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* Matters to be attended to by evaluating personnel
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270 230
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230 20
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(data coding) , SAS(statistical analysis system)

Cronbach's alpha
(one-way ANOVA)

(regression analysis)
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4-1>

Likert Q- Qr
Q-~QI3

> 08, Q I4 ~ Q2
Q22

Likert Q2
Q24

5
Q%
Q2%
Q27 ~ Q3

Likert Q32 ~ Q36

5 Q37 ~ Q4
Q42 ~ Q44
Q45, Q46, Q47,
Q48, Q49, Q50,
Q5l, 052.

52
© .5
( )

- 48 -




120 57.1%

43.8%, 40 28

52.3%,
79
60 28.6%
31 14.8%, 10
68.6%

4
13.3%, 50
120
% 42.9%
20 95%
70 33.3%,
376%, 4
7
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210
90 42.9%
20 88 41.9%, 30 92
2 1.0%
57.1%
) 110
10 45%
3
6
9
40 19.0%
144
55 26.2%



< 4-2>

() (%)
120 57.1
2 429
20 88 419
30 92 438
40 28 133
50 2 10
120 57.1
<) 429
20 95
110 523
70 333
10 45
376
3 79
286
4-6 60
148
7-9 31
19.0
10 40
144 68.6
55 26.2
8 38
3 14
80 38.1
70 333
40 190
20 96
223
15 47
3438
5 -0 73
19.0
20 -5 40
143
%5 -30 30
96
30 20
210 100.0
210 100.0
3 14%
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33.3%,
9.6%

223%,1 5

2 5
30 14.3%, 3

(reliability)

80
40 19.0%,
, 1 5
2
40 19.0%, 2 5
20

(internal consistency method: cronbach's a )

0.9072

63)
64) 2,

, 1996, pp241-242
, 1996, pp53-55.

- 51 -

38.1%

70
20

47

73 34.8%, 2

9.6%

63),

0.9672
0.90
cronbach's a

0.9329



< 4-3>
22 | 07778 | 09256
1| 06732 | 0.9666 23 | 0.8359| 09147
2| 07282 | 0.9660 24 | 08175| 09182 | 09174 [0.9328
3| 06949 | 0.9664 25 | 08464 | 09127
4 | 07003 | 09663 | 0.9649 26 | 0.8299 | 09159
5| 07258 | 0.9661 27 | 06007 | 09167
6 | 06858 | 0.9665 28 | 06004 | 09167
7 | 07503 | 0.9658 29 | 06835 | 09147 | 09161
8 | 07868 | 0.9554 30 | 06464 | 09156
9 | 07833 | 0.9654 31 | 05891 | 09170
10| 0.7566 | 0.9657 32 | 07537 | 09179
11| 0.7768 | 0.9655 | 09657 |0.9672 33 | 06096 | 09165
12| 07654 | 0.9656 34 | 05454 | 09181 | 09180
13| 0.7069 | 0.9663 35 | 05134 | 09189
14| 0.7909 | 0.9651 36 | 05243 | 09186 09167
15| 0.7406 | 0.9659 37 | 05795 | 09173
16| 0.8001 | 0.9653 38 | 06328 | 09159
17| 0.7660 | 0.9656 39 | 06769 | 09158 | 09164
18| 0.7893 | 0.9653 | 0.9654 40 | 0.6003 | 09167
19| 08017 | 0.9652 41 | 06186 | 09163
20| 0.7589 | 0.9657 42 | 05660 | 09176
21| 0.8089 | 0.9652 43 | 05692 | 09175 | 09161
44 | 07309 | 09132
cmnbach's o 0.9210 0.90
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1)

65),
1.0
(1)
21
.3 1.0
3.
1)

t-test ANOVA

65) , , , 1997, p.259.

- B3 -

(factor analysis)

0.05



< 4-4> t-test
T P
3.0433 2.3980 6.26 0.0001
2.9500 24718 4.44 0.0001
2.9920 2.4088 5.170 0.0001
: , (P=0.0010)
: (p=0.0345)
(P=0.0001), (P=0.0001), (P=0.0001)
< 4-5> t-test
T P
28733 24741 334 0.0010
27813 2.6079 146 0.1455
2.8014 25465 2.13 0.0345
(p=0.0001) ,20 30 50
(p.0.0004) 20

50

- 54 -




4-6>

F P
20 30 40 50
2403 2.807 3.208 3.332 27341 10.84 0.0001
2479 2.753 3.096 3.399 2.7208 6.24 0.0004
2416 2.782 3.093 3.703 2.7125 847 0.0001
(p=0.0001)
20 ,30 ,40 50
< 4-7>
F P
2777 2.727 2677 2.106 2.7341 0.37 0.7750
2.643 2.750 2.743 2.149 2.7208 0.82 0.4838
2.718 2.720 2731 2.166 27125 057 0.6328
(p=0.0001),
(p=0.0001), (0.0001)
, 10
3
9 10
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4-8>
F P
3 4-6 7-9 |10
2376 | 2589 | 2778 | 3338 | 27441 | 1744 | 00001
2541 | 2479 | 2779 | 3175 | 27208 | 885 | 0.0001
2463 | 2480 | 2874 | 3171 | 27125 | 1017 | 0.0001
( : , ,
, (p=0.0001),
(0.0003), (p=0.0001)
< 4-9>
F P
2542 | 3241 | 2870 | 4000 | 27341 | 1178 | 0.0001
2585 | 3103 | 3.103 | 4000 | 27208 | 643 | 0.0003
2568 | 3170 | 2399 | 3888 | 27125 | 860 | 0.0001

- 56 -




, 0.01
(p=0.0011) 0.0l
(P=0.0322) (0.035)

< 4-10>

2.383 2.060 2.060 3.142 27341 297 0.0322

2.755 2.637 2515 3.388 2.7208 548 0.0011

2.697 2.748 2454 3.221 27125 363 0.0135

(p=0.0001), (p0.0001),
(0.0001) .
(mean=2.7341), (mean=2.7208) (mean = 2.7125)
1,500
, 3,000

- 57 -



< 4-11>

1500 | 1500 | 2000 | 2500 |3000 F P
-2000 | -2500 | -3000
2162 | 2756 | 2613 | 2776 | 3388 | 27341 | 1484 | 0.0001
2218 | 2650 | 2837 | 2693 | 3284 | 27208 | 1070 | 0.0001
2149 | 2727 | 2711 | 2728 | 3280 | 27125 | 1122 | 0.0001
2)
< 4-12> t-test
T P
2628 26133 0.11 0.9076
25571 23600 1.39 0.1662
25928 2.3866 153 0.1258
26071 24666 0.92 0.3588
26071 24933 0.76 0.4464
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(p=0.0138), (p0.0148),
(p=0.0001), (p=0.0017)
< 4- 13> t-test
F P
2694 | 2566 2.769 2.500 2.6232 0.62 0.6047
2444 | 2456 2.692 2.000 24883 0.98 0.4048
2444 | 2529 2590 2.250 25209 0.24 0.8652
2611 | 2507 2.744 2.000 25581 0.88 0.4543
2472 | 2596 2590 2.250 25674 0.26 0.8527
(p=0.6046), (P=0.4047),
(p=0.8651), (p=0.4542),
(P=0.8526)
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< 4-14>

T P
27677 24659 246 0.0138
26427 23037 244 0.0148
26338 23979 178 0.0741
28124 22814 272 0.0001
27765 23397 3.14 0.0017
(P=0.0007), (P=0.0100),
(P=0.0083), (P=0.0072),
(p=0.0359) _
9 10
6 7
6 10
< 4-15>
3 10 F P
4-6 |7-9
2493 | 2418 | 2575| 3059 | 26232 | 578 | 0.0008
2333 | 2300 | 2525| 2863 | 24883 | 387 | 00101
2348 | 2364 | 2550 | 2902 | 25209 | 401 | 00084
2420 | 2273|2725| 2922 | 25581 | 411 | 00073
2493 | 2364 | 2525| 2922 | 25674 | 290 | 0.0360
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(p=0.0024), (p=0.0002),
(p=0.0050), (p=0.0028),
(p=0.0057)
duncan
4- 16>
F P
2512 | 2981 | 2300 | 4.000 26231 492 0.0024
2341 | 2942 | 2200 | 4.000 24882 6.43 0.0002
2400 | 2923 | 2.200 3.000 25208 438 0.0050
2433 | 2981 | 2.100 4,000 2.5580 480 0.0028
2460 | 2942 | 2.100 | 4.000 25673 429 0.0057
(p=0.0899), (p=0.0798),
(p=0.0213)
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<

4- 17>

F P
2653 | 2602 | 2418 | 3.056 26231 | 218 | 00899
2443 | 2520 | 2371 | 2833 24882 | 103 | 03778
2530 | 2478 | 2371 3.000 25208 | 186 | 0.1359
2629 | 2643 | 2185 | 2778 25580 | 227 | 00798
2505 | 2725 | 2232 | 3.000 25673 | 329 | 00213
(p=0.0001), (p=0.0001),
(p=0.0002), (p=0.0006),
(p=0.0250)
3
1 5
3
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< 4-18>

1500 1500 2000 | 2500 | 3000 F P
-2000 | -2500 | -3000
2278 | 2524 | 2513 | 2687 | 3.000 | 2.6231 | 6.63 | 0.0001
2046 | 2364 | 2621 | 2468 | 3.050 | 24882 | 6.55 | 0.0001
2139 | 2443 | 2377 | 2655 | 3.075| 25208 | 5.85 | 0.0002
2162 | 2491 | 2431 | 2624 | 3.150 | 25580 | 5.06 | 0.0006
2371 | 2475 | 2485 | 2499 | 3.050 | 25673 | 2.84 | 0.0250
3)
<5 4-19> t-test

T P
3.0656 3.0985 -0.33 0.7330
3.1584 3.0449 1.13 0.2530
2.740 2.6639 0.68 0.4896
2.9403 2.9643 -0.21 0.8259

(p=0.0118),
(p=0.0065),
(p=0.0001),

- 63 -




(p=0.0022)

< 4-20> t-test
F P
3.0565| 3.081 | 3.087 | 3.050 3.0771 0.01 0.9966
3.043| 3.156 | 3.067 | 3.050 3.1189 0.36 0.7745
2649 | 2731 | 2799 | 2.100 27143 097 04041
3.082| 2922 | 2957 | 2583 29487 0.72 05336
ANOVA duncan
< 4-21>
T P
3.1891 29552 252 0.0118
3.2391 29882 2.73 0.0065
29052 2.5066 3.76 0.0001
3.1010 2.7830 3.07 0.0022

- 64 -




(p=0.0002),

10

- 65 -

(p=0.0001)

(p=0.0027),

(p=0.0001),



<

4-22>

3 10 F P
4-6 7-9
3.081 2938 2.900 3.361 3.0772 487 0.0027
3.026 3.007 2970 3.482 3.1190 7.06 0.0002
2519 2575 2695 3.145 27144 757 0.0001
2.845 2727 2.808 3438 29488 1063 | 0.0001
0.05 (0.0135) (0.0001)
duncan
<  4-23>
F P
3.030 3.185 3.160 3.800 3.0772 1.10 0.3507
3.025 3.342 3.320 3.800 3.1190 3.64 0.0135
2584 3.123 2460 3.800 27144 750 0.0001
2.868 3.154 3.033 3.667 29488 2.18 0.0917
(p=0.0751),
(p=0.0037),

- 66 -




(p=0.0001),
(p=0.0088)

4- 24>

3217 | 2962 3972 3.167 3.0772 233 0.0753

3230 | 3.077 2851 3433 3.1190 460 0.0039

2906 | 2627 2349 3.078 27144 6.60 0.0003

3107 | 2831 2729 3.241 29488 3.95 0.0090

(p=0.0088),
(p=0.0028),
(p=0.0001),
(p=0.0001)
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<

4- 25>

1500 | 1500 2000 2500 3000 F P
-2000 | -2500 | -3000

3027 | 2932 | 3.134 | 2956 3.400 30771 | 347 | 0.0088

3004 | 3.040 | 3.145 | 2944 3.480 3.1189 | 4.15 | 0.0028

2269 | 2621 | 2696 | 2.725 3.345 27143 | 1181 | 0.0001

2859 | 2697 | 3017 | 2927 3.392 29487 | 573 | 0.0001
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F =14.10(p- value=0.0001)

R-square ( ) 0.1670
4- 26>
t p-value
2.2560 0.1603 14.064 0.0001
-0.1296 0.0769 -1.683 0.0936
0.2182 0.1078 1.980 0.0487
0.2188 0.1089 2.007 0.0458

R- square=0.1670, F=14.107, p-value=0.0001
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(p=0.0487) (p=0.0458)
2) | -2
I _ 2 n ,
F=13.36(p- value=0.0001)
, R-square ( ) 0.1597 .
(p=0.0704)
< 4-27>
t p-value
2.1844 0.1597 13672 0.0001
0.0308 0.0767 0402 0.6881
0.1955 0.1075 1818 0.0704
0.1173 0.1086 1.080 0.2813
R-square=0.1597, F=13.363, p-value=0.0001
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3) 1-3

-3 " : , '
F=58.78(p- value=0.0001)
, R-square( ) 04552
< 4-28>
t p-value
0.9740 0.1516 6.420 0.0001
-0.0139 0.0728 -0.192 0.8470
0.0350 0.1020 0.344 0.7307
0.6203 0.1030 6.104 0.0001
R-square=04552 F=58.780, p-vaue=0.0001
(p=0.0001)
4) | -4
-4 "
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<  4-29>

t p-value
22131 0.1890 11.707 0.0001
- 0.0026 0.0908 0.029 0.9767
0.0975 0.1272 0.767 0.4439
0.1759 0.1285 1.369 0.1723
R-square=0.0821, F=6.301, p-vaue=0.0003

F=6.30(p- value=0.0003)

R-square( ) 0.0821
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1) -1

F=16.90(p- value=0.0001)

, R-square (
) 0.2880
(p=0.0079)
< 4-30>
t p-value
2.0239 0.1270 15922 0.0001
0.0944 0.0704 1339 0.1815
0.0706 0.0761 0.927 0.3542
0.0706 0.0712 0.990 0.3226
-0.0100 0.0714 -0.140 0.8882
0.1854 0.0692 2676 0.0079
R-square=0.2879, F=16.908, p-vaue=0.0001

- 73 -



2)

3)

-2
- 2 " L
F 10.19(p- value0.0001)
, R-square ( ) 0.1960
(p=0.3498)
< 4-31>
t p-value
23075 0.1338 17.226 0.0001
0.0546 0.0742 0.735 0.4627
0.0517 0.0802 0.645 05189
-0.0181 0.0751 -0.241 0.8098
0.1597 0.0752 2121 0.0349
0.0683 0.0729 0.936 0.3498
R-square=0.1960, F=10.190, p-vaue=0.0001
-3
- 3 n
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F=48.74(p- value0.0001)

, R-square ( ) 05382
(P=0.0006) (0.0005)
<  4-32>
t p-value
11144 0.1197 9.308 0.0001
0.0118 0.0664 0.179 0.8583
0.0488 0.0717 0.680 0.4970
0.2300 0.0672 3421 0.0006
0.2362 0.0673 3507 0.0005
0.1204 0.0652 1569 0.1181
R-square=05382, F=48.743, p-value=0.0001

4) -4

_ 4 n

F=9.00(p- value=0.0001)

R- square(
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< 4-33>

t p-value
2.012 0.1533 13.418 0.0001
0.1102 0.0850 1.295 0.1964
0.0605 0.0919 0.658 0.5106
0.0143 0.0860 0.167 0.8668
0.0879 0.0862 1.019 0.3087
0.0892 0.0835 1.068 0.2864
R-square=0.1772, F=9.005, p-value=0.0001

3.
1) -1
_ 1 n , . ,
F=65.60(p- value=0- 0001)
, R-square( ) 04825 .
(p=0.03%4)
(p=0.0001)
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t p-value
0.5459 0.1675 3.256 0.0012
-0.0312 0.0804 -0.388 0.6974
0.2335 0.1127 2.070 0.0394
0.5628 0.1138 4939 0.0001
R-square=04825, F=65.601, p-value=0.0001

2) -2

F=7255(p- value=0.000)

R-square( ) 05077 .
(p=0.0001)
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<

4-35>

t p-value
0.2491 0.1765 1410 0.1597
-0.0380 0.0847 -0448 0.6536
0.0584 0.1187 0492 0.6226
0.8050 0.1201 6.703 0.0001
R-square=0.5077, F=72521, p-vaue=0.0001
3) -3
-3 " , ,
F=70.78(p- value=0.0001)
, R-square( ) 05015 .
(p=0.0001)
< 4-36>
t p-value
0.3319 0.1767 1.876 0.0618
-0.0715 0.0848 -0.842 0.4001
0.0702 0.1189 0.590 0.5551
0.8084 0.1201 6.724 0.0001
R-square=0.5015, F=70.783, p-vaue=0.0001
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4) -4

- 4 n ,
< 4-37>
t p-value
-0.0181 0.1750 -0.103 09170
-0.1169 0.0840 -1.391 0.1654
-0.0284 0.1177 -0.241 0.8090
1.0962 0.1189 9.208 0.0001

R- square=0.6010, F=105.991,

p-value=0.0001

F=105.99(p- value=0.0001)

R- square( ) 0.6010 .
(p=0.0001)

5) -5

F=65.69(p- value=0.0001)
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, R-square( ) 04829

<  4-38>
t p-value
0.3220 0.1926 1671 0.0690
-0.1533 0.0924 - 1.656 0.0989
0.1360 0.1295 1.049 0.2948
0.8456 0.1309 6.454 0.0001

R- square=0.4829,

F=65.697, p-vaue=0.0001

(p=0.0001)
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ABSTRACT

A Study on the Influence of the reasonable management of the merit Rating
system on the business environment of the Tourist hotel employee.

-Focused on The Tourist Hotel in Gyeong-Ju-

Vae, Sang yoon
Department of Tourism Management
Graduate School of Tourism

Gyeong-Ju University

Purpose of study Influence of the reasonable management of the merit Rating
system on the business environment of the Tourist hotel employee in
performance rating, points in doubt are brought up in preparing various systems
for securing impartiality and the reality of the performance rating.
The evaluation of work through impartial and rational performance rating can
indicate directions, in view of manpower planning, for effective management.
Further, according to the change of thinking about spare time, the satisfaction of
own work is not related just to the simple economic level but even to the
thinking of the means for making use of spare time In the life.
As we consider that the importance of performance rating and employee's
satisfaction is connected to the satisfaction of guests, thus having Influence the
result of enterprises, the necessity of positive study on impartiality, rationality and
recognition of performance rating is on the rise. the purpose of this study is to
present more effective scheme on the future hire and management of the employed
through corroborative study against hotel employee for grasping the influence of
rational and effective management of the Korean tourist hotel performance rating
upon the satisfaction of employee.
The objectives for accomplishing this purpose are; first, to establish
interrelationship between performance rating and work satisfaction by inquiring
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into the theoretical background of Performance rating and work satisfaction, and
institute basis thereof for positive analysis. second, to provide important guidance
on the management of employee manpower resources by analyzing how the work
satisfaction is influenced by recognition, rationality and impartiality of hotel
enterprise performance rating. The purpose of this study is to suggest influence of
the reasonable management of the merit rating system on the business
environment of the Tourist hotel employee. in Gyeong- Ju.

The approach this study used questionnaire to extract the point at issue from
personal rating of hotel company and co suggest a reform measure.

Carried out documentary study and positive study at the same time and as for
the extent of contents, the Chapter 1 consists of the necessity of study on the
interrelations of tourist hotel Performance rating and work satisfaction and purpose
of study thereof and concrete study extent and method for accomplishing the
Purpose of this study.

The eight subordinate variables were selected to analysis, and the independent
variables, that is human details, were selected.

The data which was gained by questionnaire was analyzed by the program of
SPSS/PC'. such as ANOVA and t-Test, to analysis problem of personnel
evaluation system or hotel company.

Research findings the results or this study about difference between each factor
or personnel rating and demographic variables are briefly as follows .

According to the sex, the result or this study has shown a significant difference
in recognition and fairness of personal rating system and opinion reflection of a
considered person.

According to the age, the result or this study has shown a significant difference
in recognition and fairness or personal rating system and contribution to company.
According to whether marriage or not, the result or this study has shown a
significant difference in recognition and fairness or personal rating system, opinion
reflection of a considered person and contribution to company.

According to the level or education. the result of this study has shown
significant difference only in necessity of training for considering person.
According to the work year. the result or this study has shown a significant
difference in recognition and fairness of personal rating system und contribution to
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company.
According to the place of working, the result of this study has shown a
significant difference in recognition and fairness or personal rating system.
According to the Position, the result of this study has shown a significant
difference in recognition about personal rating system contribution to company und
feed-back of ratings results.

I would like to suggest, in the future study or the personal rating system, some
suggestions as follows. Forth, if was shown that the impartiality and rationality
factors had influence on promotion reflection of performance rating and that the
rationality factor had influence on all reflection factors of performance rating; pay,
welfare level, education and training and post placement the above study results
provide suggestions like the followings; first, as we see that the rationality of the
performance merit rating system have influence on work satisfaction and reflection
of performance merit rating, it is really necessary tn develop, after execution,
rational feedback scheme and expansion of the participation of the performance
merit rated. In the performance merit rating, supplementary actions should be
urgently taken, after execution, in education and training fields. When there is
execution of feedback for participation of the performance rated, it will be
recognized as more impartial and ration performance rating system. Second, as we
see that the employed of special 1st class tourist hotel shave more true
understanding on the recognition of the performance merit rating system and the
impartial  tourist hotels is necessary. Third, as we see that the surveyed were
low generally in recognizing the impartiality of performance rating execution, the
systematic and rational work evaluation factors should be present.

| hope the future study will be accomplished in the condition of more member
and more hotel extending the whole country than this study, because this study
was restricted in Gyeong-Ju.

This study mainly treated considered person as s subject of survey, by the way.
In conclusion, as for the proposal for follow-up study. the study on the
interrelationship of performance rating, work satisfaction and good results of work
should be carried out at the same time too.

Finally, to the diversified survey, the future study should set up more and more
variables than now.
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