& Mohamed, 2010; Stavrou et al., 2010), ©] & E & =&
she} AE A3he HRMS 481e] 1383t 2 /331t

oz 24T, A5 159 249 e o

A AL A E clel T A2 BAReR T
g Aolet. A< AWl 24l Fdshs 5, 71, 49
W 7139 2 5ol s wulEa 9leA] R
FE, oA 22 Bl AT HHE AX: deAE
stetstz] skl Aul 2 Abeiint ofyel, A7l M =
AR B B AR S AN el PEeR
TAL stk pixgto R, 5] a5 22 fa
A = gle eHH Be F94 9F& vAe veE
& =E37] flate] dPdTelA F2 throlRl AR

(Green et al., 2006; Chow et al., 2007; Khilji & Wang, 2007;
Petrescu & Simmons 2008), E5HE2} o] 2 E(Khilji & Wang,
2007) = EWRE o] 6 mom 7S sl on, SIS
YA E 53 H=E A&st SH kit

A=)
B

601771 HFA o= EA4ol AFEHUT AR e] 42 SPSS
23, AMOS 23 FAIS7IA & o] &dt], 2T 5=
GobE7] fle W= (frequency)& ©]-8-3tl o, 24
Rl 3t AR Y] Ao} wirEeQ] 24 3%
Aol el 71&0] dadFEs ENE 8/ls Pk, &
AA g EM S AAskl e, 71Ee] ATellA AlAlE F
o] Fer g]lo] FEHA Fskrh A B Aol A
© st ot Be WFEdd tis] g4 aQlEA
(exploratory factor analysis)S THA] AA] 8 TS, 2 AR
wehEE AR A=k w24 Ao
sl oAl 81& 8 144 (confirmatory factor analysis)S 7
Sote e aQlEM S AAlekith S WA
TS Lolr7] 98] ZE8tE LK Cronbach’s alpha)Zl
FE o] &3l 213 = EA(reliability analysis)S A3+
ok B F Al el SR alEzte] dadS Felst
7] 743 Al(correlations) =4S o] &3t & ATFelA
23 7Hd A AF R WAFE Afelo] 24 Q13 wA
£ A5t 9kl 7 22 (path analysis)= 218k T
7Rl 22 g o] XA He Al =} A i3 b
o] w7l E3} H5E 9130 Sobel testE AT 01, wpA| %t
o7 FEAEHY (bootstraping)e ©]-&3te] Q1A A e
A=zt AQdze] vjAe G dlstnx FAAFS
Atole] A ad g P AIE A

il

=

4, 23242 2t

4.1, QREAE Ed

FEAAL] EAS goliy] gl RimiAo] ARSE e
o, SEAe] ATEAEA 542 Table 59 At AHE=
F2F 3078 (51.1%), 1Al 29478 (48.9%) 2.2 FA} of ALK T}
=4 JUehgon, A3 2E 26~304] 2557 (42.4%), 31~
354 14478(24%), 36~404 8978 (14.8%), 41~454 547
(9.0%), 25H] ©]3} 337H(5.5%), 46A1| ©]7F 267 (4.3%) -2 26~
30417F 71 wskeh gt tiEo] 316%(52.6%) 2= 7H
Bokar, I o 28 AEUEC] 2007(33.3%) S 24|31
th SEARIA 278 dFE B 3d o]st 25 A1
2 206 (34.3%)°191 o.M, 101 o]8} ZF-3 A = 451
H(75%) .82 ZAE QTh

4.2. E=7O| BEtgdut d=Y

421, EHE QOlsx

[y

e
re
!
2
)
i
r
H
M

1o} BHE HRM A= 23 F

Table 5. Demographic characteristics of the respon-

dents (N=601)
Fre- Percent
Variabl
anable quency (%)
Male 307 51.1
Gender
Female 294 48.9
Below 25 33 55
26~30 255 24
31~35 144 24
Age
36~40 89 14.8
41~45 54 9.0
46 or above 26 43
High school 45 7.5
College 200 333
Education University, undergraduate 316 52.6
level versity, undetgracu )
University, Post graduate 34 5.7
University, doctoral level 6 1.0
Less than 3 206 343
Years of
.. Between 3~5 130 21.6
working in
the hotel Between 6~10 115 19.1
industry Between 11~15 88 14.6
(years)
16 or above 62 10.3
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Table 6. Results of reliability and factor analysis of HRM practices

Factor(Eigen value/

Factor  Cronbach’

I
variance explained) tems loading @
Your hotel managers informally discuss individual performance with you. .834
Performance and  your hotel values employee loyalty as much as good performance. 752
appraisal 172
(4.272/32.863) Your hotel promotes staff on the basis of seniority. .637
Your hotel considers group goal-setting as part of performance appraisal. .624
Recruitment and Your age 847
selection Your seniority .785 749
(1.793/13.790) Members of extend families, regions, school relations and kinship. 776
Your hotel provides a bonus based on seniority. .837
Compensation  yqur hotel provides pay based on seniority. 714
and pay systems 744
(1.296/9.971) Your hotel provides pay based on group performance. .602
Your hotel decides pay levels by age. 579
Job design Your manager asks you to work hard in your hotel. .845 68

(1.051/8.801)

Your hotel sometimes makes you feel you have to make sacrifices for the work team as a whole. ~ .738

Cumulative variance explained (%): 64.705
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Table 7. Results of reliability and factor analysis of organisational justice

Factor(Eigen value/

Factor Cronbach’

It
variance explained) ems loading @
Your hotel operates a fair procedure of promotion. .820
Procedure
justice Your hotel operates a fair procedure of recruitment and selection. 818 .867
4.272/71.207
( ) Your hotel operates a fair procedure of grievance and discipline. .802
Distributive Your hotel provides fair pay. .869
justice Your hotel provides fair bonus. .866 .889
.594/9.906
( ) Your hotel provides fair opportunity for promotion. .652

Cumulative variance explained(%): 81.113

Table 8. Results of reliability and factor analysis of Employee outcomes

Factor(Eigen value/

Factor  Cronbach’

. . It .

variance explained) ems loading a
I am very satisfied with my job. 786

P(Zszlté‘{z /Zz‘tggg;es I am very satisfied with the benefits I receive (meals, holiday etc.). 778 .674
I am very happy working at the hotel and I would recommend it to others. .768
I often think about quitting my job. .880

Ne(lglaf;/;: /20(; t20707n)1 ©s I am disappointed that I ever took my job in the hotel. 851 770
I plan to leave the hotel jobs as soon as I can find another job. .697

Cumulative variance explained(%): 67.152

T}l 712310 AMOS 23 BATI|AS o] &3to], Bahe} o
A¥l HRM QA W4 24344, 1947 29

o
=170 -
el A of, a9l SHwYRte] wdde] e ¥
fsbz] sl =lH 2
CFA)E ARESISITh =, 8914 8124 < e 7471
s 1o MR A
=z

SMC(Squared Multiple Correlations) gko] -2 &
LA S Asfete 4 FE52 A RIFHS 4
SHTE Rk o=z ZFEsHE QA A Fe] 0.5 oo,
2] 412 & (Composite Construct Reliability: CCR) #x©]
0.7 °o]’Fold HEstal, HTE4FE%k(Average Variance
Extract: AVE)°| 0.5 o]’34 %ol FHEFAE S AH L 3
= Ao g 712 514 DrkHair et al, 2006). 2 AT €]
Aol WA o] ge1A e A A Ik= CCR7te] 0.7
ool 3L AVEZo] 0.5 o]/de|7] witel, JFedd <= A
7l Hae fle o g Rlyt

El

4.22.1. 25183 HRM QIAHIE Sf01M QOIEA
QQARFe] gRlA glEMe] Rdo] AREE AujE
22=117.623, df=38, p=.000, CMIN/DF=3.095, GFI=.965, AGFI=
1939, RMR=.037, NFI=.934, CFI=954, IFI=.954, RMSEA=.059
S0 % CMINDF o] 71&Ht} ezt A3)eta QAw 1
9] By o] AjE AFEe] VTE TFo Yo BRE T

S AYz vk & 71 AKTable 9).

r

S Sl

WA SRe] 1A iAol AT, °=83.157, 29, p=
.000, CMIN/DF=2.867, GFI=973, AGFI=950, RMR=.056, NFI=
971, CFI=981, IFI=981, RMSEA=.056.2.24 RMR %t°] 0.05
= o7t A3 EkA| et GFISE AGFIZE] 0.9 ©]4), TLI, CFI gk
T3} 0.9 o]Ato]H RMSEAZ} 0.8 olslo] B g RE o] Ajw
7]Fol AWt oz 233ta Jlong RS 83 b

= #2871 gltka AdrEch(Table 10).

4222 ZRZHADL S SN Q012N
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Table 9. Results of CFA(Confirmatory Factor Analysis) of HRM practices
Cons- Items Unsta{ldardlzed Stanf.lardlzed tvalile CCR  AVE
truct estimates estimates
Your hotel considers group goal-setting as part of perfor- 1.000 .604
mance appraisal.
Your hotel values employee loyalty as much as good perfor- 1.274 .106 .699 12.007
PA mance. 0.716 0.554
Your hotel promotes staff on the basis of seniority. 1.294 .106 721 12.170
Your hotel managers informally discuss individual perfor- Deleted
mance with you.
Members of extend families, regions, school relations and 1.000 .639
Kinship.
RS Your age 1.057 .082 818 12.932 0.761 0.598
Your seniority 938 .073 .691 12.170
Your hotel provides pay based on group performance. 1.000 770
Your hotel decides pay levels by age. .866 .065 677 13.388
CpP 0.720  0.558
Your hotel provides a bonus based on seniority. 772 .064 .585 12.028
Your hotel provides pay based on seniority. Deleted
Your hotel sometimes makes you feel you have to make 1.000 729
D sacrifices for the work team as a whole. 0.707  0.620
Your manager asks you to work hard in your hotel. .852 11 .697 7.694

Model compatibility

12=117.623 (df=38, p=.000), CMIN/DF=3.095, GFI=.965, AGFI=.939, RMR=.037, NFI=934, CFI=.954, IFI=.954, RMSEA=.059

PA(Performance Appraisal), RS(Recruitment and Selection), CP(Compensation and Pay systems), JD(Job Design).

Table 10. Results of CFA(Confirmatory Factor Analysis) of organisational justice and employee outcomes

Cons-

Unstandardized

Standardized

truct ftems estimates estimates tvalue  CCR — AVE
Your hotel operates a fair procedure of grievance and discipline. 1.000 .828

PJ Your hotel operates a fair procedure of promotion. 1.056 .043 .872 24592 0.870 0.728
Your hotel operates a fair procedure of recruitment and selection. 943 .043 .790 21.719
Your hotel provides fair bonus. 1.000 .897

DJ  Your hotel provides fair pay. 925 .037 .873 25251  0.879 0.803
Your hotel provides fair opportunity for promotion. Deleted
I am very satisfied with the benefits I receive (meals, holiday etc.). 1.000 739

po L am very happy working at the hotel and I would recommend 972 106 750 9.153 0713 0.626

it to others.

I am very satisfied with my job. Deleted
I plan to leave the hotel jobs as soon as I can find another job. 1.000 .606

NO I often think about quitting my job. 1.312 .099 877 13.213  0.788 0.627
I am disappointed that I ever took my job in the hotel. 1.073 .080 736 13.467

Model compatibility

%°=83.157 (df=29, p=.000), CMIN/DF=2.867, GFI=973, AGFI=950, RMR=.056, NFI=.971, CFI=.981, IFI=.981, RMSEA=.056

PJ(Procedure Justice), DJ(Distributive Justice), PO(Positive Outcomes), NO(Negative Outcomes).
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A=l w38d HRM A E, 223374, A4t
sl FeaA B4 S ARG 23 WeE o] A
S 0194 FRAAVE USS BT ok =gk 3l
El3d 2 o2 AR 4=(Latent variable) 2] 2}o]& &
Ue AR, Wl I AFE Adetr] Aaix = T
AN 2re] AT fRETE AVES] AlF2e] grel E A
ol W 8BS FEeta e A2 EkFomell &

Larcker, 1981; Bargozzi & Yi, 1988; Huang et al., 2013; Hen-
seler et al., 2015; Kim et al., 2017). Table 1104 EHojF50]
ABAG GEETE AVES] A F29] Fho] Torma B 1o
A AEE FANEES B 71EE SR sl

T 61 ]1;}_

4.4, IW9AE

B AFoA A 7P A AF R} AFE Abolf <l
I BAE HS8H7] $I5ke] H 254 (path analysis)S 2 A]
'c‘WE‘r B ATl A 7W—°— 7&%'6‘}71 A FRRHA 2
L Table 129} 2o, RFA T e 1=491.227, df-
171, p=000, CMIN/DF=2.873, GFI=.926, AGFI=.900, RMR=
062, NFI=908, CFI=938, IFI=938, RMSEA=056 %o &
RMR#to] 0.05% Za A3|stal AR o8 RYPAGE =
F7F 7IEA 5 TEot] B REo] FAMNERE BAR S
e o g Hrhdrh #3tet ¥ " HRM QIAA =9

223439 ARl 7 12 “HRM practices7} 22457

Aol 2l gk dgkS n]E Fo|t’E HRM practicese] 471 &
Qlo] 223 g FIFAAE AF3h= 8719 sheI7HE =

TAEAJC FAH 7 - BullFH (=093, =7.503, p<
0.01), 4ABH7} — A2 (5=1,032, +=7.214, p<0.01), A
=—.114, =-2.105, p<0.05), &

—Eu" =
J(B=—495, =—5.641, p<0 01) -‘% oA}

578, =—4.987, p<0.01) EAA o
o} M 1€ B FEAAY -

TS ALstue BF A=A 223342
1943} BAC) 7HE 2 Bl A — T F Ay, B
4 - FAA Aate BAHCR frolahA] ot 712
3, AA 3 - A AINB=715, £=7.565, p<0.01),
2F FAA - B A AIKp=—.181, =—2.009, p<0.05)&
AF R FoJatA| w40l Ho] 7Hd 2= FE AEE ATk
g AS5S 98] F718 22 Sobel testS A AIGHS
o, Table 132 HSZHE YeERA Zlo|th Sobel test 2 7
£ 58 2249 HRM AAHA| =9} 242 2} Alo]of| A
N EHRE Zteths AS ERIEHITHIME H3). o & &3l

HRM QA% 24244, 49247 AAAHES 54
How AvE & 9t

H-E 2 E 313 (bootstraping) = ©]-&-3}] HRM Q1AM =7}
AAF M= FFS st FAAMFE Alel 9
AR 2 P E92 A6tk Table 145 24 &9}
A EIe] EMATE Hojgrh ¢4, AR EdRy 4
W, B3 FEA 2R B 2840 Fhe 44
a3 297, SR }019— %—iﬂ TR =(0)e A
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Table 11. Correlations of latent variables (square root of AVE)

Construct PA RS CP JD PJ DJ PO NO
PA 744"
RS 247 773"
CP 492 342 746"
D 452 132 201 787"
PJ 512 161 537 200 853"
DJ 466 214 567 158 710 896"
PO 406 097 301 245 502 452 7917
NO —.196 062 —.148 —.097 —.258 —272 —-313 7917

" Indicates square root of AVE(Average Variance Extracted).

PA(Performance Appraisal), RS(Recruitment and Selection), CP(Compensation and Pay systems), JD(Job Design), PJ(Procedure Justice),
DI(Distributive Justice), PO(Positive Outcomes), NO(Negative Outcomes).
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Table 12. Structural equation modelling

Hypothesis Research hypothesis Standardized estimates S.E. t-value p-value Adopt acceptance
H1 HRM practices — Organisational justice
HI-1 PA - DJ 903 195 7.503 .000™" Adopt
HI-2 PA - PJ 1.302 241 7214 .000™" Adopt
H1-3 RS — DJ —.114 068 —2.105 035™ Adopt
H1-4 RS — PJ —.154 064 —2.470 014™ Adopt
HI1-5 CP — DJ 297 .099 3.098 .002™ Adopt
HI1-6 CP — PJ —.011 .106 —.085 933 Dismissal
H1-7 D - DJ — 495 130 —5.641 000" Adopt
H1-8 D - PJ —-578 141 —4.987 000" Adopt
H2 Organisational justice — Employee outcomes
H2-1 DJ — PO 903 .080 1.032 302 Dismissal
H2-2 DJ - NO —.130 067 —1.443 149 Dismissal
H2-3 PJ - PO 715 101 7.565 000" Adopt
H2-4 PJ — NO —.181 .082 —2.009 045" Adopt

Model compatibility
1?=491.227 (df=171, p=.000), CMIN/DF=2.873, GFI=.926, AGFI=900, RMR=062, NFI=.908, CFI=938, IFI=938, RMSEA=.056

PA(Performance Appraisal), RS(Recruitment and Selection), RW(Regression Weights), CP(Compensation and Pay systems), JD(Job
Design), PJ(Procedure Justice), DJ(Distributive Justice), PO(Positive Outcomes), NO(Negative Outcomes).

ok sokok

p<0.05, " p<0.01.

Table 13. Results of Sobel test

Hypothesis Research hypothesis . .
Test statistic p-value Mediation effect
H3 HRM Practices = Organisational justice — Employee outcomes
H3-1 PA — DJ — PO 7.43833670 0.00™" O
H3-2 PA — DJ — NO —3.57441426 0.01" O
H3-3 PA — PJ — PO 8.32944065 0.00™" O
H3-4 PA — PJ — NO —3.09564311 0.01" O
H3-5 RS — DJ - PO 541715102 0.01” O
H3-6 RS — DJ — NO —4.40770280 0.01” O
H3-7 RS — PJ — PO 423975446 0.01” O
H3-8 RS — PJ — NO —3.54858920 0.01” O
H3-9 CP — DJ — PO 8.51357124 0.00™" O
H3-10 CP — DJ — NO —4.35066516 0.01" O
H3-11 CP — PJ — PO 9.12193723 0.00” O
H3-12 CP — PJ — NO —4.00708231 0.01" O
H3-13 D - DJ — PO 3.52097986 0.01" @
H3-14 D - DJ — NO —3.06346746 0.01" @
H3-15 D - PJ — PO 451392282 0.01" O
H3-16 D - PJ - NO —3.48889353 0.01" O

PA(Performance Appraisal), RS(Recruitment and Selection), CP(Compensation and Pay systems), JD(Job Design), PJ(Procedure Justice),
DI(Distributive Justice), PO(Positive Outcomes), NO(Negative Outcomes).
" p<0.01, ™" p<0.001.
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Table 14. Results of direct and indirect effects

Total effects (direct effects, indirect effects)

Division
CP D RS PA PJ DJ
—.011 —.578"" —.154" 1302
PJ
(—.011 .000) (—.578™" .000) (—.154" .000)  (1.302"" .000)
297" —.495™ —-.114" 903"
DJ ok ok k% kkk
(2977 .000) (—.495™ .000) (—.114" .000)  (.903" .000)
—.037 169 043 —.353 —.181™ —.130
NO
(000 .037) (000 .169™) (000 .043) (000 —353")  (—.181" .000)  (—.130 .000)
020 —.460 —-.121 1.015 157 093
PO

(000 .020) (000 —.460) (000 —.121)

(000 1.015™) (715" .000) (.093 .000)

PA(Performance Appraisal), RS(Recruitment and Selection), CP(Compensation and Pay systems), JD(Job Design), PJ(Procedure
Justice), DJ(Distributive Justice), PO(Positive Outcomes), NO(Negative Outcomes).

" p<0.05, ™" p<0.01.

Table 15. Results of HRM practices

HR practice Variable Percent(%) Percent(%)
Prefer to work as part of a team or alone Alone 26.0% Part of a team 74.0%
Job design
Feel anxious and stressed at work Yes 80.6% No 19.4%
Compensation If you are working in a team, would you be happy to Yes 64.2% No 35.8%

and pay system

have your pay linked to the performance of the team

HEIHT15), FEA Al F(-)el AHEIH-.181)F 7}
A3 ik E, P AAE AR, A RYRRele 7
2 Avbe] FHel HHETN169), THH Aol 2H(—)<]
TR EIN-460)Z 7HA & Aoz vepth 94571 3
A Aol &) A EIN(—353), T3 T A A
K9] HEI1015Z /A= Aoz Jehge = 4
FOzpel —» 234 Az HROAR] —» 33 A 23 43
Bt - 2gA A3, QRG> A doe] GolEgE
°] .004¢1 A o2 Uehd o] g FolE p<0.052] W9
el sel7tez &3t fof sivta ddet < gl

WHAE, 4 TP AUAske] P27 WAL
3 A7) 2R PP Ase] B HPATE FHO
2 BRAT 434 RNATE WASG B8 2 o
FAA BolZ 1] - 914 WA U ol BH 2L 5
8 mP3t AT wEGw, ol mE AFRUES §
sto] AAR ATHE A Tt Ve AES B2

AA, 944 ke 24330 ol 43S A A
olthzts 7Hd-& A el =) Th. Hofstede(1983)2] #d oA K
H ko F 9 (collectivism) AFS]o] 2L 3HQl-S 7H

=2}

=}
o JAde g dste A At 718 £X4<0 94
B7HE & F e ASE FAY " B s Jde s
dale A Asees %‘%%—% Al 2t FAe BxE A
stal 1 2 JA HIME AHEE slex JAR o
A o2 4dF FAZ IEH 4F FHHE St AR
the J9d 94 H7Hs o ugske Aol 7199 o1
7ol © E% | EJ 1 =7k WHET) Qlol|A =] g
=

HYATAE S Peke] AL3loA
= 24 gt SAEE 2 Hrieta A7t Gomez-
Mejia & Welbourne, 1991; Ramamoorthy & Carroll, 1998). &=
@ AT AHAAE 23 sior)e] LAk
(Ramamoorthy & Carroll, 1998; Sparrow & Wu, 1998) =

57 eolE A SANN $AS AT A%
ﬂ%q1gﬁ?4ﬁﬁﬁ”ﬂiﬂsﬂ1%%%%@%
7hs} HAE WMpSo] 24344 9L vt A%
At DAFHE A% ohol TR Huss FRE Pl
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& Carroll, 1998), 2}-&-& uf & )% 8% 9T st
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A7t gt FAAZE b 1 '@ HE8A <
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(confucianism)2He A 22 A2t & 19 71E Ao
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