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Abstract The purpose of this study is to examine the factors of performance - based HR system that Korean ICT
firms use and to analyze the effect of performance - based HR system on organizational culture. To do this, we
conducted literature surveys and set up research models and hypotheses that performance - based personnel systems
will affect organizational culture. We also added the moderating effect of LMX on the relationship between these
variables. For the empirical analysis, a questionnaire survey was conducted for ICT companies member in Daegu
and Kyungbuk area. Multiple regression analysis and hierarchical regression analysis were conducted to test
hypotheses. As a result, performance - based personnel system has a significant effect on organizational culture. In
particular, we found that LMX has a moderating effect on hierarchical culture and collective culture. These results
will contribute to enhance competitiveness and to create new core competencies of ICT firms.

Key Words : Performance-based Personnel System, ICT company, Organizational Culture, LMX, Strategic Personnel
Management System
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Table 1. Structure of the sample

Category N Percentage
sex male 37 11.9
female 273 88.1
under 20 43 13.9
age under 30 201 64.8
under 40 57 18.4
under 50 9 29
a high school graduate 74 239
academic college graduate 150 484
ability a university graduate 81 26.1
graduate school 5 16
member of the staff 95 30.6
section chief 78 252
position senior manager 119 384
general manager 13 4.2
executive 5 1.6
173 22 71
‘enure 375 36 11.6
5710 198 63.9
over 10 54 174
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Table 2. Reliability Analysis

Variables Factors Questions Cronbach’'s a
evaluation 10 6
system

Performance annual salary 5 876
personnel system
system performance
based pay 5 930
system
group 5 879
Organizational rationality 5 922
Culture development 5 .805
hierarchical 5 810
affect 3 813
loyalty 3 873
LMX contribution 3 .862
professional 3 812
respect
Eg L ATANE B A5 A T8 2
Ol EA-S- A5t} 2 91EM (Factor Analysis)< =
g HEE TAZ AY B2EA 2 29S I
Sge], Wi5e B 7K 9] gelow FelFows 1
8-S weslels o] Aot}
Table 3. Exploratory factor analysis : Performance
personnel system
Factor 1 2 3
evaluation system 1 710
evaluation system 2 .790
evaluation system 3 669
evaluation system 4 765
evaluation system 5 726
evaluation system 6 728
evaluation system 7 633
evaluation system 8 583
evaluation system 9 .660
evaluation system 10 637
annual salary system 1 587
annual salary system 2 725
annual salary system 3 769
annual salary system 4 732
annual salary system 5 730
performance-based
pay system 1 812
performance-based
pay system 2 818
performance-based 876
pay system 3
erformance—based
gay system 4 840
performance-based
pay system 5 831
Eigen-value 5.690 4.260 3.487
Percentage of variance 28.448 21.299 17.436
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Table 4. Exploratory factor analysis
Culture

Organizational

Factor

Group 1
Group 2
Group 3
Group 4
Group 5

759
653
715

Rational 1
Rational 2
Rational 3
Rational 4
Rational 5

811
742
.809
.708
711

Development 1
Development 2
Development 3
Development 4
Development 5

435
593
778
678
662

Hierarchy 1
Hierarchy 2
Hierarchy 3
Hierarchy 4
Hierarchy 5

687
427
620
654
.754

Eigen-value

3.959

3.832

2.782

2.713

Percentage of
variance

19.794

19.159

13.909

13.566

Table 5. Exploratory factor analysis :

LMX

Factor

1

2

affect 1
affect 2
affect 3

779
509
745

loyalty 1
loyalty 2
loyalty 3

812
646
862

contribution 1
contribution 2
contribution 3

782
787

professional
respect 1
professional
respect 2
professional
respect 3

744

775

442

Eigen-value

2.756

2.556

2.188

1.849

Percentage of
variance

22970

21.302

18.235

15411
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Table 6. Multiple regression analysis : Group culture
Factor Degree of freedome Sum of square Mean square F Value Prob>F R-square
regression model 3 66.963 22.321 99.145 .000 493
Residual 306 68.892 225
Amount 309 135.855
Unstandardized
Independent variables Coefficients t Value Pr>|t] Hypothesis
B SE
Constant 859 159 5.387 .000
evaluation system 383 .069 5.548wxx .000 Accepted
annual salary system 393 .063 6.213xx+ .000 Accepted
performance-based pay system -.008 044 -.188 851 Reject
P<0.001 @ » P<0.01 @+ P<0.05 : *
Table 7. Multiple regression analysis : Relational culture
Factor Degree of freedome Sum of square Mean square F Value Prob>F R-square
regression model 3 72.525 24.175 101.645 .000 499
Residual 306 72.779 238
Amount 309 145.304
Unstandardized
Independent variables Coefficients t Value Pr>|t] Hypothesis
B SE
Constant 674 164 4111 .000
evaluation system 517 .071 7.289xxx .000 Accepted
annual salary system 209 .065 3.224x+ .001 Accepted
performance-based pay system 100 045 2.218+ 027 Accepted
P<0.001 @ » P<0.01 @ » P<0.05 : «
Table 8. Multiple regression analysis : Development culture
Factor Degree of freedome Sum of square Mean square F Value Prob>F R-square
regression model 3 64.6438 21.549 149.040 .000 594
Residual 306 44.244 145
Amount 309 108.892
Unstandardized
Independent variables Coefficients t Value Pr>|t] Hypothesis
B SE
Constant .786 128 6.148 .000
evaluation system 303 055 54745 .000 Accepted
annual salary system 217 .0514 4 284wxx .000 Accepted
performance-based pay system 264 035 7.530wx+ .000 Accepted
P<0.001 @ » P<001 @+ P<0.05 : *
Table 9. Multiple regression analysis : Hierarchy culture
Factor Degree of freedome  Sum of square Mean square F Value Prob>F R-square
regression model 3 71.771 23.924 220.075 .000 683
Residual 306 33.264 109
Amount 309 105.035
Unstandardized
Independent variables Coefficients t Value Pr>|t] Hypothesis
B SE
Constant 728 A 6.570 .000
evaluation system .608 .048 12,675+ .000 Accepted
annual salary system 175 044 3.974xxx .000 Accepted
performance-based pay system .021 .030 689 492 Reject
P<0.001 @ # P<0.01 : # P<0.05: =
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Table 10. hierarchy regression analysis : Affect
group cultural
Step 1 Step 2 Step 3
independent(A)
rformance-bas rsonn
Pere arr?:n:g?eriin?esygteri 654 503+ 279
moderate(B)
affect 2B5x+ -.041
independentmoderate
AB 476
AR2 .048xxx 004
R2 428 476 480
AF 27.798 2.546
F 230.651 139.259 94.155
rationality cultural
Step 1 Step 2 Step 3
independent(A)
performance-based personne 68D BB 398+
management system
moderate(B)
affect 22w 010
independentmoderate
A-B .333
AR2 034 .002
R2 463 496 496
AF 20.713 1.294
F 267.783 152.817 102.409
development cultural
Step 1 Step 2 Step 3
independent(A)
erformance-based personne
P managemen? system A7G 13 ABGr
moderate(B)
affect .099+ -.209+
independentsmoderate
AB 479
AR2 007+ 004
R2 591 597 600
AF 5.080 3.377
F 448.022 229.518 155.323
hierarchical cultural
Step 1 Step 2 Step 3
independent(A)
erformance-based personne
P managemen? system 76 BB 252+
moderate(B)
affect 140+ =457+
independentmoderate
A-B QD7 xxx
AR2 013+« .016%x+
R2 590 603 620
AF 10.277 13.208
F 443.467 233.551 166.295

P<0.001 : = P<0.01 : = P<0.05 : =
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Table 11. hierarchy regression analysis : Loyalty

group cultural

Step 1 Step 2 Step 3
independent(A)
performance-based personne G54 531w 129
management system
moderate(B)
loyalty LY =317
independentmoderate
A-B 848+
AR2 046+ 013+
R2 428 470 482
AF 26.630 7.629
F 230.651 138.237 96.691
rationality cultural
Step 1 Step 2 Step 3
independent(A)
performance-based personne 680w B 182
management system
moderate(B)
loyalty AT 7wxx -.401
independentmoderate
AB 869+
AR2 0245+ 013+
R2 465 489 502
AF 14.136 8.271
F 267.783 146.670 102.853
development cultural
Step 1 Step 2 Step 3
independent(A)
performance-based personne T70wes 70Ges 6380+
management system
moderate(B)
loyalty 087+ -.037
independentsmoderate
AB .186
AR2 006+ .001
R2 593 598 599
AF 4.359 472
F 448.022 228.633 152.317
hierarchical cultural
Step 1 Step 2 Step 3
independent(A)
performance-based personne 768w 670w 365
management system
moderate(B)
loyalty A78wxx -.264
independentmoderate
AB 663+
AR2 024w .008+
R2 590 614 622
AF 18.880 6.340
F 443.467 244,046 167.640

P<0.001 : =+ P<0.01 : = P<0.05 : =
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Table 12. hierarchy regression analysis : Contribution
group cultural
Step 1 Step 2 Step 3
independent(A)
performance-based personne G54 5{3e 018
management system
moderate(B)
contribution 299k -.307
independentmoderate
AB 956+
AR2 070 017+
R2 428 498 515
AF 42570 10.778
F 230.651 152.175 108.274
rationality cultural
Step 1 Step 2 Step 3
independent(A)
erformance-based personne
P managemen? system 6682w 3 144
moderate(B)
contribution 195 -.351
independentmoderate
A-B 861w
AR2 .030%xx 0145
R2 465 495 509
AF 17.972 8.644
F 267.783 150.255 105.546
development cultural
Step 1 Step 2 Step 3
independent(A)
erformance-based personne
P managemen? system A7G il B0t
moderate(B)
contribution .166xx* .055
independentsmoderate
AB 175
AR2 021%xx 001
R2 593 614 615
AF 17.020 456
F 448.022 244172 162.645
hierarchical cultural
Step 1 Step 2 Step 3
independent(A)
performance-based personne 768w 695w+ 289+
management system
moderate(B)
contribution 156 -.341+%
independentmoderate
AB 783
AR2 019w 0115
R2 590 609 620
AF 14,792 9.235
F 443.467 239.059 166.726

P<0.001 : =+ P<0.01 : = P<0.05 : =
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Table 13. hierarchy regression analysis : Professional Respect

group cultural
Step 1 Step 2 Step 3
independent(A)
performance-based personne G5 476w 182
management system
moderate(B)
professional respect 315wk -.065
independentmoderate
AB 603+
AR2 067+ .007*
R2 428 495 502
AF 40.925 4.281
F 230.651 150.737 102.992
rationality cultural
Step 1 Step 2 Step 3
independent(A)
performance-based personne 68w 486w 350
management system
moderate(B)
professional respect 345wk 182
independentmoderate
AB .260
AR2 081wk .001
R2 465 546 547
AF 54.841 877
F 267.783 184.717 123.388
development cultural
Step 1 Step 2 Step 3
independent(A)
erformance—based personne
P managemenFt) system A70 02 B
moderate(B)
professional respect 119%x .045
independentsmoderate
AB 117
AR2 010+ .000
R2 593 602 602
AF 7.434 202
F 448.022 232.407 154.602
hierarchical cultural
Step 1 Step 2 Step 3
independent(A)
rformance—bas rsonn
pere arri;;n:ger?]in?esygten? 768w+ BT 2120
moderate(B)
professional respect 1645+ —433x+
independentmoderate
A-B 949+
AR2 018w 0175
R2 590 608 626
AF 14,343 14.097
F 443.467 238.511 170.489

P<0.001 : =+ P<0.01 : = P<0.05 : =
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