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introduction

Organizations wanting to remain employers of choice must periodically assess 
how shifts in the business environment might affect the effectiveness of their talent 
management strategies, policies, and programs. Globalization and changes in the 
age composition of the workforce are two important 21st- century trends that can 
have a significant impact on the need to customize and adjust core strategies and 
practices.  Employers around the world are challenged by the need to establish talent 
management policies and practices that they are globally strategic and also relevant to 
specific country contexts. Forward-thinking employers are considering:

How might shifts in the economic structure and age composition of the ππ
workforces in different countries affect the next generation of human 
resource policies and practices?  
And, how might these policies and practices support the sustainability of ππ
great places to work?   

Jungui Lee

In this paper, we’ll show informa-
tion about South Korean employers’ 
human resource practices, policies, 
and programs that affect quality of 
employment in the country context. 
We’ll discuss how workplace-based 
resources for each of the eight 
dimensions of quality of employ-
ment vary by industrial sector and 
company size in South Korea. 

Data were drawn from the Work-
place Panel Survey, which was 
conducted by the Korea Labor 
Institute in 2005. This survey 
aimed to understand the employ-
ment structure and labor demand 
within workplaces and to assess 
the human resource management 
systems of companies in order 
to prepare a suitable labor supply 
system in South Korea.

What does “mind the gap” mean? 

Train stations across England play 
recorded messages to remind passengers 
that they should “mind the gap.”  These 
words of caution urge train travelers to 
pay attention to the space between the 
door of the train car and the platform in 
the station.

For this series of our research 
publications, we have adopted the phase, 
“Mind the Gap.” The Mind the Gap 
series aims to remind employers to pay 
attention to any gaps that might exist 
between employee priorities and needs 
and employer allocation of workplace-
based resources. Our Mind the Gap 
papers also aim to help our readers 
to understand such gaps in quality of 
employment in various country contexts.

employee employer perspectives

   South Korea
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The Sloan Center on Aging & Work in 

Boston, in collaboration with the Middle-

sex University Business School in London, 

created the Mind the Gap series to provide 

employers with basic employment-related in-

formation country-by-country.  There are two 

types of papers in the Mind the Gap series.  

Employee Series:  This series examines the 

perspectives that adults of different ages 

have about employment and the assess-

ments that they make about their employ-

ment experiences.  These papers focus on 

one central question:    

Does age affect employees’ preferences ••

for an idealized job and their assess-

ments of their employment experiences?

Employer Series:  This series examines 

the prevalence of human resource policies 

and programs at workplaces in a selected 

country.  Because most talent management 

strategies and programs are age-neutral, we 

compare the availability of selected human 

resource policies in practices in the targeted 

country with the availability of similar policies 

and practices in a small number of countries 

with approximate economic circumstances.  

These papers focus on one core question:

How does the availability of human ••

resource policies and programs in the 

targeted country compare with other 

countries?

Although papers in both series focus on a 

single country, when the information con-

tained in two or more papers are considered 

in tandem, it is possible to consider whether 

employees’ perceptions of their employment 

experiences vary from country to country.
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Quality of Employment:  Dimensions of a “Good Job” and a “Good Place to Work”

Most people would agree that “good jobs” are a “good thing.”  High quality jobs offer 
benefits to employees and to the organizations where they work.

Benefits for Employees:   The quality of employment affects the health and ππ
well-being of employees.  Research confirms that poor-quality jobs (such 
as jobs requiring extreme work hours and jobs that are very demanding—
particularly those where employees do not have access to the resources 
they need to meet those demands) are associated with negative outcomes, 
including high stress levels and physiological reactions such cardio-vascular 
problems.1

Benefits for Employers:   Employers often connect the quality of employment ππ
they offer to employees with their employer-of-choice strategies.  There 
is some evidence that the adoption of policies and practices that 
promote the quality of employment available to employees is related to 
positive outcomes for organizations, such as customer satisfaction and 
organizational performance.2 Employer-of-choice strategies can result 
in enhanced employee engagement, which, in turn, can be linked to 
organizational outcomes, including financial measures.  For example, higher 
employee engagement can reduce costs, such as those associated with 
unwanted turnover.  One study found that 59% of highly engaged employees 
report that they intend to stay with their employers, in comparison to the 
24% of disengaged employees who “intend to stay.” 3 A number of studies 
have linked employee job satisfaction with positive performance indicators.  
Fortune reports positive relationships between being recognized as a “great 
place to work” and stock indices.4,5     

The Global Institute focuses on eight important dimensions of the quality of employment:

Fair, Attractive, and Competitive Compensation & Benefits••

Opportunities for Development, Learning & Advancement••

Wellness, Health & Safety Protections••

Opportunities for Meaningful Work••

Provisions for Employment Security & Predictabilities ••

Workplace Flexibility••

Culture of Respect, Inclusion & Equity ••

Promotion of Constructive Relationships at the Workplace ••

The following sections of this paper use the quality-of-employment framework as a 
structure to discuss the perspectives of employers about their employment situations.
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quality employment in south korea:

Indicators of Fair, Attractive and Competitive Compensation & Benefits 

Compensation and benefits meet most of employees’ basic economic needs, and ΩΩ
those are distributed in a fair and equitable manner.

About 10.8% of employers in South Korea report that they have introduced a “choice-
based welfare system.”6

By •• industrial sector, a choice-based welfare system is more likely to be made available 
in the utilities (electricity, gas, and water supply) sector (32.3%) and the repair and 
other personal services sector (25.0%) than in other industrial sectors. It is not 
offered at all in the accommodation and food services sector (0.0%). 7

By •• company size, employers with 1,000 or more employees (25.7%) are substantially 
more likely to report that they offer choice-based welfare systems than do employers 
with 500–999 employees (10.0%), 300–499 employees (13.4%), 100–299 employees 
(10.8%), 50–99 employees (8.1%), or fewer than 50 employees (5.0%).7

About 47.9% of employers in South Korea report that they provide financial support for 
their employees’ housing costs as part of their welfare benefits.

By •• industrial sector, such financial support is more likely to be provided in the finance 
and insurance (85.7%) sector and the utilities (electricity, gas, and water supply) 
sector (74.2%) than in other industrial sectors. It is provided least in the education 
services sector (12.9%) and the repair and other personal services sector (17.3%).7

By •• company size, generally, the larger companies are more likely to report that they 
provide financial support for their employees’ housing costs. For instance, 79.6% of 
employers with 1,000 or more employees, 58.1% of those with 500–999 employees, 
36.5% of those with 50–99 employees, and 36.8 % of those with fewer than 50 
employees report that they support housing costs for their employees.7 

About 64.3% of employers in South Korea report that the wage increases of their 
managerial-level employees are influenced by the results of performance appraisals. 

By •• industrial sector, such performance-related pay increases for managerial 
employees are more likely to be made available in the telecommunication sector 
(80.0%), the accommodation and food services sector (76.7%), the wholesale and 
retail trade sector (73.3%), and the manufacturing sector (72.3%) than in other 
industrial sectors. They are implemented least in the education services sector 
(28.8%) and the human health and social work sector (25.8%).7

By •• company size, employers with 100–299 employees (66.8%) are the most likely to 
report that they have introduced performance-related pay increases for managerial 
employees compared to all other groups.7
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Figure 1:	 Percent Employers Introducing Performance-related Pay Increases  
	 for Nonmanagerial Employees (by industrial sector)

Figure 2:	 Percent Employers Introducing Performance-related Pay Increases  
	 for Nonmanagerial Employees (by company size)

Source:  Lee, 2009, from 2005 Workplace Panel Survey

Source:  Lee, 2009, from the 2005 Workplace Panel Survey

As indicated in Figure 1, about 
48.0% of employers in South Ko-
rea report that the wage increases 
of their nonmanagerial employees 
are influenced by the results of 
performance appraisals. 

By industrial sector, such perfor-
mance-related pay increases for 
nonmanagerial employees are 
more likely to be made available 
in the professional, scientific, and 
technical services sector (67.0%); 
the wholesale and retail trade 
sector (61.9%); and the telecom-
munication sector (60.0%) than 
in other industrial sectors. They 
are offered least in the real estate 
and leasing sector (13.6%) and the 
education services sector (21.9%). 

By company size, as shown in 
Figure 2, it is clear that the smaller 
companies are more likely to 
report that wage increases of their 
nonmanagerial employees are 
influenced by the results of perfor-
mance appraisals. For instance, 
60.9% of employers with fewer 
than 50 employees, 57.0% of those 
with 50–99 employees, 36.3% of 
those with 500–999 employees, 
and 32.7% of those with 1,000 or 
more employees report that they 
have introduced performance-re-
lated pay increases for nonmana-
gerial employees. 
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Indicators of Opportunities for Development, Learning & Advancement

Opportunities for the development and advancement of job skills and knowledge ΩΩ
are made available in an accessible manner.

About 39.6% of employers in South Korea report that they offer financial support for their 
employees’ self-improvement, including tuition for education.   

By •• industrial sector, such support is more likely to be offered in the finance and 
insurance sector (73.8%) and the utilities (electricity, gas, and water supply) sector 
(67.7%) than in other industrial sectors. It is offered least in the transportation 
sector (20.8%).7 

By •• company size, generally, the larger companies are more likely to report that they 
offer self-improvement support. For instance, 71.9 % of employers with 1,000 or 
more employees, 46.2% of employers with 500–999 employees, 30.1% of employers 
with 50–99 employees, and 23.7% of employers with fewer than 50 employees report 
that they offer financial support for self-improvement.7

About 24.7% of employers in South Korea report that they implement official programs 
to develop the personal careers of their employees.

By •• industrial sector, such opportunities are more likely to be available in the finance 
and insurance sector (46.4%) and the utilities (electricity, gas, and water supply) 
sector (45.2%) than in other industrial sectors. They are offered least in the 
transportation sector (11.3%).7 

By •• company size, generally, the larger companies are more likely to report that they 
offer career development programs. For instance, 49.7 % of employers with 1,000 or 
more employees, 37.1% of employers with 500–999 employees, 14.5% of employers 
with 50–99 employees, and 12.0% of employers with fewer than 50 employees report 
that they offer career development programs.7 
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Figure 3:	 Percent Employers Offering Training Opportunities (by industrial sector)                                    

Source: 	Lee, 2009, from the 2005 Workplace Panel Survey 
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As shown in Figure 3, about 92.4% 
of employers in South Korea re-
port that they offer training for the 
development of employees’ job 
capabilities. 

By industrial sector, training op-
portunities are more likely to be 
available in the utilities (electric-
ity, gas, and water supply) sector 
(100.0%); the arts, sports, and 
recreation services sector (97.7%); 
the telecommunication sector 
(97.0%); and the professional, 
scientific, and technical services 
sector (97.0%) than in other 
industrial sectors. They are avail-
able least in the repair and other 
personal services sector (78.8%).

By company size, as suggested by 
Figure 4, the larger companies are 
more likely to report that they offer 
training opportunities for their 
employees. For instance, 98.8 % of 
employers with 1,000 or more em-
ployees, 98.6% of employers with 
500–999 employees, 87.2% of 
employers with 50–99 employees, 
and 85.4% of employers with fewer 
than 50 employees report that they 
offer training opportunities.

Figure 4:	 Percent Employers Offering Training Opportunities  (by company size)

Source: 	Lee, 2009, from the 2005 Workplace Panel Survey
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Indicators of Wellness, Health & Safety Protections 

Safety, health, and well-being of employees are promoted through workplace ΩΩ
policies, and social protections are offered in case of injury or illness.

About 59.1% of employers in South Korea report that they provide financial support for 
their employees’ recreational expenses, including using gyms or workout areas. 

By •• industrial sector, such financial support is more likely to be provided in the utilities 
(electricity, gas, and water supply) sector (87.1%) and the accommodation and food 
services sector (78.1%) than in other industrial sectors. It is provided least in the 
construction sector (32.7%).7 

By •• company size, generally, the larger companies are more likely to report that they 
provide financial support for their employees’ recreational expenses. For instance, 
80.8% of employers with 1,000 or more employees, 71.0% of those with 500–999 
employees, 44.3% of those with 50–99 employees, and 41.2 % of those with fewer 
than 50 employees report that they support recreational expenses.7

About 70.8% of employers in South Korea report that, in all possible cases, they reinstate 
employees who are injured or fall ill from industrial accidents.   

By •• industrial sector, , such reinstatement for injured employees is more likely to be 
provided in the repair and other personal services sector (86.7%), the human health 
and social work sector (87.1%), and the accommodation and food services sector 
(81.8%) than in other industrial sectors. It is provided least in the utilities (electricity, 
gas, and water supply), the construction, and the telecommunication sectors, 
respectively (50% for all three sectors).7

By •• company size, employers with 1,000 or more employees (77.3%) are the most 
likely to report that they reinstate employees who are injured or fall ill from industrial 
accidents than are any other groups.7
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As indicated in Figure 5, about 
76.6% of employers in South 
Korea report that they provide 
financial support for their 
employees’ health-care expenses. 

By industrial sector, such 
financial support is more likely 
to be provided in the finance 
and insurance sector (89.3%), 
the telecommunication sector 
(87.9%), the accommodation 
and food services sector (87.5%), 
and the utilities (electricity, 
gas, and water supply) sector 
(87.1%) than in other industrial 
sectors. It is provided least in the 
transportation sector (59.7%) and 
the construction sector (65.3%). 

By company size, as suggested by 
Figure 6, it is clear that the larger 
companies are more likely to 
report that they provide financial 
support for their employees’ 
health-care expenses. For instance, 
94.0% of employers with 1,000 or 
more employees, 86.2% of those 
with 500–999 employees, 66.0% 
of those with 50–99 employees, 
and 64.0% of those with fewer 
than 50 employees report that they 
support health-care expenses for 
their employees.

Figure 5:	 Percent Employers Supporting Health-care Expenses (by industrial sector)

Source:  Lee, 2009, from the 2005 Workplace Panel Survey

Figure 6:	 Percent Employers Supporting Health-care Expenses (by company size)

Source:  Lee, 2009, from the 2005 Workplace Panel Survey
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Indicators of Opportunities for Meaningful Work

Meaningfulness and fulfilling nature in employment are promoted at workplace.ΩΩ

About 20.9% of employers in South Korea report that they provide their employees with 
counseling services that include grievance counseling, marriage counseling, family coun-
seling, and so on.  

By •• industrial sector, such counseling services are more likely to be provided in 
the manufacturing sector (25.3%), the accommodation and food services sector 
(25.0%), and the transportation sector (24.5%) than in other industrial sectors. They 
are offered least in the utilities (electricity, gas, and water supply) sector (9.7%).7  

By •• company size, clearly, the larger companies are more likely to report that they pro-
vide counseling services which include grievance counseling, marriage counseling, 
family counseling, and so on. For instance, 38.9% of employers with 1,000 or more 
employees, 30.5% of those with 500–999 employees, 12.5% of those with 50–99 em-
ployees, and 10.2 % of those with fewer than 50 employees report that they provide 
counseling services for their employees.7

Only 7.9% of employers in South Korea report that they have implemented dependent-
care leave, which aims to support employees’ better work-family balance and to help 
increase work motivation through physical and mental rejuvenation. 

By •• industrial sector, dependent-care leave is more likely to be made available in the 
finance and insurance sector (23.8%) and the arts, sports, and recreation services 
sector (15.9%) than in other industrial sectors. It is available least in the construc-
tion sector (1.0%) and the repair and other personal services sector (1.9%).7 

By •• company size, generally, the larger companies are more likely to report that they 
have implemented dependent-care leave. For instance, 25.1% of employers with 1,000 
or more employees, and 10.0% of those with 500–999 employees report that they have 
made available such dependent-care leave, while 5.3% of those with 50–99 employees 
and 2.9% of those with fewer than 50 employees report that they have done so.7

About 42.6% of employers in South Korea report that they implement a regular job rota-
tion program to enable employees to perform multiple functions and gain different types 
of experience.8   

By •• industrial sector, such job rotation programs are more likely to be provided in the 
utilities (electricity, gas, and water supply) sector (77.4%) and the finance and insur-
ance sector (72.6%) than in other industrial sectors. It is implemented least in the 
transportation sector (25.2%).7 

By •• company size, generally, the larger companies are more likely to report that they 
implement a regular job rotation program. For instance, 61.1% of employers with 
1,000 or more employees, 50.5% of those with 500–999 employees, 36.8% of those 
with 50–99 employees, and 38.0% of those with fewer than 50 employees report that 
they implement a regular job rotation program.7
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Figure 7:	 Percent Employers Providing Career Counseling  
	 by a Personnel Management Department (by industrial sector)

Figure 8:	 Percent Employers Providing Career Counseling  
	 by a Personnel Management Department (by company size)

Source:  Lee, 2009, from the 2005 Workplace Panel Survey

Source:  Lee, 2009, from the 2005 Workplace Panel Survey

As suggested by Figure 7, about 
15.2% of employers in South Korea 
report that they provide career 
counseling services that help 
employees identify career plans 
and provide appropriate advice 
by a personnel management 
department.  

By industrial sector, such support 
is more likely to be provided in 
the utilities (electricity, gas, and 
water supply) sector (32.3%), 
the finance and insurance sector 
(23.8%), the telecommunication 
sector (21.2%), and the wholesale 
and retail trade sector (21.0%) 
than in other industrial sectors. It 
is offered least in the education 
services sector (7.9%). 

By company size,  as shown 
in Figure 8, clearly, the larger 
companies are more likely to 
report that they provide career 
counseling for their employees 
by a personnel management 
department. For instance, 22.8% 
of employers with 1,000 or more 
employees, 22.4% of those with 
500–999 employees report, 10.0% 
of those with 50–99 employees, 
and 9.9% of those with fewer than 
50 employees report that they 
provide career counseling for their 
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Indicators of Provisions for Employment Security & Predictabilities

Job security within an organization is promoted, and terms of employment are ΩΩ
communicated clearly, with an emphasis on smooth transitions through jobs and 
careers.

About 44.6% of employers in South Korea report that they have a system or custom which 
re-employs retired regular workers 9 as nonregular workers or contractual workers. 

By •• industrial sector, a re-employing system is more likely to be made available in the 
transportation sector (76.0%) than in any other industrial sectors. It is offered least in 
the telecommunication sector (11.5%) and the finance and insurance sector (16.0%).7

By •• company size, employers with 300–499 employees (51.4%) are the most likely to 
report that they have a re-employing system compared to other groups.7

Just 3.6% of employers in South Korea report that they have introduced “wage peak 
systems.” 10

By •• industrial sector, wage peak systems are more likely to be made available in the 
finance and insurance sector (10.7%) and the arts, sports and recreation services 
sector (9.1%) than in other industrial sectors. They are not offered at all in the 
wholesale and retail trade sector, the accommodation and food services sector, 
and the telecommunication sector. But 36.4% of employers in the arts, sports, and 
recreation sector; 33.3% of employers in the telecommunication sector; 32.3% of 
employers in the utilities (electricity, gas, and water supply) sector; and the 31.3% of 
employers in the accommodation and food services sector are examining wage peak 
systems to introduce in the future.7

By •• company size, generally, the larger companies are more likely to report that they 
have introduced wage peak systems. For instance, 10.8% of employers with 1,000 or 
more employees, 5.7% of those with 500–999 employees, 2.2% of employers with 
50–99 employees, and 0.9% of employers with fewer than 50 employees report that 
they have introduced wage peak systems.7

About 11.8% of employers in South Korea report that they provide outplacement services. 11 

By •• industrial sector, such opportunities are more likely to be available in the finance 
and insurance sector (31.0%) than in any other industrial sectors. They are offered 
least in the accommodation and food services sector (3.1%) and the education 
services sector (4.0%).7

By •• company size, the largest companies, with 1,000 or more employees (28.7%), are 
the most likely to report that they provide outplacement services for their employees 
compared to any other groups.7
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Figure 9:	 Percent Employers with a Management Policy or Agreement Stating that  
	 Regular Employees Shall Not Be Dismissed for Managerial Reasons  
	 (by industrial sector)

Source:  Lee, 2009, from the 2005 Workplace Panel Survey

As suggested by Figure 9, about 
19.6 % of employers in South 
Korea report that they have a 
management policy or agreement 
which states that regular 
employees shall not be dismissed 
for managerial reasons. 

By industrial sector, such a 
management policy or agreement 
is more likely to be made available 
in the education services sector 
(31.0%), the real estate and 
leasing sector (30.4%), and 
the arts, sports, and recreation 
services sector (29.4%) than 
in other industrial sectors. It is 
offered least in the finance and 
insurance sector (5.7%). 

Figure 10:	 Percent Employers with a Management Policy or Agreement Stating that  
	 Regular Employees Shall Not Be Dismissed for Managerial Reasons  
	 (by company  size)

Source:  Lee, 2009, from the 2005 Workplace Panel Survey

By company size, as shown 
in Figure 10, generally, larger 
companies are more likely 
to report that they have a 
management policy or agreement 
which states that regular 
employees shall not be dismissed 
for managerial reasons. For 
instance, 23.7 % of employers 
with 1,000 or more employees, 
22.0% of employers with 500–999 
employees, 18.8% of employers 
with 50–99 employees, and 15.0% 
of employers with fewer than 50 
employees report that they have 
such a policy.  
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Indicators of Workplace Flexibility

Employees’ options, choices, and control over work conditions are made ΩΩ
available in an accessible manner.

About 43.5% of employers in South Korea report that their employees work in shifts.

By •• industrial sector, sthe employees who are in the accommodation and food services 
sector (93.7%) and the human health and social work sector (89.9%) are more likely to 
work in shifts than the employees who are in other industrial sectors. The employees 
who are in the finance and insurance sector (2.4%) and the education services sector 
(7.9%) are the least to work in shifts.7

By •• company size, the employers of both large and medium-size companies are more 
likely than those of small size to report that their employees work in shifts.7

Only 10.7% of employers in South Korea report that they have introduced flexible-hours 
systems in which employees are entrusted with the decision as to when to begin and 
finish work in accordance with the rules of employment.12

By •• industrial sector, flexible-hours systems are more likely to be made available in the 
accommodation and food services sector (28.1%), the human health and social work 
sector (24.8%), and the arts, sports, and recreation services sector (22.7%) than in 
other industrial sectors. They are not offered at all in the utilities (electricity, gas, and 
water supply) sector.7

By •• company size, clearly, the larger companies are more likely to report that they have 
introduced flexible-hours systems. For instance, 16.8% of employers with 1,000 or 
more employees, 14.3% of those with 500–999 employees, 7.0% of employers with 
50–99 employees, and 7.6% of employers with fewer than 50 employees report that 
they have introduced flexible-hours systems.7
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Figure 11:	 Percent Employers Introducing Flexible-hours Systems (by industrial sector)

Source: Lee, 2009, from the 2005 Workplace Panel Survey

As suggested by Figure 11, 
about 14.0% of employers in 
South Korea report that they 
have introduced flexible-hours 
systems in which working hours 
are determined in a flexible 
manner. Under this system, 
employers may have employees 
work in accordance with rules of 
employment for a specific week 
or a day in excess of limited 
working hours stipulated in related 
statutes. 13  

By industrial sector, flexible-
hours systems are far more 
likely to be made available in the 
accommodation and food services 
sector (46.9%) compared to all 
other industrial sectors. They 
are offered least in the utilities 
(electricity, gas, and water supply) 
sector (3.2%) and the finance and 
insurance sector (4.8%).

Figure 12:	 Percent Employers Introducing Flexible-hours Systems (by company size)

Source:  Lee, 2009, from the 2005 Workplace Panel Survey

By company size, as shown in 
Figure 12, generally, medium and 
large-sized companies are more 
likely than those of small size to 
report that they have introduced 
flexible-hours systems. For 
instance, 19.2% of employers with 
1,000 or more employees report 
that they have introduced flexible-
hours systems, compared to 
18.3% of employers with 300–499 
employees and 9.1% of employers 
with fewer than 50 employees. 
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Indicators of Culture of Respect, Inclusion & Equity

Diversity, inclusion, and equity at workplace are valued and promoted by ΩΩ
workplace practices.

About 80.6% of employers in South Korea report that they have implemented parental 
leave for their employees as part of their maternity protection measures. 

By •• industrial sector, parental leave is more likely to be made available in the human health 
and social work sector (95.4%), the accommodation and food services sector (93.8%), 
and the arts, sports, and recreation sector (93.2%) than in other industrial sectors. It is 
offered least in the construction sector (59.2%) and the transportation sector (58.5%).7

By •• company size, generally, the larger companies are more likely to report that they 
have implemented parental leave. For instance, 98.2% of employers with 1,000 or 
more employees and 91.4 % of those with 500–999 employees report that they have 
made available such maternity job protection measures, while 59.6% of those with 
fewer than 50 employees report that they have.7

About 48.0% of employers in South Korea report that they have implemented paternity 
leave for their employees. 

By •• industrial sector, paternity leave is more likely to be made available in the arts, 
sports and recreation sector (70.5%) and the education services sector (68.3%) than 
in other industrial sectors. It is available least in the transportation sector (26.4%) 
and the construction sector (33.7%).7

By •• company size, clearly, the largest companies are the most likely to report that they have 
implemented paternity leave compared to all other groups. Fully 71.3% of employers 
with 1,000 or more employees report that they have made such paternity leave 
available, while 49.0% of those with 500–999 employees, 55.4% of those with 300–499 
employees, 53.1% of those with 100–299 employees, 37.0% of those with 50–99 
employees, and 33.6% of those with fewer than 50 employees report that they have. 7

About 75.5 % of employers in South Korea report that they provide health insurance for 
“all nonregular employees.” 

By •• industrial sector, such support for all nonregular employees is more likely to be 
made available in the finance and insurance sector (91.1%), the utilities (electricity, 
gas, and water supply) sector (87.5%), and the education services sector (87.1%) 
than in other industrial sectors. It is offered least in the accommodation and food 
services sector (64.3%) and the construction sector (65.2%).7

By •• company size, clearly, the largest companies are the most likely to report that 
such support is made available for all nonregular employees than any other groups. 
82.4% of employers with 1,000 or more employees report that they provide health 
insurance for all nonregular employees, compared to 76.3% of those with 500–999 
employees, 74.2% of those with 300–499 employees, 75.6% of those with 100–299 
employees, 73.0% of those with 50–99 employees, and 73.8% of those with fewer 
than 50 employees.7
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Figure 13:	 Percent Employers with Official Written Documents Outlining Policies for  
	 Providing Equitable Opportunities and Managing Diversity (by industrial sector)

Source: Lee, 2009, from the 2005 Workplace Panel Survey

As suggested by Figure 13, about 
53.8% of employers in South 
Korea report that they have official 
written documents outlining 
policies for providing equitable 
opportunities to all employees 
and managing diversity among 
employees. 

By industrial sector, such written 
documents are most likely in the 
utilities (electricity, gas, and water 
supply) sector (71.0%) and the 
human health and social work 
sector (64.2%). They are least 
likely in the telecommunication 
sector (48.5%). 

Figure 14:	 Percent Employers with Official Written Documents Outlining Policies for  
	 Providing Equitable Opportunities and Managing Diversity (by company size)

Source: Lee, 2009, from the 2005 Workplace Panel Survey

By company size, as suggested 
by Figure 14, clearly, the larger 
companies are more likely to 
report that they have official 
written documents outlining 
policies for providing equitable 
opportunities to all employees 
and managing diversity among 
employees. For instance, about 
77.8% of employers with 1,000 or 
more employees, 64.8% of those 
with 500–999 employees, and 41.2 
% of employers with fewer than 50 
employees report that they have 
such written documents. 
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Indicators of Promotion of Constructive Relationships at Work

Constructive relations between employers and employees are maintained, and ΩΩ
respectful and professional interactions among co-workers are promoted by 
workplace practices. 

About 54.7% of employers in South Korea report that they implement a “small group 
activities” program which sets forth and pursues small groups’ own work goals and work 
improvement.14

By •• industrial sector, the small group activities are more likely to be made available 
in the utilities (electricity, gas, and water supply) sector (87.1%) and the human 
health and social work sector (71.6%) than in other industrial sectors. They are 
implemented least in the education services sector (31.7%), the transportation sector 
(34.6%), and the construction sector (40.8%).7

By •• company size, clearly, the larger companies are more likely to implement the small 
group activities. For instance, 78.4% of employers with 1,000 or more employees, 
65.2% of those with 500–999 employees, 43.5% of those with 50–99 employees, and 
40.6% of those with fewer than 50 employees report that they implement the small 
group activities.7 

About 68.3% of employers in South Korea report that they hold regular vertical 
group meetings, such as departments, divisions, teams, and work groups, to share 
management information. 

By •• industrial sector, such regular meetings are more likely to be held in the real estate 
and leasing sector (85.2%), the utilities (electricity, gas, water) sector (83.9%), and 
the finance and insurance (83.3%) sector than in other industrial sectors.7

By •• company size, generally, the larger companies are more likely to hold regular 
vertical group meetings. For instance, 82.0% of employers with 1,000 or more 
employees, 71.9% of those with 500–999 employees, 67.7% of those with 50–99 
employees, and 60.8% of those with fewer than 50 employees report that they hold 
regular group meetings.7
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Figure 15:	 Percent Companies Holding Meetings Between the CEO and Employees  
	 (by industrial sector)

Source: Lee, 2009, from the 2005 Workplace Panel Survey

As suggested by Figure 15, about 
58.0% of employers in South 
Korea report that they hold 
meetings between the CEO and 
employees as a single group or in 
small groups that aim specifically 
to enhance communication at the 
workplace. 

By industrial sector, such meetings 
are more likely to be held in the 
repair and other personal services 
sector (73.1%) and the education 
services sector (70.3%) than in 
other industrial sectors. They are 
held least in the manufacturing 
sector (51.7%). 

Figure 16:	 Percent Companies Holding Meetings Between the CEO and Employees  
	 (by company size)

Source:  Lee, 2009, from the 2005 Workplace Panel Survey

By company size, as indicated in 
Figure 16, employers with fewer 
than 50 employees are the most 
likely to report that they hold 
meetings between the CEO and 
employees compared to all other 
groups. However, there is little 
variation by company size. 
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summary: minding the gap 

How do employers’ policies and programs that affect quality of employment vary by the 
industrial sector and company size? We examined how workplace-based resources for 
each of the eight dimensions of quality of employment vary in the country context of South 
Korea. 

Given the information presented in this paper, by industrial sector, employers in the utili-
ties (electricity, gas, and water supply) sector and the finance and insurance sector are 
generally more likely to provide workplace-based resources for their employees’ quality 
of employment. Such resources are provided least in the transportation and construction 
sectors. For other industrial sectors, the quality of employment of each dimension varied 
by industrial sector. For instance, employers in the accommodation and food services 
sector are more likely to offer resources related to the Wellness, Health, & Safety Protec-
tion and the Workplace Flexibility dimensions, while employers in the education services 
sector, the human health and social work sector, and the arts, sports, and recreation ser-
vices sector are more likely to offer resources related to the Culture of Respect, Inclusion, 
and Equity dimension.    

By company size, generally, larger companies (as measured by the number of employ-
ees) are more likely to provide workplace-based resources for their employees’ quality of 
employment across almost all indicators of the eight dimensions. Meanwhile, employers’ 
practice of introducing performance-related pay increases for nonmanagerial employees, 
one indicator that is part of the Fair, Attractive, and Competitive & Benefits dimension, 
shows the opposite finding. This indicates that the smaller companies are more likely to 
introduce such performance-related pay increases. In addition, employers’ practice of 
holding meetings between the CEO and employees, one indicator of the Promotion of 
Constructive Relationships at Work dimension, shows that the smallest companies are 
the most likely to hold such CEO-employee meetings. 

conclusion: closing the gap 

 Employees’ quality of employment depends on a number of other factors besides 
industrial sector and company size. These may include labor market policies and eco-
nomic conditions. Given the information presented in this paper, we should continue to 
pursue inquiries to explore more specific questions about how other factors affect South 
Korean employers’ allocation of workplace-based resources for employees’ quality of 
employment. However, the information presented in this paper may provide employers 
and scholars who are interested in quality of employment across countries with general 
background knowledge of employers’ human resource practices, policies, and programs 
that affect quality of employment in South Korea.  
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about the institute

Established in 2007 by the Center on Aging & Work, the Global Perspectives Institute is 
an international collaboration of scholars and employers committed to the expansion of 
the quality of employment available to the 21st century multi-generational workforce in 
countries around the world.

The Global Perspectives Institute focuses on innovative and promising practices that 
might be adopted by employers and policy-makers.

The Institute’s research, publications, and international forums contribute to:
a deeper understanding of the employment experiences and career aspira-ΩΩ
tions of employees of different ages who work in countries around the world;
informed decision making by employers who want to be employers-of-choice ΩΩ
in different countries; and
innovative thinking about private-public partnerships that promote sustain-ΩΩ
able, quality employment. 

Apart from the Mind the Gap series, the Global Perspectives Institute publishes a Statis-
tical Profile Series highlighting workforce demographic trends in different coutries as well 
as a Global Policy Series focusing on selected worforce policy in certain country contexts.

For more information on our publications, please visit us online at:   
www.bc.edu/agingandwork

The Sloan Center on Aging & Work at Boston College promotes quality of employment 
as an imperative for the 21st century multi-generational workforce. We integrate evidence 
from research with insights from workplace experiences to inform innovative organi-
zational decision-making. Collaborating with business leaders and scholars in a multi-
disciplinary dialogue, the Center develops the next generation of knowledge and talent 
management.

The Sloan Center on Aging & Work is grateful for the continued support of the Alfred P. 
Sloan Foundation.
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