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Abstract

Purpose - Drawing on the content-process approach, this study examines the effect of employees’
perceived utility of education and training in small and medium enterprises (SMEs) on their
satisfaction. In addition, this study investigates how the human resource management department’
activities moderate the relationship between employees’ perceived utility of education and training
and satisfaction.

Design/methodology/approach - This study predicts the positive relationship between employees’
perceived utility of education and training and satisfaction, and HR activities strengthens this
positive relationship. To test these hypotheses, this study utilized Human Capital Corporate Panel
(HCCP) datasets, especially 2017 data at the individual level. The number of the final sample is
425 for the test. Moreover, this study used the hierarchical regression model with SPSS.
Finding - As predicted, the analytical results with the hierarchical regression model showed that
employees’ percieved utility of education and training and satisfaction were positively related. In
addition, HR activities strengthened this relationship between employees’ percieved utility of
education and training and satisfaction.

Research implications or Originality - This study will provide academic and practical implications for
future research on human resource development, especially SMEs by deepening an understanding of
the important factors in order to increase employees’ satisfaction of education and training.

the number of viewers is found in most American films released in Korea.
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1. Introduction
2 W = F47199 g ik =oe oW 7

H ==
=31l Aeh(=8-%1, 2012), o]d] 17t THE-A S = WfE-Ho|
%) (o]4gd%l, 2011; Costen and Salazar, 2011)v} ZAAQF (A, ATAETH ) (B
Russell, Terborg and Powers, 1985)ol4 FAZ ¢l 3= n|jxH, 53] $471He] A$ o3 o
Aol a7} ¢ 8 F JSS AFHOE HoFE v o 2= BF31aL, Fa7Y9Y BSE
714 w&FE B id 252 A8 uSEFE £ A diAQIE e 2zt B g Al
A3l, ti7|del vl Hoy S22 £4; 3157} 7hse AH| T 2 wsEdl FF3haL vkl
&, 2013). Bk ofuz}, AT AEsr} o] Fo7] di7|Gell vl3l] F&TIdeME A5 " sk
1A GFo] Aol miAE FaFo] FHHoz F 4 v glons Ao AMN R, Theket Ml waE
A Z2aWES AT Fart JqohERRIA, 2020). 22y EAl= 71gol Qg dPHg e} AA|
2hE0] e wEE- gk 842 Aot A& & dvhe Holth(F WA - k34, 2010). F,
7190M e WA Z2 a3 Ao A 2T Faol ABAdo] Atk AT F Jout, TUS uEE
H 22038 APt stegts Jile] 1A% Axe wig- oE F Aok

ol NAAdHE| e} A Hofoll A= Ax AA 9] W& AAHkeE 1 W&ol gk FLE <12l
A Azl Uigt a9E AR o]F wkdst =2 da o] H5 dlF3ta th(Bowen and
Ostroff, 2004; Ostroff and Bowen, 2016), &, 71&9] ¢1&AAA#A ] HoloAE= AL AA7} FHE o]
A=A ZPEL] WS Argo] AAF o7 Eold Ao g Vst o AdE - vk A - uhad
2011; Jiang and Messersmith, 2018), 2% £H¥ QAL AR = FadAq ‘Fyd Azl 2A3w
A% 7+ 2r3(the gap between intended and realized HRM systems)’©] & % g2 2(Guzzo
and Noonan, 1994), Z94E 7l71¢le] A2 2ol (variability) & iLglsf|of gtk F4E0] A|7]=7]
A1 &8t iok(Nishii and Wright, 2008). o]¢]l QIAMAIE zpAle] AHE ZHE A2 7537 YsiAE=
AR Azl Aol gk A YPEe] QXS AHEE Fo] FastH, offgt 12 e EZl A=
g ofgA aRHos Agdd ¢ e FAS 2 Juit s WEgy QA5 vhEA] ot
St =052 oo Th(¥H7]1A - ¥hA]A), 2021; Ostroff and Bowen, 2016),

ot WA V& FA7|Ye BSFH FH AYATFE] wSGEH st FA A= 233
F7F R g 229 AT owgt JFE vHERAE BEAFUATHE(e]9T, 2011; Van Derde), £
ATolM = wEE-H gzl 2dEe] AAA 12 vt aSEH US| F5 JEF diE) AFn
32} g, 53] B ATtelA e aSEdd sl AYEe] 2t vkt JAE F AAE F8A43d 21E
Fazk =, ool FAVIFY 1F - B Y AYER S44% A A& g U=E
71 &= vholl glof 3ld nSEdo] g 2 2l
3%, 2017; H3)& - U, 2019). &, 18 o] AR Fa714 A A Jlde] dA 33
oF & PE-FES A wl Fr1H Q] AHHTRE AR Aol AR BRo] E F Qv FHo] dA
o2 Bty FQ8317] wlFoth(dA)Ad, 2020; wxIEE - A< - o)ES, 2014), BRF ofue), okA AF
AAE, 27199 Fd S2 15D Fxlol stk o]9g 3lgaljor e SHIA FAke wSEA
gk £2 A& off ] @GA Lo o] F-84d0] WS- F83% Hr) Y| dioloh (s - =83,
2009; °]g#, 2013).

olglgh AT HA e tidle], & AFelAe gl tigh 12t oz, A igh Q1Ao] FaAE
&3} = AT AAERe] 2 Ao Kot & oly] 5% ATt I AAE Q1A gL
sttt ol& Agshe FA(JAAMEA) S 5o wet AHr} ol 4 AR - &45, 2020;
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1. ol24 W7 3% 7k 44
Louig 8 sS4 asanesh A

Y9 2B =EEASE 9, 2011; Jiang and Messersmith, 2018)¢] w2, X 404
AR LFAE G e Qlo] = FAL A9 W £ AEE VgL FHE 7
AS =l AT, ole FFI At FHIAWE A=)t xd Eydo] AAxHA FEE Ao
AAE G ok, o]gst WA g TR AXAAEE] F el o] A 5Y &
i, 5718 Fofsid, e SA7E vkt Al=E (e, nEYJIEAEHE, 2dTgGgA I 2=E, Hal
Az F)ol A=A, TN E 23] FFoAAM Y AFHE0] AFEH dHARE - &HF,
2009; o]F3 - o]od™, 2010; combs et al,, 2006; Jiang, 2012), o]#3F #HHL 49| ‘Y&-(contents)’
FHY 1A =92t & F ok

v 20009 R o] % ol g Fe AxetE AAl HAEe] e SHIAE IA Apolvt
g FoJorg Ax AAY G HER Y50 T ARE ofEA Q1AL =t e
AMAA SHol ik =07t ZYd dert vk FEEe] ti7] AVEAS (&S, 2015 =017 - 14
- 2313, 2013; Bowen and Ostroff, 2004; Sanders, Dorenbosch and Reuver, 2008). &, 2| 9E
o] oA =2 AXA Hd ‘Y=t Arst A AAAE 7+ 2}ol(the gap between intended
and realized human resource system)7} 2 =7 w]&ol](Guzzo and Noonan, 1994), Z& oA+
olggt 5L ZFol= Ao| A o] dFet aAAds A= dFHolgl= Aolti(Bowen and
Ostroff, 2004; Ostroff and Bowen, 2016), &3k, o] AN T A=E oJ9A AL} 3=
FAo] &5 A =3t Ao} AHH QAR T = 2718 AFAE HEE elo g AAEHF
AgHl - 71233, 2013; ¥4 - 225, 2020; Hailey et al., 2005; Kim & Ryu, 2011), o]]a} =o]5o
71E U4 549 =olA & aAl B 29 T 7)uk B3 (process-based view)'e] F77} ghgko}
Qloh(Ek714d - vkx)A | 2021; Bowen and Ostroff, 2004), o|Z vl&o 2 & doH&= 2 LEY wSF
AA ol digk QlAo] LA sl Aol gt &F ol JFE FIXEA o] A AnE A=
FAR] AQAFREA ] EF A=r) ofue 2HIAE A dal] Boh AAE] AsE),
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2. 5ol gk dAE -84 weEd SR 7 3

22 ME TAELES A% T A FES Hal o usEd 713 E Alwskal A, ol
ek Gate AA FAE] XA FHS AuHololtt AR H© ola)7t rhsdttt, HAEY] Al
gk Ql2je] Gt A2 v g AHEYS B 5 oy, 7Y agEde] Al HH o
25 ogekel A Fadolehe e AR w 2 o] AFshe wEFH] FHd HPEo] HA T
A5 TR 3ol o= g o] F 5 A dF lolopd s wsFdaARY] AL
ARt T8 JFacle] F 5 ok 9, 2014; 3|, 2017; H3& - U, 2019).

dyrH o2 AE -84 (perceived utility)o]d WKFHS T3 F58 Aoy} Vgo| FPst=
zel #Ego]l wom, F55 Aolv les HEshd ARt ddd et de A=s

ofn|gith(# 8l4, 2017; Grossman and Salas, 2011). vk ZAdE0] 9 w&EAE B3 F840]
EUI JIAFSE S wEEHEE W] 3] 52 AT =88 FPitia AAYE o] o
AA g8t Q12e WSEA T WEES Al dFet JeA71ar) s oA A mold Aow
A3 4 Stk oS A& A= FHolet A A FET AE FEo| o, HAZHR
A FEol A YERA grjEts a&EAS B9 53 183 AT AT Ve FF FARE

5 Fael glo] &84 7isdo] = olE FUEL BT 7Y Vi) W SR iEE
gl 71e4d Aeoloh,

olsh #d HYATE A olgfat o5 Ssta gy, ¥ ATEe 2w, AAY 84
olebe Q1A% ZHol el Bete WEESL Fewehs Buol 9T vHoeH FIH0Z n
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547} s QRS HolFa AR, 2006 A% - e, 2019). 3, BEED
£ o) WHIFH 414 FHoIN2] T 43} B FolAw, olele T4 B
A AT EAE o] A% BF s ol HhHAF 8, 2014), Wb ohe, oleld

4L 991 A28 0L AQLE SO BHEANL 2017, & e AE A
25 AYHEEE Fol 3
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H5%, 5 A FE40] ¥25F G F rke AR
e B wEEA] Y VIR F74ES BAFT ek -
S, 2018 BAY, 2016), olel Hetel, 214 AR S AT o 2 28]
A4 5 7)%e] dol(spillover) 5% 94 F7hebA Hol AvHom APWEE} T B
Foldlthe 4 o4 WAFA AAE F840] WHEE HThe %9 2A7 B 4 k. ol
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M 1. 3279 25 BEEAe] e AAH F-847 BEED DEE Dol Ao A}
ske Aoltt,

3. QUIRA o] ZAE

QAAE QAR A BAY ARSS L] el BAT AN AFEL 75T 2 J3)
t zdolet & 5 gtk 53 o/l 9, Fa7199 A% QAGANEE ARH o gy
HERAZE AT 3ol ROz, ARAIN AEA 04 A0 B Belsh ALE FA
AYsh 97t holeh, &, QbiAlel GTe tFE ¢ glovk, F271999] defeli QXA

AAA T FHE kAl Helo} MEolgtes HEAQ] IS FAsL v Aolth (=831, 2012;
A, olgwl, 2010).

olgfgt d&e lo] QJIAFAZE FHE A=
AL gy Azel A A= 7k 1 = =
2013; ¥A1A - &A%, 2020; Hailey et al., 2005; Kim and Ryu, 2011; Truss and Guill, 2008).
2%, F271900 9] DAL AR AAE REE G FashAn, bR ARE Addos
Agatr] Sl Aust 5 &3] Ags=rirt AeEe] s A E Ax BAAHS 7
g3 Wk golowm 71%é o= Aolth(ahx| A, 20205 o)k - ¥Fa-3] - o5 - oA, 2012).
QARRA ] Azl et Bue 2B e A Sl BEAYS AANE & gor, Al
2 olale] WAE FRe@A HAlE IHe] AEE RES st Jleld 4 USHEAN - WA, 2013;
Truss and Guill, 2008). o]&3gl SWHol|A QAANEA 3 FEE AgATFEL 34 7uk Ido] A3}
o A=rt Zte JFFe] 2718 ARk TR JANA &5 AxE 18T eVt S AXEI
= SguhEA]A - £2)F, 2020; Kim and Ryu 2011).
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A AFg B4 7NE I 79HE o), WSEH[A T el {F88A7 Y5 wgEHo
gk wE o] oJFFS v Auk, o]a]a]— 33 E;L] 78 FEATNAY ZaAT7E Wy 842 oA
*17} e A=ES dvh AAEAA &s] AEetal a3H o g o|Al7| =t ke QXHRA 9] ol

o}

B % Sl % A A $840 e A4 FEe A PANES oz A% Awst
i e A o] RIS DS ARUAEE Hol wel Sed 4 Sick, olo)
Hglgo] 190l AFeHe WEEA tht 80l Foha ANstel VHEI £ 5 A, ARRA
oA Al i B AU f) won AuE AN BAUCS 294 ge

o W W BEED F8400 o 12l0) Wl vl gFee] 271} ek dehe Y

T wEETHA R AAE F83% w5EE wHEE 3 A+
L5 w71y RN EEE wol WFESEE wSEdd W A"
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m, #HiE
1. A7

B Aol 7PdS ASE] fsliA AFAE 7 Y d (Human Capital Corporate Panel, HCCP) 72}
tlolE & ARESFSITE. 47199 wEEdl et 893 vEwete] BAIE AHE 7] $J3l 300¢] olst
Ta7]1902 Agste] Hole #48 ek & 181719 F47|gel] 25k 2ATADES] HolH
Foll, e AEEdo] e volEE AQdstal F 22609 9] dolEr}t HE BAEA A AREEHAC

Al AREE vleolEl Y] JATEAIA FARES e 2k gAdo] 1843R 81.3%, o]
423702 18.7%NE TR AFE AHF 7459(32.9%), FA/AEF 2059(9.0%), thels 3448
(15.2%), A2 w5 3169(13.9%), #g+w 271%(12.0%), 233 2168(9.5%), ¥343 259
(1.1%), A5 14418(6.4%) 2.2 Uepgrt, g F=F olat &4 279(1.2%), 158w &9 6921
(30.5%), AEH &% 4527%(19.9%), 49th th3} £ 9947(43.9%), e+ =4 1018 (4.5%) 2=
yetgtt, 2 ARk ob#fl (Table 1) 3 2},

Table 1. Demographic Characteristics of Respondents

Specification Frequency Percentage
Gender Male 1843 81.3
Female 423 18.7
Middle school graduated 27 1.2
High school graduated 692 30.5
Education College graduated 452 19.9
University graduated 994 43.9
Over graduate school 101 45
Staff 745 32.9
Chief 205 9.0
Assistant manager 344 15.2
. Plant manager 316 13.9
Position
Manager 271 12.0
Deputy general manager 216 95
General manager 25 1.1
Director 144 6.4
2. ZAas

22719 2RAe] WEEAG UG AAH 8L LKFAL ol S5 A2olt 7)) 23
£ Aol Byl kon], 58 Aot 1% AgsH AR 49 Aoletm B Axw
Belstaet. ol% Z4a7] Gl 2} HEEFS PR, T PAR e nEEW A7 At
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2) 3A7|Y AMEM HE

Z27\9 QUARRA BEE 4 ARGz FASYT, T AL gL obs 2ok (1) Ak
W ol4rE FARO mEt 2 AF, () QRS WEE FAR B, () A HUEe] VB

WS, (4) aBEoke] A Hfroloh

3) B47/Y I IRE UL

Fa9 2R BEEA] UF WEEE S5 8l ) edos PSR, 1
2 vge Thew 2ok (1) BEED F2 AL, 2) agEde] 718, () Aol BFEL Bl

Fﬁt

4) SH|H=

B AT ALEE WEE T WA FL v1A 5 2l e ATEATE W9, s,
4% BAS P S 0, S 1R Uvl 29 sslth Sge FBols) 1T wet
29ge 22, ARy 2YL 3

<)
shel 2908 52 2. AFe A
KeX
=

&)
4 IEE Se, AEE 0R, P

IV, A5E 2
1 SAETe] A2y 24

B Ao AMSE AEEFEC] dufvtE dAAAE 2t JeAE g 98] W dAE 2HS
3k, 2 =4 HEES] Cronbach' Alphagk o] 23 42521 0.70 o] (Hair, Babin, Black and

0
Anderson, 2010)2.2 Uelgom, FAH ke ol (Table 2) <} 2t}

AN

Table 2. Results of Scale’s Reliability

Variables Item Number Cronbach' a
Perceived utility of education and training 2 .90
HR department activities 4 90
Employee satisfaction of education and 3 82
training )
2. BT B B
A7ol M3 ZETe Bde ZH5) A8 2ol

el A (Discriminant validity)-2

=1 = ) b
FEES FA FUste] 9184 AAEkelrh, w3 29l FANAe 29l 7t e 7HAE FHuwa)H
W2} (Varimax) & A8t 4 23 2E A & 2t= 0.4 o) (Hair

et al,, 2010)& YERHTE % 37 Q%lo] FEHNeH, dyd F Eik2
ﬁ‘ﬂv‘i"“ A= (Table 3)7 2t}
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Table 3. Results of Exploratory Factor Analysis of Study Variables
lteams Factor 1 Factor 2 Factor 3
(HRDA) (ESET) (PUET)
HRDAT1 .858 191 .078
HRDA2 .845 222 130
HRDA3 812 174 197
HRDA4 .861 163 183
ESET1 235 .883 217
ESET2 245 864 239
ESET3 169 874 195
PUET1 209 371 737
PUET2 222 301 762
Eigenvalues 3.085 2.396 1.754
Variance explained (%) 34.282 26.625 19.489
Accumulayve Vaor|ance 34.282 60907 80396
explained (%)
Abbreviation: PUET=Perceived utility of education and training, HRDA=HR department activities,
ESET=Employee satisfaction of education and training.
3. 749 HE
M AFA A V1EEA 2 R BAS ANEET, ATRdel AFe A9 39 2ae
3 o]Foldtt. thEadE ERlsh] fE FAAAS(VIF)E Btk sk 28839 s

sole garg 1UmE Ba AZHAR, 4 g7 felnge mashe)

1) 7I&8H & dae

2 Ao ALgE WFSe] 4R 24
F2719 QAR B (=46, p{.001)7} @
o] W xlch, Mg HAAE (Table 4) 9} T},

O:

Table 4. Correlation Analysis between Variables

A}, FA4a7)Y SFA] ASFH gk QA
& U= (r=.75, p{.001)¢} F2jv|dk

Variable Mean S.D. 1 2 3 4 5
1. Gender 19 .39
2. Education 3.20 97 =1 3%xx
3. Position 3.28 2.14 = 27 %*x N 4woxok
4, PUET 3.30 91 -.06%* 18k 06x*
5. HRDA 3.27 .82 -.06%* WAL 09x*x Abxxx
6. ESET 3N .85 -.05* RLLE .02 75%*x A9k
N=2266 * : p<0.05, ** : p<0.01, *** : p<.001.
Abbreviation: PUET=Perceived utility of education and training, HRDA=HR department activities,

ESET=Employee satisfaction of education and training.
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2) =M 2t

B 9AA AR Ads o (Table 5) & 53 AHE <+ gtk $4 dE3dA zd 4

BAWFASET} 10 ol5t2 FBAA 0] EAEA| oS &l & 4 9t} (Aiken and West, 1991).
% aATte) FEAS Fa7Y THEA] BEEH g dAH AT wSEH Ug BErele]
BAB=.74, p{.001)= FAHoR Foud AHE B, webA, 7 1& A HUTH

F2719 AAA BEe 2EEHE 7P 28 Bl 4 31E°‘4 AAA 3| AREA A, ASEA
et AR E 847 nEEH tigh wEete] FAlE AARRA &5 (B=.03, p(.05) o3l EAHL
2 Fonlel =2 =0

Ho} 243 2489 fEHS gelstr] $slA, Alkend) West (2001) ZHxjol| we} L ZE A 154
ot mEgh, O 7187 224 (simple-slope analysis)& B3] 4524 delg Bt X}*ﬂ 5] Azt
(Figure 1)& AHEH, XA &5 FFo] 2 w(b=.65, t=31.95, p<.001), A&FH ojgt
AAE F8A4T A&EH Uit WEE 2 F(+)e] AV AeES BT = Stk wEkA, 7
2 A AA =T

’

Table 5. Hierarchical Regression Analysis

Employee satisfaction of education and training

Variable
Step 1 Step 2 Step 3 VIF

Control variables

Gender -.01 -.01 -.00 1.092

Education 07 %%x .04x* .04 1.106

Position -.03= -.04xx =.04xx 1.098
Main variable

Perceived utility of education
& training (PUET) T 4xxx bbxxx b7 xxx 1.293
Moderator

HR department activities
(HRDA) 8%k 18xokx 1.330
Moderating effect

PUET X HRDA .03« 1.034
R? 56 .58 59
R? change 02%xx 01*

N=2266, * : p<0.05, ** : p<0.01, *** : p<.0071.
Figure 1. Moderating Effect of HR Department Activities

v, A2
12 a7e) AR

AF7IA Az sk Al ot HAFS] 1Mol Fashchs o Alme] AAH E3he oF oW
Agsheupt Fasithe 4 of F /AE FA02, B AFoE Y B8E Ul f83iha 5]
QAshe JErh 3] Ll WEEU BEE] ofue GEE VAN, o] Igelx] QAHAE kit
Aol tsl FHAET 25 B shorpol wek £849% BEE 2 F(H) WAV FEEEAR
wolstglh, wlolE 4% A, 2@ HEEE BT AsE Aoz ek,

r'El
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—--+---Low HR department
activities

—a— High HR department
activities

[
in

Employee satisfaction of education & training

(=]

Low High

Perceived utility of education Perceived utility of education

& trainning & trainning
oleE o]&A =ofo} AT ANE MiBeR E At 7w felv ANshd vt 2 WA
StEd] SWelA E w=wd A Q1A Ao wgEde] FadS thlE AuE davt dles
I A ou7 gl S, £ AT V1€ wEFE Roflld T2 vl & Ak A9
FH =elolA Hojuyt Al waFHE e A5l Y wgFHe] F-848 o ¥ AAsh=ut
UEEES AAshe aQlds WIoRA, S wAEY BEE ANg fsiMs AdEe] #e
WEFEN FE9HE B/ s Fo] wiEA] dads Akl dglth. o= ofud W B
A7} Bk s TashARl, FolHh Alw g SHelx 3 Ala =go] daste] o] =¥
@ 54 xﬂEE AR sk AelA o vt gk =3 avrh A9 szielel 1

Foellr WA QA ojoF g BojEria & £ QT
! é—?ﬂcﬂWL wEFHel ddd 5ds A e Ak AR QAR olE dEshs
A9 Zo] g Fashe HoAFgivhs HellM onvt vk, Farldde] B Al Al o] e

A8 BE ol 71 B} & A, TUAS FTAL oS T FEHE 271
Arht s Agsta Bt AR g BEEE ¥Y 5 A FaF W2 adlo|
9 4 gk a@a B AT Aske Ak ek olefd Astel 2AT ul, H3 e 4L FPeh
T gl B9 ARANE 49 57 JEo Hof ald JE Aol et BEs AP
5 gtk 2Ae Avsetosd A9 ANele) mEEU) U BEEs Ansked ed 5 Qe
Aol

2. & A7 @A 9 FF A7HA

olelgt AN olelol ¥ o] A4 BAME AN e A WA B Ere AvhsE
WEE A Agstel Avingonz, gEu 4n 5 o SHelxe] AE A%E BHos
& dols AV S 5 ek, olEd ZHA FF ATE Aol FEAM B L AEH

ddE Aopirg urt thsbl Adskel A5E Ravt ok teoR, B ave 23} A4RE Fadto
=4 W5 Fgol tha Aol QATHE A oA et oo B AT JdTAT} A HEe
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Fol 2ARkE B Fol A4E F84 ololdl mEFU WEEe) WA JHAEL wrh T2l
ol Thro] Bopd $271%) DS BEE ALE I U ANIES £ 5 U8 A
S 2 ST AL W 98, BAEEA AFVE SAULE 480 }aaz»}, 7gvtet A%
U AoIE TG Ga7} A0k o] 29 FFAGE A1 72, 719
vt Jud 477} AYHReA et o
SeE ATPRYE FA7190 BgEde] hE A7 wgﬂ & gl W

?j

P

e
2,
N
r
-
HN
-
a4y
s o f
f
ar
e
- L
- o
=
il
ot of
>
2
k!
v
2

W ATE 2 ARARE BEste] 4 AT ANSo, Fav19e] AR FFolt Ee e
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