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Improving military officers' career management system
as a strategy for personnel innovation in the military
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Abstract This study proposes improvements to the personnel management system for military officers in South
Korea, addressing challenges posed by rapidly changing security environments and population decline due to low
birth rates. The research identifies key issues in the current system, including lack of predictability in long-term
service selection, limited opportunities for professional development, uncertainties in post-retirement careers, rigid
organizational culture, and inadequate responses to demographic changes. To address these issues, the study
analyzes personnel management practices in foreign militaries, including the United States, United Kingdom, and
Israel, deriving valuable insights. Based on this analysis, the research suggests several improvement measures:
enhancing predictability in long-term service selection, providing tailored job transition support for different
military specialties, and expanding personnel exchanges between military and civilian sectors. Specific
recommendations include clarifying long-term service selection criteria, introducing a phased selection system,
strengthening connections between military specialties and civilian job sectors, expanding support for professional
certifications, and increasing personnel exchange programs with public institutions and private companies. The
study also outlines necessary legal and institutional reforms, strategies for securing and allocating budgets, and a
phased implementation plan. The research proposes amendments to the Military Personnel Management Act,
legislation for supporting retired military personnel, and the introduction of a performance-based budget
management system. A systematic implementation plan is presented, divided into short-term, medium-term, and
long-term phases.

Key words : military officer personnel management, long-term service system, job transition support, military-
civilian personnel exchange, personnel management innovation
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Figure 2. Typical Career Paths of U.S. Military Officers
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Figure 9. Budget Strategies for Enhancing Military Officer

Personnel Management
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Figure 10. Execution Plan for Policies Improving Military Officer
Personnel Management
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