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Abstract There is a growing perception that HR management that streamlines corporate resources is
necessary to retain competitive advantage. In this study, data-based HR management is focused on the
perception of HR job experts and data-based HR management execution and utilization prospects at
corporate sites. The subjects of the study were three HR planning/management job experts of three firms
specializing in IT services in Pangyo, and focused on identifying data-based HR management execution,
measurement, analysis tools, and utilization level. As a research method, open coding, axis coding, selective
coding procedure based on evidence theory was presented. As a result of in-depth interviews, corporate
HR management measurement indicators were divided into three areas: employee, productivity, and
culture. Through this study, it was possible to find the significance of perception of the company site as
to what measurement tools and mechanisms the company implemented and measured the effectiveness
and efficiency of HR management.
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Fig. 1. HR Intelligence Cycle
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Component #1: Establish the Relationship
Between Culture and Business Results

Culture Impact Value Chain

Perceptions Actions Results

Component #2: Identify the “invisible” and
“Visible” Components of Organizational Culture

Three “Visible”
Aspects of Culture

Three “Invisible”
Aspects of Culture

> Road Maps
D> Relationships
D> Reinforcements

> Communication
D> Learning
D> Reinforcements

Component #3: Identify Cultural
Barriers to Engagement

Focus Group Survey
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Component #4: Determine Solutions
to Cultural Barriers to Engagement

120-Day Action Plan
Typical Follow-up Actions

7 Action Plan Areas

Leadership Greater consistency in management

Strategy Communicate vision, mission, and strategic objectives

Policies & Procedures Clarify and communicate overtime policy

Communications Improve bottom-up communication channels

Training & Development | Improve functional career development opportunities

Operations Increase flexibility around production scheduling

Organizational Culture Enhance sense of belonging through communications and events

Fig. 2. Cultural Assessment Process
[Sources] Driving Performance and Retention Through Employee
Engagement(2004)
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Table 1. In—depth Interview Participants

firm department title age career
A HR Team Team Leader 42 12 year
B HRTPIanning Team Leader 33 13 years
eam
C HR Team Team Leader iy 15 years
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Fig. 3. Research Analysis Framework
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Table 2. Results of HR Index [employees]

category meaning

HR structure

Identifying competitive
advantage through employee
productivity by appropriate
labor costs, and identifying
HR effectiveness and
efficiency

sales per person

sales/profits per labor costs

increase in sales to labor
cost growth

percentage secured of talent

Table 3. Results of HR Index [productivity]

category meaning

per capita value added
HCROI)

Managing productivity through
calculation of economic value
added and measurement of
HR efficiency compared to
input

changes in labor costs by
promotion rate

recruiting lead time

T&D investment rate

direct labor cost

Table 4. Results of HR Index [culture]

category meaning

organizational culture/climate

employee engagement

Identifying Internal process
improvement through
pre-identification of anomalies
by organizational culture
management

HR effectiveness

turnover rate/employee net
promoter score

Percentage of female
emlpoynees
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