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2240/
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22J2| HRD 420 (/2 HRD 710 Cfgt @77} CH2 1, 0f2f3t R 78 SZAP1Z 49
£ 2[2{2| 7} B5O| CI2C 0]0] 20N HRD 47t RS BG5HLAL 51 HRD 420
Ifet St HRD 7t 7.8 S2AP1Z 4 /8715 221510 o7r2342*12*3””ﬂ
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01 Kparic 95991 46 5] SP10] SS551 WS37Y 52 83ic] 2k e
73 Y 7|7 A5 20l e RUE(E 4 Sk
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Z2 2o 2 HRD 2 TS 7HES 10| @Fot L QICHH T2 el JHEE T 2 A A0 &
TE =B EE HEN S0l 5 SR B R E U + URS S5 B0 214
ofH RS 89 B7I7HE RS, 0|5 Hot0q Kirkpatrick(1959) 4THA| 22| 2HA[0f| ot
Fot= 7N E ZES Y, o5 AhE GG U2 B7H &2 AAISILL QU= Kraiger,
Ford, Salas(1993)2] ‘a5 B7t 28", Z& Ofofi&rAAt 1 THO| 2210 S 21t &2 Z40] of
L Zr IEEHEAIE OF U B7fot= Nickols(2005)2] “Ofsf&AAF AF0{7tE
(Stakeholder Scorecards) 52 &&8% 4 )L}

ZA|9] HRD A| A7t =50 2FSE| 1 QUTHH, THef 2 7710 Ofd HRD ~F0]| A1) 4|
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2h8L| = Kaufmant Valentine(1989)2] * Z21 8 4 ¥3{(Organizational Elements Model,
OEM) 5= &8 + UM LM YArAY 0| R YEE A Zo= Ae T4 22 5f=
Stufflebeam(1968)2] ‘CIPP(Context, Input, Process, Product) 2&", SESA1| B2 P4 11
2ot1l Q)= Warr, Bird, Rackham(1970)2] ‘CIRO(Context, Input, Reaction, Outcome) 231",
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3 02 225H 7 7L @51} Kirkpatrick(1959) 4THA| 282 ATkA|of S5 H=

B E 804, 2o aa/d o= Hd S HER A7 |H 2l Phillip5(1998)94
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ABSTRACT

Using HRD Evaluation Models Considering Organizational Contexts:
Focusing on the HRD Level and the Evaluation Capacity of Organizations

Park, Soyoun (Anyang University)

In order for the evaluation to faithfully perform the function of judging and improving HRD,
an evaluation model suitable for the organization must be used. Therefore, it is necessary to
consider situational variables such as how much the organization needs evaluation and whether
the organization has the capacity to evaluate it. The purpose of this study is to suggest that an
HRD evaluation model suitable for the organizational situation can be selected and used by
exploring the level of the organization's HRD evaluation needs and evaluation readiness. In
order to explore the level of HRD evaluation requirements, the evaluation requirements for each
level were derived based on the level of evolution and maturity of the organization's HRD. Next,
in order to explore the level of evaluation readiness, the evaluation readiness for each level was
specified focusing on the level of the organization's evaluation capacity. Finally, in order to
improve the usefulness and feasibility of HRD evaluation, it is suggested to use an HRD
evaluation model suitable for the organization's HRD evaluation needs and level of evaluation
readiness. This study is expected to contribute to the expansion of HRD evaluation theory and

field practice by presenting a situational perspective in the use of the HRD evaluation model.

[Keywords] HRD evaluation, evaluation model, HRD level, evaluation capacity



