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1. ME

AAzATE] Foke] AT F HHEEH IH9]
A= 71del FEL NFF ARSI
3 23 g E9e =ole MMHEE B9k
TPt 719 Aol 3AH anE Fre He
US| YoiBirdi, Clegg, Patterson, Robinson, Stride,

Wall and Wood, 2008; Chadwick, Way, Kerr and
Thacker, 2013). ol&d <SIAHAIEE  IAFA
(high-investment), 1743 ¥Hhigh-performance), 2-&
=Y (high-commitment) UAAES] HAHOE A&
o] SoiKim, 2016; Bae and Sa, 2003, Sun, Aryee
and Law, 2007).

=9 AL FeTe #HY sUIF
of o]&e] 7|23tk o] AT} Zie T
S4S T2 UL uiF A1k B, T
A Jpdel gk B4, WR-S4e 53 531, 293
F4l Whsh BAAAZL 78 SR, AAA
MEHHRD)ON = B3 FA7} o] Foizit). whetA
HLEL o] A=E =Yt Aldske 22 o
P 58T 29 ol moA A Fo| Wﬂ
SRR Fobd AFRde A =83 g5
ol71A] ¢k=tiCollins and Smith, 2006; Gelade and
Ivery, 2003; Kim, 2009; Kim, 2016).

o\

off

¢

ol 7FiE vieR AFMA Tk 4t
N4 IR & AT 1Y ARV
7h 2o Aol BAE IHA IS A

STHBatt, 2002, Bowen and Ostroff, 2004; Datta,
Guthrie and Wright, 2005 Hitt, Bierman, Shimizu
and Kochhar, 2001, Lepak, Taylor, Tekleab,
Marrone and Cohen, 2007). &3] HZole= A&
AzH7 71 49 719E e & AT
E(Birdi et al., 2008; Collins and Smith, 2006; Datta
et al,, 2005; Kim. 2009)&]ol| = A{n]2AkJol|A 2] a1
9 QAL Aol AMulx AlF THAES
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oAGA IHAZIAL A T3 ARl FEF,
] A%, IAREE o 7]oshk=A(Batt,
2002; Kim, 2007, Kim and Kim, 2015; Ployhart, Van
Iddekinge and Mackenzie JR, 2011; Rogg, Schmidt,
Shull and Schmitt, 200Dl thejA%= #AH A<
23S T WIE stk 53] Aul2i]e A
oA A AHAR] PSS T TR
o] o]Folth= A3}, AMR|2AlE Z2A|Z gl A
HlZA Tl gk ISAATE A or gAY
ofFAIT, 1] whgH BRHA|7] o] 2A AT
A k= AR @rhs AellM 1 Se4e B
71 4 QItiKim and Kim, 2015; Ployhart et al,
2011).

AF7HA 9 o] AFE Bt §

2o} 22 gaete] A Alolole oA 7EX l
AR e Etag gol Q= FESC] B
5= ARHo]H(Collins and Smith, 2006), 3] A1H]2
HolAe] AR LB} ARSI} 22 AE| 2
= AAEE Aol ik &2 E4o] FUHH L
2 o]Fod "ar} tkKim and Kim, 2015 Rogg
et al.,, 200D.
olo] H AFE= AHIAYUFY JIYS W RE
A=Y AR BETE MR 2Tl mlRlE FEl
3 A= o WA YAl W] T uisfas
R [ IR e) 5 U T B o) B s B D RN e 7|
Zhe Auladgle) A WA WEksa
i, ol 7Yl ARE fAE SeliMe BYRlel
z229] WA A} s Agetal FEsvtok
ScHCohen and Levinthal, 1990; Bae and Park,
2005). webA ojmgk WFo g AH|~7|Ye] WA
A ke FsheTlel weh ARzt get
A a1, AellM e BAEE Db Aotk

B 7= 2ol YA Al Wk 7 i
HEE I LRt J_—r7}7}xlﬁl~ FTehs A
I 71E A tiFk =8 # a4 SISk H
S deAelAS T8k e R 74
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1RE|7} Ae|AMTlol| ojxl= Qe LiASAeo| oy Ent

il
i

stk o] F 7 WF A ke A2 wiE
= iMooz Bae and Park(20053} Benner
and Tushman(2003)8] A7-olA AT B2 &4l
3 g8 FAae 7 Weks 7o) itk

o]F9] WA #A4E T 2 dA7e ARz
7ol gk ATtollA BreR 7o 1ES HA
A FEH ARigeke] Ao tig a9E
S ) e S o 3 e A A B = L R R R
A WRFEe] BAE Au|2A Tl riXE B
ezt sk AH B A9 $4a% ¢

llo e

S5 A-¥(Korea Labor
Institute)e] 201313 ABF ARAA] WAL A=
WPSE &gstgetl, & L7757 AGA 5 4
Qe IZEoA AHlagos BREs 8967 714

o) AuE FE3)] AL,

el i B QTE Alaage)

QA Tel o} AfHl 243
ze] IS A
Agape) o) EE

2-12 #3dslach

2.1 12| HRMI} LiESiAlgksk AH|AMDIQ}
o| 2|

Fel o
92 F49l Blsh
£q02 s,
AAWPHRDE 58 AFPIo= 438 o

3+ A7)

pul

5

Tk dAgEe W
SZZQ0 Au 2o i3k 'Y
ARSI ApEsE
BATE(variance-seeking) &A1
o] HAlE 2pEskE AMul~E FA8)
7] B} @Aje] Au|29} ZIA|AE PFHOFE F
A5k, §84S Eoledl TS = HTF 13
(mean-seeking) &4l W= EA)3HcHBae and Park
2005; Benner and Tushman, 2003).
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A e BAE THRT, SHYe] A71H

A
AEFAS), FFEE NS Tl HY e

I ARz BFIPRASLE FekE Eale] WEk
I FARAHA WAE 7HE FeE Jgi"Enh gy
ARl 28] IRTPIA| Sl 0|1 BN =
< QA ik FARe} ApEA Au] APEAE
7} o]Fofx ok Sh=t] ol B3N e 7
= EAA(exploratory) &4l WFEHBenner
Tushman, 2003)3} Y= 535+t

A} AMul2e] IRIPIXEE 913
S ARHow Ao g Anl FF
IAYZIAREE EYoZN 14 Bk
MUl TE Foletl A 71oE dkBatt,
2002; Hitt et al.,, 2001 Ployhart et al., 201D.

W 1 EY AT E 20 g ¥
A Qo] Aul2~ Ak} uAel| gk Aul2 B
Hojo) 25 Fo|7] % vt Wriet B &

-8 2)(exploitative) 4l

Wkl 7 A3Ao] ARk o=th webA 1

ko a=Ne] E(ﬁ

FTo TE 3
o] 7Ithshs AT AAANE oiZk F
A2 ol HaL, ole 719l Al F4E =]
7] 1% oY BEe H2AT)AL AHIZAlTE AR
she e =R ASHA AulzAaE
gojel= FA4H a3t gl Ao JdSdn
e A= e T 4 A
2 7R, JAARS s SR BAE AR
gtk weba o3l AR Sl Auj=E H
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ke THAY dAlAE A7 A7l

St o3t 7R FHE % 23 29
19] 3, 1FE AFS 913 difo] FEH=
g5 sl HaL ol 3AHA AHI2ARE dF
= Zo|thBatt, 2002, Bowen and Ostroff, 2004;
Ployhart et al., 201D.

o N 1o off
—F
o

FARoZ Kim2016)2) A= 12 A
Ao FAA wgo] A ol 38AQ E97]
£ A sk, ARY HAS o2 A3
o] AT F FRI9AE 1F sl AHE AT
e TUYY =8 S5 =t s uEith
Hhd 1157 FAGAE o= g Kim2013)2] <

TolME = AT E THY A o
Hl-g8o 8 ofA Hg Fo|ax} skl st
= TR2Aleld S4e ZEA|A0k= BAZRQ1 B
2 Mok A4S g8lar k. Sels, Winne, Maes,
Delmotte, Faems and Forrier(2006)= A& 71949
AT ] A weh 229] JEAREI H]
£37F] Zpt defxivks A 9l ok Kim
and Kim2015)-& AR|2A4H] FSARF 3159 tigh
A BAlA FHYEES oheFstal 38 1F
AM4Le ‘dslr] 2 A7 HGreat Work Place)’ o]z}
Q12jo] Fopxithar si3lty 12ja Al AlF
3 "elzeh Al Ao tigk 2=t &
Eo] Au|2ATel] FAA] FIFS PHveE A
us) 3 Qo T3 Kim(2007)2] A= FE53k o
ol o IAAEFARIZI| tigh AF-E T3l Tl
Al FAARS] 7S i) SR A
7h DA GA a1, SF8 AR e HHshE Bl
FOF o]ojzx 17|
AR FIFe Fohe AS vt Stk o] =

olg ulgoE theel HEe mES:

2 o ox o rlr

7hd 1 1ES]
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ofugh 2ol o] wWE WsloMe FAY
FABE] flslixe Wi osE A= Hes 3
b, s adH o g Ags|rior gt wheka
z l’/‘rollﬂ“](dynamlc capability) & A 22 )
Qo] AFAAY AHS TSl FEE 5
g2 UH ¢ Q3% Q4o|tiCohen and Levinthal,
1990; Teece, Pisano, and Shuen, 1997). %22 3}

] Rstel thgete] = vE AAYR AHE &
stal, 1 ZAN] /g, & U8 FAgsS
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o Bae and Park(2005¢] <7+ Bemmer &

Tushman(003)2] AH2 24<
(exploratory) &40 Wk 2-8-#(exploitative) &4l
waro 2 zizte] #al BEo Ut £A¥ EAS
AA S vl Yy AA7)A ERIA
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3ltHBae and Park,

2l
B3t ol A A W
n2= A e& HQktHMcGrath, 2001).

o Adl, Leonard and Sensiper(1998)7} A|AJg+ %
e Al Zuj7)(innovation funne)Z=-e <13}
Au 20 1R7PERE Fale] Wkt 1 el
=, AR 491 MtelA o FHUE
o] Zt= Al AlZEEo] et sk ofelr]
oje] odsiel sl (diverge & convergent
thinking)& A BA= A= #ex nl=(creative
abrasion)®] #4L& AAA D} ol#3 Al FF
Wk gkt A O A9 SHAAE 53
z2g3e] o] Fklepak and Smith, 2007). m}
AR QEa Au| 28] IRTPRAshE )3

WAt 5, oy Heshn TS A,
olH3t AL AxAHO T 383l YolE 4 Y=
AL TEQ olAxYTE ] M Vs =

ol Aujxol TEIPEX|E d2le] wWeke A=
& A2t AEe) Y3lo] Ak
W Mgz TheAlold Sl WRe Q1A

o HE st Heke AT 28UY U5E
o] S vige) FEIH oA
(Sels et al., 2000). 1E]al &84 Axe B84
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2 Wekbte ofshvkes Aotk Verburg, Den Hartog
and Koopman, 2007).

T3k H-8ET thAteld Al wRke
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ANZ13L AHI 24 F- Adshe TP 57
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Tab. 3-1. Characteristics of the sample

N of Employees

classification below 101-299 300-400 more fre?g/e)ncy
100 401 i
) ) 56 33 12 16 117
wholesale & retail service (6.3%) (3.7%) (1.3%) (1.8%) (13.0%)
transportation service 7 48 15 26 163
(8.3%) (5.4%) (1.7%) (2.9%) (18.2%)
) N ) 22 39 13 30 104
professional scientific service (2.5%) (4.4%) (1.5%) (3.3%) (11.6%)
education service 39 3 10 3 s
(4.4%) (8.7%) (1.1%) (3.5%) (12.6%)
. . 25 24 9 44 102
health & social welfare service (2.8%) (2.7%) (1.0%) (4.9%) (11.4%)
o , 18 18 2 24 62
financial service (0% (0%  (02%) (7% (7%)
information support service, etc. % 66 16 % 235
' (10.9%) (7.4%) (1.8%) (6.1%) (26.2%)
332 261 77 226 896
total (871%)  (291%)  (8.6%)  (25.2%) (100%)

OF wRHIE Tsfe] B B3

THS-9] Tab. 3-1¢] & 5o AMSE A2~ gF

3.2 Xl=o| |1} E=0| EM 719ES] A ARIaYE BRe A 22 F
He TRE FE EZR ST BEE sk

3.2.1 xi=2| 4 ok AM=goZ R 8967 GAE T =aviY
& N7H13%), &5 16371(18.2%), AR-}8HAH] 2

B 9o AgE FF-FATAKD 0139 F 10470(11L4%), wgAHIzE 1130012.6%), BAA

A5} ARATIZAWPYS] AHas Bz 2 o SEAANZGe 1010145, ZEER 8 ASIA
To BET 5 Y %l o B FEsje) e 276209 S AGH £ A
Beskeh WPS 54 Az B L7050 Jlgel 4 TEE I0UCEE A SIGT0R ZHY
golw, 93 AR AJEBICT Hawo] 217 wekom, 101%~2995 0] 26171(29.1%), 300 o]’¢<]

BHug=

o e ST oj=old oln B dmei o T AR N8N REE uslc,
2K 4% R HEE F mawidls 859,
FEY, ABIAN2G, WK, BAAS A A
29 78] e ARASAYAN 2R BRI
8967} MIiFel ARE FEslel HEIIck

4. M3EN

4.1 ESMT} MEHY S

3.2.2 =0 Y

71
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Tab. 4-1. Confirmatory factor analysis, AVE & reliability

standardized construct cronbach's
factors coefficent  >C ' reiapiity VF alpha
D_111<high commitment HR .653
D_112<-high commitment HR 673 .070 14.53x=
D_113«<high commitment HR .536 .073 12.49*x 723 .710 .710
D_114«<high commitment HR .369 071 9.10%*
D_115<high commitment HR 679 .072 14.60%*
DH_117<—cost reduction downsizing 618
DH_118«—cost reduction downsizing .690 .085 13.07x* 831 707 831
DH_119<«—cost reduction downsizing .820 .090 14.59x=
DH_120<cost reduction downsizing .833 .095 14.59%x*
DH_121<high value added HR & service 757
DH_122<high value added HR & service .893 051 22.46%*
DH_123<«high value added HR & service .868 .054 2173 .907 .785 .906
DH_139<«high value added HR & service 743 .051 18.16%*
DH_140<high value added HR & service .804 .052 19.87+=
DH_124<service performance .906
DH_125«=service performance .869 .030 30.12%= .928 724 .928
DH_126<=service performance 927 .030 34.38x=

x=480.64, d.f=113, RMSFA=.06, NFI=.92, CFl=.94, TLI=.91

N=896, *: p<.05, **: p<.01

1A Q]l 49| AxE A otk &
Aol AREE 7]?31}5%“'—3— 25 8967l A
Z(missing data)E E3}slar Qlok o] AZAEE A
gele Wde A3ZXE AAS HeAY
(list-wise), *Bwto]ut 3|7 chA|(regression imputation),
o=t Al(multiple imputation), AR Ho)-9- =4
e B ASA FAH WEEC] Utk E A7
A 2 FoA SRR Hue=HEul
information maximum likelihood: FIML)S AH&-3153+=
o], FIMLYo] o2 WiE Bt A8t s
AlFska ar(Arbuckle, 1996), AMOSOIAE g-o]s}
Al Aol Thsdt] ASAE FMLS 53 F4S
53 Bk o] A9 AMOSelAE GFIeF AGH
o] Ae A AFsHA AR o AL A
S AFRE 2ol= RMSEA, TLL, NFI, CFI9] Ajt=
A7 Bl HER o] AFE EFPHYE AE
A28 Hong, 2017, Kim, Hong and Choo, 2007).

rlo
J

\1
[\

T3 A B 94 710 RiZetng gt
Z-83I3tE Rk om 0ol AHdw Aot
058 2k RMSEAE w9~ £& A== B7ist
™, 087} BlaA Z=(reasonable) A== H7}
HtiMacCallum and Hong, 1997, Kim, Hong and
Choo, 2007).

o] Tab 4-194 HZo] FA4EFS Adx A
= x%=48064, df=113, RMSEA=06, NFI=92,
CH=94, TLI=91¢] HITE Ho] B 279} AR
3 3o F53 APEE HofFATh

Aol Z el ik A A
T AR BT HL 7001"*— d3)sh=

el zF #2X|(indicaton) &2 A 291

FI

¢

Mo
.

o
Lo ¢

ol
B =

¢

¢

(A
ox,
2
o
:[o
fo
e
>}L
LE
v
i,
L
FFI
-
ox,
td
ot

s
2y
O

I AL JFERAEL 52 o=
Anderson, 1987). theo 2 FANE 7+ &
B ELEFEHAVE:

g o oo
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Tab. 4-2. Correlation analysis

Variables M SsD 1 2 3 4 5 6 7 8 N

1. high commitment HRM 359 615 1.0 896

2. cost reduction downsizing 226 .881 _'1*30* 1.0 562
Ser\ﬁ'cehigh value added HR & 3.04 960 204%x 425+x 1.0 562
4. service performance 3.28 704 .184xx 207* .686%x 1.0 562
5. company age 27.24 1844 018 046 -.035 -.024 1.0 896
7. company size 224 546 062 032 .143xx 003+ 198+ 1.0 896
8'0?"\,6&%6 length 194 541 044 016 073 .053 .283++ .096%+ 1.0 896
9. union - - 080 -.018 .050 -.033 .204+x .336xx .139%x 1.0 896

"X.05, " X.01, dummy: union=1, ununion=0

extractedgto]l T37ME ke A Alge] AlF
S A3sl=rE AESAAWKFomell and Larcker,
1981), AVEgte] 5013 79l shEedAo]
Agcia B 4= JrhHair, Anderson, Tatham and
Black, 1998). Tab. 4-10l4 z} F4370d2] AVEZH-
E5 708 A3lEka Qo # ATl AgE 74
Mo IEElIAE A= Zoz APsIGTh
npREke 2 7 ZekEe] 4lF| =) tigk Cronbach’ s
aphazt= 4 701439 ghs Bt

=
L

4.2 g2 EM

p

L

HAE BIoM(=-130, KO, IF77HA] 1A}
4 3 AHlE HAl W SREd oA
=204(p<O0DE BTk F wEQ AN e
A2~ ke S A0 BA|(=184, KODE B L

73

M, M§AY TheAly AT Aul el
= 3AAQ FFIA(=207, KODE EJ{Th A
i IRPE Q2 D A S g
e FAH ABVBAC=686, KODE BTk
HNHow EANSE FoA 7139 FErt 252
TRTPIA QA 8 A 4 g 347
2 WAE RPow, AlzgTeE FHHA Ao
2 etk He] b g fiex 719 7]

3%
Y dRAE FEAR] FEAAE BITh

e rlr

4.3 7S

N

A5l Slsl AMOSE €83}
< ARgsioith M Aee 9
T B wEE gl A
AR QAR B MEls galdgke] 5 A
TS FAHsks 349

go] FEAE JpEte] B
T {7 Az el mRE 3
2 7FsAol 7] WEelr=

=

2 XKresidual error)7]
< FHIAT o=

o] W] 34

ok Pearl, 2000). <
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4.3.1 ZiFs 24

3 WA A 3P AR EAE ASE olF Oeo® & oA 7Pde AAastel it
AR TN Wi S g vilanE A RS A5 Avke v 2ok wiA 7
Z37] glsle] bootstrape Bal wEQ) AAAYY  1& 1EY AHARDL} ARAL Aulze) 1
- HIPEA] QAAY W A 248 A H] BI1X3E Salaake)] ZAAQ QS njE Ao

|
2733 ol2e A EIe} e A B - 2 JpPgsidetl, ®F8 AEAT=337(t-6.210,
H-8d7 Aty FAdAn AT o]2 KODE ot Aoz yeht 7Hd 12 AA H3)Y

= AT g foldS HEsisinh =3

A tis)] YubH o= sobel testso] WH 7P 200 EY JHALBEIL weE
S AEEPIE SR AAE as Alge] B ThEAtold Al Wols BAAY Hog oS3}
X7} e olFEA U ARE & F QU] =, %ﬂ 73 2 A 4e=-182(t ( 3.388, KODE
] o]efgt test2= FHAE e Aol ARdolth o) BAA He nx= Aoz Ueh} 7 2
(Shrout and Bolger, 2002). we}A] Bootstrapd< = x]x]ggil:}
Agalo] EIe] RS Aok ol i Al 7Hd 3& AR Aulze] RIEE 8

HTRH%)e 2Ast] 7HEHy ab0= 7148t A nkgo) /\ﬂlﬂ]g_:xjjl]-oﬂ ZAAQ 9o v)H Ao
Al te frelde Aestdtitong, 017. 29 2 sy, ®ES 7 244=821(t=16.053,
A AT AR=S Wkt B A7 AT xoD= FAHA 9L nHE Ao Ytk
RY3} Awzte] APES AESIIT

EIJ_.

Tab. 4-3. The result of path analysis and bootstrap

path analysis coefficient standg@zed S.E t
coefficient
H1 high commitment HRM—high value added HR & service .233 337 037 6.210%=
H2 high commitment HRM—cost reduction downsizing -.205 -.182 .060 —3.388*x
H3 high value added HR & service—service performance .650 .821 .040 16.053**
H4 cost reduction downsizing—service performance -.161 -.157 042 -3.822xx
i i —servi =ZE23 K
H5 ggh commitment HRM—service performance (& | 043 037 048 886

2ZE28 BT x%=619.76, d.1=170, RMSEA=.054, NFI=.90, CFI=.92, TLI=.90

. 95% 95%
_ indirect N of . )
mediating path offect  bootstra bias—corrected bias—corrected
P Lower bound Upper bound
6 high cpmmltmgnt HRM—high value added HR 151+ 2,000 106 230
& service—service performance
high commitment HRM—cost reduction down 033+ 2.000 016 049

sizing—service performance

X058, K01
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22619.76, d.f=170, RMSEA=054, NFI=90, CFI=92,
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High-
Commitment

—» direct effect

---# indirect effect

Standardized coefficient
* p<05, = p<01

Cost
Reduction
Downsizing

High value
added HR
& service

Senvice
performance

Fig. 5-1 Summary of Analysis
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129 SIHRITR7} ANl 0lXIE P} UEsisluse| opfaT}
I FAHE wYew=A 220 ATPHAIE 9 o] Ao =ML wET ol AHFEAA
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The Effects of High Commitment HRM on the Service
Performance: Mediating Effect of Internal Innovation Direction

Jin-Hee Kim*

ABSTRACT

This study is to examine the effects of high commitment HRM on service performance in the service
industry, and to examine the mediating effect of the organizational internal innovation direction.
Specifically, the direction of internal innovation consists of high-value-added HR and service and
cost-reduction downsizing. We assumed that the high-value-added direction of HR and service will have a
positive mediating effect. And assumed that cost-reduction downsizing direction has negative mediating
effect. The data were collected from 2013 workplace panel survey(WPS) of the Korea Labor Institute(KLI).
Among the 1,775 companies, 896 companies classified as wholesale and retail, transportation, professional
scientific services, education services, health social services, financial services, and other services (such as
information society support services) were extracted and used. In summary, high-commitment HRM has a
positively significant effect on the direction of high value-added innovation of HR and services, and has a
negatively significant effect on the cost-reduction downsizing direction. In addition, the direction of high
value-added innovation of HR and service was positive effect on service performance, and cost-reduction
downsizing innovation direction has a negative effect on service performance. And the direct effect of high
commitment HRM on service performance has not been confirmed. However, we confirmed the positive
mediating effect of high value-added nnovation direction of HR and services, and confirmed that the
negative mediating effect of cost-reduction downsizing. Therefore, it is confirmed that the two variables
have a full mediating effect on the relationship between high commitment HRM and service performance.

Keywords: High commitment HRM service performance, cost—reduction downsizing, high—value

added innovation, mediating effect
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