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The Looming Post-Covid Confrontation with History: From

Frying-Pan to Fire?

As the global Covid crisis that necessarily shaped a significant sh
are of the recent challenges and goals of public administration a
nd public human resources management finally begins to fade, o
ne likely result will be to renew and extend the profession’s confr
ontations with history. These confrontations will in all probability
center on five lingering issues that have demarcated, sustained,
and at times constrained public administration. The five issues e
merged in roughly the following historical sequence: 1) the assoc
iation of civil service with the immediate needs and policy choic

es of central governmental power;



2) the relation of public administration to democratization; 3)
the professionalization of the civil service in terms of
meritocracy; 4) the built-in tension between the “public” and
individualism as the two concepts see-sawed in their ascendancy
within the popular consciousness; and 5) the growing impact of
identity politics since the 1960s. The presentation will offer no
answers, only a prediction that because the past of public
human resources management has never left us, we will be

dealing with it for generations to come
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UN Global Compact & ESG Trend

This research reviews the foundation grounding and the purpose
of the UN Global Compact Network (UNGC) that was established
to respond to international issues of our time as well as the 10
major principles in the four major areas, which the UNGC pursue
s including human rights, labor, environment and anti-corruption
. The study also touches upon the relations between the UNGC a
nd the UN’s Sustainable Development Goals (SDGs) and how the
ESG has emerged. Some topics are also presented including the t
rend of global investors and corporate best practices with some |
essons learned. Last, the study is designed to help enhance the r
esponsibility, ethics and transparency of various organizations by
emphasizing the fact that the UNGC'’s principles in the areas of h
uman rights, labor, environment and anti-corruption are applicab
le to public sectors, and creating the tailored organizational cultu

res based on their characteristics while nurturing capabilities of i
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Searching for the “G” in public ESG: Policy Feedback of Pu

blic Service Delivery from South Korea

The “G” element in ESG emphasizes the governance factors of
decision-making, from the public organization’s policy delivery
and implementation to the private corporation’s distribution of
rights and responsibilities among stakeholders. This presentation
focuses on the “G” of ESG in public organizations, particularly on
the government’s public service delivery. People use the
experience of the government’s public service delivery either to
punish or to reward them. When satisfied with service delivery,

people support the government.



Perceived low performance or dissatisfaction with public service

delivery generally triggers people’s collective participation in poli
tics. There is increasing evidence to suggest that the “G” aspect

of ESG is critical to yield a positive outcome in public service deli
very, ultimately restoring political efficacy and trust in societal fai
rness. Accordingly, the presentation focuses on how public servic
e delivery experience influences political efficacy, an essential pr

ecursor of faith in public organizations.
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Linking Performance Appraisal and Employee’s Prosocial
Behavior: Shedding a Light on Instrumental Value of Organ

izational Citizenship Behavior

The current study investigated how government employees
respond to the perceived effectiveness of performance appraisal
based on the perspectives of the instrumental value of
organizational citizenship behavior (OCB). Based on the analysis
of 3,350 survey responses from the Government Employee
Performance Survey, the current study found that perceived
leniency of performance appraisal is negatively related to
government employees’ engagement in OCB. In contrast,
performance feedback and past performance are positively
related to OCB. The perceived fairness of performance appraisal

was found to have direct and indirect relationships with OCB.



While perceived fairness of performance appraisal has a direct n
egative association with OCB, it has an indirect positive associati
on with OCB through organizational commitment and trustin su
pervisors. The overall effect of perceived fairness of performanc

e appraisal was positive.



‘ZLl-21'd'2| ACH: HRD &4l EHIEQS| X9} LHE

FTotn len, |MH Y 7|2 Qs 1 o

7t53tE|0 QUCH 0|22 HRDO| 2|2 EMEE 'L -
g2 gt Hulolgt @ES + U2, et 22 §F
= ZHX2 QUL (1) S2HQ I B, (2) 7ot st

1o
olm
o
@
u
[
i
-l
ks
B
H
-
10
tl
MY
lg_l-
=
Y
[
i
o

M AlZ7to) Ciztsl d2|m olajet HASS QXS
0|F% HEfH ARt MES 7|40] ofsf ZXE D QUCt Yo
KDI 2% 2 Cj 3t 2 HROZ} O B}kl | 02 YHEX|s OJX|$0|L}, Bt
s IR BHAISH He BUQI0| HBlsle xESH0 (e

2« ol ol2{o| L3 0|4 HRDO| LI T ¥l A2s)

Lee Junesoo The era of Omni-learning: Frameworks and practices of
Professor human resource development innovation
KDI School

According to the ever-changing organizational environment, we

also adopt an ever-expanding HRD in contents and scope. Focusi
ng on the drivers of the recent HRD reforms, the growing deman
d for organizational agility and holistic capabilities of human reso
urces is driving the need for change, and the pandemic crisis is p
ushing the revolutionary changes of HRD. Such trends of the exp
anded HRD can be characterized as a ‘march toward Omni-learni
ng'. In specific, there are at least four noticeable and intertwined
waves of HRD reforms toward Omni-learning: (1) embracing holi
stic capabilities; (2) integrating working and learning; (3) standar
dizing communication tools; and (4) diversifying communication

space-time.



And all the HRD waves are commonly facilitated and promoted b
y technological breakthroughs of artificial intelligence (Al) and th
e metaverse. Beyond the current innovations of HRD, no one wo
uld be certain about the answer to the question “What's next?".
But what is certain is that HRD will continue to be deepened and
widened as long as human resources are needed to respond to t

he ever-changing organizational environment.
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Move into the hybrid from the online: cases of lectures on

public service value internalization

While new method(gamification) was employed to facilitate the i
nternalization of the public service values, NHI was challenged to
be adapted to online education. It was found that, depending on
the gender and the age, the preferred methods and its effectiven
ess were somewhat different. In the era of post covid-19, new m
ethod, hybrid, is being replaced instead of traditional off-line ap
proach. Due to the reason, it may need to consider what would

be effective approaches depending on modules and trainees’ ch

aracteristics.
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Digitisation of public services in Australia: Strategic focus

and responses to exclusion

This presentation examines the key themes of digitization strateg
ies of Australian governments. The presentation considers strate
gic work being done by government and public service agencies t
o identify and address digital exclusion. The presentation draws
on a case study of the experience of Tasmanian government age
ncies and their efforts to digitize public services and the services

provided to address digital exclusion.

To explore these themes, the study draws on semi-structured in-
depth interviews with senior staff from government agencies, re
presentatives from business groups and non-government stakeh
olders who have experience in the delivery of digitised public sec
tor services. The importance of digital inclusion and strategies ad

dressing the deepening digital divide is highlighted.



