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The objectives of this research were: 1) to study the human resource management 

systems (HRMS) in Thailand’s state enterprises; 2) to study the impact of the 

perceptions of HRMS on employee job performance in Thailand’s state enterprises; 3) 

to test the mediation effect in the relationship between the perceptions of HRMS and 

employee job performance in Thailand’s state enterprises; 4) To test the moderation 

effects on relationship levels between the perceptions of HRMS and mediating variables 

and between mediating variables and employee job performance in Thailand’s state 

enterprises 5) to test the influence of sample contextual differences on studied variables; 

and 6) to develop a relationship model between the perceptions of HRMS and employee 

job performance in Thailand’s state enterprises. 

The research design employs a mixed method; qualitative and quantitative. For the 

qualitative method, data was collected using 32 samples including 11 samples from 

high-performance employees, 16 samples from supervisors or representatives of human 

resource management, and 5 samples from managers and employees in information 

technology (IT) departments. Information was collected using in-depth interview and 

group discussions and was analyzed by content analysis. Quantitative methods collected 

data from 567 samples in Thailand’s state enterprises. Data was analyzed by SPSS and 

AMOS. 

The research findings suggest that: 1) human resource management system 

(HRMS) of Thailand’s state enterprises are mainly comprised of recruitment and 

selection, training and development, performance management, compensation and 

career management; 2) the perceptions of HRMS significantly impact employee job 

performances in Thailand’s state enterprises; 3) the relationship between the perception 

 



 iv 

of HRMS and employee job performance in Thailand’s state enterprises is meditated by 

human capital; 4) trust in management cannot moderate the relationship between the 

perception of HRMS and organizational commitment; whereas the relationship between 

job effort and performance can be significantly moderated by human capital; 5) Among 

the seven dependent variables, including the perception of human resource management 

systems, job satisfaction, organizational commitment, job effort, human capital, trust in 

management, and job performance, independent variables including organization and 

education significantly affected all of them. On the contrary, compensation difference 

was found no effect on all dependent variables. Whereas sex differences significantly 

affected on all dependent variables except that of job performance. While variations in 

age and marital status significantly affected both organizational commitment and job 

effort. Moreover, marital status difference significantly affected human capital, too; and 

6) The proposed the relationship model between the perception of HRMS and 

employee’s job performance in Thailand’s state enterprises with mediating variables 

including job satisfaction, organizational commitment, job effort and human capital was 

found to not fit the empirical data. The relative chi-square, GFI, NFI, RFI, IFI, TLI CFI 

and RMSEA were at 4.002, .772, .882, .852, .909, .884, .908 and, .073 respectively. 
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CHAPTER 1 

INTRODUCTION 

1.1 Background 

 For several decades, public and private organizations have been affected by a 

continually changing environment. These changes include (especially) competitor and 

customer needs (Hunt, 2003). The science and technology developments which enable 

more efficiency and effectiveness in organizations (Greer, 2001; Hunt, 2003) and give 

rise to new products and services and improve delivery speeds (Hunt, 2003) and play 

an essential role in decision making and supply chain management (Greer, 2001), 

including the elimination of border barriers, distance, and the patterns and times in 

transactions (Hunt, 2003). Whether it is financial, communications, negotiation, or 

even sharing information and knowledge, organizations have more competitors and 

face more intensive competition in the market that is increasingly characterized by a 

world economy (Fareed, Mohd Isa, & Mohd Noor, 2017; Hunt, 2003). In addition, 

organizations are faced with various stakeholder requirements, both internal and 

external (Hunt, 2003), for example, shareholders need an increase in returns from 

investment, while management needs to reduce costs and increase productivity. 

Employees want better compensation and quality of life and customers need new 

products and services, quality and faster responsiveness to their demands (Hunt, 

2003). These may eventually lead to the end of an organization which may lack the 

ability to adapt and respond to customer needs. So, organizations must keep in mind 

competitiveness for survival and advancement of the organization. 

 Considering the context of the 56 Thailand’s state enterprises which play an 

important role in developing infrastructure and public services, as well as conducting 

business in the public sector and to be a good example for the private sector 

(Boonyakiat Karawekpan, n.d.). By October 10, 2016,  total assets were 

14,769,135.28 million baht (State Enterprise Policy Office, 2016); more than 5 times 



 2 

that of the Thai government fiscal annual expenditure. Every year, they can deliver 

revenue to the government of more than 4 percent. For example, in the fiscal year 

2016, state enterprises delivered revenue of up to 4.92 percent (133,727 million baht) 

(Ministry of Finance, 2016)  of the budget annual expenditure budget (2,720,000 

million baht) (The Act on Annual Expenditure Budget B.E.2559). However, these 

organizations cannot avoid environment pressure as described above. It is obvious 

that several of Thailand’s state enterprises, such as Thai Airways International Public 

Company Limited, CAT Telecom Public Company Limited, Islamic Bank of 

Thailand, Bangkok Mass Transit Authority, the Railways of Thailand, and the Small 

and Medium Enterprises Development Bank of Thailand have experienced difficulties 

in facing competitiveness, which is reflected in continuous losses (Faculty of 

Economics, 2015). 

 Considering the most common operations of organizations, it will be found 

that they must depend on a lot of resources, such as human resources, money, material 

and management. Considering the context, it will find that a resource that can build a 

competitive advantage must have at least 4 aspects: rarity, value, unimitated, and 

inability to be substituted (M. E. Porter, 1980). The concept is strongly supported by 

the resource-based view theory which indicates that if these resources exist in any 

organization, man or human capital is regard as a valuable, rare, difficult to imitate, 

and substitute (Barney, 1991; Barney & Clark, 2007). 

 However, even though state enterprises have people with the above features 

within the organization, it does not offer a competitive advantage; it is also necessary 

to rely on administrative methods that promote development, maintenance and 

incentives to human capital to develop, commit, and devote their ability to achieve 

organizational goals (Walton, 1985). Human capital management will thus, at least, 

result in two aspects, if human capital management is well managed, it will promote 

the advancement and competitive advantages of the organization. On the contrary, 

human capital management errors can cause a huge losses to the organization (Matei, 

2013). Thus human capital management, which is the foundation of all management 

activities (Torrington, Hall, Taylor, & Atkinson, 2014, p. 5) is a vital mechanism for 

achieving organizational goals (Guest, 1997) and should be studied for academic 
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advancement and the application of human capital management in Thailand’s state 

enterprises for further effectiveness. 

 Considering current strategic human capital management principles, it can be 

asserted that high-performance work systems (HPWS) are one of most important 

concepts being used in extensive research (Laroche & Salesina, 2017). In addition, 

this concept is regarded as an important for studying the relationship between human 

capital management in the form of human resource (HR) practices and employee and 

organizational performance, which can better describe the performance than the each 

individual activity study can (Combs, Liu, Hall, & Ketchen, 2006; Dyer & Reeves, 

1995). The high-performance management system concept is described in Chapter 2. 

 In considering the knowledge and research on human capital management, 

especially in Thailand's state enterprises, evidence indicates that the usage of HPWS 

concept contains a gap which should be studied for the development of science and 

the application of human capital management as follows: 

 1) The relationship between HPWS and performance, research of 

human capital management may also be called personnel administration, human 

resource management (HRM), strategic human resource management (SHRM), and 

human capital management will focus on the relationship between HR practices and 

performance (e.g. in works of Boxall & Macky, 2014; Demirbag, Collings, Tatoglu, 

Mellahi, & Wood, 2014; Ramdani, Mellahi, Guermat, & Kechad, 2014; Topcic, 

Baum, & Kabst, 2016) and the study of relationship between HR activities as system 

and performance (e.g. in works of Choi, 2014; N. Fu et al., 2016; Guthrie, Flood, Liu, 

& MacCurtain, 2009; Yanadori & Jaarsveld, 2014). Several academics (e.g. Combs et 

al., 2006; Dyer & Reeves, 1995) confirmed that the later method better describes 

performance and is  interested in the present as it is in HR practices and an 

interrelated system; it does not signify only any activity that has effect to performance 

(Boxall & Macky, 2009). This is in accordance with B. E. Becker and Huselid (1998) 

who state that the entire HRM system can create a competitive advantage. This 

approach is called ‘high-performance work systems’ (HPWS). In addition, the 

knowledge gap that should be studied from the HPWS concepts is that the set of HR 

practices bundle must conform to the organization’s context. Again, the creation of 

independent variables in HPWS from HR practices bundle is best practices regardless 
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of the specific organization context being studied and may lead to early errors and to 

the inability to defend high-level performance (Boxall, 2012; Boxall & Macky, 2009). 

It also found that there is very little knowledge the study on the relationship between 

the HR system or HPWS and the HR performance in the Thai context. So, HRM will 

be studied in accordance with the HPWS concept in the context of the Thailand’s state 

enterprises, as well as studying the relationship between HPWS and HR performance; 

promoting academic development in HRM and in addition, be of use for more 

effective implementation. 

 2) The mechanism linking the relationship between HPWS and HR 

performance, directly looks at the relationship between HPWS and the HR operational 

performance. There are many academics who believe that HPWS has indirect 

influence on HR performance. It is possible to study the mechanisms between such 

relationships. This mechanism may be called black box in HRM (e.g. in works of 

Chiang, Shih, & Hsu, 2014; Karatepe & Vatankhah, 2014; Latorre, Guest, Ramos, & 

Gracia, 2016; Mahdi, Liao, Muhammad, & Nader, 2014). Therefore, the study of 

variables that is a linked mechanism between such relationships cannot be ignored. 

 3) Besides the relationship and the relationship mechanisms 

mentioned above, the relationship may change from the influence of some variables 

that moderate such relationships (e.g. in work of Michaelis, Wagner, & Schweizer, 

2015). find that moderating variables are scarcely used in studying the relationship 

between HPWS and HR performance and mechanisms linked between HPWS and HR 

performance. The use of these variables in this study is therefore very useful in the 

academic development of HRM and is beneficial to the application of HRM. 

 Therefore, the  researcher used all three methods mentioned above: 1) the 

study of the relationship between the perceptions of human resource management 

systems (HRMS) on employee job performance in Thailand’s state enterprises; 2) the 

study of mechanisms linking the perceptions of HRMS and employee job 

performance in Thailand’s state enterprises, and; 3) the study of variables that 

moderate the relationship between variables in the model used in this study to close 

gaps in past research based on the concept of a high-performance work systems, and 

to be part of the test and development of the theory and knowledge based on the high-

performance work system concepts. 
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1.2 Research Questions 

 1.2.1 What are the human resource management system (HRMS) 

components that affect employee performance of Thailand’s state enterprises? 

 1.2.2 How do Thailand’s state enterprises use those elements in HRM? 

 1.2.3 Are there any mediating variables that link the relationship between the 

perception of HRMS and employee job performance of Thailand’s state enterprises? 

 1.2.4 Are there any moderating variables that moderate the relationship 

between the perception of HRMS and mediating variables and employee job 

performance in Thailand’s state enterprises? 

 1.2.5 Are the any differences between sample-context which effect the 

studied variables? 

1.3 Research Objectives 

 1.3.1 To study HRMS of Thailand’s state enterprises. 

 1.3.2 To study impact of the perceptions of HRMS on employee job 

performance in Thailand’s state enterprises. 

 1.3.3 To test the mediation effects in the relationship between the perception 

of HRMS and employee job performance in Thailand’s state enterprises. 

 1.3.4 To test the moderation effect on relationship levels between the 

perception of HRMS and mediating variables and between mediating variables and 

employee job performance in Thailand’s state enterprises. 

 1.3.5 To test the influence of sample context difference on the studied 

variables. 

 1.3.6 To develop a relationship model between the perception of HRMS and 

employee job performance in Thailand’s state enterprises. 

1.4 Scope of the Study 

 In this study, the researcher has set the scope of the research as follows: 
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1.4.1 The Scope of Population 

 This study, in addition to focusing on the study of the results of the perception 

of human resource management systems that affects employee performance in 

Thailand’s state enterprises, the researcher also tests if the variation of organizations, 

gender, age, education, marital status and compensation of the samples affect the 

dependent variables. Therefore, the researcher selected samples from Thailand state 

enterprise that has at least 5 years of continuous outstanding performance and an 

organization with at least 5 years of continuous loss performance. These are 

employees who operate in the PTT public company limited and Thai Airways public 

company limited. 

1.4.2 The Scope of Content 

 This study focusses on HRMS of Thailand’s state enterprises and the 

relationship between the perception of HRMS and employees job performance of 

Thailand’s state enterprises. Again, to close two gaps of the past research, which are 

1) the study of mechanisms linking between the perception of HRMS and employees 

job performance of Thailand’s state enterprises and 2) the study of variables that 

moderate relationship within such mechanisms, the researcher use variables including 

job satisfaction, organizational commitment, job effort, and human capital to study as 

variables which are mechanisms linking between the perception of HRMS and 

employees job performance of Thailand’s state enterprises. Moreover, the researcher 

has studied trust in management as moderating variables to the relationship between 

the perception of HRMS and mediating variables as well as human capital as a 

variable that adjust the relationship between job effort and employee job performance 

of Thailand’s state enterprises. 

1.5 Benefits of the Study 

 Researcher expects the result of this study to benefit as the following: 

 1.5.1 The study will be beneficial to the application of HRM in both in the 

public and private sectors. 
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 1.5.2 The study will be beneficial to the academic advancement of HR, 

especially the knowledge of the relationship between the perception of HRMS and 

HR performance, as well as mediated and moderated mechanisms in their relationship 

levels. 

  



CHAPTER 2 

LITERATURE REVIEW 

 The researcher studied secondary data and here presents the concepts, theory 

and findings on organizational performance and employee performance, high-

performance work system, linked mechanism between the perceptions of HRMS and 

employee performance, trust in management, and the relationship between variables, 

to set assumptions and create a framework for the research as described in the 

following chapters. 

2.1 Employee Performance 

 The word “performance” means 1) behavior, which is both the outcome of 

changing an idea into practice and a tool that leads to the results of job performance 2) 

results of behavior in job performance (Ahmad, Shahzad, Waheed, & Khan, 2014; 

Brumback, 1988, p. 387). 

 Performance may be classified at the individual, group, and organizational 

level  (Ostroff, 1992). Individual and group performance is the result of the 

performance of individual and group based on the position or assigned obligations. 

An organizations performance is the sum of the operations of all individuals and 

groups within the organization (Lepak, Liao, Chung, & Harden, 2006; Shields, 2007). 

Therefore, it can be stated that employee performance is a true ancestor of 

organizational performance and is a factor that indicates how better or worse the 

organizational performance is (Ahmad et al., 2014, p. 233). 

 Research on organizational performance, performance measurement, mostly 

focuses on economic performance (Boxall, 2012; Davis, Greg Bell, Tyge Payne, & 

Kreiser, 2010) using measurements on profitability, sales growth, return on 

investment and return on equity. This indicates organizational success is associated 
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with financial interests. However, financial benefits are not the only factor that 

forecasts returns in the future. 

 Kaplan and Norton (1992 as cited in Tepthong, 2014, p. 41) believe that 

performance appraisal and incentives to create organizational performance should be 

used for both monetary and non-money factors. Non-monetary factors may include 

customer satisfaction, internal processes, learning and growth. Ling Sim and Chye 

Koh (2001) argue that organizational performance measurements must use both the 

financial and non-money dimensions which the second dimension is likely being 

increasingly and continuously used to measure the organizational performance. 

 Dyer and Reeves (1995) separate performance into 3 dimensions, they are HR, 

organizational and financial. HR outcomes may be divided into 3 aspects, they are 

attitude, intellectual, and behavior. Attitude may be trust, job satisfaction, 

organizational commitment, motivation (Armstrong, 2012) intention to stay within or 

intention to leave (Choi, 2014). Intellect is a factor that indicates the ability or quality 

of HRs such as skill, knowledge (Choi, 2014) and ability (Guest, 1997). Behavior 

may be job effort (Choi, 2014), present or absent, retention or leaving, individual or 

group performance (Dyer & Reeves, 1995) cooperation, participation, and 

organizational citizenship (Guest, 1997). 

 Organizational outcomes may be productivity, quality (Choi, 2014; Dyer & 

Reeves, 1995), innovation (Guest, 1997), efficiency, effectiveness, and customers’ 

satisfaction and loyalty. 

 Financial outcomes may be profitability, return on investment (ROI) or return 

on assets (Dyer & Reeves, 1995; Guest, 1997) return on equity (Choi, 2014) sales, 

market share, market value (Armstrong, 2012). 

 Thereby, it can be concluded that, based on the criteria used, organizational 

performance can be divided into two major forms: 1) financial criteria  (money and 

non-money results) 2) result criteria include HRs, organizational and financial results. 

Again, it is also possible to divide sub-results as be demonstrated in Table 2.1. 
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Table 2.1 Organizational Performance 

 

Organizational performance Examples 

Non-financial Human resource Attitudinal Trust 

   Satisfaction/Dissatisfaction 

   Commitment/Intention to 

remain/Intention to leave 

   Motivation 

   Morale 

  Intellectual Skill, Knowledge, Ability 

  Behavioral Retention/Turnover 

   Attendance/Absenteeism 

   Cooperation 

   Involvement/Engagement 

   Flexibility 

   Effort 

   Organizational citizenship 

   Individual/Team performance 

 Organizational Operational  Innovation 

   Productivity 

   Quality 

   Deliverability 

   Efficiency 

   Effectiveness 

   Customer satisfaction 

   Customer loyalty 

Financial  Financial Profitability 

   Return on investment/assets 

   Sales 

   Market share 

   Market value 
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 However, because this study is focused at the employee level, which differs in 

the case of duties, responsibilities, industries, and organizations. Therefore, the 

researchers measured employee performance from the ability to deliver assignments 

in time, accuracy of decision making and operations (performance without mistakes) 

and achieving performance agreements, which can be applied to measure employee 

performance in all positions and industries. Abramis (1994) uses these criteria to 

measure employee’s performance in his study named “relationship of job stressors to 

job performance: linear or an inverted-U?,” which investigated the Detroit area. 

Moreover, these performance indicators are also used by other researchers such as 

Latorre et al. (2016), who conducted research named “high-commitment HR 

practices, employment and relationship performance work: a of test a media models” 

from employees in the Spanish industry. 

2.1.1 Relationship between Organizational and Employee Performance 

 Organizational and employee performance are woven into a tight relationship. 

They overlap and influence each other. That is; organizational HRM will bring about 

the HRs outcomes, and at the same time, HRs outcomes are an essential input and 

process that influence employee performance, which will affect organizational 

performance. Organizational performance affect overall organization income 

(Armstrong, 2012; Guest, 1997; Paauwe & Boselie, 2005). These relationships are 

demonstrated in Figure 2.1. Considering the outcomes of each step, such as an effort, 

productivity and quality. If the consideration is determined individually, it will result 

in the employee's performance, but the overall consideration will be the organizational 

performance (Lepak et al., 2006; Shields, 2007) 
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Figure 2.1 Overlapping and Linkage of Organizational and Employee Performance 

 

2.2 High-Performance Work System (HPWS) 

 HPWS is one of HRM innovations that is the most currently interested by the 

scholars. It is a bundle of HR practices that contributes to the more involvement, skill 

development and motivation (Armstrong, 2012, p. 54). It is an organization 

architecture designed to meet the consistency of tasks, people, technology and 

information to meet customers’ needs, environment and opportunity (Nadler & 

Gerstein, 1992, p. 118) and focuses on problems solving and application for 

competition strategies (B. E. Becker & Huselid, 1998). 

 HPWS is one of the concepts of SHRM that originates in the United States 

through the impulse of the manufacturing technology advancement in industrial plants 

and impulse from the high-quality production system or lean production of Japanese 

e.g. quality circle, just-in-time management, flexible and team-based production. The 

system contributes quality improvement, cost reduction, innovation, flexibility, and 

deliverability. Meanwhile, the competitiveness of the US industry is decreasing 

(Boxall, 2012). 

 According to the advent of the HPWS concept, researchers have found that 

there it is distinctive within scholarly groups. Boxall and Macky (2009) believe that it 

is a multilayered concept; one is the high commitment management of Richard E. 

Walton (1985) and another is the high-involvement management of Edward E. Lawler 

Organizational HR performance 

Attitude 

Human capital 

Behavior 
Employee job 

performance 

Organizational 

performance 

Employee  

input 

Employee 

process 

Financial 

performance 
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(1986). Meanwhile, Snell and Bohlander (2013) which indicates that HPWS was 

developed by David Nadler. However, even though there are different opinions on the 

origins of the HPWS concept, researchers generally find that all writings agree on the 

following. 

2.2.1 HPWS Concept 

 Richard E. Walton (1985) presents high commitment management and 

enhance-ment of employees competency. He proposed organizational restructuring, 

job structure redesigning, information system, HRM, technology using promotion. He 

said that to meet the commitment strategy, organizations must adjust organizational 

structure to the more flatten one. The manager has wider span of control. Provide 

more responsibilities, more flexible and more promote self-management teamwork 

(lower control). That is the team can initiate, plan and mutual solve problems. Utilize 

job rotation. Provide a system of hearing and providing information to employees on 

how to perform tasks, problem troubleshooting, HR policy, business information, etc. 

Adjust HR systems to focus on continuous HR development, such as training and a 

learning organization to enhance employee skills and attitude. There is a guarantee of 

employment, as well as mutual planning and solving problems among the union, 

management and employees. 

 Edward E. Lawler (1986) proposed high-involvement management concept 

that participation program consists of a quality cycle concept, employee opinion 

survey, job enrichment, teamwork, quality work life, award based on participation in 

organization gainsharing and corporate design. It will contribute to the organizational 

effectiveness when there is performance-award linkage, knowledge development, 

empowerment, and information sharing. 

 While, Nadler and Gerstein (1992) proposed HPWS concept that high-

performance organization must have 4 elements, they are work, man, technology, and 

information which cohere and support each other and are responsible to the customers 

need and the environment. The system mainly depends on 10 principles in design 

HPWS systems: 1) customer and environment focus 2) empowerment and freedom of 

decision making 3) to determine clear direction and goal 4) error reduction 5) 
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integrating social and academic systems such as work flow, technology, information, 

and work process 6) data access capabilities 7) A wider range of job responsibilities 

8) HR practices that provide employees with engagement in or autonomous 

empowered 9) management structure, process and culture to more empower to 

employees 10) adaptability 

 It can thus be summarized that the HPWS is one of the SHRM concepts and 

aims at the elevation of organizational performance to enhance competitive advantage 

through skills level enhancement, engagement, commitment or incentives, which are 

the elements of this concept (Choi, 2014). The concept depends on organizational 

structure design, job design, empowerment, engagement, communication, sharing 

information, HR practices, and utilization of technology that systematically 

congruence and support each other, organizational support, congruence with business 

strategies, environment (both inside and outside the organization) such as competitors 

and customers’ needs. HPWS concept based on the concepts of the academics above 

are shown in Table 2.2. 

 

  



 15 

Table 2.2 High-Performance Work System Classified According to the Concept of 

Walton, Lawer and Nadler and Gerstein 

 

 Walton 

(1985) 

Lawler 

(1986) 

Nadler and 

Gerstein 

(1992) 

Flat organization structure, decrease hierarchy, 

focus on coordination, management support 

  

Job enlargement and responsibility   

Participation in initiation, problem solving, 

teamwork, and reward 

  

Flexible job design   

Continuously employee development   

Information system   

Technology   

Variable pay based on skill level   

Job security   

Employees quality of life   

Employees opinion and suggestion hearing   

Participation in relations among union, 

employee and management 

  

 

 As mentioned above, it can be concluded that high-performance work system 

(HPWS) is one of the strategic human resource management concepts and aims to 

leverage the organization’s performance to create a competitive advantage through the 

leverage of skills, engagement and commitment or employee motivation which are the 

heart of this concept (Choi, 2014).  HPWS based on the concept of organizational 

structure design, job design, empowerment, participation, communication, 

information sharing, human resource practices and technology that systematically are 

congruent and promote each other, as well as corporate support, and focus on 

compliance with business strategies. Organizational support and congruence with 

business strategies, internal and external environment such as competitors, and 
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customers’ need etc. are also focused. Concept of HPWS according to the scholars 

mentioned above are illustrated in Table 2.2. 

 Due to HPWS concept is widespread interested and studied. Furthermore, 

there are many different words used to represent the HR system by different scholarly. 

To prevent such confusion, Boxall (2012, pp. 173-174) introduced that whether it was 

called practices, processes, systems or management. All of them are HR systems. 

They can substitute each other in HPWS concept (Chakrabarti, 2012) 

 The HPWS concept believes that there is a system that enables core employees 

of organization to create more performance than another organizations (B. E. Becker 

& Huselid, 1998; Boxall & Macky, 2009). It focusses on operators such as production 

and service providers (Boxall & Macky, 2007). It based on assumption that 

employees at the operational level should be responsible for improving their 

performance, work method and problem solving occurring at the time of operation 

(Nisada Wedchayanon, 2011) 

 Although HPWS concept is very different in theoretical, empirical and 

practical dimensions, it has common in HR practices bundle or HR architecture that 

are consistent and integrated into each other that was assumed to bring about the 

organizational performance through employee responsiveness (B. E. Becker & 

Huselid, 2003; Datta, Guthrie, & Wright, 2005; MacDuffie, 1995; Macky & Boxall, 

2007). 

 There are three concepts in HPWS, they are: performance, HR practices and 

systemic effects. Choosing HR practices is considered as an essential part of HPWS 

concept (Boxall & Macky, 2009). HR practices bundle systematic comprises of 

several practices the congruence to each other; not only isolated HR practice (Boxall 

& Macky, 2009) and systematic of four components: job structure, HR, information, 

and technology which are integrated with both internal and external factors (Nadler & 

Gerstein, 1992). It is accordance with the concept of  Snell and Bohlander (2013) who 

proposed that work system design in HPWS must be associated with organizational 

strategies by using high involvement principle. This system consists of job structure, 

HR system, and supporting technologies, such as the job structure must be more 

empowerment and job enrichment, more flexible job design, operations and task 

assignments, more horizontal organizational structure, hierarchy reduction, changing 
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the role of leader from ordering to more supporting, employees involvement in 

various formats such as self-managed team, engaged in the initiative, decision 

making, problem solving, consultation, comment or suggestion, information sharing 

and communication, awarded in accordance with the principle of participation in gain 

sharing, profit sharing, stock ownership as well as the use of other management 

techniques that promote performance, including total quality management and quality 

cycle. It also requires HRM systems to provide high efficiency and effectiveness, such 

as more stringent selection to provide employees with consistent work and/or 

organization, training and development to develop employee skills, knowledge, and 

ability as well as fair and incentive remuneration. Furthermore, it focuses on 

technology to enhance operational performance, such as the use of technology in 

production, operations, communication, storage and sharing of information, news and 

knowledge. 

 Therefore, in this study, researcher uses the concepts of these three scholars, 

selecting of congruent points and is the heart of HPWS concept, namely human 

resources management practices, which are designed in congruent and each other 

beneficial way. Human resource management system focusses on two main points, 

they are: 1) Human resource outcomes which are job satisfaction, organizational 

commitment, job effort and human capital 2) employee performance, which will 

continue to affect both the organizational and financial outcomes. Whereas the reason 

for choosing human resource management study is because of human resource 

management the heart of HPWS (Boxall & Macky, 2009) which determines the 

success or failure of the study based on the concept of HPWS. 

2.2.2 HPWS Components 

 It was found from literature reviews that the researchers used various HR 

practices bundles which several scholars pointed that it was essential weakness of 

HPWS. It indicates that using various HR practices bundles in HPWS study was 

commonly seen (Boxall & Macky, 2007). Therefore, researchers must overcome the 

creation of the list of HR practices and find out how to identify the process and 
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mediating variables, which helps HR practices bundles to influence on the 

performance  (B. Becker & Gerhart, 1996) 

 From 193 articles meta-analysis of Posthuma, Campion, Masimova, and 

Campion (2013), it was found that there are 61 items of HR practices that can be 

classified into 8 group as shown in Table 2.3. 

 

Table 2.3 Centrality of High-Performance Work Practices: Core, Broad, or 

Peripheral Based on Frequency, Temporality, and Cross-Regional 

Applicability 

 

  N % Stable or 

Growing 

Cross-

Regional 

Compensation and Benefits     

Core Pay for performance 77 3.8 * * 

Core Formal appraisal for pay 73 3.6 * * 

Core External pay 

equity/competitiveness 

56 2.7 * * 

Core Incentive compensation 44 2.2 * * 

Broad Comprehensive benefits 43 2.1 *  

Core Profit or gain sharing 35 1.7 * * 

Broad Group-based pay 25 1.2 *  

Broad Pay for skills/knowledge 22 1.1 *  

Broad Employee stock ownership 20 1.0 *  

Peripheral Bonuses or cash for performance 16 0.8   

Peripheral Equitable pay processes 15 0.7   

Broad  Public recognition/nonfinancial 

rewards 

10 0.5 *  

 Subtotal 

 

436 21.4   
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  N % Stable or 

Growing 

Cross-

Regional 

Job and Work Design     

Core Decentralized participative 

decisions 

101 4.9 * * 

Broad Project or other temporary work 

teams 

82 4.0 *  

Broad Job analysis 69 3.4 *  

Core  Job rotation/cross functional 

utilization 

52 2.5 * * 

Broad  Self-managed work teams (quality 

circles) 

40 2.0 *  

Broad  Greater discretion and autonomy  28 1.4 *  

Broad  Job enlargement and enrichment 16 0.8 *  

Peripheral  Broad task responsibilities 15 0.7   

Peripheral Flexible work schedule 13 0.6   

 Subtotal 416 20.4   

      

Training and Development     

Core Training extensiveness 99 4.8 * * 

Core  Use of training to improve 

performance  

68 3.3 * * 

Core  Training for job or firm specific 

skills  

55 2.7 * * 

Broad  Training for career development  36 1.8 *  

Peripheral Evaluation of training  24 1.2   

Broad  Cross-functional or multiskilled 

training  

15 0.7 *  

Broad  New employee training and 

orientation  

10 0.5 *  

 Subtotal   307 15.2   
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  N % Stable or 

Growing 

Cross-

Regional 

Recruiting and Selection     

Core  Hiring selectivity or low selection 

ratio  

50 2.4 * * 

Core  Specific and explicit hiring criteria  50 2.4 * * 

Broad  Multiple tools used to screen 

applicants  

41 2.0 *  

Broad  Employment tests or structured 

interviews  

36 1.8 *  

Broad  Planning selection processes and 

staffing  

23 1.1 *  

Peripheral  Matching candidates to firm 

strategy  

18 0.9   

Peripheral  Innovative recruiting practices  12 0.6   

 subtotal  

 

230 11.2   

Employee Relations     

Core  Job security/emphasis on 

permanent jobs  

71 3.5 * * 

Broad  Low status differentials  29 1.4 *  

Peripheral  Complaint or grievance procedure  28 1.4   

Peripheral  Measurement of employee 

relations outcomes 

28 1.4   

Broad  Employee opinion and attitude 

surveys  

23 1.1 *  

Peripheral  Labor union collaboration  16 0.8   

Peripheral  Social and family events and 

policies  

12 0.6   
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  N % Stable or 

Growing 

Cross-

Regional 

Peripheral Diversity and equal employment 

opportunity 

12 0.6   

 Subtotal 

 

219 10.7   

Communication     

Core  Formal information sharing 

program  

67 3.3 * * 

Broad  Employees receive market, firm 

performance, or strategic 

information 

48 2.4 *  

Broad  Employee input and suggestion 

processes  

44 2.2 *  

Peripheral  Frequent/regular meetings with 

employees  

33 1.6   

 Subtotal 

 

192 9.4   

Performance Management and Appraisal     

Broad  Appraisals based on objective 

results/behaviors 

32 1.6 *  

Broad  Appraisals for 

development/potential  

23 1.1 *  

Broad  Frequent performance appraisal 

meetings  

19 0.9 *  

Peripheral  Employees involved in setting 

appraisal objectives 

13 0.6 *  

Peripheral  Written performance plan with 

defined objectives 

13 0.6   

Peripheral  Multisource feedback and peer 

appraisal  

12 0.6   
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  N % Stable or 

Growing 

Cross-

Regional 

Peripheral  Appraisal based on strategic or 

team goals  

12 0.6   

 Subtotal 

  

124 6.1   

Promotions     

Broad  Promotions from within  29 1.4 *  

Broad  Promotions objectively based on 

merit  

25 1.2 *  

Broad  Career planning  20 1.0 *  

Broad  Promotion opportunities (e.g., 

frequency)  

18 0.9 *  

Broad  Career paths and job ladders  10 0.5 *  

Peripheral  Succession planning  5 0.2   

 Subtotal 107 5.2   

Peripheral  Turnover, retention, and exit 

management  

 

11 0.5   

 Overall total 2,042 100   

 

Source:  Posthuma et al., 2013, pp. 1192-1193. 

 

 Creating independent variables in HPWS from HR practices bundle of best 

practices regardless of the specific context of the study population may lead to early 

errors and may not be able to protect high-level performance discovered (Boxall, 

2012; Boxall & Macky, 2009). Context is very important for the introduction of HR 

practices and only HPWS that match with the organization’s strategies are a source of 

competitive advantage (Choi, 2014; Huselid, 1995; Wright & McMahan, 1992; 

Wright & Snell, 1991). It is also necessary to be aware that even though the 

organization can design good HR practices, it may be not effective, if the application 
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cannot be applied properly (Boxall & Macky, 2009; Khilji & Wang, 2006; Liao, 

Toya, Lepak, & Hong, 2009). 

2.2.3 Relations between HPWS and Organizational Performance 

 There are plenty of research found that HPWS related with performance (e.g. 

in works of Aryee, Walumbwa, Seidu, & Otaye, 2012; Chakrabarti, 2012; Choi, 2014; 

Foley, Ngo, & Loi, 2012; N. Fu et al., 2016; Guthrie et al., 2009; Kehoe & Wright, 

2013; Lee, Lee, & Kang, 2012; McClean & Collins, 2011; Wood, Van Veldhoven, 

Croon, & de Menezes, 2012). However, from the literature review, it is evident that 

the organization’s performance is not directly a result of HPWS such as in findings of 

Beltrán-Martín, Roca-Puig, Escrig-Tena, and Bou-Llusar (2008) and HPWS is a 

concept that highlight mediating variables in relations between HPWS and 

organizational performance (B. Becker & Gerhart, 1996; Boxall & Macky, 2007). 

Linked mechanisms between HPWS and performance can be early described by the 

systems theory as follow: 

 The organizational performance is the result of the performance behavior or 

HR results that arise from the input which is HR practices or HPWS (Armstrong, 

2012; Guest, 1997; Wright & McMahan, 1992) as depicted in Figure 2.2. 

 

 

 

Figure 2.2 The Black Box Phenomenon 

Source: Adapt from Armstrong, 2012, p. 52. 

 

 From Figure 2.2, it is clearly that HPWS does not directly impact the 

organization’s performance. It must rely on a mechanism of HR outcomes which is 

generally not known to be exactly what the mechanism is as a connector. The 

mechanism of HR outcomes is different from HPWS which is noticeable and 

HPWS HR outcomes Organizational performance 

Input Throughput Outputs 
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performance which is measurable (Armstrong, 2012). So, mechanism in HR outcomes 

is called black box (Armstrong, 2012) that this research need to reveal. 

 As organizational performance described above, it is clearly that HR outcomes 

can be divided into three dimensions i.e. attitude, intellectual, and behavior. The 

example of attitude be job satisfaction and organizational commitment. While 

intellectual is human capital that comprises of skill, knowledge and ability. Behavior 

may be job effort as in Table 2.1. These three mechanisms must be coordinated, 

thereby affecting a high level of organizational performance. In such HPWS must be 

managed appropriately for promote employees to be positive attitudes, high level of 

intellectual features and an effort to create outstanding performance. But if these three 

elements do not support to each other, organization will not be able to build 

competitive advantage, such as without proper motivation, even employees will have 

the ability and effort, he will not show the true ability (B. E. Becker & Huselid, 1998). 

 Boxall and Macky (2007) said that performance is a result of the processes 

linked between the intent of the management and organizational performance, with 

employee responsiveness or HR outcomes i.e. trust, attitude, and behavior which are 

essential mediating variables. This employee response will be highly influenced by 

the individual’s the perception and interpretation (Choi, 2014). In addition, the level 

of relationship between individuals also has a huge influence on the level of 

awareness and responsiveness of employees, such as employees will recognize and 

respond to the supervisors better than awareness and response to executives (Macky 

& Boxall, 2007). The mechanism that linked the relationship between HPWS and the 

organizational performance are displayed in Figure 2.3. 
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Figure 2.3 HPWS, HR Outcomes/Responsiveness, and Organizational Performance 

Linkage  
 

 From Figure 2.3, it reveals that a mechanism that links the relationship 

between the HPWS and the operational performance is HR outcomes or HR 

responsiveness in three ways: attitude, intellectual and behavior. 

2.3 Variables Selected for the Study 

 Having many variables in HR outcomes as illustrated in Table 2.1, when 

researchers want to use for particular purposes, therefore, they have to select only 

relevant variables which are supported by theories or findings that there is causal 

relationship between those variables. Thereby, in this study, the researcher chooses 

attitude variables consisting of trust in management, job satisfaction, and 

organizational commitment; human capital as intellectual variable; and job effort as 

behavioral variable. In this regard, considering the concept of HPWS, that there are 

originally only organizational commitment and ability or human capital. But 

researcher choses trust in management, job satisfaction, and job effort to be 

covariables in this study. It is because these variables are generally used and suitable 

for all context including Thailand’s state enterprises context. Moreover, researcher 

considers useful for knowledge creation about causal relationship among these 

variables based on the congruence with the theories and the past research results as 

will be described as follow. 

Perceived 
HPWS 

HPWS 
implementation 

Intellectual 

Attitudinal 

Behavioral 

HR outcomes/ 
responsiveness 

Organizational 
performance 

Employee 
performance 
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2.3.1 Attitude: Trust in Management, Job Satisfaction, and 

Organizational Commitment 

 Academics agree that emotional information, intellectual information, 

behavioral information, and motivation effect on attitude (Haddock & Huskinson, 

2004; Maio, Esses, Arnold, & Olson, 2004). Attitude affects intentions and behaviors 

(Armitage & Conner, 2004). It is essential and influence to both employee 

performance (Judge, Thoresen, Bono, & Patton, 2001) and organizational 

performance (Guest, 2011; Macky & Boxall, 2007; Melián-González, 2016; Zhao, 

Wayne, Glibkowski, & Bravo, 2007). Besides, it is also one of the fundamental 

concepts of performance management (Choong, 2014). However, job attitude is a 

measure of the work and related people (Zhao et al., 2007). The selected job attitude 

includes trust in management, job satisfaction, and organizational commitment, which 

has the following explanation. 

2.3.1.1 Trust in Management 

  Scholars define trust as acceptance of drawback and expectation or 

belief in other’s words and actions that they have done with good intention to yourself  

(Dirks & Ferrin, 2001). It is positive expectation to accept other’s behavior 

(Rousseau, Sitkin, Burt, & Camerer, 1998) and mutual confidence among exchanger 

that any other part will not use the another drawback for their advantage (Sabel, 1993 

as cited in Barney & Clark, 2007, p. 95). Trust has a wide congruence acceptance that 

it is a component of both affective and motivational factors (Macky & Boxall, 2007). 

  Again, trust in management is the belief that happens after situation 

that the employee has noticed that the executive has been able to achieve the 

organizational goals which derived from his decision-making (Costigan, Iiter, & 

Berman, 1998; Whitener, 2001). Decision-making results may be considered in forms 

of organizational policy and implementation outcomes (Farndale, Hope‐Hailey, & 

Kelliher, 2011). 

  Armstrong (2012) said that honesty, fairness, consistency, keeping 

one’s word, and generosity are influence toward trust in management of employees. 

Moreover, scholars accept that trust in management comprises of three components 

i.e. ability, benevolence, & integrity (Macky & Boxall, 2007; Mayer & Davis, 1999; 
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Mayer, Davis, & Schoorman, 1995). Again, general people are trend to more trust any 

person when they have acknowledge that someone can achieve something expected 

(Robinson, 1996). 

  Therefore, in this study, research will define trust in management that 

it is appraisal level to words, actions, and performance of management that how are 

their competency, generosity, and honesty.  

2.3.1.2 Job Satisfaction 

  Job satisfaction is an important attitude variable and has been highly 

interested in studying organizational behavior (Kinicki, McKee-Ryan, Schriesheim, & 

Carson, 2002; Luthans, 2011). 

  Locke (1976, as cited in Ahmad et al., 2014; Luthans, 2011) define job 

satisfaction that it means the employee’s job affection based on job assessment or 

employee’s  job experience. 

  Job satisfaction is one of the most used variables in the attitude studies 

(Luthans, 2011)and HR literatures because it is assumed that employees who are 

satisfied with job will deliver better performance and then contribute to organizational 

performance and growth (Ahmad et al., 2014; Judge et al., 2001). 

  Studied related literatures, it was found that the job satisfaction is due 

to a work itself (Kinicki et al., 2002; Smith, Kendall, & Hulin, 1969 as cited in 

Luthans, 2011; Robbins & Judge, 2013), job security, colleague,  supervisor, 

promotion opportunity, compensation (Giannikis & Nikandrou, 2013; Kinicki et al., 

2002; Smith, Kendall, & Hulin, 1969 as cited in Luthans, 2011; Robbins & Judge, 

2013) financial reward (Berg, 1999; Vandenberg, Richardson, & Eastman, 1999) skill 

enhancement (Handel & Gittleman, 2004) skill development and utilization and 

autonomy (Berg, 1999; Vandenberg et al., 1999). 

  While, Robbins and Judge (2013) has presented factors that influence 

job satisfaction, including work, coworker, supervisor, compensation and promotion, 

and job non-satisfaction, including job stress, compensation, promotion, work itself, 

job security, supervisor, and colleagues. These orders are sort by most influential 

factors to the last one on both sides. 
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2.3.1.3 Organizational Commitment 

  Organizational commitment is one of the more promising management 

concepts that have been increasingly interested in industry leadership groups (Bailey, 

1993). However, types of organizational commitment are classified differently as 

follow: 

   L. W. Porter, Steers, Mowday, and Boulian (1974, p. 604) divided 

organizational commitment into three types i.e. 1) trust and acceptance in value and 

goal of organization 2) intention to try for organizational goal achievement 3) wanting 

to be a member of organization. While, three types of organizational commitment by 

Allen and Meyer (1990) are 1) affective commitment: organizational value and goal 

commitment and wanting to work for organizational advancement 2) continuance 

commitment: wanting to continue work because of worry about expenditure if there is 

leaving from organization 3) normative commitment: wanting to work. In three type 

of commitment both groups, it was discovered they the first type of their commitment 

are the same and it is target variable for this research. 

  For clarity in the manner of commitment, the researcher defines the 

organizational commitment according to the meanings of the scholars that it is the 

relevance and mutual identity with organization (Armstrong, 2012; L. W. Porter et al., 

1974) which reflects pride and ties with organizational values and goals, demand to 

stay with organization and readiness to be dedicated to achieving organizational goals. 

  The factors that bring about the organizational commitment may be 

divided into three levels: strategic, HRM policy, and Workplace levels (Kochan & 

Dyer, 1993). Each level may consist of various factors as follows: 

  Contributing factors to organizational commitment in strategic level 

are strategies, management value (Kochan & Dyer, 1993), and problems and 

suggestions hearing from employees (Kochan & Dyer, 1993; Walton, 1985). 

  Contributing factors to organizational commitment in HRM policy 

level are strict selection, training and development, variable compensation systems, 

job security (Kochan & Dyer, 1993; Walton, 1985), career advancement opportunity 

satisfaction, appraisal system, communication, organizational performance, 

management’s leadership, and life quality and work satisfaction (Purcell et al., 2003 

as cited in Armstrong, 2012) 
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  Contributing factors to organizational commitment in workplace level 

are challenge work assignation (Purcell et al., 2003 as cited in Armstrong, 2012), 

teamwork, opportunity in initiating and engagement such as engagement in planning, 

operating, lapping, problems solving and achieving return on performance (Walton, 

1985), flexible structure and work systems (Armstrong, 2012; Kochan & Dyer, 1993; 

Walton, 1985), cooperating and trust atmosphere (Armstrong, 2012; Kochan & Dyer, 

1993), and supervisor and colleague support (Walton, 1985). 

2.3.2 Intellectual: Human Capital 

 The word “human capital” was first appeared in an article named “Investment 

in Human Capital” by Theodore W. Schultz in 1961 (Nisada Wedchayanon, 2016, p. 

30). It is a concept the base on economics theory that emphasis on value-add to 

people. It is an essential element of intellectual capital (Bontis & Fitz-enz, 2002; 

Thaweesak Suthakawatin, 2015, p. 43) 

 Most of scholars accept that human capital comprises of skill and knowledge 

(e.g. G. S. Becker, 1964; Nisada Wedchayanon, 2016; Thaweesak Suthakawatin, 

2015). However, a part of skill and knowledge, there are other qualities that are 

accepted as components of human capital such as ability (e.g. G. S. Becker, 1964) or 

competency (e.g. Thaweesak Suthakawatin, 2015, p. 43) experience (e.g. Nisada 

Wedchayanon, 2016, p. 30).  

 Thomas Davenport (1999, as cited in Nisada Wedchayanon, 2016) divided 

human capital components in formula of ability (knowledge, skill, and talent) + 

behavior X effort X time. While, Robbins and Judge (2013) divide ability into two 

aspects i.e. 1) cognitive ability, such as numerical aptitude, understanding the 

meaning of words, the recognition speed, deductive and inductive reasoning, ability in 

imagination, and memory etc. and 2)physical ability such as strength, flexibility, 

agility,  balance, and stamina etc. 

 Related literatures indicate that organizations acquired human capital through 

recruitment, incentive, and development in various form (B. E. Becker & Huselid, 

1998; G. S. Becker, 1962, 1964; L.-Q. Wei & Lau, 2010) such as training, knowledge 

management, learning organization, mentoring, coaching, further study support, 
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meeting, seminar, workshop, and study tour etc. (Thaweesak Suthakawatin, 2015). 

While, skills training for the operations that organizations set for employees has 

divided into two categories: the specific and general skills (G. S. Becker, 1964). The 

more organizations invest in human resources, the more they get human capital as 

well as their returns from human capital performance which trend to be more 

according to the proper of human capital investment (G. S. Becker, 1962, 1964; 

Seleim, Ashour, & Bontis, 2007; Wright, McMahan, & McWilliams, 1994). As the 

result of the study found that HPWS has positive effect on human capital increase 

(Chakrabarti, 2012; Y.-Y. Chang, 2015; Jirapong Ruanggoon, 2012; Mao, Song, & 

Han, 2013), human capital index has positive relation with organizational 

performance (Brown & Peterson, 1994; Chakrabarti, 2012; Jirapong Ruanggoon, 

2012; Seleim et al., 2007) and financial performance per employees number (Bontis 

& Fitz-enz, 2002). Thereby, if organization has an effective HRM system, it will 

support the organization to increase its performance (Huselid & Becker, 1995). Apart 

from value delivery, human capital can also increase value and crease customers 

satisfaction too (Nisada Wedchayanon, 2016). In the same time, human capital can 

more increase both organizational productivity and one-self earning too. 

 In this study, research define human capital as skill, knowledge and ability 

which are influenced by HPWS and coordinated with effort to effect on employee 

performance. 

2.3.3 Behavior: Effort 

 Oxford Learner’s Dictionaries defines effort as an attempt to do something 

especially when it is difficult to do. 

 Again, it is clear that individual behavior is associated with the organizational 

performance (Porras & Hoffer, 1986). It is essential behavior to human capital 

performance achievement level in dimensions of time, quantity, and quality. 

Expectancy theory described this relation that effort is behavior that lead to goal 

attaining. It was caused by satisfaction derived from individual appraisal in three 

aspect: 1) relation of one’s ability and expected result 2) interesting of reward 

comparing to performance and 3) reward value which offered by the organization. 
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However, beside performance will be effected by effort, it is alto influenced from 

ability and environment too (Heneman & Schwab, 1972; Milkovich, Newman, & 

Gerhart, 2011, p. 292; Nisada Wedchayanon, 2016, p. 466; Thaweesak Suthakawatin, 

2008) 

2.4 Preceding Format of HPWS Study 

 Although, HPWS concept had originated and developed in manufacturing 

context, it also be interested and used to study and develop in service sector too, such 

as the study impact of HPWS on firm’s performance by Chakrabarti (2012)and 

comparative study of utilization of HPWS in Chinese and Irish professional service 

firms by N. Fu et al. (2016) etc. 

 Reviewed the literature on the HPWS research, it was found HPWS was 

studied in 7 methods: 

 1) Understanding the relationship between each HR practice and 

employee performance or corporate performance (e.g. in works of Boxall & Macky, 

2014; Demirbag et al., 2014; Ramdani et al., 2014; Topcic et al., 2016) 

 2) Studying the relationship of each HR practice and employee 

performance or corporate performance and mediating variables that linked them 

together (e.g. in conceptual framework proposed by Jiang & Liu, 2015) 

 3) Finding the relationship between HR practices bundle and 

employee performance or corporate performance (e.g. in works of Choi, 2014; N. Fu 

et al., 2016; Guthrie et al., 2009; Yanadori & Jaarsveld, 2014) 

 4) Studying the relationship between each HR practices bundles and 

their interaction that influence on employee performance or corporate performance 

(e.g. in work of MacDuffie, 1995). 

 5) Studying the relationship of each HR practices bundles and 

employee performance or corporate performance mediating variables that linked them 

together (e.g. in works of Arefin, Arif, & Raquib, 2015; Arefin, Raquib, & Arif, 2015; 

Carvalho & Chambel, 2014; Chiang et al., 2014; Elorza, Harris, Aritzeta, & 

Balluerka, 2016; N. Fu, Flood, Bosak, Morris, & O'Regan, 2015; García-Chas, Neira-

Fontela, & Castro-Casal, 2014; Huang, Ahlstrom, Lee, Chen, & Hsieh, 2016; 



 32 

Karatepe & Vatankhah, 2014; Latorre et al., 2016; Mahdi et al., 2014; Messersmith, 

Patel, & Lepak, 2011; Mihail & Kloutsiniotis, 2016; Van De Voorde & Beijer, 2015; 

M. Zhang, Fan, & Zhu, 2014). 

 6) Studying the relationship of HR practices bundles and employee 

performance or corporate performance and moderating variable that adjust their 

relation level (e.g. in works of S. Chang, Jia, Takeuchi, & Cai, 2014; Datta et al., 

2005; Pichler, Varma, Yu, Beenen, & Davoudpour, 2014; Stirpe, Bonache, & Revilla, 

2014). 

 7) Studying the relationship of HR practices bundles and employee 

performance or corporate performance with influences of mediating variables in their 

relation and moderating variables that adjust their relationship levels  (e.g. in works of 

Fan et al., 2014; García-Chas, Neira-Fontela, & Varela-Neira, 2016; Michaelis et al., 

2015; L.-Q. Wei & Lau, 2010; B. Zhang & Morris, 2014). 

  Besides, there are HPWS study in several level, such as organizational 

(e.g. L.-Q. Wei & Lau, 2010), employees (e.g. M. Zhang, Zhu, Dowling, & Bartram, 

2013), and every levels i.e. organizational, groups, and employee levels (e.g. S. Chang 

et al., 2014). In this study, the researcher will study HPWS in employee level and by 

using seventh method as mention above for studying variable relations because 1) the 

study of human resource management variables in form of bundle of human resource 

management practices is a widely accepted form 2) the adoption of intermediate 

variables in the study is the focus that many scholars are interested in studying and 

want to discover mechanisms that link the relationship between the human resource 

management system and employee performance and 3) using moderating variables for 

studying will help the study results be more accurate and for better describing the 

relationship between independent and dependent variables. 

2.5 Related Document and Research 

 Macky and Boxall (2007) studied the relationship between ‘high-performance 

work practices’ and employee attitudes: an investigation of additive and interaction 

effects, collected data from 368 samples who were employees of organizations in New 

Zealand except self-employers, clergy, soldiers and beneficiaries of the state. It was 
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found that high-performance work practices had a significant relationship with job 

satisfaction, trust in management, and organizational commitment. Job satisfaction 

mediated relationship between high-performance work practices and trust in 

management and organizational commitment. Trust in management mediated 

relationship between job satisfaction and organizational commitment. 

 Farndale et al. (2011) studied high commitment performance management: the 

roles of justice and trust, collected data from 800 samples who were employees in four 

industries i.e. finance, automotive, foodstuff, and communications in four large 

organizations, 200 samples each in the United Kingdom (524 respondents). It was 

found that high commitment performance management significantly affected on 

organizational commitment and the perception of organizational justice. It also found 

that trust in the management had a positive impact on the organizational commitment 

and the perception of organizational justice and could positively moderate relationship 

between high commitment performance management and organizational commitment, 

and the perception of organizational justice. 

 Costigan et al. (1998) studied a multi-dimensional study of trust in 

organizations. Data was collected from part-time employees in diverse companies 

located in the northeastern region of the United States. It was found that trust in senior 

executives had negative effect on the need to leave the organization. 

 Wu and Chaturvedi (2009) studied the role of procedural justice and power 

distance in the relationship between high performance work systems and employee 

attitudes: a multilevel perspective, collected data from 1,383 samples who were 

employees in large 23 companies i.e. 9 companies in manufacturing and 14 companies 

in service industry from three countries, they were China (Beijing), Singapore, and 

Taiwan. It was found that the high-performance work systems significantly affected 

the perception of procedural justice, organizational commitment, and job satisfaction. 

It also found that procedural justice also significantly mediated the relationship 

between high performance work systems and organizational commitment and job 

satisfaction. Whereas the power of distance had been found that it had no effect on the 

perception of procedural justice and could not moderate the relationship between high 

performance work systems and the perception of procedural justice. 
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 Yanadori and Jaarsveld (2014) studied the relationships of informal high-

performance work practices to job satisfaction and workplace profitability, collected 

data from 17,697 samples in 4,000 organizations covering all industries, regions, and 

size of industries in Canada. It was found that involvement in high performance work 

practices was associate with job satisfaction and workplace profitability. 

 M. Zhang et al. (2013) studied exploring the effects of high-performance work 

systems (HPWS) on the work-related well-being of Chinese hospital employees, 

collected data from 207 samples who were medical personnel in six large hospitals in 

China. It was found that HPWS had positive effect on job satisfaction and work 

engagement, but it had no effect on emotional exhaustion. Work engagement 

mediated relationship between HPWS and job satisfaction, the perception of social 

exchange and job satisfaction, and between the perception of economic exchange and 

job satisfaction. Job satisfaction and the perception of economic exchange had 

negative effect on emotional exhaustion. The perception of social exchange had no 

effect on emotional exhaustion and had negative effect in moderating the relationship 

between HPWS and emotional exhaustion. Whereas, the perception of economic 

exchange had positive effect in moderating the relationship between HPWS and 

emotional exhaustion. 

 Gibbs and Ashill (2013) worked on the effects of high-performance work 

practices on job outcomes: evidence from frontline employees in Russia. Data was 

collected from 230 samples (186 respondents) who were employees in six branches of 

a large bank in Russia. It was found that high performance work practices had 

positive effect on job satisfaction and organizational commitment. Job satisfaction 

mediated relationship between high performance work practices and organizational 

commitment, and between high performance work practices and job performance. 

Organizational commitment had no effect on employee job performance. 

 Giannikis and Nikandrou (2013) studied the impact of corporate 

entrepreneurship and high-performance work systems on employee job attitudes: 

empirical evidence from Greece during the economic downturn, collected data from 

1,100 samples (424 respondents) who were employees from 22 manufacturing 

companies in northern of Greece. It was found that corporate entrepreneurship and 

high-performance work systems had positive effect on job satisfaction and 
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organizational commitment and had negative effect on psychological contract breach. 

Psychological contract breach had negative relationship on job satisfaction and 

organizational commitment. 

 Wood et al. (2012) worked on enriched job design, high involvement 

management and organizational performance: the mediating roles of job satisfaction 

and well-being, collected data from 14,127 samples who were employee in 1,177 

enterprises in United Kingdom. It was found that high involvement management had 

positive effect on financial performance, employee productivity, and job quality but it 

had negative effect on job satisfaction and job anxiety. Job enrichment had positive 

effect on job quality and job satisfaction. Job satisfaction had positive effect on 

financial performance, employee productivity, and quality, but it had negative effect 

on absenteeism. 

 Hsi-An, Yun-Hwa, and Chu-Chun (2010) studied high involvement work 

system, work–family conflict, and expatriate performance – examining Taiwanese 

expatriates in China, collect data from Taiwanese samples who were 49 supervisors, 

174 employees working in fifty Taiwanese companies in 17 provinces of China. It 

was found that high involvement work system had positive effect on job satisfaction, 

performance, and work-family conflict. Work-family conflict had negative effect on 

job satisfaction and performance. 

 García-Chas et al. (2014) studied high-performance work system and intention 

to leave: a mediation model, collected data from 155 samples who were engineers in 

19 companies from diverse industries in Spain. It was found that high-performance 

work system had positive effect on job satisfaction, the perception of procedural 

justice, and internal motivation but it had negative effect on intention to leave. 

Moreover, it was found that job satisfaction also had negative effect on intention to 

leave. 

 García-Chas et al. (2016) worked on high-performance work systems and job 

satisfaction: a multilevel model, collected data from 180 engineers in 25 companies 

that performance different business in diverse industries in Spain. It was found that 

high-performance work systems affected on job satisfaction through perceived 

organizational support.  
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 Messersmith et al. (2011) studied unlocking the black box: exploring the link 

between high-performance work systems and performance, collected data from 119 

samples who were managers and employees in local government organization in 

Wales and from 1,755 employees who worked in 128 service departments. It was 

found that high-performance work systems affected on organizational citizenship 

behavior, job satisfaction, organizational commitment, psychological empowerment, 

and department performance. Job satisfaction, organizational commitment, and 

psychological empowerment were mediating variables in relationship between high-

performance work systems and organizational citizenship behavior. Organizational 

citizenship behavior mediated relationship between high-performance work systems 

and organizational performance. 

 Mihail and Kloutsiniotis (2016) studied the effects of high-performance work 

systems on hospital employee work-related well-being: evidence from Greece, 

collected data from clinicians both doctors and nurses totaling 297 samples from 

seven hospital in Greece. It was found that social exchange and job satisfaction had 

negative effect on emotional exhaustion. Moreover, social exchange also positively 

affected on work engagement. Whereas economic exchange had negative effect on 

work engagement. In addition, it was found that high-performance work systems had 

positive effect on work engagement. High-performance work systems and work 

engagement had positive effect on job satisfaction. 

 Y.-C. Wei, Han, and Hsu (2010) studied high-performance HR practices and 

OCB: a cross-level investigation of a causal path, collected data from 576 samples 11 

from electronic appliances manufacturing plants in Taiwan. It was found that 

psychological climate the perceptions had positive relationship with job satisfaction 

and organizational citizenship behavior. Job satisfaction mediated relationship 

between psychological climate the perceptions and organizational citizenship 

behavior. 

 Bashir, Jianqiao, Zhao, Ghazanfar, and Khan (2011) studied the role of 

demographic factors in the relationship between high performance work system and 

job satisfaction: a multidimensional approach, collected data from 674 faculties in 23 

government universities of Pakistan. It was found that high performance work system 
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had positive effect on job satisfaction. Demographic factors could positive moderate 

relationship between high performance work system and job satisfaction. 

 Latorre et al. (2016) studied high commitment HR practices, the employment 

relationship and job performance: a test of a mediation model, collected data from 

Spanish employees who performed in service, education and food production 

industries totaling 835 samples in Spain. It was found that high commitment HR 

practices had positive effect on job security, organizational support, psychological 

contract, and job satisfaction. Job security, organizational support, and psychological 

contract were mediating variables in relationship between high commitment HR 

practices and job satisfaction. Job satisfaction positive mediated relationship between 

job security, organizational support, and psychological contract, and employee job 

performance. 

 Crow, Lee, and Joo (2012) studied organizational justice and organizational 

commitment among South Korean police officers: an investigation of job satisfaction 

as a mediator, collected data from 418 samples who were police officers in South 

Korea. It was found that perceived distributive justice mediate relationship between 

perceived procedural justice and between perceived interactional justice and job 

satisfaction. Job satisfaction was full mediating variable in relationship between 

perceived distributive justice and organizational commitment. Experience had 

positive effect on organizational commitment. 

 Scott-Ladd, Travaglione, and Marshall (2006) studied causal inferences 

between participation in decision making, task attributes, work effort, rewards, job 

satisfaction and commitment, collected data from 671 samples who were employee in 

five medium organizations i.e. government organization, three local governments and 

a private hospital in Australia. It was found that involvement in decision-making had 

a positive effect on job characteristics that were variety, identity, dependency in 

decision-making, the perception in job effort, the perception of award and job 

satisfaction. Job satisfaction mediate relationship between involvement in decision-

making and organizational commitment. Variety of job characteristic mediate the 

relationship between involvement in decision-making and organizational 

commitment. Dependency in decision-making mediate relationship between 

involvement in decision-making and job identity. 
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 Testa (2001) studied organizational commitment, job satisfaction, and effort in 

the service environment, collected data from 425 employees in 24 departments in a 

cruise line and a food-service organization. It was found that organizational 

commitment mediated the relationship between job satisfaction and service effort. 

 Kehoe and Wright (2013) studied the impact of high-performance human 

resource practices on employee attitudes and behaviors, collected data from samples 

who were employees in food service large organization. It was that the perception in 

high-performance human resource practices had positive relationship with 

organizational commitment, organizational citizenship behavior and intention to stay 

with organization. Organizational commitment had positive relationship with 

organizational citizenship behavior, and intention to stay with organization. The 

perception in high-performance human resource practices had negative relationship 

with absenteeism. 

 Bashir, Jianqiao, Zhang, et al. (2011) studied the relationship between high 

performance work system, organizational commitment, and demographic factors in 

public sector universities of Pakistan, collected data from 616 faculties in 22 

government university in Pakistan. It was found that high performance work system 

had positive effect on organizational commitment. Gender was moderating variable 

that adjust relationship between high performance work system and organizational 

commitment. 

 McClean and Collins (2011) studied high-commitment HR practices, 

employee effort, and firm performance: investigating the effects of HR practices 

across employee groups within professional services firms, collected data from 

employees in 180 professional service companies i.e. 94 medical practices and 86 

legal practices in the United States. It was found that high-commitment HR practices 

had positive effect on organizational performance through employee effort. Value to 

competitive advantage could moderate relationship between employee effort and 

organizational performance. 

 Chakrabarti (2012) studied impact of high-performance work systems on 

performance of a firm: a study of service sector in India, collected data from 633 

employees in service sector in India. It was found that high performance work 

systems effected on human resource outcomes, organizational performance, and 
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financial performance. Knowledge, skill and ability mediated relationship between 

high performance work systems and organizational performance and between high 

performance work systems and human resource outcomes. Furthermore, it was also 

found that different industry had different high-performance work systems. 

 Mao et al. (2013) studied high-performance work systems and influence 

processes on employee attitudes perspectives from China, collected data from 370 

employees in manufacturing industry in China. It was found that high-performance 

work systems had positive effect on job satisfaction and organizational commitment. 

Behavior and level of freedom in decision-making mediated relationship between 

high-performance work systems and job satisfaction and organizational commitment. 

 Y.-Y. Chang (2015) studied a multilevel examination of high-performance 

work systems and unit-level organisational ambidexterity, collected data from 2,887 

employees and 536 managers from 58 banks in Taiwan. It was found that high-

performance work systems had positive effect on human capital. Human capital 

partially mediated relationship between high-performance work systems and 

ambidexterity. In addition, it was found that organizational social climate also 

mediated relationship between human capital and ambidexterity. 

 Jirapong Ruanggoon (2012) studied the mechanisms link between high 

performance work system and hospital performance, collected data from 146 samples 

who were doctors, nurse, and medical personnel of a private hospital in Thailand. It 

was found that high performance work system had both direct and indirect effect on 

hospital performance through climate of concerning for employee, and human capital. 

 Melián-González (2016) studied an extended model of the interaction between 

work-related attitudes and job performance, collected data from 104 employees of 

food production companies in Spain. It was found that perceived organizational 

support mediated relationship between perceived supervisor support and 

psychological contract breach and between organizational commitment and job 

satisfaction. Organizational commitment and job satisfaction mediated relationship 

between perceived organizational support and performance. 

 Narimawati (2007) studied the influence of work satisfaction, organizational 

commitment, and turnover intention towards the performance of lecturers at West 

Java Private Higher Education Institution, collected data from 560 lecturers in private 
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universities in Indonesia. It was found that job satisfaction, organizational 

commitment, and turnover intention effected on performance. 

 F. Q. Fu, Bolander, and Jones (2009) studied managing the drivers of 

organizational commitment and salesperson effort: an application of Meyer and 

Allen’s three-component model, collected data from 142 salespersons in the United 

States. It was found that perceived organizational support and job satisfaction 

positively affected on effort through affective commitment. Job satisfaction mediated 

relationship between trust in supervisor and   perceived organizational support, 

affective commitment, and normative commitment. Perceived organizational support 

negatively related to continuance commitment and not affected on normative 

commitment. Job satisfaction not affected on continuance commitment. Continuance 

commitment and normative commitment had no effect on employee effort. 

 Brown and Leigh (1996) studied a new look at psychological climate and its 

relationship to job involvement, effort, and performance, collected data from 233 

employees, divided into two group i.e. first group was 121 sales representatives from 

three companies, another group was 112 sales representatives in a large media 

production company. It was found that work involvement was mediating variable in 

relationship between psychological climate and job effort. Job effort mediated 

relationship between job involvement and performance.  

 Katerberg and Blau (1983) studied an examination of level and direction of 

effort and job performance, collected data from 126 real estate representatives in two 

major companies in the United States. It was found that effort level affected on 

employee performance. 

 Lai and Chen (2012) studied self-efficacy, effort, job performance, job 

satisfaction, and turnover intention: the effect of personal characteristics on 

organization performance, collected data from 616 customer service employees. It 

was found that the perception of self-efficacy had positive effect on job performance. 

Effort had positive effect on job satisfaction and job performance. Job satisfaction had 

negative effect on turnover intention. Moreover, it was also found that job 

performance had no effect on turnover intention. 

 Brown and Peterson (1994) studied the effect of effort on sales performance 

and job satisfaction, collected data from 380 direct salespersons in the United Stated. 
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It was found that competitiveness had positive effect on sales performance. Effort 

mediated relationship between instrumentality and performance and job satisfaction. 

Moreover, it also mediated relationship between role ambiguity and performance and 

job satisfaction. Role conflict had negative effect on job satisfaction. 

 Jirapong Ruanggoon (2015) studied the impacts of resource-based view 

determinants on hospital performance in Thailand, collected data from 580 

administrators form 320 hospitals in every region in Thailand. It was found that 

leadership effected on high-performance work system both directly and through 

organizational culture. High-performance work system had direct effect on human 

capital, organizational citizenship behavior, and organizational performance. It had 

indirect effect on organizational citizenship behavior through human capital and had 

indirect effect on organizational performance through organizational citizenship 

behavior. 

 Renu Sukroesakit (2011) studied Factors Affecting Job Satisfaction of 

Personnel of Airports of Thailand Public Company Limited, collected data from 377 

samples who were executives and employees of Airports of Thailand public company 

limited performed at the office, Don Mueang international airport, and Suvarnabhumi 

airport. It was found that samples that were different in gender, education, marital 

status, incomes per month, and performance duration had different job satisfaction. 

But samples with different age had no different job satisfaction. Motivation factors 

i.e. job characteristics, achievement, responsibility, opportunity and advancement, and 

acceptance associated with job satisfaction. In addition, maintenance factors i.e. 

policy and management, career security, colleague relationship, working condition, 

salary and benefit, supervision, career status, and personal life also associated with 

job satisfaction. 

 Thanaporn Dowsee (2018) studied the development of organizational 

behaviors on human resource management for promoting performance efficiency: a 

case study of the Kewpie (Thailand) Co., Ltd. Yannawa District, Bangkok, collected 

data from 400 employees of the Kewpie (Thailand) Co., Ltd. in Thailand. It was 

found that samples with different gender, age, education level, working experience, 

and current career path had different performance. The perception of different 
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recruitment and selection, development and training, performance evaluation, and 

compensation and benefit affected on different performance efficiency. 

 Somjit Junphen (2014) studied organizational commitment of the officials at 

the Community Organizations Development Institute (public organization), collected 

data from 164 officials of the Community Organizations Development Institute 

(public organization) in Thailand. It was found that factors that affected on samples’ 

organizational commitment were age, monthly income, education level, job position, 

duration of working in the organization, job challenge, career advancement, 

involvement in decision-making, teamworking, salary and fringe benefits, knowledge 

and ability development, work environment, relationship with superior, relationship 

with colleague, superior leadership, feeling of one’s importance to the organization, 

and feeling of dependable organization. 

 Kanok Charoensuk (2017) worked on the study of employee organizational 

commitment in Miracle Health Care company limited and affiliated company, 

collected data from 54 employees of Miracle Health Care company limited and its 

affiliated company in Thailand. It was found that different personal factors i.e. age 

and marital status affected on different organizational commitment. Whereas different 

gender, education, job position, duration of working in organization, and monthly 

income had no effect on organizational commitment. 

 Silaporn Kantha and Chompoonuch Hunnak (2019) studied work life quality 

and organizational commitment of personnel in the Office of the Higher Education 

Commission, collected data from 178 personnel of the Office of the Higher Education 

Commission in Thailand. It was found that samples had work life quality and 

organizational commitment in middle level. They had different work life quality 

according to different gender, age, marital status, government age, salary rate, and 

position level. They had different organizational commitment according to different 

gender, age, government age, salary rate, and position level. Work life quality 

associated with organizational commitment and guideline of creating work life quality 

by providing fringe benefit, training, and volunteer activities. 

 Morrakot Jiaprasirt (2016) studied organizational commitment among 

engineers working for a company in Amatanakorn industrial estate, collected data 

from 148 engineers working for a company in Amatanakorn industrial estate in 
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Thailand. It was found that factors of work, internal society, compensation, physical 

and mental health, and organizational environment were associated with organization 

commitment. 

 In addition, researcher also considered the benefits in creation of knowledge 

and theoretical and causal relationships that were consistent with the past studies as be 

explained as follow. 

2.6 Hypotheses and Research Framework 

 In this study, research uses concepts of HPWS and performance as 

fundamental theory associating with trust in management, job satisfaction, 

organizational commitment, job effort, and human capital theory. These theories are 

described above. These theories and selected variables associate and their relationship 

and associated findings are used to form research framework as follows. 

2.6.1 Influence of Human Resource Management on Employees 

Performance 

 High performance work system (HPWS) is one of organizational resources 

and influences on human resource results (Ang, Bartram, McNeil, Leggat, & Stanton, 

2013; Arefin, Arif, et al., 2015; Arefin, Raquib, et al., 2015; Bartram, Casimir, 

Djurkovic, Leggat, & Stanton, 2012; Bashir, Jianqiao, Zhang, et al., 2011; Bashir, 

Jianqiao, Zhao, et al., 2011; Boxall & Macky, 2014; Carvalho & Chambel, 2014; S. 

Chang et al., 2014; Elorza et al., 2016; Farndale et al., 2011; García-Chas et al., 2016; 

Giannikis & Nikandrou, 2013; Huang et al., 2016; Jensen, Patel, & Messersmith, 

2013; Kehoe & Wright, 2013; Mao et al., 2013; Mihail & Kloutsiniotis, 2016; Searle 

et al., 2011; Van De Voorde & Beijer, 2015; M. Zhang et al., 2013) employees 

performance (Aryee et al., 2012; Gibbs & Ashill, 2013; Hsi-An et al., 2010; Karatepe, 

2013; Latorre et al., 2016) organizational performance (Aryee et al., 2012; N. Fu et 

al., 2015; N. Fu et al., 2016; Karatepe & Vatankhah, 2014; Lee et al., 2012; McClean 

& Collins, 2011; Messersmith et al., 2011; Michaelis et al., 2015; Mihail, Links, & 

Sarvanidis, 2013; Oladapo & Onyeaso, 2013; Patel, Messersmith, & Lepak, 2013; 
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Pichler et al., 2014; Stirpe et al., 2014; Tregaskis, Daniels, Glover, Butler, & Meyer, 

2013; B. Zhang & Morris, 2014; M. Zhang et al., 2014) and organizational financial 

performance (Aït Razouk, 2011; Chakrabarti, 2012; Chi & Lin, 2011; Choi, 2014; N. 

Fu, Flood, Bosak, Morris, & O'Regan, 2013; Seong, 2011; Wood et al., 2012). 

 Incidentally, in this study of the relationship between human resource 

management and employee performance, HPWS is a concept that has been extremely 

appealing and is often used in the study of sustainable competitive advantage (Guthrie 

et al., 2009). Therefore, it is used to study and have published more than 300 articles. 

Their results are consistent that HPWS has a positive influence on employees 

performance (Aryee et al., 2012; Gibbs & Ashill, 2013; Hsi-An et al., 2010; Karatepe, 

2013; Latorre et al., 2016). Some of these studies are as follow: 

 Hsi-An et al. (2010) studied the influence of HPWS on employee’s 

performance. There samples were some of Taiwanese working in 300 Taiwanese 

company located in China in 2006. They received complete questionnaires from 49 

supervisors (98% of respond rate) and 174 employees (62% of respond rate). 

Employees performance was measure by the ability to accomplish the objectives, 

confidence in their technical competence, their performance levels, adaptability to 

business customs and norms, relationships with key host-country business, and 

interaction with their colleagues. It was revealed by this study that HPWS had a 

positive influence on employee performance. 

 Aryee et al. (2012) studied the influence of HPWS on employee performance 

and the performance 37 branches of 2 banks in Ghana (Ghana). Their performances 

were measured by 258 complete questionnaires (500 questionnaires were distributed 

but only 280 questionnaires were returned). In this study, employee performance was 

measured by service satisfaction. It was found that HPWS had positive influence on 

employee performance. 

 Gibbs and Ashill (2013) studies the influence of HPWS on 186 employee 

performance (from 230 questionnaires which replied for 186) in 2011 in the 6 

branches of a large commercial bank in Russia. The performance was measured by 

employee performance, expertise, customer helping ability, ability to get along with 

their customers, and service quality by comparing with their colleagues. The study 

discovered that HPWS has positive influence on employee performance. 
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 Karatepe (2013) studied the influence of HPWS on employee performance 

from employees and managers in 4-star and 5-star hotels in Poiana Brasov region, 

Romania. In this study, 123 questionnaires were distributed. 114 questionnaires were 

received back, but 4 questionnaires were found to be incomplete. So, the data analysis 

was conducted with 110 complete questionnaires. Employee performance was 

measured by their performance levels comparing with their colleagues’ performance 

level, and customer service behaviors. The study found that HPWS had positive 

influence on employee performance. 

 Latorre et al. (2016) studied the influence HPWS on employee performance 

from 835 Spanish employees in 3 industries including food production, retail and 

education. Employee performance was measured from accomplish ability, decision-

making accuracy, non-failure in performance, and ability to achieve success in time. It 

was discovered that HPWS had positive influence on employee performance. 

 Examples of HPWS studies mentioned above, not only HPWS was fond to be 

positive influence on employee performance, but also showed that HPWS was 

extensively used in management and research weather in dimension of regionals or 

industries. Thus, it inspired researcher to study HPWS in the context of Thailand’ 

enterprises that does the perception of HPWS affect employee performance. 

Therefore, the researcher set the first hypothesis that: 

 

 Hypothesis 1: The perception of human resource management system has 

positive impact on employee job performance 

 

2.6.2 Influence of Mediator 

 As mentioned above that mechanism linking between human resource 

management system and performance relatively complex, obscure, and be considered 

as black box in human resource management (Armstrong, 2012). However, in other 

side, these characteristics were challenge for researchers to discover these 

mechanisms.  



 46 

 According to scholars, it is consistent that the variables, which are 

mechanisms associating between human resource management system and 

performance, were human determinants (Armstrong, 2012; Boxall & Macky, 2007; 

Guest, 1997; Wright & McMahan, 1992) especially behavioral or employee 

responsiveness factors resulting by their the perception, trust, attitude, and intellectual 

qualities (Boxall & Macky, 2007). 

 In dimension of human determinants which are mediating variables 

associating human resource management system and employee performance, there are 

variables that are likely to have causal relationships and are supported by many 

theories, and researches including job satisfaction, organizational commitment, job 

efforts, and human capital as described below. 

2.6.2.1 Job Satisfaction 

  Satisfaction is one of the most attitude variables studied by researchers 

(Luthans, 2011). Scholars agree that satisfaction is one of the variables that are the 

foundation of positive response and high-performance behavior of the employees 

(Ahmad et al., 2014; Judge et al., 2001; Mitchell, 1974). In terms of jobs satisfaction, 

scholars agree that outcomes of human resource management effect on job 

satisfaction, which is consistent with many research results, found that HPWS had 

positive influence on job satisfaction (Bashir, Jianqiao, Zhao, et al., 2011; García-

Chas et al., 2014; García-Chas et al., 2016; Giannikis & Nikandrou, 2013; Gibbs & 

Ashill, 2013; Hsi-An et al., 2010; Latorre et al., 2016; Macky & Boxall, 2007; 

Messersmith et al., 2011; Mihail & Kloutsiniotis, 2016; Y.-C. Wei et al., 2010; Wood 

et al., 2012; Wu & Chaturvedi, 2009; Yanadori & Jaarsveld, 2014; M. Zhang et al., 

2013). Beside this, the studies found that job satisfaction also had positive relationship 

with the organizational commitment (Crow et al., 2012; Gibbs & Ashill, 2013; 

Mathieu & Zajac, 1990; Meyer, Stanley, Herscovitch, & Topolnytsky, 2002; Scott-

Ladd et al., 2006; Testa, 2001) and employee performance (Brown & Peterson, 1993; 

Gibbs & Ashill, 2013; Judge et al., 2001; Latorre et al., 2016; Melián-González, 2016; 

Narimawati, 2007; Petty, McGee, & Cavender, 1984). Beside these results, comparing 

the studies of Y.-C. Wei et al. (2010), Messersmith et al. (2011) and Kooshki and 

Zeinabadi (2016) which significantly discovered impact of job satisfaction on 

organizational citizenship behavior and scholars opinion that attitude affects 



 47 

intentions and behaviors (Armitage & Conner, 2004), research believes that job 

satisfaction would also be effect on job effort. Thus, to study these association, 

researcher sets second hypothesis that: 

 

  Hypothesis 2: Job satisfaction is mediating variable between (2a) the 

perception of human resource management system and organizational commitment 

(2b) the perception of human resource management system and job effort. 

 

2.6.2.2 Organizational Commitment 

  Organizational commitment is attitude variable that organizational 

behavior students are highly interested in (Luthans, 2011). Moreover, researchers 

found that it was associated to organizational performance (Armstrong, 2012) and 

reduction of employee turnover rate (Guest, 1991). It was associated to intention to 

remain in organization. Furthermore, it is believed to be supportive to increasing of 

effort and enthusiasm in working of employees (Armstrong, 2012). 

  In addition, it was found from literatures review on mechanisms 

associated the relationship between HPWS and organizational performance that 

besides organizational commitment was one of variables that was effected by HPWS 

(Bashir, Jianqiao, Zhang, et al., 2011; Farndale et al., 2011; Giannikis & Nikandrou, 

2013; Gibbs & Ashill, 2013; Kehoe & Wright, 2013; Messersmith et al., 2011; Van 

De Voorde & Beijer, 2015) and job satisfaction (Crow et al., 2012; Gibbs & Ashill, 

2013; Scott-Ladd et al., 2006; Testa, 2001), it also positively affected on  intention to 

remain in organization (Kehoe & Wright, 2013) effort (F. Q. Fu et al., 2009; Testa, 

2001) and employees performance too (Meyer et al., 2002). Again, from the study of 

M. Zhang et al. (2014) that job satisfaction was used to study the relationship among 

HPWS, job satisfaction, and organizational commitment. This study found that job 

satisfaction is perfectly mediating variable associated between HPWS and 

organizational commitment. Therefore, it supported why job satisfaction was 

accompanied in this study. To test the relationship, researcher set third hypothesis 

that: 
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  Hypothesis 3: Organizational commitment is mediating variable 

associating (3a) the perception of human resource management system and employees 

job performance and (3b) job satisfaction and employee job effort. 

 

2.6.2.3 Effort 

  Scholars agree that performance is a result of behavior (Porras & 

Hoffer, 1986). This agreement is congruent with expectancy theory which explained 

that employee performance level is the result of the effort, ability and their 

environment (Heneman & Schwab, 1972). That is if an employee had more behavior 

or more effort. It can enhance his/her performance level (Testa, 2001). 

  Armstrong (2012) believed that an employee efforts were influenced 

by the organizational commitment and readiness to dedicate or to use their effort for 

organizational goals achievement (Appelbaum et al., 2000 as cited in Armstrong, 

2012). Moreover, Testa (2001) assumed that increased efforts will increase 

operational quality. Again, human resource management will increase employee 

performance in case of employees who have knowledge, skills, motivation strive to 

use their knowledge and skills for the organizational strategy objectives achievement 

(MacDuffie, 1995) 

  Research results, in addition, indicate that effort was influenced by 

high-performance work system (McClean & Collins, 2011) job satisfaction (F. Q. Fu 

et al., 2009) organizational commitment (F. Q. Fu et al., 2009; Testa, 2001) and effect 

on performance level too (Brown & Leigh, 1996; Brown & Peterson, 1994; Katerberg 

& Blau, 1983; Lai & Chen, 2012; McClean & Collins, 2011). Therefore, researcher 

set forth hypothesis to test its influence in PTT company limited context that 

 

  Hypothesis 4: Job effort is mediating variable associating (4a) the 

perception of human resource management system and employee job performance 

and (4b) organizational commitment and employee job performance  

 

2.6.2.4 Human Capital 

  As mentioned above, HPWS is a concept that focuses on enhancing the 

employee performance and the organizational performance through human capital 
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development and organizational commitment (Posthuma et al., 2013; Walton, 1985). 

Human capital is another of the administrative resources that the resource-based view 

theorists agree as the highest possible resources to create a competitive advantage 

among the organizational resources (Barney & Clark, 2009). It had essential role in 

recruitment, development, retention, motivation, and utilization (Walton, 1985). The 

empirical study of many researchers found that HPWS influenced the human capital 

level in the organization (Chakrabarti, 2012; Y.-Y. Chang, 2015; Jirapong 

Ruanggoon, 2012; Mao et al., 2013), and human capital effected on employees 

performance (Chakrabarti, 2012; Jirapong Ruanggoon, 2012). Thus, researcher set 

fifth hypothesis to test such influence in PTT company limited context that  

 

  Hypothesis 5: Human capital is mediating variable associating the 

perception of human resource management system and employee job performance. 

 

2.6.3 Impact of Moderator 

 Apart of human resources output variables which were mechanism that 

brought about employee performance as mention above, there are other factors that 

researcher believes, correspondingly, theories and related research indicates that they 

affected on organizational commitment level. This factor is trust in management. 

Their assumptions and relations are explained as follow: 

2.6.3.1 Impact of Trust in Management on the Relation between the 

perception of Human Resource Management System and 

Organizational Commitment 

  In aspect of using trust in management variable in this study, the 

researcher defines trust in management to be level of action, speech, and management 

performance assessment how competence, generous, and integrity they are. The 

associated literatures revealed that trust in management was positive related to the 

organizational commitment level (Farndale et al., 2011; Macky & Boxall, 2007) and 

was essential to the organizational performance level (Kramer, 1999; Macky & 

Boxall, 2007). 
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  Dirks and Ferrin (2001) explained role of trust in management in 

organizational context in two aspects, they are: 1) trust have direct effect on attitude, 

behavior and performance in case of other factors had very low effect on attitude, 

behavior and performance and  2) trust can moderate attitude, behavior and 

performance in case of other factors had moderate effect on attitude, behavior and 

performance, but if other factors had high effect on those variables, trust will not have 

any effect on those variables. 

  Considering the influence of the perception of HPWS on 

organizational commitment from the past studies (e.g. in studies of Bashir, Jianqiao, 

Zhang, et al., 2011 (.485*); Farndale et al., 2011 (.163***); Giannikis & Nikandrou, 

2013 (.25***); Gibbs & Ashill, 2013 (.386***); Kehoe & Wright, 2013 (.40***); 

Messersmith et al., 2011 (.483***); Van De Voorde & Beijer, 2015 (.17**)), is was 

found that there were serval studies which revealed that the perception of HPWS 

influence was range from little to moderate level on organizational commitment. This 

information implied that it is possible to study trust in management as a moderating 

variable in the relation between HPWS and employee organizational comment. 

Beside to this, Farndale et al. (2011) studied trust in management as moderating 

variable which moderated the relationship between high commitment performance 

management and organizational commitment found that it supported hypothesis, that 

is trust in management moderated organizational commitment level that was 

influenced by high commitment performance management. So, researcher set sixth 

hypothesis to test such influence in PTT company limited context that  

 

  Hypothesis 6: Organizational commitment level which is result of the 

perception of human resource management system will change in accordance with 

trust in management level. 

 

2.6.3.2 Impact of Human Capital on the Relationship between Effort 

and Employee Performance 

  In this study, researcher defines human capital that it is attributes 

which cover skills, knowledge, and abilities that is influenced by HPWS and impacts 

on employee performance. Related theories explained that human capital had 
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influence on employee performance. Wright and McMahan (1992) said that human 

resource management influences on both human capital and human resource 

behaviors. Human capital will be illustrated through behavior and finally influences 

on performance such as the study of Jirapong Ruanggoon (2015) found that human 

capital affected on organizational performance through organizational citizenship 

behavior. Applying to HPWS which is a concept in area of strategic human resource 

management, can be illustrated as follow: 

 

 

 

Figure 2.4 HPWS Involvement and Human Capital and Performance Linkage 

Source: Adapt from Wright and McMahan, 1992, p. 299. 

 

  Again, expectancy theory explained that not only effort but also 

abilities affected on employee performance level (Heneman & Schwab, 1972). It 

depicted the role of moderating variable in relationship between effort and human 

capital performance as shown in Figure 2.5. Furthermore, it is congruence with 

MacDuffie (1995) who insisted that human resource management will enhance 

employee performance in case of they have knowledge, skills, motivation as well as 

effort to utilize their knowledge and skills to achieve organizational strategic goal.  

 

 

 

Figure 2.5 Effect of Human Capital on Effort and Performance Linkage 

Source: Adapt from Heneman and Schwab, 1972, p. 2. 

HPWS 

Human capital HR Behaviors Performance  

Human capital 

Effort Performance  
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  Thus, researcher set seventh hypothesis to test such influence in 

Thailand’s state enterprises context that  

 

  Hypothesis 7: Employee performance level which is result of effort 

will change in accordance with human capital level. 

 

2.6.4 Effect of Variables’ Context 

 Different organization has different operating results which are likely to result 

from differently human resource management application. In addition, the contextual 

factors of different employees, such as organization, gender, age, education, marital 

status and compensation are likely to affect the perception of human resource 

management system, job satisfaction, organizational commitment, job effort, human 

capital and the performance of different employees, which correspond to the outcome 

of the study, which found that examples in different organization differently 

recognized human resource management systems (Chakrabarti, 2012, pp. 107-108). 

Samples with different sexes are differently satisfied with job (Renu Sukroesakit, 

2011, p. 48) and have different job performance (Thanaporn Dowsee, 2018, p. 94). 

Samples with different age are differently satisfied with job (Renu Sukroesakit, 2011, 

p. 48), differently committed with their organization (Somjit Junphen, 2014, p. 66) 

(Kanok Charoensuk, 2017, p. 647; Silaporn Kantha & Chompoonuch Hunnak, 2019, 

p. 127) and had different job performance (Thanaporn Dowsee, 2018, p. 94). Samples 

with different educations are differently satisfied with job (Renu Sukroesakit, 2011, p. 

49) and had different job performance (Thanaporn Dowsee, 2018, p. 94). Samples 

with different marital status are differently satisfied with job (Renu Sukroesakit, 2011, 

p. 50) and differently committed with their organization (Kanok Charoensuk, 2017, p. 

647; Silaporn Kantha & Chompoonuch Hunnak, 2019, p. 127). Samples with different 

compensation are differently satisfied with job (Renu Sukroesakit, 2011, p. 54) and 

differently committed with their organization (Morrakot Jiaprasirt, 2016; Silaporn 

Kantha & Chompoonuch Hunnak, 2019, p. 127; Somjit Junphen, 2014, p. 68) 



 53 

 Thus, researcher set eighth hypothesis to test such influence in Thailand’s state 

enterprises context that  

 

 Hypothesis 8: Employees with differences of organization, sex, age, education, 

marital status and compensation are differently perceived human resource 

management system, satisfied with job, committed to their organization, efforted in 

job operation, had human capital, trusted in management and job performance. 

 

 By reviewing the literature on employee performance, HPWS and attitude, 

cognitive and behavior variables which are mechanisms associating between HPWS 

and employee performance as well as trust in management which is moderating 

variables that can influence on the relationship between HPWS and employee 

organizational commitment to create a conceptual framework and research hypothesis 

as explained earlier, are shown in Figure 2.6 This conceptual framework can be 

explained as follow: 1) the perception of HPWS influences to employee performance 

2) job satisfaction is mediating variable associating the relationship between the 

perception of HPWS and organizational commitment as well as between HPWS and 

employee job performance 3) organizational commitment is mediating variable 

associating the relationship between the perception of HPWS and effort as well as 

between job satisfaction and employee job effort 4) employee job effort is mediating 

variable associating the relationship between the perception of HPWS and employee 

job performance as well as between organizational commitment and employee job 

performance 5) the perception of HPWS has both direct and indirect effect on 

organizational commitment, employee job effort, and employee job performance 6) 

trust in management is moderating variables that change the relationship level 

between the perception of HPWS and organizational commitment 7) human capital is 

a moderating variable the change the relationship level between employee job effort 

and employee job performance. 
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Note: HRMS = the perception of human resource management system, TiM = trust in 

management, JS = job satisfaction, OC = organizational commitment, JE = job effort, 

HC = human capital, JP = job performance 

 

Figure 2.6 Quantitative Research Framework 
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CHAPTER 3 

RESEARCH METHODOLOGY 

3.1 Research Design 

 In general, the research design is divided into three types: quantitative, 

qualitative and mix-method (Creswell, 2014). In this study, the researcher will use 

mix- method methodology. Qualitative research will be used to study human resource 

management systems (HRMS) of Thailand’s state enterprises according to the 

research question of 1) Which are human resource management system (HRMS) 

components that affect employee performance in Thailand’s state enterprises? And 2) 

How do Thailand’s state enterprises use those elements in HRM? Not only does it 

help the researcher to understand Thailand’s state enterprises’ HRMS, but also it can 

help to strengthen the findings of quantitative research by explaining the process and 

practices, along with examples of the HRMS utilization of Thailand’s state 

enterprises. Herein, qualitative methods use data collected by documents (secondary 

data study), group discussion, and in-depth interviews. 

 In addition, researcher will use quantitative research methods 1) to study the 

impact of the perception of HRMS on employee job performance in Thailand’s state 

enterprises, 2) to test the mediation effect in the relationship between the perception 

of HRMS and employee job performance in Thailand’s state enterprises, 3) to test the 

moderation effect on relationship level between the perception of HRMS and 

mediating variables and between mediating variables and employee job performance 

in Thailand’s state enterprises, 4) to test influence of samples’ context difference on 

studied variables and 5) to develop the relationship model between HRMS and 

employee job performance in Thailand’s state enterprises. Data will be collected by 

questionnaires which were developed from the past used one. 
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3.2 Population and Sample 

 In selecting of samples for this research, the researcher applies the 

organizational performance criteria by selecting an organization with outstanding 

profits and an organization experiencing continuous losses. Each of organizations is 

considered and choose from all Thailand’s state enterprises consisting of 1) PTT 

public company limited, which has the best operating results for the past 5 years and 

2) Thai Airways International public company limited, which has continued loss for 

the past 5 years. Thus, the population used in this study is 4,458 employees of PTT 

public company limited and 33,865 employees of Thai Airways International public 

company limited, which is separated by the type of studying as follows: 

3.2.1 Sample for Qualitative Study 

3.2.1.1 Samples from PTT Public Company Limited 

  Samples for qualitative study were selected by mean of purposive 

sampling method. They are 9 samples of high-performance employees, 7 supervisors 

or representatives of human resource management, and 3 samples (two managers and 

one operator) in information technology department. All samples were selected with 

help of human resource department of PTT. They are shown in Table 3.1. 

 

Table 3.1 Key Informant from PTT Public Company Limited 

 

Name Position 

High-performance Employees  

Mrs. Saowapak Keawkittiyanukul Manager, department of human resource 

strategy and policy 

Mr. Nipat Rasmekomen Engineer, robotics, AI and intelligent 

solutions 

Miss Warittha Rattanakasikorn Human resources officer, corporate human 

resource department 
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Name Position 

Mr. Chayoot Chatunawarat Engineer, department of commercial 

technology development 

Mr. Watchara Rattanacharoen Area manager, power market division 

Mr. Mongkhol Khomate Affiliated companies’ manager 

Miss Monhathai Moopayak Analyst, commercial risk management 

division 

Miss Yada Suttipongkaset Financial officer, department of insurance 

and property management policy 

Mr. Prempreedee Kitirattrakarn Engineer, expresso 

  

Human Resource Management or Representatives 

Miss Darunee Sunthornchai Human resource officer, corporate human 

resources management department  

Miss Nattiya Ngamplod Vice president, leadership and talent 

management department 

Mr. Narongsak Suksombat Manager, human resources strategy and 

planning department 

Miss Supattra Rungrongtaanin Recruitment and selection division manager, 

human resource services department 

Miss Rungruchanee Virakit Welfair and benefit division manager, 

employee welfare and benefit division, 

human resource service department 

Miss Nachayada Panichapat Leadership program development division 

manager, PTT leadership and learning 

institute 

Miss Thachawadee Pamaranond Planning and system management division 

manager, PTT leadership and learning 

institute 
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Name Position 

Information Technology Management or Representatives 

Miss Sasithorn Rattanavisitchote Manager, digital strategic department 

Mr. Kiettisak Petnumkieo Manager, digital strategic department 

Mr. Trin Charooanantapong Analyst, digital strategic department 

 

3.2.1.2 Samples from Thai Airways International Public Company 

Limited 

  Samples for qualitative study were selected by mean of purposive 

sampling method. They are 2 samples of high-performance employees, 9 supervisors 

or representatives of human resource management, and 2 samples (one manager and 

one supervisor) in information technology department. All samples were selected with 

help of human resource department of Thai Airways International public company 

limited. They are shown in Table 3.2. 

 

Table 3.2 Key Informant from Thai Airways International Public Company Limited 

 

Name Position 

High-performance Employees  

Mrs. Roongruang Munkit Chief of internal learning development 

Miss Suwanna Kijsawasdi Senior personnel officer of corporate culture 

and identity enhancement 

 

Human Resource Management or Representatives 

Mr. Pongchai Nimittraitip Manager of strategy and human resource 

planning department 

Mrs. Vipaphan Marprasert Chief of organizational structure 

development department 

Mr. Adisak Limwattanakul Chief of organizational structure 

development department 
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Name Position 

Mrs. Kamolorn Charlee Manager of performance management and 

competency analysis department 

Mrs. Monsikarn Samransamruadkit Chief of performance management and 

competency analysis department 

Mr. Udom Prombungkerd Manager of salary and compensation 

management department 

Mr. Varanon Kiatipanich Chief personel officer 

Mr. Chatchawal Pongvithayanon Chief of staffing and personel information 

department 

Mrs. Ticharat Praditpong Chief of training innovations and electronics 

resource departemnt 

  

Information Technology Management or Representatives 

Mr. Boonchalong 

Bumrungthaichaichan 

Manager of SAP-HCM system department 

Ms. Srarn Chittayasotorn Chief of SAP-HCM system department 

 

3.2.2 Sample for Quantitative Study 

 867 samples were administered in this study. They were divided into two 

group. The first one, numbering at 320 samples were utilized for exploratory factor 

analysis (EFA) and the last one, numbering at 567 samples were used for 

confirmatory factor analysis (CFA) in measurements model, structural equation 

modeling (SEM) and for moderation effect analysis by hierarchical regression 

analysis. In defining samples size for multivariate analysis, Comrey and Lee (1992, p. 

217) proposed sample size criteria for EFA that 50 —very poor; 100 —poor; 200 —

fair; 300—good; 500 —very good; and 1,000 or more —excellent. While Gefen, 

Straub, and Boudreau (2000, p. 9) indicate that minimal sample size for SEM should 

be at least 100-150 cases. Whereas Gorsuch (1983 as cited inReise, Waller, & 
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Comrey, 2000, p. 290) suggested that sample should be at least 100 cases. Moreover, 

the researcher had considered criteria for determining sample size according to 

formula of Yamane (1967, p. 886) at 95 percent of confidence level as follow 

Formula 

𝑛 =
𝑁

1 + 𝑁𝑒2
 

 When   n = sample size 

   N = population 

   e = allowable sampling error 

 

Thus, setting confidence level at 95 percent or 5 percent for allowable 

sampling error, it can substitute values in the formula as follows: 

 

𝑛 =
38,323

1 + (38,323(0.05)2)
 

        = 396 

 

 Therefore, it was clear that sample size at 567 for moderation effect analysis, 

measurement model and for structural equation modelling analysis were more 

acceptable criteria by aforementioned criteria which Gravetter and Wallnau (2013, p. 

207) suggested that more sample can help in leveraging more validity of finding 

results if availability sampling method is administered. 

3.3 Date Collecting 

3.3.1 Qualitative Data Collecting 

 To acquire qualitative data, the researcher had study from both document 

(secondary data) and primary data as follow. 

 1) Secondary data: the researcher collected documents associating 

this research such as annual report and documentary research about PTT and Thai 

Airways international public company limited human resource management. 
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 2) Primary data: in-depth interview method was carried out to find 

how to use human resource management system from human resource management or 

representatives. In addition, focus group method were used to collect data about 

component of human resource management system usage from high-performance 

employees and representatives of information technology management department. 

This process ranges from 2018-2019. 

3.3.2 Quantitative Data Collecting 

 In this study, the researcher defines unit of analysis in employee level and 

collected data by means of both general and electronic questionnaire which 

administered by mean of random sampling ranging from November 2018 to 

November 2019. In this stage, research get helping from human resource department 

to randomly sent email to its employees. This unit of analysis and data collecting were 

used to collect data from employees in the study of relation between the perception of 

human resource management system and employee performance by scholars such as 

Hsi-An et al. (2010), Aryee et al. (2012), Gibbs and Ashill (2013) and Latorre et al. 

(2016). 

3.4 Variables, Operational Definitions, and Measurements 

3.4.1 Dependent Variable 

 Dependent variables in this study are employee job performance which means 

the ability to achieve goals, the speed or duration used in operation. Accuracy or no 

failure in both decision-making and operation. This was measured by 4 questions, 

using 7-point scale. The questions were adapted from questionnaire used to measure 

the technical performance of Abramis (1994) which the researcher considered that  

they are consistent with the performance measurement of employees in a variety of 

different industries. In addition, Latorre et al. (2016) also used those questions to 

measure the performance of employees in the study of the influence of high-

performance work system on employee performance. 
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3.4.2 Independent Variables 

 Independent variables in this study are the perception of human resource 

management system (HRMS) which means the perception of high-performance work 

system (HPWS) consisting of recruitment and selection, involvement and flexibility, 

training and development, performance management, career management, 

information technology, and compensation which the researcher chose from past 

literature as well as considered the consistency with the context of the population of 

this study. That is to say:  

 Recruitment and selection variable is one of the human resource practices that 

researchers used for studying the perception of HPWS (Arefin, Arif, et al., 2015; 

Arefin, Raquib, et al., 2015; Beltrán-Martín et al., 2008; Cappelli & Neumark, 2001; 

Chakrabarti, 2012; N. Fu et al., 2016; Guthrie et al., 2009; Ichniowski, Shaw, & 

Prennushi, 1997; Karatepe & Vatankhah, 2014; MacDuffie, 1995; Michaelis et al., 

2015; Mihail & Kloutsiniotis, 2016). In this study, the researcher defines recruitment 

and selection as a clear definition about the applicant qualification, criteria, and 

methods used for applicant testing emphasizing on skill, attitude, and ability before 

employment. It was measured by 2 questions with 7-point scale which were adapted 

from questionnaires used by Chakrabarti (2012) Guthrie et al. (2009) and B. Zhang 

and Morris (2014). 

 Involvement and flexibility variable is one of the human resource practices 

that researchers used for studying the perception of HPWS (Arefin, Arif, et al., 2015; 

Arefin, Raquib, et al., 2015; Arthur, 1994; Cappelli & Neumark, 2001; Choi, 2014; N. 

Fu et al., 2016; Guthrie et al., 2009; Ichniowski et al., 1997; Karatepe & Vatankhah, 

2014; MacDuffie, 1995; Michaelis et al., 2015; Mihail & Kloutsiniotis, 2016; Yoon-

Ho, Dong-One, & Ali, 2015). In this study, the researcher defines involvement and 

flexibility as decentralization for decision-making, setting up self-managed team, 

systems ensuring employees are involved in planning initiating, solution, and 

suggesting for performance improvement, as well as flexibility in working hour. It 

was measured by 4 questions with 7-point scale which were adapted from 

questionnaires used by Chakrabarti (2012) Yoon-Ho et al. (2015) and B. Zhang and 

Morris (2014). 
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 Training and development variable is one of the human resource practices that 

researchers used for studying the perception of HPWS (Arefin, Arif, et al., 2015; 

Arefin, Raquib, et al., 2015; Arthur, 1994; Beltrán-Martín et al., 2008; Cappelli & 

Neumark, 2001; Chakrabarti, 2012; Choi, 2014; N. Fu et al., 2016; Guthrie et al., 

2009; Huselid, 1995; Ichniowski et al., 1997; Karatepe & Vatankhah, 2014; Lee et al., 

2012; MacDuffie, 1995; Michaelis et al., 2015; Mihail & Kloutsiniotis, 2016; Yoon-

Ho et al., 2015). In this study, the researcher defines training and development as 

system of employee knowledge, skill and ability training and development, 

monitoring and evaluation that ensuring employees to be ready for working. It was 

measured by 3 questions with 7-point scale which were adapted from questionnaires 

used by Chakrabarti (2012) Guthrie et al. (2009) Yoon-Ho et al. (2015) and B. Zhang 

and Morris (2014). 

 Performance management is one of the human resource practices that 

researchers used for studying the perception of HPWS (Arefin, Arif, et al., 2015; 

Arefin, Raquib, et al., 2015; Beltrán-Martín et al., 2008; N. Fu et al., 2016; Guthrie et 

al., 2009; Michaelis et al., 2015; Mihail & Kloutsiniotis, 2016). In this study, the 

researcher defines performance management as system that facilitate employees 

engaged in setting their key performance indicators and performance appraisal system 

that is congruence with agreed key performance indication as well as opportunity to 

get feedback after completing appraisal process. It was measured by 2 questions with 

7-point scale which were adapted from questionnaires used by Mihail and 

Kloutsiniotis (2016). 

 Career management is one of the human resource practices that researchers 

used for studying the perception of HPWS (Chakrabarti, 2012; Guthrie et al., 2009; 

Kroon, Voorde, & Timmers, 2013). In this study, the researcher defines career 

management as career path planning and promotion system based on employee past 

performance. It was measured by 2 questions with 7-point scale which were adapted 

from questionnaires used by Chakrabarti (2012) Guthrie et al. (2009) and Kroon et al. 

(2013). 

 Information technology is developed by the researcher based on the perception 

of HPWS concept and information acquired from qualitative data collecting. In this 

study, the researcher defines information technology as efficient information 
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technology system that facilitates employee communication and operation. It was 

measured by 2 questions with 7-point scale developed from HPWS concept 

considering congruence with information acquired from PTT’s management and 

employees. 

 Compensation is one of the human resource practices that researchers used for 

studying HPWS (Arthur, 1994; Beltrán-Martín et al., 2008; Cappelli & Neumark, 

2001; Chakrabarti, 2012; N. Fu et al., 2016; Guthrie et al., 2009; Huselid, 1995; 

Ichniowski et al., 1997; Karatepe & Vatankhah, 2014; Lee et al., 2012; MacDuffie, 

1995; Michaelis et al., 2015; Yoon-Ho et al., 2015; Zeidan, 2006). In this study, 

researcher defines compensation as skill and performance-based pay as well as 

enough benefits that meet employee need. It was measured by 2 questions with 7-

point scale which were adapted from questionnaires used by Chakrabarti (2012) 

Guthrie et al. (2009) Yoon-Ho et al. (2015) and B. Zhang and Morris (2014). 

3.4.3 Mediating Variables 

 Mediating variables in this study consist of job satisfaction, organizational 

commitment, job effort, and human capital each of which has the following 

operational definitions and measurement. 

 Job satisfaction means job preference due to assigned characteristic of job, 

having a good relationship with colleagues, being treated fairly by supervisors and 

management, satisfaction in compensation and benefits, being accepted by colleagues, 

supervisors and management and opportunities for growth and opportunities to be 

self-developed. It was measured by 6 questions with 7-point scale which were adapted 

from questionnaires used by Chakrabarti (2012). 

 Organizational commitment means feeling as though the organization's 

problems are their own problems, feeling of the organizational ownership and 

organization is like a part of their family, pride in organization, organizational 

success, and being a member of the organization, binding to the goals of the 

organization, and want to dedicate their skills, knowledge, and abilities to enhance 

their performance for higher levels of success and for the organizational growth. It 
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was measured by 15 questions with 7-point scale which were adopted from 

questionnaires developed by Mowday, Steers, and Porter (1979). 

 Job effort refers to employee’s behavior that is dedicated, persevered, 

attended, scrutinized, and cautious in operation for organizational higher success level 

in terms of quantity, quality, speed and customer satisfaction. It was measured by 3 

questions with 7-point scale which were adapted from questionnaires used by 

McClean and Collins (2011). 

 Human capital means skill, knowledge and ability of each employee which has 

been accumulated from education, experience, training and development, especially 

while working in the current workplace. It is measured by 4 questions with 7-point 

scale which were adapted from questionnaires used by Jirapong Ruanggoon (2015). 

3.4.4 Moderator 

 Trust in management refers to the confidence of employees towards talent, 

openness and honesty in the decisions and actions of executives, believing that they 

will not take advantage and well wish for their subordinates, and can lead the 

organization to greater prosperity. It is measured by 3 questions with 7-point scale 

which were adapted from questionnaires used by F. Q. Fu et al. (2009) 

 Human capital means skill, knowledge and ability of each employee which has 

been accumulated from education, experience, training and development, especially 

while working in the current workplace. It is measured by 4 questions with 7-point 

scale which were adapted from questionnaires used by Jirapong Ruanggoon (2015). 

 Variables and measurements are shown as in Table 3.3. 

 

Table 3.3 Variables and Measurement 

 

Variables Measurement References 

Job 

Performance 

1) I can deliver my assigned work on time. 

2) I can always make the right decision to 

perform the job. 

3) I can perform the job without errors. 

Abramis (1994) 
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Variables Measurement References 

4) I can achieve all the goals in the 

performance agreement. 

 

The perception of Human Resource Management System  

Recruitment 

and Selection 

1) Organization clearly defines the applicant 

qualification with criteria and various test 

methods before employment, such as 

testing for skill and attitude and selection 

by interview. 

2) Selecting applicants, organization 

emphasizes on assessment of skill, attitude 

and ability of applicants. 

 

Chakrabarti (2012) 

Guthrie et al. 

(2009) and B. 

Zhang and Morris 

(2014) 

Involvement 

and Flexibility 

3) Organization decentralizes decision-

making so that employees can perform 

their jobs effectively. 

4) Organization sets up teams and gives 

power to manage teams either project 

teams or other temporary teams. 

Chakrabarti (2012) 

Yoon-Ho et al. 

(2015) B. Zhang 

and Morris (2014) 

 5) Organization has systems contributing to 

the employee involvement in planning 

initiative, solution, as well as suggesting 

how to improve performance and 

acknowledge the organization's 

performance. 

6) Organization’s employees are flexible in 

the means and time of operation. 
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Variables Measurement References 

Training and 

Development 

7) Organization has various employee 

development systems such as training, 

knowledge management, coaching, job 

rotation, etc. 

8) Organization has extensive training both 

specific task skills and skills for 

organization. 

9) Organization has an effective monitoring 

and evaluation system for training and 

development. 

 

Chakrabarti (2012) 

Guthrie et al. 

(2009) Yoon-Ho et 

al. (2015) and B. 

Zhang and Morris 

(2014) 

Performance 

Management 

10) Organization employees are engaged in 

defining key performance indicators for 

evaluating their performance. 

11) Organization will assess the performance 

of the employees according to the key 

performance indicators agreed with the 

employees and provide feedback the 

information to the employees regularly. 

 

Mihail and 

Kloutsiniotis 

(2016) 

Career 

Management 

12) Organization has career path planning for 

employees. 

13) Organization has promoted its employees 

based on past performance. 

 

Chakrabarti (2012) 

Guthrie et al. 

(2009) and Kroon 

et al. (2013) 

Information 

Technology 

14) Organization has an efficient information 

technology system that facilitates 

employee communication and operation. 
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Variables Measurement References 

15) Organization’s personnel can 

communicate with each other and have 

access to information in a convenient, fast, 

and thorough through the organization's 

communication system. 

 

Compensation 16) Organization’s compensation is based on 

employee performance. 

17) Organization pays compensation 

according to level of knowledge and 

skills. 

18) Organization has a wide range of benefits 

that are sufficient to meet the needs of its 

employees. 

 

Chakrabarti (2012) 

Guthrie et al. 

(2009) Yoon-Ho et 

al. (2015) and B. 

Zhang and Morris 

(2014) 

Job 

Satisfaction 

1) I am happy with my job in my 

organization. 

2) I have a good relationship with my 

colleagues. 

3) I have been treated fairly from the superior 

and management. 

4) I am satisfied in the pay and benefits of my 

organization. 

5) I have been received appropriate 

recognition by a colleague, supervisor and 

management. 

6) I have the opportunity to progress and have 

the opportunity to be self-developed in my 

organization. 

 

Chakrabarti (2012) 
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Variables Measurement References 

Organizational 

Commitment 

1) I am willing to put in a great deal of effort 

beyond that normally expected in order to 

help my organization be successful. 

2) I talk up my organization to my friends as 

a great organization to work for. 

3) I feel very loyalty to my organization. 

4) I would accept almost any type of job 

assignment in order to keep working for 

my organization. 

5) I find that my values and my 

organization’s values are very similar. 

6) I am proud to tell others that I am part of 

my organization. 

7) I couldn't just as well be working for a 

different organization as long as the type 

of work was similar. 

8) My organization really inspires the very 

best in me in the way of job performance. 

9) It would take many changes in my present 

circumstances to cause me to leave my 

organization. 

10) I am extremely glad that I chose my 

organization to work for. 

11) My organization is my identity. 

12) I agree with my organization policies on 

important matters relating to its employees. 

13) I really care about the fate of my 

organization. 

14) For me my organization is the best of all 

possible organizations for which to work. 

Mowday et al. 

(1979) 
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Variables Measurement References 

15) Deciding to work for my organization was 

a definite right on my part. 

 

Job Effort 1) I go above and beyond the job 

requirements. 

2) I put in extra effort to do work outside my 

job description to benefit of my 

organization. 

3) I am very willing to increase workload 

during challenging times for the 

organization.  

 

McClean and 

Collins (2011) 

Human Capital 1) I very well understand working 

process, procedures and practices in 

my job. 

2) I have skills and working proficiency 

in my job. 

3) I have innovative and creative ideas in 

my job. 

4) I can use the knowledge, skills, and 

abilities available to perform tasks and 

solutions within my own work as well.  

 

Jirapong 

Ruanggoon (2015) 

Trust in 

Management 

1) I feel quite confident that my 

supervisor and manager will always try 

to treat me fairly. 

2) My supervisor and manager would 

never try to gain an advantage by 

deceiving his or her subordinates. 

 

F. Q. Fu et al. 

(2009) 
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Variables Measurement References 

3) I feel a strong faith in the integrity of 

my supervisor and manager.  

 

3.5 Research Instruments 

3.5.1 Structured Interview 

 For acquiring detailed and comprehensive data, research divided key 

informant into three group: 11 high-performance employees, 5 information 

technology management and representatives, and 16 human resource management or 

representatives. Therefore, although they are questions for acquiring data in the same 

topic, structured interview was slightly different designed considering of suitable for 

each group with the purpose of congruence with their role associating to human 

resource management in the organization. 

3.5.1.1 Structured Interview for High-performance Employees 

 1) Employee job performance 

  (1) Which factors or human resource management 

practices affect your outstanding performance? 

  (2) Why those factors affect your high performance? 

  (3) How do those activities be implemented by human 

resource management? 

3.5.1.2 Structured Interview for Human Resource Management 

 1) Human Resource Management System 

  (1) Recruitment and Selection 

   a) How does recruitment and selection system of 

your organization? 

   b) Where does your organization recruit for 

employees? 
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   c) In general, what are the criteria and methods for 

recruitment and selection of your organization? 

  (2) Training and Development 

   a) What is your organization concept of human 

resources training and development? 

   b) How is training course of your organization? 

   c) What are the methods of employee training and 

development in your organization? 

   d) Which systems are used to facilitate continuous 

and effective development of employees? How those systems are used? 

   e) How are systems of monitoring and assessment 

of its employee development after training programs in your organization? 

  (3) Performance Management 

   a) How is employee performance manage-ment 

system of your organization? 

  (4) Communication 

   a) What kind of compensation that your 

organization paid for employees? 

   b) What are concept, criteria, methods of paying 

compensation and benefit for its employees? 

  (5) Career management 

   a) How is career management in your 

organization? 

3.5.1.3 Structured Interview for Information Technology 

Management and Representatives 

 1) Information Technology for Human Resource 

Management 

  (1) What information technology that your organization 

implement to facilitate human resource management? How does that technology was 

utilized in human resource management?  

  (2) How does employee access that system? How does 

the organization facilitate employees to access the database? 
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3.5.2 Questionnaire 

 In this study, questionnaires were used for quantitative study. They were 

developed both by applying questions from past study and considering to congruence 

with theories and information collected from samples by qualitive method.  

 Questionnaires composed of two major paths:  

 1) General information of correspondent: they are sex, age, 

education, marital status, position, tenure in current position, tenure in organization, 

and compensation. 

 2) The perception of human resource management system, job 

satisfaction, organizational commitment, job effort, human capital, trust in 

management, and employee job performance. They were measure by using the 7-

point scale and interpreted the meaning using the following criteria: 

   6.51-7.00 means highest level 

   5.51-6.50 means high level 

   4.51-5.50  means fairly high level 

   3.51-4.50  means medium level 

   2.51-3.50  means fairly low level 

   1.51-2.50  means low level 

   1.00-1.50 means lowest level 

3.5.2.1 Reliability and Construct Validity Measurement 

  At the beginning of the questionnaire quality measurement, having 

developed the initial questionnaire, the researcher used the index of item objective 

congruence (IOC) technique by 3 experts. Then choses items with mean score 

obtained which were not be less than .5. 

The questionnaire is tested for reliability and construct validity from 

320 samples. It was analyzed for confidence values by Cronbach’s formula 

considering for Cronbach’s alpha coefficient value. It was found that question about 

the perception of human resource management system, job satisfaction, job efforts, 

human capital, trust in management, and employee job performance have confidence 

value at .964 .928 .971 .942 .930 .965 and .917 respectively. It can be concluded that 

questionnaire has a high level of confidence. Then, exploratory factor analysis 
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technique was used to measure structural validity. Extraction of elements was 

analyzed by means of principle component analysis, and orthogonal rotation by 

varimax method. While their criteria were that each component must contain 

eigenvalues at ≥ 1; cumulative variance value must be more than 60 percent; factor 

loading value of each variable was not less than .30; correlation coefficient among 

variables must be at high level; Kaiser-Meyer-Olkin measure of sampling adequacy 

(KMO) was at ≥ .50 (Hair, Black, Babin, & Anderson, 2014, p. 102); (Hair et al., 

2014, p. 102; Kanlaya Vanichbuncha, 2013, p. 52). Results of data analysis can be 

displayed as follow. 
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 1) The perception of Human Resource Management System 

(HRMS) 

 

Table 3.4 Descriptive Statistics and Varimax Rotated Factors for Human Resource 

Management System Variables (n = 320) 

 

Items Mean S.D. Component AVE CR α 

   
HPWS   

 
HRMS01_S 6.241 0.944 0.704 0.625 0.968 0.964 

HRMS02_S 6.022 0.974 0.760   
 

HRMS03_I 5.450 1.278 0.800   
 

HRMS04_I 5.691 1.151 0.840   
 

HRMS05_I 5.663 1.218 0.846   
 

HRMS06_I 5.553 1.288 0.691   
 

HRMS07_T 6.009 1.132 0.832   
 

HRMS08_T 6.038 1.116 0.825   
 

HRMS09_T 5.647 1.202 0.842   
 

HRMS10_PM 5.663 1.213 0.800   
 

HRMS11_PM 5.588 1.259 0.817   
 

HRMS12_CM 5.609 1.299 0.797   
 

HRMS13_CM 5.359 1.346 0.779   
 

HRMS14_IT 5.931 1.098 0.793   
 

HRMS15_IT 5.950 1.082 0.810   
 

HRMS16_C 5.572 1.270 0.779   
 

HRMS17_C 5.422 1.318 0.767   
 

HRMS18_C 5.953 0.986 0.722   
 

% of Variance 
 

62.457   
 

Cumulative % 
 

62.457   
 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) = 0.945 

Bartlett's Test of Sphericity = 5290.314 df = 153 p = .000 

 

Note: AVE = average variance extracted, CR = composite reliability, α = Cronbach's 

alpha coefficient 
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 From Table 3.4, it was found that Kaiser-Meyer-Olkin 

measure of sampling adequacy (KMO) value was at .945, which means variables are 

high correlated. Therefore, they were suitable for exploratory factor analysis (Hair et 

al., 2014, p. 102). Bartlett's test of sphericity value was at 5290.314. Correlation 

matrix differs from the identity matrix at the significant level of <.001 which means 

the relationship between variables is not independent from each other. Therefore, they 

are able to use factor analysis techniques to group variables (Kanlaya Vanichbuncha, 

2013, p. 52) or they can be only one component, with loading factors ranging form 

.691-.846 and can explain variance at 62.457. Its reliability value was at .964 which 

was very high value. 

 

 2) Job Satisfaction 

 

Table 3.5 Descriptive Statistics and Factor Loading for Job Satisfaction Variables 

 

Items Mean S.D. Component AVE CR α 

   
Job Satisfaction  

 
JS01 5.763 1.229 0.867 0.743 0.945 0.928 

JS02 6.025 1.044 0.844   
 

JS03 5.544 1.380 0.879   
 

JS04 5.803 1.092 0.788   
 

JS05 5.869 1.036 0.897   
 

JS06 5.578 1.284 0.893   
 

% of Variance 
 

74.346   
 

Cumulative % 
 

74.346   
 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) = 0.880 

Bartlett's Test of Sphericity = 1533.189 df = 15 p = .000 

 

Note: AVE = average variance extracted, CR = composite reliability, α = Cronbach's 

alpha coefficient 
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 From Table 3.5, it was found that Kaiser-Meyer-Olkin 

measure of sampling adequacy (KMO) value was at .880, which means variables are 

high correlated. Therefore, they were suitable for exploratory factor analysis (Hair et 

al., 2014, p. 102). Bartlett's test of sphericity value was at 1533.189. Correlation 

matrix differs from the identity matrix at the significant level of <.001 which means 

the relationship between variables is not independent from each other. Therefore, they 

are able to use factor analysis techniques to group variables (Kanlaya Vanichbuncha, 

2013, p. 52) or they can be only one component, with loading factors ranging form 

.788-.897 and can explain variance at 74.346. Its reliability value was at .928 which 

was very high value. 

 

 3) Organizational Commitment 

 From Table 3.6, it was found that Kaiser-Meyer-Olkin 

measure of sampling adequacy (KMO) value was at .959, which means variables are 

high correlated. Therefore, they were suitable for exploratory factor analysis (Hair et 

al., 2014, p. 102). Bartlett's test of sphericity value was at 5284.178. Correlation 

matrix differs from the identity matrix at the significant level of <.001 which means 

the relationship between variables is not independent from each other. Therefore, they 

are able to use factor analysis techniques to group variables (Kanlaya Vanichbuncha, 

2013, p. 52) or they can be only one component, with loading factors ranging form 

.698-.901 and can explain variance at 72.440. Its reliability value was at .971 which 

was very high value. 
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Table 3.6 Descriptive Statistics and Factor Loading for Organizational Commitment 

Variables 

 

Items Mean S.D. Component AVE CR α 

   

Organizational  

Commitment 

  

 

OC01 6.013 1.056 0.778 0.724 0.975 0.971 

OC02 5.881 1.231 0.901   
 

OC03 6.047 1.224 0.879   
 

OC04 5.744 1.261 0.870   
 

OC05 5.706 1.225 0.871   
 

OC06 6.084 1.151 0.865   
 

OC07 5.584 1.421 0.814   
 

OC08 5.591 1.343 0.897   
 

OC09 5.481 1.515 0.698   
 

OC10 6.119 1.053 0.882   
 

OC11 5.547 1.300 0.891   
 

OC12 5.919 1.029 0.820   
 

OC13 6.028 0.938 0.789   
 

OC14 5.894 1.235 0.900   
 

OC15 6.128 1.053 0.883   
 

% of Variance 
 

72.440   
 

Cumulative % 
 

72.440   
 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) = 0.959 

Bartlett's Test of Sphericity = 5284.178 df = 105 p = .000 

 

Note: AVE = average variance extracted, CR = composite reliability, α = Cronbach's 

alpha coefficient 

 

 4) Job Effort 

 From Table 3.7, it was found that Kaiser-Meyer-Olkin 

measure of sampling adequacy (KMO) value was at .768, which means variables are 
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high correlated. Therefore, they were suitable for exploratory factor analysis (Hair et 

al., 2014, p. 102). Bartlett's test of sphericity value was at 886.342. Correlation matrix 

differs from the identity matrix at the significant level of <.001 which means the 

relationship between variables is not independent from each other. Therefore, they are 

able to use factor analysis techniques to group variables (Kanlaya Vanichbuncha, 

2013, p. 52) or they can be only one component, with loading factors ranging form 

.941-.956 and can explain variance at 89.837. Its reliability value was at .942 which 

was very high value. 

 

Table 3.7 Descriptive Statistics and Factor Loading for Job Effort Variables 

 

Items Mean S.D. Component AVE CR α 

   
Job Effort   

 
JE01 6.038 1.019 0.946 0.898 0.964 0.942 

JE02 6.028 0.968 0.941   
 

JE03 6.134 0.919 0.956   
 

% of Variance 
 

89.837   
 

Cumulative % 
 

89.837   
 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) = .768 

Bartlett's Test of Sphericity = 886.342 df = 3 p = .000 

 

Note: AVE = average variance extracted, CR = composite reliability, α = Cronbach's 

alpha coefficient 

 

 5) Human Capital 

 From Table 3.8, it was found that Kaiser-Meyer-Olkin 

measure of sampling adequacy (KMO) value was at .851, which means variables are 

high correlated. Therefore, they were suitable for exploratory factor analysis (Hair et 

al., 2014, p. 102). Bartlett's test of sphericity value was at 1034.566. Correlation 

matrix differs from the identity matrix at the significant level of <.001 which means 

the relationship between variables is not independent from each other. Therefore, they 

are able to use factor analysis techniques to group variables (Kanlaya Vanichbuncha, 
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2013, p. 52) or they can be only one component, with loading factors ranging form 

.893-.928 and can explain variance at 82.653. Its reliability value was at .930 which 

was very high value. 

 

Table 3.8 Descriptive Statistics and Factor Loading for Human Capital Variables 

 

Items Mean S.D. Component AVE CR α 

   
Human Capital    

HC01 6.016 0.890 0.893 0.826 0.950 0.930 

HC02 5.931 0.924 0.928   
 

HC03 5.913 0.936 0.913   
 

HC04 6.050 0.905 0.902   
 

% of Variance 
 

82.653   
 

Cumulative % 
 

82.653   
 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) = 0.851 

Bartlett's Test of Sphericity = 1034.566 df = 6 p = .000 

 

Note: AVE = average variance extracted, CR = composite reliability, α = Cronbach's 

alpha coefficient 

 

 6) Trust in Management 

 From Table 3.9, it was found that Kaiser-Meyer-Olkin 

measure of sampling adequacy (KMO) value was at .780, which means variables are 

high correlated. Therefore, they were suitable for exploratory factor analysis (Hair et 

al., 2014, p. 102). Bartlett's test of sphericity value was at 1149.685. Correlation 

matrix differs from the identity matrix at the significant level of <.001 which means 

the relationship between variables is not independent from each other. Therefore, they 

are able to use factor analysis techniques to group variables (Kanlaya Vanichbuncha, 

2013, p. 52) or they can be only one component, with loading factors ranging form 

.963-.971 and can explain variance at 93.435. Its reliability value was at .965 which 

was very high value. 
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Table 3.9 Descriptive Statistics and Factor Loading for Trust in Management 

Variables 

 

Items Mean S.D. Component AVE CR α 

   

Trust in  

Management 

  

 

TM01 5.503 1.423 0.963 0.934 0.977 0.965 

TM02 5.497 1.414 0.971   
 

TM03 5.547 1.413 0.965   
 

% of Variance 
 

93.435   
 

Cumulative % 
 

93.435   
 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) = 0.780 

Bartlett's Test of Sphericity = 1149.685 df = 3 p = .000 

 

Note: AVE = average variance extracted, CR = composite reliability, α = Cronbach's 

alpha coefficient 

 

 7) Job Performance 

 From Table 3.10, it was found that Kaiser-Meyer-Olkin 

measure of sampling adequacy (KMO) value was at .840, which means variables are 

high correlated. Therefore, they were suitable for exploratory factor analysis (Hair et 

al., 2014, p. 102). Bartlett's test of sphericity value was at 946.429. Correlation matrix 

differs from the identity matrix at the significant level of <.001 which means the 

relationship between variables is not independent from each other. Therefore, they are 

able to use factor analysis techniques to group variables (Kanlaya Vanichbuncha, 

2013, p. 52) or they can be only one component, with loading factors ranging form 

.875-.919 and can explain variance at 80.582. Its reliability value was at .917 which 

was very high value. 
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Table 3.10 Descriptive Statistics and Factor Loading for Job Performance Variables 

 

Items Mean S.D. Component AVE CR α 

   

Job  

Performance 

  

 

JP01 6.188 0.839 0.875 0.806 0.943 0.917 

JP02 5.875 0.901 0.919   
 

JP03 5.563 1.040 0.884   
 

JP04 5.988 0.882 0.912   
 

% of Variance 
 

80.582   
 

Cumulative % 
 

80.582   
 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) = 0.840 

Bartlett's Test of Sphericity = 946.429 df = 6 p = .000 

 

Note: AVE = average variance extracted, CR = composite reliability, α = Cronbach's 

alpha coefficient 

3.6 Data Analysis 

 In this study, the researcher specified data analysis procedure as follow: 

 1) Descriptive statistics analysis which are frequency and percentage 

to study general data of respondents, mean, and standard deviation to study variable 

attributes, minimum, maximum, mean, standard deviation, skewness, and kurtosis to 

test data normality using SPSS 22 program. 

 2) Inferential statistics which are exploratory factor analysis (EFA) to 

reduce variables in form of latent variables, to measure questionnaire reliability and 

construct validity, one-way ANOVA to compare influence of independent variables 

on dependent variables, hierarchical regression to test moderating effect of trust in 

management on relations between the perception of HPWS and organizational 

commitment; and moderating effect of human capital on relationship between job 

effort and employee job performance using SPSS 22 program. 
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 3) Confirmatory factor analysis (measurement model), and structural 

equation modeling to study relationship among variables (both direct effect and 

indirect effect): they were the perception of HRMS, job satisfaction, organizational 

commitment, job effort, human capital and employee job performance using AMOS  

22 program with criteria to measure model fit in Table 3.12. 

 

Table 3.11 Tools, Analysis, and Statistics 

 

Tools Analysis Statistics 

SPSS General information Frequency, Percentile 

 Normality Frequency, Percentile, Min, 

Max, x̅, S.D., Skewness, 

Kurtosis 

 Linearity Correlation, Regression 

 Different between independent variables on 

dependent variables 

One-way ANOVA 

 Multicollinearity and autocorrelation Regression 

 Moderation effect Multiple Regression 

 EFA  

AMOS CFA, Mediation effect, and Path analysis SEM 
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Table 3.12 Model Fit Recommendations 

 

Fit 

Index 

Recommended 

Value 

 References 

χ2-test P > 0.05  Hair et al. (2014, p. 578) 

χ2/df < 5.00  Loo and Thorpe (2000, p. 630) 

GFI ≥ 0.90 Good Fit Doll, Xia, and Torkzadeh (1994, p. 456); 

Hair et al. (2014, p. 579); Hu and Bentler 

(1999, p. 4) 

 .80-.89 Reasonable Fit Doll et al. (1994, p. 456) 

AGFI ≥ 0.90 Good Fit Doll et al. (1994, p. 456); Lomax and 

Schumacker (2010, p. 76) 

 .80-.89 Reasonable Fit Doll et al. (1994, p. 456) 

NFI ≥ 0.90 Good Fit Hu and Bentler (1999, p. 4) 

RFI ≥ 0.90 Good Fit Hu and Bentler (1999, p. 4) 

IFI ≥ 0.90 Good Fit Hu and Bentler (1999, p. 4) 

 ≥ 0.90 Median Fit Baumgartner and Homburg (1996, p. 

153) 

TLI ≥ 0.90 Good Fit Hair et al. (2014, p. 584) 

CFI ≥ 0.90 Good Fit Hair et al. (2014, p. 580); Hu and Bentler 

(1999, p. 4) 

RMSEA ≤ 0.05 Good Fit Browne and Cudeck (1992, p. 239) 

 ≤ 0.08 Reasonable Fit Browne and Cudeck (1992, p. 239) 

 

 While process for qualitative data analysis are comprised of content grouping, 

causal and conceptual associating, interpretation, and conclusion. 

 



CHAPTER 4 

QUALITATIVE RESULTS 

 Researcher collected qualitative data from 2 state enterprises, including PTT 

Public Company Limited and Thai Airways Public Company Limited to answer 

research questions that which are human resource management system (HRMS) 

components that affect employee performance of Thailand’s state enterprises and how 

Thailand’s State Enterprises use those elements in HRM. Data was collected from 1) 

high performance employees to study that which human resource management 

practices factors affected their outstanding performance, why those factors affected 

their high performance, and in views of employees how do those factors be 

implemented in human resource management 2) human resource management or 

representatives to study that how human resource management be implemented by 

Thailand’s state enterprises and 3) information technology management or 

representatives to study that how information technology be implemented in human 

resource management by Thailand’s state enterprises. The analysis results were 

presented as follow. 

4.1 Human Resource Management of PTT Public Company Limited 

4.1.1 Data Analysis Results from the Interviews of Outstanding 

Employees 

 To study human resource management factors affecting outstanding 

performance, the researcher interviewed 9 high performance employees selected by 

the human resources department of PTT public company limited. The result of the 

interview could be presented as follows. 
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4.1.1.1 Factors or Human Resource Management Activities that 

Affect Employee Outstanding Performance 

  From group discussions with employees with outstanding performance 

from PTT regarding factors or activities in human resource management that make 

employees have outstanding performance, it was found that participants in the group 

discussion could rank factors affecting their outstanding performance from the most 

influential to the smallest, consisting of performance management, training and 

development, and career management. In addition, there was also information 

technology and communication in which employees participating in the group 

discussion agreed that it helped them to be able to work more efficiently and 

effectively. 

4.1.1.2 Reasons Why Factors or Human Resource Management 

Activities Affected Employee Outstanding Performance 

 1) Performance Management 

 Employees participated in the discussion agreed that 

performance management was the first factor affecting their outstanding performance 

because in the performance management process employees must enter into 

agreements with supervisors about the performance they must achieve. They were 

considered a responsibility and a verbal need to be achieved. In addition, the 

performance was useful for the career advancement of the employees. If unable to 

accomplish as agreed, they might feel ashamed. Besides, PTT's performance 

management process also provided a process for helping employees to upgrade their 

capabilities to achieve performance by creating a personal development plan and 

management process to help employees work more conveniently or reduce obstacles 

during operation with the help of the supervisor as well, For example, Nipat 

Rasmekomen (2018, group discussion) said 

Performance evaluation or the KPI assessment as it was set was a factor of my 

outstanding performance because of realizing that if I got a good evaluation, it 

would affect the progress or a positive future about my career path. On the 

contrary, if received a low level of evaluation, it might cause me to be seen 

badly or a shame. 
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 While Saowapak Keawkittiyanukul (2018, group discussion) 

said 

“From KPI agreed with the supervisor or management, we must try our best. 

Besides, performance evaluation also reflected what employees lacked. And 

executives would be able to take the evaluation results into consideration to 

find measures to promote the work performance of employees to achieve 

success as well.” 

 2) Training and Development 

 Participants of the discussion agreed that training and 

development was a factor to enhance PTT’s human capital because the process of 

PTT’s training and development would help the capability enhancement of employees 

to suit the positions, duties, and responsibilities of employees. PTT provided both 

specific courses for the definite positions and supplementary courses which 

employees could apply for training both inside and outside the organization. 

 In addition, participants in the group discuss said that 

challenging assignments and having the opportunity to work as a team with 

colleagues from different professions also were another part that helped to raise their 

human capital, as it gave them the opportunity to learn new skills while working, for 

example Watchara Rattanacharoen (2018, group discussion) said “the increase of my 

human capital was the result of work itself or responsibility from assignment of 

challenging job causing me to improve myself in order to achieve the set goals”, 

which was consistent with Saowapak Keawkittiyanukul (2018, group discussion) said 

that  

Some factors came from the job site, which sometimes we must work with 

others who were not in the same business. Therefore, we had the opportunity 

to learn things that we had never known before. This was an opportunity given 

by a department or organization through teamwork. 

 Then, Watchara Rattanacharoen (2018, group discussion) 

also added that “training and development played an important role in raising human 
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capital which was an important factor in achieving PTT’s goals and progress. Mostly, 

I and PTT’s employees used our ability to solve problems every day during their 

operations.” In this point, Nipat Rasmekomen (2018, group discussion) also gives 

examples of sales skills, which received from training regarding negotiations that  

Having meet with customers, if employees did not receive these skills training 

as well, they might not be able to perform their duties efficiently, so the skills 

and abilities gained could help them to solve immediate problems when 

dealing with customers. It could be useful for successful operations. 

 While, Saowapak Keawkittiyanukul (2018, group discussion) 

said that  

Training would enable us to develop knowledge, skills and abilities, which 

were necessary for the operation but we still lack them such as in the case that 

we had new jobs assignment or had to change to a new job from the 

organization’s job rotation system or even if we saw that there were 

knowledge necessary for our operation. Therefore, we requested permission to 

go for additional training. While PTT would fully support the employees to 

learn. Because if we did not receive training, we would not be ready to work 

well. So training was another factor that allows us to work successfully. 

 3) Career Management 

 Representatives of high-performance employees agreed that 

another factor that affects their high level of performance was career management. 

Because PTT’s career management was clear and got a great attention from 

executives. Within this process, PTT employees had their own professional advisors, 

who gave advice on planning for organizational growth in which such growth was 

consistent with the performance as mentioned above too as Saowapak Keaw-

kittiyanukul (2018, group discussion) said that 

Career management was one that might drive the performance because PTT 

would have career management through career path of the employees that 
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employees with this ability should grow into anything, so if the performance is 

accepted, they would be able to grow along that career path. 

 In addition, PTT also had job rotation policy for employees, 

which gave them the opportunity to try and to find a path that is in line with their own 

aptitude as Watchara Rattanacharoen (2018, group discussion) also added that 

Personally, I believed that PTT had a variety of tools. For example, suppose 

we had bad performance, regardless of the reason, such as job did not fit with 

our aptitude, we did not like it, we did not want to do it, or whatever which 

caused our poor performance results. PTT had a mechanism which was 

internal rotation. The reason why someone had a bad performance might not 

be on himself, but probably might be because of his being in the wrong 

position. The opportunity with the usual tools or channels of PTT in order to 

move to where they wanted to be might be one of the tools that could improve 

their performance which might be a consequence of having poor assessment 

results before made the employees feel that they were not happy there. 

 4) Information Technology 

 Representative of high-performance employees of PTT 

agreed that beside factors or human resource management practices which affected on 

their job performance, there was still information technology factor which facilitated 

their job performance to be more quickly and effectively too. Because the information 

technology that PTT used directly contributed to both convenience and operational 

efficiency. Moreover, it also was a supplement to communication and the 

development of employee competencies. 

4.1.1.3 Human Resource Management Resulting Employee 

Outstanding Performance as Perceived by Employee 

Representatives 

  From the viewpoint of high-performance employees, they were aware 

that PTT implemented factors or human resource management practices that affected 

their outstanding performance as could be presented as follows. 
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 1) Performance Management 

 PTT’s performance management consists of 4 main process, 

they were: performance agreement or performance, individual development plan, 

performance management or assistance employees to be enable for achieving 

performance agreement, and performance evaluation. Performance agreement and 

individual development plan processes would be done at the beginning of the year. 

While performance management would be done throughout the year. Whereas 

performance evaluation would be done twice a year i.e. at the middle and at the end of 

the year. Two-way communication mainly used in all process. In addition, all 

information regarding performance management would be recorded in the Coach 

system, which was linked to the training and development system, employee salary 

increase system, and career management database, as Mongkhol Khomate (2018, 

group discussion) provided information about the performance management 

guidelines for PTT employees that 

At the beginning of the year, employees prepare their KPIs to present to their 

supervisor in accordance with the KPIs of the supervisor that have been passed 

down. Having discussed of the KPIs and the criteria, the KPIs and individual 

development plan (IDP) that are consistent with the KPIs to develop their 

competency in various topics according to their success profile at that level 

will be recorded in the Coach system. 

During the middle of the year, employees evaluate their performance in the 

Coach system preparing for two-way communication to find ways to achieve 

KPIs that are likely not be completed as planned. Moreover, this assessment 

also is the progress evaluation of the agreed IDP. 

At the end of the year, employees make their performance assessment through 

the Coach system in order to present self-assessment points to supervisors. 

Writing a self-assessment report as evidence of job success and evidence that 

competency has been developed in accordance with IDP must be included. 

Then they select their representatives to hear and ask for evaluation results 

from supervisors for communication to fellow employees be known. 
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After the supervisor evaluated the performance of each employee and 

allocated budget for salary increases through the Coach system, there will be 

two-way communication with individual employees for being informed of the 

evaluation results and the supervisor’s opinion on the operation in the past 

year. Guidelines or expectations for employees working in the next year will 

be also set. Then, employees record comments on the evaluation and 

consultation in the Coach system that they agree or disagree with the 

evaluation of the supervisor together with supporting reasons (if any). 

 2) Training and Development 

 PTT encouraged its employees to receive both internal 

training, which was provided by the PTT Leadership and Learning Institute (PLLI) 

and outside the organization. Internal courses will be clearly defined for employees of 

all professions, which was collectively referred as functional program. Each program 

was divided into 3 levels according to expertise, namely, beginner, intermediate, and 

advanced. In addition, there was also a training program which was a corporate course 

or core program in which all employees must be trained according to the core 

competency course. Besides, PTT provided optional courses collectively called 

elective program. A course with many trainees would be held many times each year. 

Whereas training methods are diverse, about the efficiency and effectiveness of the 

training, such as lectures, on-the-job training, learning from electronic media, and 

simulated situations, etc., including a knowledge management system which 

facilitated knowledge sharing within the organization. Furthermore, if the 

management or employees thought that external courses were important and 

necessary for employees to be trained, employees would be encouraged to participate 

in training course to improve the competencies of their employees. Again, Saowapak 

Keawkittiyanukul (2018, group discussion) explained that 

Training and development of PTT public company limited includes activities 

both in-houses and public, which the executive will assign that who should go 

to learn? or what courses that employees would be trained.  
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The form of training is not limit. It is operated both by internal personnel, 

which is responsibility of PTT Leadership and Learning Institute or PLLI. 

Internal courses are divided into core program and functional program, which 

all employees must attend the training. Besides internal courses, PTT 

personnel can also be trained knowledge and skills by inviting speakers from 

outside. 

The training for the core program clearly defines that employees in what level 

must enter what training course depending on the need for training and various 

elements such as the number of employees who must attend the training, etc. 

without a fixed time period for attaining the courses. If there are new 

employees, PTT is ready to organize additional training activities. But 

generally, within a year-round, there is approximately 3-4 training sessions in 

the core program which employees must attain training courses completely 

according to the PTT’s policy. 

The training environment is provided in many forms, such as lectures, on-the-

job training, learning from electronic media, simulation, job assignment, 

workshop, coaching, and study trips etc. 

Personnel who participated in the training consist of 1) core program, which is 

a mandatory course, everyone must attend the training 2) functional program, 

the initial supervisor or adjoining superior will assign what training course is 

required or what knowledge or skills need to be trained. The functional 

academy is the actual job that each employee must perform. It is different 

from the core program which is policy. In addition, in some cases, it may be a 

need from higher level executives. For example, in the executive field, it may 

be designed that this business requires additional training or learning which 

leads to more training. 

 In addition, which employees had to attain what courses 

would come from the performance evaluation results which pointed out that someone 

had weaknesses or lack of what necessary knowledge or skills in order to leverage 
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more efficient performance, such as Watchara Rattanacharoen (2018, group 

discussion)  who was a manager described the example of the opportunity given by 

the executives to attain outside training courses that 

Sometimes, there are courses outside PTT, such as negotiation skills, which 

other institutions organized, executives who are in higher-level position send 

email to ask if they were interested in joining that courses. This is likely the 

adults see which courses are relevant to our operations and provide 

opportunity to join the that courses to develop employee potential who are 

subordinates. 

 In addition, Saowapak Keawkittiyanukul (2018, group 

discussion) also added that “as for the policy course, the responsible department 

would send an email to notify each employee what training course was needed. 

Moreover, PTT had a process to monitor that did the employee attend the specific 

course. If anyone did not enter any course, he/her would receive a duplicate email 

notification.” And Chayoot Chatunawarat (2018, group discussion) provided 

additional information that 

This policy course is a designed by PLLI to develop employees from the 

beginning, starting from introduction about 1-2 days after that it is the 

probation. Then orientation will be held. Normally, probation is last for almost 

1 month. If we were at the junior level. There will be a course for junior which 

contains both business and human content. Moved up to senior, there will be a 

course that develops in the same area for a long time, up to the executive level. 

In addition to PLLI that is responsible for designing leadership and main 

curriculums, supervising vocational courses, and providing training for staff, 

PTT also has a team to plan and develop a learning management system for 

storing all learning information which the training program is considered as 

another tool in employee learning management. Furthermore, the PLLI’s team 

is also responsible for promotion the courses that allows employees to enroll 

through the organization’s internal e-mail. Interested employees can register to 
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apply in the system to request for the supervisor’s approval. Again, PTT also 

has a knowledge management system (KM) and the organizational central 

teamwork that is responsible for coordination of KM within the organization, 

including having KM portal in PTT’s intranet system. Moreover, PTT has KM 

activities in the organization, such as organizing KM contests for each 

department to exchange and share knowledge etc. Again, PTT has a unit called 

KM agent, which is responsible for encouraging all staff in the department to 

share knowledge or write lesson learn about what they had done or what best 

practices were known in KM portal that everyone in PTT can put their own 

knowledge in the database which can be passed on from generation to 

generation (Warittha Rattanakasikorn, 2018, group discussion). 

 As for the monitoring and evaluation of the training, 

Saowapak Keawkittiyanukul and Warittha Rattanakasikorn (2018, group discussion) 

said that 

In the training, there is both pre-test and post-test. In some courses, the project 

may be assigned for employees to do and follow the project or follow the 

progress after training and development by supervisors. This activity is 

performed to know how employees change after training and development 

with a timeline for tracking based on difficulty or ease and duration of 

assignment or project, for example, every month, every quarter. In addition, in 

the case that PTT send employees for external training. After the training, 

employees must write a report into the training management system, and there 

will be a session that allows employees to share to friends and colleagues what 

they had received from the training. Usually, sharing external training is 

defined as the agenda of the department meeting. 

 In addition, Yada Suttipongkaset (2018, group discussion) 

also gave an example that 

In the case of knowledge management of the insurance department which has 

many insurance policies that look after PTT’s assets, the department created 
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some information considering that who will come to see our information, such 

as outsiders, visitors, insurers, PTT’s members or colleagues. There is brief 

coverage of each policy. If any customer who wants to come and contact us to 

know the coverage of the insurance policy, the department arranges a session 

to explain by appointing all relevant parties to explain and discuss. Then 

create knowledge in various formats, import, and store it in KM portal. In 

addition, PTT also has successor, especially in the case where there are new 

employees in the department. Those who were in the past recorded their 

knowledge and methods of operations into the KM portal, shared drive, or 

send emails, etc. in the form of text or multimedia which was summarized in 

the simple and concise text. 

 There is also a knowledge creation in form of group, such as 

Watchara Rattanacharoen (2018, group discussion) added that 

On my job which was responsibility for sales and manage many purchase 

agreements, such as Electricity Generating Authority of Thailand (EGAT) and 

some private sector etc. Some agreements are a long-term contract for more 

than 20 years such as gas trading with EGAT. Retired and the new generation 

have to continue to manage, so there are sessions such as department meetings 

which may invite executives who used to help and share information in each 

period such as the first 10 years that A was watching for this contract and 

management in the next 10 years, which will have a story to tell. This 

knowledge will be transferred, recorded, made into a presentation, and stored 

in a shared drive or central folder which everyone in the department can 

access through the intranet which is in the responsibility of KM unit. VPN for 

data entry is provided for employees working within and out of the PTT area, 

with data levels that define access rights. 

Accessing this database personnel can enter both in the form of original data 

and already concluded which includes all important points that should be 

known and is suitable for those who just come to work. Because it is a 
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convenient format and take less time to study. There are also seniors who 

advise or explain in the initial stages. 

 Again, Mongkhol Khomate (2018, group discussion) added 

that in addition, PTT also has a KM award contest. Each line of work will submit for 

award contest. Many of the gold awards have become products that PTT can sell to 

customers as well. 

 3) Career Management 

 In PTT’s career management methods, employees recognize 

the importance of career management and career advancement from their supervisors 

and the human resource management team that takes care of employees in each career 

path which is a consistent activity such as communication about career management 

by the HR team. Again, each period of evaluation for professional development, the 

supervisor will also make a two-way with the staff on the career path. In addition, in 

each profession there will be an appointment of executives as a quorum with the duty 

of a monthly meeting to discuss the development of employees in the line of career 

growth (Saowapak Keawkittiyanukul and Warittha Rattanakasikorn, 2018, group 

discussion). 

 4) Information Technology 

 Information Technology and communication are considered 

another important element that serves as a connection and driving the operations of 

PTT’s employees. Communication in PTT includes both formal and informal 

communication, communication through talk and through information technology of 

the organization which can leverage the operational level of PTT’s employees.  

 Communication in PTT may be divided into the following 

levels (Monhathai Moopayak, 2018, group discussion). 

At the organizational level, at the beginning of every year there is a general 

meeting to report the strategies and operational plan of the company that will 

occur in that year. And likewise, summary meeting of PTT’s operations will 

be hold a at the end of the year, with high level executives reporting at PTT’s 

large meeting room. And the meeting can be listened to via PTT’s intranet in 

real time and can listen later. 
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At the business unit level, there are plan and budget meeting twice a year. The 

business unit senior executive vice-president (SEVP) is the chairman in this 

meeting. And there is a report by the executive vice-president (EVP) in each 

division at the PTT large meeting room. 

At the department level, there is a meeting to report the progress of work and 

follow up the performance every month. 

In addition, PTT also sends PTT-related news via email within the company 

every day. Beside this, PTT’s employee can read in the company’s intranet 

system at any time. The types of information that PTT communicates with 

employees are the performance of PTT and PTT group, new policies in 

various areas, business situations such as crude and refined oil prices, 

petroleum products, stock prices, etc., and news in both job and welfare 

matters. 

4.1.2 Data Analysis Results from the Executives, Supervisors and 

Employees in the Human Resources Department of PTT Public 

Company Limited 

 To study the method of human resource management in accordance with the 

concept of high-performance work system of PTT, the researcher chose to interview 

an executives, managers, supervisors, and employees in the PTT human resources 

department totaling 7 samples. The interview results can be presented as follows. 

4.1.2.1 PTT’s Human Resource Management System 

  From interviews of executive, managers, supervisors, and staff in the 

human resources department of PTT, it can be said that PTT’s human resource 

management system consists of recruitment and selection, training and development, 

performance management, compensation, and career management which are 

described as follows: 

 1) Recruitment and Selection 

 Supattra Rungrongtaanin (2018, interview) provided 

information regarding the appointment of PTT, which its significance consists of the 
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recruitment and selection system, recruitment sources, and the criteria and methods 

for recruitment and selection as follows. 

  (1) Recruitment and Selection System 

  For PTT’s staff recruitment and selection system, it will 

be set up a committee to select and recruit for various positions. Most of these will be 

done through the e-recruitment system, which is an information technology system 

that facilitates PTT’s recruitment. This system will collect, process, and display 

various information in order to make decisions regarding the recruitment and 

selection process at every step. Information that department receive and use for 

recruitment includes the number and qualifications of applicants, scores that the 

candidates were tested in every step being arranged in the desired format for the 

convenience of decision making, such as sorting the results in descending order etc. In 

addition, the system also gives applicants the convenience to access the necessary 

information, especially scores in each test. The system will show the score 

automatically after the candidate has taken each test. While applicants can know 1 day 

after the test. E-recruitment can be access via the internet, so it is easy to access for 24 

hours. 

  (2) Recruitment Sources 

  PTT uses both internal and external recruitment as 

follows:  

   a) Internal Recruitment 

   PTT holds that recruitment should focus on internal 

recruitment first, then use external recruitment. Because it believes that internal 

recruitment has the advantage as follows: 

    (a) In the event that some position that is at the 

same level as the employees hold, it is an opportunity for the employees to rotate to 

job that is considered more suitable for their knowledge, ability and aptitude which 

can promote better operational efficiency. Moreover, this is one of the methods that 

are currently used in PTT’s career management. 

    (b) In the case that some position is higher than 

the position where the employee is operating, it is a promotion for internal staff which 
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illustrates career advancement and can encourage for employees morale on the other 

side as well. 

    (c) Employees coming from internal 

recruitment sources have the same capital regarding the organization’s environment 

such as PTT’s vision, mission, strategy, objectives, goals and values, as well as 

internal social capital. Therefore, they can adapt to a new position faster than external 

recruitment and these capitals facilitates better operations. 

    (d) It help organization to save time and 

expenses in recruitment and orientation. 

    (e) Organization can get personnel faster than 

external recruitment 

   b) External Recruitment 

   However, PTT admitted that external recruitment is 

still a necessary source, especially for the shortage and beginner position which each 

type of position will focus on both methods and different sources of recruitment as 

follows. 

    (a) Shortage positions: PTT focus on target 

groups in various locations such as educational institutions and the labor market. In 

educational institution, PTT uses many methods, including scholarships, incentives 

for applying to work with PTT, and internships. In addition, PTT uses the recruitment 

method described in (2.2.2), which will be discussed below. 

    (b) Beginner position: usually, operational or 

initial positions have a large demand and often lacking from the former employees 

being promoted to higher positions. In addition, the needs of the initial position still 

caused by opening a new business which requires employees at the operational level. 

Therefore, if only relying on recruitment and job rotation within the organization it 

will be not enough. So, external recruitment is required as well. 

    Moreover, whether it is a shortage or initial 

positions, external recruitment has the following advantages: 1) creating opportunities 

for bringing new knowledge, concepts, techniques, skills, and operational methods to 

the organization. it is the promotion for creativity and innovation development to the 

organization; 2) since having more options, there are more opportunities for selection 
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of people with knowledge, ability, skills and experience that are more suitable for the 

job positions; 3) it is a true solution for the shortage personnel. 

   c) Internal and External Recruitment 

   The senior management positions are very 

important in defining the vision and leading the organization to the goal. Therefore, 

the method of obtaining the high-level management must be done carefully and 

thoroughly in order to get the most qualified executives. However, PTT does not 

block internal personnel who have suitable knowledge, competency, and continuous 

self-development. Therefore, opening for both external and internal applicants is an 

opportunity to get the most qualified personnel for the positions. 

  (3) Criteria and Methods for Recruitment and Selection 

   a) Criteria for Recruitment and Selection 

   In general, every PTT human resource management 

activity must be always linked to PTT’s vision, mission, strategy, objective, goal, and 

value. The selection and selection process are the same. PTT therefore considers the 

consistency as mentioned above which can be divided into 2 major areas: they are 

organizational fit, and job fit. 

 

 

 

Figure 4.1 Recruitment and Selection that linked with Organizational Vision, 

Mission, Strategy, Objective, Goal, and Value 

 

    (a) Organizational Fit 

    PTT considers qualified candidates who are 

consistent with the culture and values of the organization. Due to it realizes that 

having the applicants who are compatible with the culture and values of the 

Manpower planning Recruitment Selection 

Vision 

Mission   Strategy   Objective   Goal   Value 
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organization will allow the applicants to be able to stay with the organization and be 

able to grow in the long term. 

    (b) Job Fit 

    PTT uses the vision, mission, and goals of the 

organization to determine the appropriate manpower in terms of number, category, 

level and qualifications of the staff that is needed. After that, the selection process is 

implemented in order to have qualified personnel who are consistent with the position 

according to various types and levels in the right amount and time. 

   b) Recruitment and Selection Methods 

   Recruitment and selection methods depend on the 

source of labor for recruiting. Generally, the recruitment of PTT will start from the 

inside as already mentioned above. But if PTT was unable to recruit from within the 

desired amount. It will use additional external recruitment as follows. 

    (a) Internal Recruitment and Selection 

    When PTT will run a new business, it is almost 

the time to employees retired, or there will be employees leaving the current position, 

whether by rotating the job or resigning. The unit the is responsible, which is usually 

the line manager, will key in the information requesting an employee into the system. 

Then, the human resources business partner (HRBP) will checks to see if the 

manpower of the requested unit is real. Having known that they are real, the internal 

recruitment process therefore begins to get employees who fit with the qualifications 

in the amount and time needed. HRBP will issue an internal circulation announcement 

which will be an automatic email to all employees to inform the news and details that 

needs to be considered to support the decision to apply for that position, such as the 

name of the job position, specific qualifications, date and time of application, and how 

to apply for the position, as well as links to fill out the application etc. Then, the 

information will automatically come to the recruitment team immediately. 

    When the application time end, the selection 

department considers the qualifications of the applicants to check if they were 

consistent with the qualifications of the position as announced. If so, it will press 

forward to the line manager, who requests to set the date for the test appointment 

and/or interview. Then, they will call applicants for further tests and/or interviews. 
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    This internal recruitment may be used only an 

interview or both testing and interview, depending on the job characteristics of each 

unit which wants to measure consistency with different jobs. 

    However, in recruiting applications from within, 

PTT has criteria that applicants who can apply for new jobs within the organization 

should have a job term of 3 years or more, because PTT believes that 3 years is a 

suitable and sufficient period for learning and working in each position. After 3 years, 

employees should be developed in other areas to increase employee competency and 

productivity for the organization. But if they have is less than 3 years job period, the 

employees wishing to apply for a new position must first request permission from the 

supervisor for approval before being able to apply for new position. 

    This internal recruitment has a service level 

agreement that when the recruitment of a position is successful, that is, the internal 

staff has been selected to be a new position. The process of receiving employees from 

the old position to the destination (the original affiliation and the new affiliation) will 

begin. For example, there will be a schedule of at least 1 or 2 months for the transfer 

of tasks. And there will be an agreement when one can start a new job. After that the 

department will request to recruit new staff as well. This system will enable 

employees to work in all positions as much as possible, not lacking staff both new and 

old positions. There is more time to recruit someone to replace the same position. Do 

not allow the situation to have work to be completed but lacking people due to 

internal moves. In general, job rotation by applying for this new internal job is 

considered one of PTT's career management. Therefore, PTT is happy if there is 

rotation to the job that employees want to do more by applying for a new job. PTT 

believes that there are strict procedures for selecting people to work in PTT. So, the 

selected employees are good and talented. When they are not in this department, they 

may go to other departments within PTT. If their profile is fit. It is better than their 

resigning. Rotation policy is beneficial for both the employees and PTT. If the 

employees resigned. PTT sees that there will be an increase in the recruitment cost 

since the roadshow, recruitment, and many other activities. Furthermore, before an 

appointment of an employee, one must enter to the process of probation for 6 months. 

In addition, employees within the organization have better knowledge about the 
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organization than newcomers, that is, they have knowledge about work systems, such 

as work structure, coordination with people or various departments. Employees who 

are in the organization up to 3 Years, if compared with the private sector, are 

considered a long time enough. They already know that how are businesses, who are 

customers, and what are the precautions during their working, which are the 

knowledge that they were developed from the organization through organizational 

training and development etc. Again, employee development is another cost as well. 

    In addition, PTT considers that each employee is 

an important person. Maybe he is not suitable for the department that he is working. If 

he turns to do other job that he like and more fit with his skilled. He will be able to 

enhance his potential if only he must start in a new career in a new department. 

Except that it is internal rotation in the same profession which will have a professional 

committee to take care of him already. But if it is internal recruitment, employees 

must decide themselves whether to go or not. 

    (b) External Recruitment and Selection 

    Regarding recruitment and selection of external 

candidates, there will be more steps than internal recruitment and selection. Since 

internal applicants have already passed the initial selection procedures since applying 

for the first PTT’s staff. So, external recruitment and selection must apply all 

procedures with applicants. to enter the selection process as follows. 

     1) Forms and Methods of External 

Recruitment 

     The form and method of recruitment for 

PTT can be divided into 2 major types which are 1) proactive recruitment: the main 

objective of proactive recruitment is for the shortage positions and internal 

recruitment. If it is a shortage positions, there will be representatives from the 

recruitment department to arrange activities in the target group such as educational 

institutions and the labor market etc. in various occasions, which was done every year. 

In addition, conducting external proactive recruitment activities also encourages 

continuous applicants. For internal recruitment, an email will be sent to all employees 

within PTT to be informed of news and details of recruitment positions directly; 2) 

defensive recruitment: PTT admit applicants through the organizational e-recruitment 
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system which is the main recruitment system. Whether it is proactive or passive one. 

PTT announces the recruitment news through PTT’s website, which are always open. 

Whether there is a vacancy or not. That is to say, it is a way for those interested to 

work with PTT to fill out an application. When PTT needs external employees, it will 

check the applicants’ qualifications as well as preliminary testing according to the 

program set on the website that all external applicants must pass the test and other 

requirements in accordance with PTT’s requirements. Presently, applicants are called 

for interviews every day. 

     Again, besides announcing through PTT’s 

website, it also uses other electronic media to reach a wider and more diverse group of 

applicants such as PTT’s line application, jobsDB.com, JobTopGun.com etc. which 

all sources will link applicants to the PTT e-recruitment system as well. 

     2) Selection methods 

     There are 2 ways to select PTT’s 

candidates: 1) shortage positions: PTT offers scholarships for excellent academic 

performance at the bachelor’s degree level in shortage branches. The scholarship 

recipient by must study at a leading educational institution abroad and must also work 

for PTT in an overseas branches after their graduation; 2) other positions: they have 

the same procedures as follows: 1) applicants fill out an application form in the e-

recruitment system, then attach relevant documents such as a copy of ID card, 

educational background, transcript, and TOEIC score (test of English for international 

communication) 550 points or more etc.; 2) having filled out the application form, 

applicants’ information and attachments will be stored in the system. Then, the 

recruitment department examines the applicant’s qualifications; 3) applicants take the 

SPIRTI test (test of organizational value fit) through the e-recruitment system; 4) 

candidate are tested for conformance of PTT’s attitudes and culture through e-

recruitment system; 5) interview for screening the applicants by the human resources 

management department. The main content asked in the interview is based on the core 

competencies of PTT’s employees and other qualification as required by the position; 

6) interview by departments that request for staff. The main content of the interview 

be based on the competencies for the job that must be appointed. In addition, in some 

positions there may be a practical test or other technical tests that are necessary for the 
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performance of that position as well; 7) health examination, drug testing, criminal 

background checks, and educational history; 8) 6 months’ probation: from the first 

day of operation, employees will be provided orientation and training that is necessary 

for the operation of the position in accordance with PTT’s curriculum at the specified 

level to prepare employees to enter the position and probation. Since recruitment until 

before the end of the probation period, applicants will be under the responsibility of 

the recruitment and selection department. But once the experiment has been 

completed, they will continue to be under HRBP supervision; 9) an appointment as 

PTT’s employees after they have passed the probation. 
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Figure 4.2 PTT’s Selection Process 

 

     During these processes, if any candidate 

does not pass the selection process, one will be excluded from the selection process in 

the next step. 
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     In addition, every year, there will be a lot of 

students who are interested in developing themselves within the context of PTT, 

therefore they apply to be an intern with PTT, which PTT will test both SPIRTI and 

aptitude test as well as with general applicants. Their test results and work history of 

the interns are recorded in the system which is useful for applying for a job with PTT 

in the future too. However, if the interns want to work with PTT in the long term after 

graduation, they can pass the testing process as per PTT’s criteria as other applicants.  

 2) Training and Development 

 Thachawadee Pamaranond and Nachayada Panichapat 

Nachayada Panichapat (2018, interview) provided information about PTT’s training 

and development. Its elements consist of concepts relating to human resource training 

and development, training courses, methods of training and development, system that 

is supportive to employee development, and the system for monitoring and evaluating 

the development of employees after their training courses as follow. 

  (1) Concepts of Human Resource Training and 

Development 

PTT realizes that human capital is a key factor in achieving goals in 

accordance with the organizational vision, strategy, and mission. Therefore, it 

gives importance to the human capital development by creating a learning 

society for personnel to learn continuously in order to raise human capital to 

have more knowledge, competency, skills, experience and necessary 

characteristics under 3 principles which are caring, sharing, and caring which 

will lead to professional behavior which has been carried out concurrently 

with career management (Thachawadee Pamaranond, 2018, interview).  

  PTT uses life-long learning concepts both in wide and 

deep dimensions and being a learning organization as the main concepts in training 

and employee development in order to be able to compete at the world level. 

Therefore, PTT founded 3 training and development institutions; they are 1) PTT 

leadership and learning institute or PLLI to be a center for training and development 

of PTT executives and personnel; 2) Thailand energy academy to develop senior 

executives and thought leaders from various organizations including government, 
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private, media, academics, people, and students to have knowledge and understanding 

about energy; and 3) Rayong institute of science and technology or RAIST and 

Rayong science academy or RASA to produce research, knowledge, and innovation. 

 

 

 

Figure 4.3 PTT’s Learning Triad for Sustainability 

Source: PTT, n.d.-d. PTT (n.d.-d) 

 

  The concept of employee development is divided into 3 

parts, which are 10/20/70, where 10 percent of learning are formal learning, such as 

training. 20 percent are learning from others, for example, learning from mentor. And 

70 percent are learning from assignments assigned by supervisors or other PTT’s 

committees to develop organizational personnel. 

  In addition, PTT develop its employees in accordance 

with the success profile and/or organizational competencies which are divided into 2 

categories: core competencies according to the level of position and functional or 

professional competencies. In addition, there are training and development of 

knowledge within the organization, experience at the current level of the personnel 

and for the future, such as if their next position is a manager, that one must undergo 

any job position, which is called a career path. 
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  (2) Training Courses 

  PTT training courses were created from the vision, 

values, and competencies or success profile plans for various positions within the 

organization, which are developed and implemented by the PTT leadership and 

learning institute (PLLI). Therefore, the curriculum structure of PLLI covers the 

development of all levels, from new employees to senior management. Besides, it 

focuses on work success, it also covers contents about taking care of the lives of 

employees with nearly 100 courses which are divided into 4 groups as follows. 

   a) The leadership development program is a course 

for preparing and accelerating the development of potential group leaders with 

knowledge, skills and ability both in human resource and task management. The 

program focuses on leadership both in terms of one’s self, team, and organization 

through the education, exchanging ideas and experiences with world-class speakers. It 

includes learning, sharing work experience in various areas from top executives both 

from inside and outside the organization. For this course, the participants are 

executives who have been selected to be potential employees in accordance with 

PTT's criteria. 

   b) Core program is a course for personnel at all 

levels. It is designed to develop the potential of all employees according to job level 

or vocational group. Supervisors must support employees in training in this program 

consisting of 3 sub-courses. 

    (a) The compulsory program consists of 1) 

organizational knowledge courses which are about basic organizational operations 

knowledge such as PTT’s business value chain, corporate governance, human 

resources, ICT, procurement, and internal control etc.; 2) business and people 

management courses are designed to be linked to the goals of the organization and 

based on competency-based training. They are mainly focused on the development of 

business and human resource management so that the employees are ready for work at 

each level from the operational level to the management level. 

    (b) Direction or assignment program involves 

PTT’s policies and regulations, government laws, trend of business direction, work 

systems in the organizational operations, such as innovation course, KM course, 
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SPIRIT course (synergy, performance excellence, innovation, responsibility for 

society, integrity and ethics, and trust and respect), ECM course (enterprise content 

management curriculum) and QSSHE course (quality, safety, security, health and 

environment), etc. 

    (c) Essential program is a course for managing 

the employee life in the organization to be happy and secure in each age such as a 

course of happiness creation with a balanced life, mindfulness course, and estate 

planning course etc. These courses are voluntary, not enforcing to all employees. 

   c) The functional program is a joint program 

between 14 functional academies and PLLI to develop professional skills for 

employees which is relevant to their real job. Each career has its own specific 

curriculum, dividing into elementary, intermediate, and advanced levels to be 

excellent organization. It also focuses on promoting the creation of internal experts to 

be a speaker in their profession as well. 

   d) Elective program is a program to develop 

employee competencies based on individual needs. Supervisors and employees 

together select courses to develop employees as appropriate and necessary, such as 

English language courses, image inspiration courses, and presentation courses, etc. 

   Core programs and elective programs are trained 

within PTT by PLLI only. Beside these programs, there are training both by PLLI and 

external agencies. In addition, PTT also has in-house functional academy as the main 

unit that joins with PLLI in training courses based on functional program which can 

be shown as the following. 
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Figure 4.4 PTT’ Training Programs 

Source: PTT, n.d.-b.  

PTT (n.d.-b) 

 

 

Figure 4.5 PTT’s Training Programs Structure 

Source: PTT, n.d.-c. PTT (n.d.-c) 
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   In this regard, PTT has a committee to review the 

curriculum, which meet every quarter in order to constantly update the curriculum. 

The departments that design the courses and the agencies that provide training for 

PTT are separated. Therefore, when the training agencies have finished training. They 

gather information and meet. If there was an opinion that it should be improved the 

training program or feedback from participants. They will improve the course or 

inform the speakers to add or reduce content, etc. 

  (3) Training and Development Methods 

  In order to participate training in various PTT’s courses 

as mentioned above, there are 3 guidelines for practice as follows: 

   a) Regular training: in the design of training 

curriculum, PTT will determine the orders, levels, and types of the courses for 

personnel with different statuses, such as new employees who must start from 

orientation, then they must enroll for core program and functional program at the 

beginning level. But once the employees are knowledgeable and have been promoted. 

They must attend a higher-level training according to the qualification requirements 

for a specific position which is consistent with the established curriculum. Again, 

training information is already displayed in the organizational information system. All 

personnel who sign into the COACH system will get clear information about the 

courses that each person must attend. In addition, personnel will also receive an email 

from PLLI notifying them for further training. If anyone qualifies for the training in 

any course, the information will immediately come up in the learning management 

system (LMS), but if it was the course that the employee has already passed. 

Information will not appear. If it is a new course or there is a new policy. New 

information will appear. And the staff must select the session that will be organized. 

Because each year there will be many sessions. After the session has been selected, 

the system sends the approval request to the supervisor of that employee. If the 

supervisor approves, the information will be sent to the training manager. And the 

training manager will compile a list of trainees and organize training activities. 

   b) During the operation within PTT, there always 

will be communication between supervisor and employees or subordinates, which the 

PTT people say “two-ways” in both formal and informal forms. Formal 
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communications are performance agreements which is compulsory. It is done at the 

end of the year to reach the desired KPI. When the supervisor considers what 

subordinates should receive additional training on which is necessary for the 

operation to achieve success as a preliminary agreed KPI, he/she will send the 

subordinates to receive training in both functional programs and elective programs. In 

some cases, it will be a need from higher level executives. For example, the executive 

in that field may design that this business requires some additional training or learning 

which lead to more training. As soon as the unit sends employees to train, data will 

automatically appear in the PLLI’s LMS system. (LMS will be used to store all 

learning data and it is a tool for managing employee learning.) In addition, the PLLI’s 

team also promotes courses that allow employees to enroll through the link sent via 

the internal e-mail of the organization for the interested staff to register to apply 

through the system to request the supervisor’s approval according to the PTT’s 

process. 

   Again, what training course should any employees 

receive also comes from the performance evaluation as well. The evaluation result 

will point out who still have weaknesses or lack of knowledge or skills in order to 

work more efficiently. 

   However, on what day or time will each employee 

be trained in each year, it is not definite depending on the number of employees who 

need to be trained. Usually, each program is organized 3-4 sessions a year. So, 

employees can choose to attend the training session according to their own 

convenience. But if PLLI informs that the training session is full, they must wait for 

the next session in the same year. Because PTT has a lot of personnel and trainees in 

each course, therefore PLLI cannot organize training session at one time. Training 

session of each time will depend on the course content and the training method 

adopted in accordance with the course. If it is a course that focuses on practice such as 

simulation, which employees must intensively practice and requires speakers or 

facilitators to advice closely. It will accept less participants, but if the course focuses 

on lectures, it can accept many trainees. 

   c) Some training courses which is not available 

within PLLI because they is a very unique courses, PTT decides to use external 
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training which may purchase training programs from various companies for 

employees to participate training according to the agreed amount or it may send 

employees to attend training or academic conferences according to the occasional 

project in various places such as gas conference etc.  

   In addition to participating training course in 

organized session as mentioned above, PTT also provides a database for human 

resources development in the digital tools category, which personnel can access 

through various media on the organizational website. Whether it is video, documents, 

and various applications that promote the best knowledge and skills. By these tools, 

there are no restrictions on the date, time and location. 

   As for the type of training, it was found that there 

were many forms such as training classroom, simulation, workshop, on the job 

training, and coaching, job shadow, assignment, cross function, rotation, field trip, 

and provide scholarships for short-term courses, e-learning, online learning, which is 

a course for online learning via electronic media such as SkillLane etc. 

   Thachawadee Pamaranond and Nachayada 

Panichapat Nachayada Panichapat (2018, interview) explained some training methods 

as follow: 

SkillLane is normally available. And personnel can apply for a course they 

want, such as how to be startup or how to do marketing etc. For each course, 

PTT pays for 500 employees account, where employees can study. While 

electronic books provided by other sources such as Ookbee, PTT has 

purchased and added PTT’s e-book into the system.  

For on the job training,  and coaching, supervisors take care of their 

subordinates, give advices, share experiences, and feedback their advantages 

and disadvantages need to be improved.  

Job shadow, which is similar to the articulation work, such as some positions 

that A was working in. B used to work in this position before moving to work 

in another position. When A is initially appointed to the position, B will come 

to join A as if to teach what does each need to do and share experiences during 
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the first run. Usually, new entrants have many questions. If left them to work 

at all, there may be problems in the operation, or they may slowly enter the 

track of working because they did not know yet. 

If it is core programs, PLLI usually use external speakers, but if it is functional 

programs, it tries to use internal personnel as speakers. It is supporting 

employees to teach each other in which people who have expertise in work or 

previous work teach younger personnel. 

  (4) Systems Supporting Employee Development 

 

 

 

 

Figure 4.6 PTT’s Knowledge Management 

Source: PTT, n.d.-e.  

PTT (n.d.-e) 

  PTT has knowledge management systems, which 

facilitates employee development within the organization. PTT’s knowledge 

management systems are based on the principles of empowerment and excellence in 

competitions by means of knowledge creating and sharing of best practices which 

have important components including people, processes and technology, in which 

people refer to PTT executives and employees. Process means work procedures and 
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how to create, search, store, and share knowledge. While, technology means 

information technology which plays a very important role in the collection and 

sharing of knowledge to personnel throughout PTT, which can be summarized as 

follows. 

   a) Knowledge Management Level 

   PTT group’s knowledge management covers both 

individual and group learning to be learning organization. Therefore, it set up a 

knowledge management committee to motivate and drive knowledge management 

through management of human, processes, and technology in order to leverage and 

share best practices and encourage knowledge culture sharing between personnel to 

enable employees to apply knowledge in their working and building on creative 

initiatives focusing on innovation works appropriately according to business needs, 

and to create joint power and excellence in the competition. 

   For the criteria for inputting knowledge into the 

framework of best practice, PTT has a subject master expert who will consider and 

filter each article or knowledge in each subject. Supposing that there are experts in 

that matter considering and deciding whether to publish it or not and KM facilitator 

will approve. Therefore, all personnel can send any information into the system, but 

whether it will be published or not, it must be considered by a KM facilitator first. 

While shared practice has a level to consider. It likes organizing hierarchy and 

screening what should be posted. 

   b) Participation in Database Management for 

Employees Development 

   All PTT’s personnel have the opportunity to 

participate in the writing of knowledge for sharing in PTT’s knowledge management 

system, as Warittha Rattanakasikorn and Nachayada Panichapat (2561, interview) 

said that 

In PTT, each department has a KM agent or KM facilitator, who is responsible 

for encouraging all staff in the department to share knowledge or write lesson 

learn both from their own experience and from the best practices learned to be 

included in the KM portal that is a knowledge management system. This is an 
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activity that everyone in PTT can put their knowledge into the database and it 

can be passed on from generation to generation. 

  (5) Monitoring and Evaluating System for Employee 

Development  

  For training evaluation, at present, PTT evaluates only 

certain courses, that is, some courses have only completed study hours. If someone 

does not complete in entering the training hours, he/she must enroll for that course 

again, such as compulsory program, management development program, and 

performer development program. But most courses require entire course evaluation 

after the training, for example, the PTT’s leadership program assesses the behavior of 

the trainees after 3 months of training by sending required information form to both 

the supervisor of the trainee and the trainee himself/herself to monitor that does the 

trainee change behavior or does it change in a better way or not. 

 3) Performance Management  

 Narongsak Suksombat (2018, interview) explained the 

performance management of PTT which can be concluded that PTT adopted the 

performance management system which covers planning, potential development and 

development tracking through the COACH system so that employees can achieve the 

specified goals which is consistent with the vision, mission, values and strategy of the 

organization and to enable employees to consistently create good results in which all 

executives and employees must specify indicators at the individual strategic level in 

accordance with the organization’s strategy. 
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Figure 4.7 PTT’s Performance Management 

 

 PTT’s performance management consists of 4 processes as 

follow:  

  (1) Setting performance agreement or performance 

indicators, which at the end of the year (after the evaluation of the performance 

evaluation in the past fiscal year), supervisors and subordinates must talk officially to 

determine key performance indicators (KPI) for the next fiscal year. The key 

performance indicators cover 2 parts, which are indicators of job success and 

indicators of employee development. 

  Indicators about job success is a performance 

measurement, such as HR analytic, workforce planning, or whatever it is considered 

job to be completed. If it is a division level downward, then it will be a ratio of 70/30 

(performance KPI 70/behavior KPI 30). The more they are in high level the more 

their behavior KPI ratio is need. Therefore, the proportion of behavior KPI is 

increased from 30 to 40 or 50 because they are required the behavior that the 

organization expected, such as leadership behavior that matches the core value 

(SPIRIT). So, there will be evaluations for both performance and behavior which is 

based on achievement or the performance that reflects the values or SPIRIT 

mentioned above. 
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  (2) Personal development plan: after determining key 

performance indicators with the supervisor, he/she will ask about the assistance that 

employees need in order to support the ability to accomplish the job according to the 

KPI. This KPI is usually congruent with their success profile and career development 

plan which are in line with the career path that is specific to the position. The 

employees will assess their competencies on which some indicators may need to be 

developed to increase competencies. So, at this stage, employees may ask for more 

operational advice and can request assistance from supervisors to send for training in 

either a training program provided by PLLI or a training program provided by an 

external organization. 

  (3) Performance management in order to help 

employees work smoothly and eliminate various obstacles that may occur, supervisors 

and employees regularly communicate, both formal and informal, to give advice, 

help, and follow up the personal development of employees.  

  (4) Performance evaluation is a follow-up of two areas: 

the ability to achieve performance goals and personal development in accordance with 

the personal development plan established during the year. Informal assessment will 

be used through regular discussions with employees. Because supervisor is close to 

subordinates as both their mentors and supervisors. However, in addition to the 

relationship as mentioned. There also is formal evaluation of the employee 

performance according to the KPI, which is generally done twice a year, at mid-year 

and at the end of the year. Except for some departments, such as sales, will be 

evaluated on a quarterly basis. Therefore, after the evaluation, supervisors will be 

informed of two parts, namely performance and employee development results. 

Empirical data indicates whether the results agreed upon are accomplished or not. In 

the remaining half of the year, are subordinates still missing something and what must 

be developed in order to achieve the specified remaining KPI, and to create a formal 

mutual awareness between supervisors and subordinates. 

  PTT’s performance management system will also be 

recorded in the CAOCH system. In the COACH system, there will be both 

performance management system (PMS) for evaluating the performance and COACH 

for managing the career. There will be a success profile and career path to help both 
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employees and supervisors keep track of both their and subordinates’ performance 

and development results. Again, they are a guideline for employees to plan their 

progress in case that if they want to grow in that career, what must be developed and 

what position must be rotated etc. Performance management is mainly the duty of line 

manager upward. 

  In addition, the performance evaluation is also an 

important tool for compensation management in accordance with employee 

performance. Therefore, the evaluation results are important to the salary increase of 

employees. 

 4) Compensation 

 From the study of related documents and the interview with 

Narongsak Suksombat and Rungruchanee Virakit, it can be summarized the types, 

principles, and methods of compensation and welfare of PTT as follows. 

  (1) Types of Compensation 

  PTT’s compensation may be divided into 2 major 

categories, which are monetary and non-monetary compensation. Monetary 

compensation consists of salaries and wages, whereas non-monetary compensation is 

various benefits. 

  (2) Principles and Methods of Compensation and 

Welfare  

   a) Compensation 

   Before determining the compensation for various 

positions, PTT conducts a survey on compensation in the market to study, compare 

with leading companies both domestically and internationally for the sake of 

compensation management improvement, resulting in the ability to maintain 

employee salaries that are comparable to the market and create fairness for employees 

who are expertise, experience, and high responsible. In addition, PTT uses 

compensation management strategies that are linked to individual employee 

performance results. So, the compensation for each person are vary according to the 

position’s level and type, and the performance of individual employees. All levels of 

employees can participate in setting goals and personal indicators that are consistent 
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with business goals and strategies, which can reflect the differences in employee 

performance by not discriminating.  

   PTT provides monetary compensation in two main 

forms: salary and bonus. Salary is a compensation that PTT allocates on a monthly 

basis based on salary, performance results, and working hours of each personnel. Its 

initial salary is based on educational background and experience. But the salary 

increase will be linked to the performance evaluation, the bonus will be based on the 

company’s performance without guaranteeing bonuses, but employees will receive 

bonuses in the same amount of months (for the entire company) multiplied by the 

salary of each employee. 

   In addition to providing monetary compensation, 

there is still non-monetary compensation which is in the form of various benefits that 

are beneficial to both PTT personnel themselves and for the family members of 

personnel such as health insurance, pleasant welfare, and alternative welfare, etc. 

Both compensation and welfare of PTT are very important for keeping good and 

talented personnel to work for PTT in the long run which Watchara Rattanacharoen 

(2018, group discussion) said that “compensation and benefits are important to the 

choice of remaining and engagement with PTT whether to resign or not. They are not 

related to whether they will it work well or not, or if will they give their best 

intentions during their work.” This statement corresponds with Chayoot Chatunawarat 

(2018, group discussion) added that linking performance and salary increases affects 

the long-term performance increase, it does not have a short-term effect. It makes us 

want to keep working, but in the long term, compensation will motivate employees to 

try to work.” 

   b) Reward 

   PTT tries to create innovation in tandem with 

human capital development. Therefore, it uses the project contest strategy in the 

direction as according to PTT’s strategy every year to encourage employees to study, 

invent, and create performance both in the form of teams and individual which is not a 

main job or full-time job. The specified project has many forms such as knowledge 

management projects or an innovation project. Again, it rewards in both group and 

individual form. Furthermore, in addition to the employees receive rewards in the 
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form of money, awarded works are also displayed on the bottom of the building in 

order to publicize and honor the creators. In addition, PTT also has souvenirs for 

employees who are with PTT for a long time such as 10 years, 20 years etc. 

   c) Welfare 

   The principle of providing welfare of PTT is that all 

personnel must receive equal benefits whether they are working at the head office, at 

various factories or offices. The main benefits of PTT can be divided into 3 types 

which are health insurance, crazy benefit, and alternative welfare. It can be considered 

that PTT is a company that provides welfare is quite enough for the needs of 

employees as well as listening to the employees to improve welfare as follows. 

    (a) Health Insurance 

    Health insurance for PTT personnel is in the 

form of group, that is to say, in addition to employees themselves, they can also 

choose 4 close affiliates such as parents, spouses and children, etc. (which can be 

changed every year, if they want to change, and covers the age of 70 years). The 

company will negotiate to purchase health insurance from various companies, which 

is in accordance with the conditions of the company that it is most satisfied with the 

offer, both in terms of price, service and coverage conditions, etc. In general, it is the 

same as the general people who buy health insurance, but for PTT personnel, there is 

a special case where if any personnel uses the rights beyond the terms of insurance, 

PTT will provide assistance by issuing expenses first (in case of request) in order to 

alleviate the suffering of the personnel. However, the employees still have the 

obligation to pay back as agreed with PTT (welfare department) such as by paying 

installments by deducting salaries etc. 

    There is also a medical department, which is 

open to hospitals for bidding about 3-4 years/time to provide services to employees 

(both current and retired employees) with the condition that one must provide medical 

personnel such as doctors, nurses and pharmacists to provide services like the hospital 

services or hospitals that do not accept overnight which the employees do not have to 

pay any fees after the service. 

    Establishing a medical division to provide health 

services to personnel is considered as a supplementary benefit to health. It is aside 
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from purchasing health insurance which its objective is to prevent staff from traveling 

outside which requires more time and risks while traveling. That is to say, if personnel 

are feeling sick while working in PTT, they can go to receive medical treatment at the 

medical department without having to waste time all day visiting a doctor at a general 

hospital. Therefore, the medical department is similar to an internal hospital but does 

not accept admission, which has many advantages, such as 1) not having to risk from 

travel accidents 2) receiving rapid medical care services by both internal medicine and 

doctors specialized 3) having enough time to continue working if the illness is not 

severe. In addition, the medical department also takes preventative care as well. It will 

have activities such as education about health, health analysis of personnel in the 

organization that what are the major health problems etc. 

    (b) Crazy Benefit 

    Crazy benefit is a welfare that allows employees 

to choose the benefits they use, such as employees who cannot get the children’s 

scholarships because of having no children, PTT allow employees to choose other 

benefits instead. 

    (c) Alternative Welfare 

    PTT’s alternative welfare means welfare, 

whereby employees can choose to receive certain benefits instead of the benefits they 

are not using under the conditions stipulated by PTT, for example, the benefit of fuel 

discount, which PTT give 1 baht per liter of fuel for every personnel within the 

specified limit (not more than 3,600 baht per year/person) with the condition that they 

must only fill a gas station owned by PTT (not a general gas station). Employees who 

do not wish to receive these benefits as they do not have their own cars or do not wish 

to drive their cars to work can choose to receive other benefits that PTT can accept 

and must be within the specified limit, such as having to spend for health and learning 

etc. 

    (d) Other Welfare 

    In addition, there are holidays, leave, sick leave, 

and vacation as required by the law (vacation will be considered the rights based on 

the length of employment), provident fund which PTT supports 10 percent from the 

amount deducted for the fund and other support such as fitness, gymnasium, 
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basketball court, swimming pool, education for children under the age of 25, all at the 

same rate as specified, travel expenses assistance (in the case of having to travel to 

work in other provinces or have to go outside to carry out work according to PTT's 

mission), allowance, accommodation, transportation to and from the workplace (only 

the same route that has served in the past), the EV Bus that is a shuttle service 

between PTT and the BTS station which operates all day (it will be released every 

half hour and every 15 minutes in rush hour) which helps to reduce the burden of staff 

expenses and no need to use a taxi or bus service, housing loan, debt relief loan, loan 

for consumption at the interest rate of 3 per cent a year,  grants in the event of an 

employee suffering from a disaster such as fire, flood etc., grants for employee deaths 

(3 times the salary) etc. 

    PTT’s welfare management has various systems 

to help facilitate the operations of the relevant parties and the service personnel, such 

as employee self service, which is a system where employees can access various 

information about giving service and self-service with exceptional system, which is a 

system for disbursement of medical expenses, oil discount, etc. Most of the benefits of 

PTT will be implemented through almost all systems. 

 5) Career Management 

 Nattiya Ngamplod and Darunee Sunthornchai (2018, 

interview) explained PTT’s career management that can be concluded as follow. 

 PTT’s career management has two major forms: 1) career 

management for senior executives from department manager up and the potential 

group employees, who oversees head office 2) career management for employees 

from manager level or equivalent level down which has a group of professional 

advisors overseeing. 

  (1) Career Management for Senior Executives and the 

Potential Group Employees  

  Career management for senior executives is to prepare 

and search for leaders with high potential from the management group from 

department manager level up which has various development forms including job 

rotation across companies to enhance knowledge and management experience in 

different environments as well. As for the management of potential group employees, 
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PTT will select qualified personnel and scholarship students to study at world-class 

institutions abroad under the young people to globalization program (YP2G). After 

graduation, they will be assigned to be responsible for international business 

development or work related to PTT’s business in foreign countries.  

   a) Employee Career Management 

   PTT has set up a career counseling team (CCT) to 

manage the career path of the employees by consulting, guiding, controlling, tracking, 

appointing, transferring, promoting, and supporting employee growth. The committee 

will meet every profession once a month as a mechanism for employees to set goals 

and plan for self-development in the form of training, job rotation and other forms of 

development in accordance with career path to advance career and create value in 

responsible job in accordance with goals and directions of the organization. Career 

management requires career development considering the success profile and career 

path as well. 

   Again, to be promoted or appointed to a higher 

position, there are the following steps: 1) demand and supply survey for the positions 

that will be retired within 3 years and how many personnel will be rotated 2) supply 

selection by considering the past performance and competency for 3 years of the 

employees from the evaluation by the supervisor which was extracted from PTT’s 

database at the rate of 1 : 3 people, meaning that if there is 1 retiree, there will be 3 

reserve personnel, which will be surveyed and prepared like this every year 3) 

assessing selected employees by comparing the success profiles of vacant positions, 

the success profile of that position will provide details about the knowledge, 

performance, experience, and other characteristics necessary for the performance of 

that position. After evaluation, the committee will be able to know what are the 

strengths of each employee, which competencies that is sufficient for work and which 

competencies that are still lack or having any weaknesses, and who should be 

assigned to be a consultant for each selected employee to assist in the development of 

the staff’s potential to be ready for the vacancy 4) assignment and the evaluation of 

employee’s performance and potential enhancement by comparing with the success 

profile of the target position 5) bring to the meeting to consider, select and appoint the 

most suitable person for the position. 
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   All employees will receive information suggesting 

that what must be done when someone is appointed in current position, which is not 

based on the only database system. In the access to employee information, there will 

be both searching for information by themselves and having career advisors to advise 

or having human resource management to take care of each employee in various 

forms, whether it be meetings, communication, emailing information, or searching in 

PTT's database, which has multiple channels depending on how convenient they are. 

Usually, they have their practice, namely, media, knowledge, etc. However, PTT tries 

to gather complete information within the system for the staff to easily access the 

information by themselves in addition to HRBP help. However, HRBP is glad to 

answer employee inquiries. If employees are unable to find the information they need, 

they can use the chat board to ask questions. In addition, answering through the chat 

board can also be beneficial to many people who are curious about the same issue, 

which is convenient for answering in same time too. In addition, PTT has compiled 

and posted questions and answers that employees often ask about. This is very useful 

because it gives human resource management an opportunity to do other work than 

just human resource and turn to think of a project or other work that will truly help to 

be a business partner. Moreover, all employees are able to access all information 

about their own operations through the COACH system, whether they are manual for 

their positions, scope of duties and responsibilities, key performance indicators, 

performance evaluation results and performance, etc., as well as the status of various 

indicators are displayed in real time such as one employee will be promoted to a 

higher position, what performance he must pass, what capabilities he needs to 

develop, what position he must rotate and when he should rotate to be eligible to be 

considered for promotion etc. In addition, there is also information for employee 

development which is a subset of the COACH system, so it’s easy for education and 

self-development. 
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4.1.3 Data Analysis Results from Information Technology Department 

Management and Employee Interview 

 In order to study the use of information technology systems in human resource 

management in accordance with the concept of high-performance management 

system of PTT, the researcher, therefore, chose to interview 3 executives and 

information technology officers of PTT which its results can be summarized as 

follows.  

4.1.3.1 Information Technology for Human Resource Management 

  Information technology that PTT uses for human resource management 

may be divided into 2 major parts, which are operating system and applications. They 

can be presented as follows. 

 1) Operation System 

 PTT’s information technology uses a product called SAP 

(systems, applications and products) for data processing, which is an ERP (enterprise 

resource planning) that covers all businesses. All operation of PTT will be on SAP 

including the human resource system which is a module in SAP and was developed 

based on the business process such as how data is input, how it is stored, and how it is 

reported etc. The system will store as an employee performance database, competency 

details derived from job analysis, success profile, and indicators for performance 

evaluation that is standard throughout the organization. In addition, work related to 

the movement of other information such as leave and rights associated with the 

benefits will be Legacy system, which is an application developed by PTT and 

attached to the SAP because it will have linked each other (Kiettisak Petnumkieo, 

2018, interview) 

 2) Applications 

 Within the SAP system, PTT has developed applications to 

facilitate management and information communication with employees. There are 5 

main subsystems associated with human resource management they are e-recruitment, 

COACH, ME, workplace and chat board as follows. 
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  (1) E-recruitment 

  E-recruitment is a system that PTT uses as the main 

system for recruiting and selecting new personnel to enhance the efficiency of 

recruitment and selection process. Within this system, the applicants can fill out the 

application form, attach the relevant documents to the system, and perform basic tests 

as required such as SPIRIT assessment and aptitude test etc. before the interview. The 

test results will be automatically stored. And the applicant can view the results from 

the system before the selection of candidates by interviews. 

  (2) COACH  

  COACH Application is a database and communication 

application about human resource management of PTT for example work manual in a 

specific position, competency, success profile, knowledge management, performance 

management and career management. Employees can learn about the operational 

procedures of their positions from the success profile in the system, in which all 

information is displayed in the following related formats: 1) operation manual in the 

COACH system contains details about the practices for specific position. It as a 

guideline for new employee or new appointed personnel in a particular position to be 

studied and able to develop themselves to be ready for operation, able to work 

correctly, and know how to coordinate with other parties when it is necessary to 

perform each task according to the work relationship etc. 2) success profile is the 

details of the competencies (what people can do), experience (what people have 

done), organization knowledge (what people know), and personal attributes which are 

beneficial to the performance of the specific position. If employees want to success to 

some position. They must develop to the level that is acceptable in the details of the 

position. Having appointed that position, these competencies will be one of the 

criteria for personnel evaluation to be able to pass the evaluation. Personnel who has 

the competency specified in each position will be a guarantee that they have the 

ability to create satisfactory results for the organization. 3) knowledge management 

system which is a subset of the COACH system. Employees can freely choose to 

study various knowledge, including information necessary for their operations, health, 

law, lifestyle, etc. that personnel can participate in creating and saving knowledge 

information into the system whether in the form of individuals, groups, or 
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organizations, through expertise in each area to consider before the information is 

published in the knowledge database. There are also other features that support 

learning, such as the introduction of topics for operators in each position and 

following up on topics or writings of each person that is interested in etc. 4) 

performance management system which records the data necessary for measurement, 

driving, evaluating the performance of employees completely, and determining the 

relationship between employees and supervisors and the relationship of the COACH 

system with other related systems, as shown in Figure 4.8 5) career management 

system in the COACH system mainly contains information about success profiles and 

job rotation according to specified criteria, for example, what job must be passed for 

some period etc. 6) other types of information for management such as internal 

recruitment, sending electronic mail to notify personal news, public relations 

messages and requesting cooperation etc. 

 

 

 

Figure 4.8 PTT’s Coach System 

Source: PTT, n.d.-a.  

PTT (n.d.-a) 
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  (3) ME 

  ME stands for my everything. It is a personal 

information system that connects to other systems, then presents it as personal 

information such as a history of employees, salaries, benefits, etc. Having logged in 

the system, the system will only show their own personal information. Therefore, 

when someone wants to know any information about himself, he can then log in to the 

system and browse the desired information. 

  (4) Workplace 

  Workplace is similar to Facebook, which PTT developed 

for communication, public relations, seminars, workshops, media and activities that 

can be distributed or broadcasted through the workplace, which are convenient for 

employees, who may be busy or inconvenient to participate in activities at that time, 

can follow. It is similar to YouTube that has live and can follow, so everyone has a 

channel to access this information making personnel who are not convenient to attend 

at the time of the activity, do not miss from that activity at all. 

  (5) Chat board 

  The chat board is an application for chatting and 

inquiring information within the organization to facilitate employees for inquiring 

information. 

  From the above information, it can be seen that the 

various information that appears in the system is the information pulled from the 

system. That is to say, it is not just a party or someone importing the data. But it is the 

sum of everyone who has already entered data into the system. The information will 

go to the database and be released through various applications as required. Its main is 

SAP, which is the central system. The information that is inputted into the system 

such as employee gender, age, level, which is general information while each 

department works on their job. Besides human resource subject matter, there are other 

areas such as finance, business etc. which can be programmed to connect various data 

as needed, with PTT digital as the assistant for information design. For example, how 

this data needs to be displayed, for what purpose is this information. PTT digital will 

help to write software or application for use to retrieve the current information 

displayed and can be used in the analysis, decision making which having an up-to-
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date analytical data is one of PTT’s challenges. Because PTT is a large organization 

and plays an important role in national energy. However, some details may be very 

deep. Some may not be deep, not detailed because it depends on the nature of the data 

and the use of that type of information. 

4.1.3.2 Accessing the Human Resource Management Information 

  Currently, PTT provides Wi-Fi covering its areas. Therefore, all 

personnel can easily access the network. Whereas the personal computer will be 

connected via LAN (local area network). While everyone personnel have a username 

and password to authenticate to the system both from within and outside the 

organization.  

  In addition to facilitating access to the system via computers, PTT has 

also developed programs that allow employees to download and install in their mobile 

devices for convenience while using.  

4.2 Human Resource Management of Thai Airways International Public                               

Company Limited 

4.2.1 Data Analysis Results from the Interviews of Outstanding 

Employees 

 To study human resource management factors affecting outstanding 

performance, the researcher interviewed 2 high performance employees selected by 

the human resources department of Thai Airways International Company Limited. 

The result of the interview could be presented as follows. 

4.2.1.1 Factors or Human Resource Management Activities that 

Affect Employee Outstanding Performance 

  From group discussions with employees with outstanding performance 

from Thai Airways regarding factors or activities in human resource management that 

make employees have outstanding performance, it was found that participants in the 

group discussion could rank factors affecting their outstanding performance from the 

most influential to the smallest, consisting of performance management, training and 
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development, and career management. In addition, there was also information 

technology and communication in which employees participating in the group 

discussion agreed that it helped them to be able to work more efficiently and 

effectively. 

4.2.1.2 Reasons Why Factors or Human Resource Management 

 1) Performance Management 

 Representative employees with outstanding performance give 

reasons about the performance management of Thai Airways which affects the high 

level of employee performance that because employees realize that it is a 

responsibility arising from an agreement with a supervisor. And it is based on the 

personal evaluation of the employees that one can achieve the goal. Therefore, they 

propose the supervisor to make an agreement on the key performance indicators with 

the supervisor. In addition, after evaluating the performance in the first half of the 

year, if it was found that employees still have gaps which may result in the inability to 

meet the target set, they also have the opportunity to undergo self-development in 

order to upgrade their skills to higher competencies to achieve the agreement. In 

addition, having been evaluated, it is a motivation to accelerate the work to achieve 

goals as well. Furthermore, the results of the performance evaluation also affect the 

career advancement of employees. Therefore, performance management is considered 

a stimulus and it is a process that helps employees strive to work successfully. 

 2) Training and Development 

 Representative employees with outstanding performance give 

reasons about training and development of Thai Airways which affect the high level 

of employee performance that because it is an activity that helps directly enhance the 

competencies of the employees. In general, group discussion participants and their 

colleagues are not able to work immediately when becoming a staff member of Thai 

Airways. Therefore, it is necessary to rely on training and development processes in 

order to be able to perform various duties and responsibilities. As Thai Airways has 

training courses for employees in various professions and the core competencies of 

the organization. Its employees are aware of the importance of training and 

development that it provides courses for training such as flight attendants which must 

have received at least for 3 months training before being able to work and pilots must 
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be trained for at least 6 months to be able to work, etc. In addition, its employees must 

pass many standards, which require a training process. Therefore, it was found that 

each year, it has allocated a budget for not less than 400 million baht for employee 

development. 

 3) Career Management 

 Representative employees with outstanding performance give 

reasons about career management which affects the high level of employee 

performance that due to employee growth will be considered based on the 

performance at an excellent level. Therefore, employees who want to advance in their 

careers must try to work to achieve higher results than just the passing criteria. Thus, 

it is useful for an outstanding performer and being offered by supervisors for the 

management to consider and approve the next promotion. 

4.2.1.3 Human Resource Management Resulting Employee 

Outstanding Performance as Perceived by Employee 

Representatives 

  From the viewpoint of high-performance employees, they were aware 

that Thai Airways implemented factors or human resource management practices that 

affected their outstanding performance as could be presented as follows. 

 1) Performance Management 

 The performance management cycle of Thai Airways consists 

of 4 process which are 1) planning 2) coaching 3) reviewing 4) rewarding, which each 

process has the following methods:  

  (1) Planning: at the early years of subordinates must set 

their key performance indicators with supervisors, which normally supervisors will 

notify employees first what is the goals that they want subordinates to achieve. Then 

they let employees set the indicators for their performance. Normally, appropriate key 

performance indicators to propose to the supervisor for approval are around 3-5 

indicators. If the supervisor does not agree with the proposal. There must be a new 

agreement and both parties must understand the same in this agreement, as Suwanna 

Kijsawasdi (2019, group discussion) said that “employees will determine their KPI 

first and then propose the supervisor. If the supervisor approves, it is regarded that 

KPI is completely set.” In addition, Roongruang Munkit (2019, group discussion) also 
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added that “actually, in setting KPI, the supervisor will tell before that he would like 

to achieve some goal. Assumed that he wants to achieve 4 goals, but each subordinate 

will be the one who decides that how will his score be determined because his KPI 

must support supervisor.” 

  (2) Coaching: it is a process to find a way to achieve 

the goals according to the indicators set out in the planning process. And if the 

supervisor considers that subordinates still lack the competencies necessary to achieve 

the agreed key performance indicators, he will send them to attend the training 

courses of Thai Airways or may request to open some additional courses.  

  (3) Reviewing: key performance indicators consist of 2 

parts which are indicators based on job performance and indicators for competencies. 

The supervisor evaluates the performance of subordinates according to the agreed key 

performance indicators as well as the competencies of subordinates. The evaluation at 

the employee level will be divided into 2 sessions or twice a year. The first 

assessment will be made in the first half of the year. In this phrase, it focuses on 

evaluating the progress of the work. If after the evaluation, it was found that 

subordinates still have a performance gap. They will be sent for further training or 

coaching. But, if there is a reasonable reason, they can adjust goals or key 

performance indicators. As for the second half of the evaluation, it focuses on the 

specified indicators. The results of both times will be combined and averaged scores. 

  (4) Rewarding: employees will be considered for salary 

increases based on performance evaluation.  

 2) Training and Development 

 Having been appointed as an employee of Thai Airways, all 

employees must attend the orientation and training according to the Thai Airways 

courses. Thai Airways will organize orientation course in order to help employees to 

know the company, history, necessary departments, rules, regulations, and 

organizational culture etc. While, others training courses under the curriculum of Thai 

Airways which are divided into 2 types, core competencies and functional 

competencies are intended to prepare employees to be ready for operations. 

 Core competency courses are courses that all employees of 

Thai Airways must be trained. Thai Airways will clearly specify what training courses 
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are required for each level. Furthermore, there are also some courses which are 

additional courses that allow applicants to study as needed. The core competency 

courses will be developed and trained by Thai Airways training department. While the 

functional competencies will be a mandatory course for each profession. Each career 

will develop courses and trains employees in their own career. However, some 

courses are also required by relevant standards such as international flight rules etc. In 

addition, Thai Airways also gives employees the opportunity to suggest additional 

training courses. 

 Regarding the training of each course of Thai Airways, every 

year, the training department will specify the courses and training schedule which is 

published in Thaisphere application that employees can access through the company 

intranet. In addition, when approaching the period of trainee recruitment, the training 

department will also send an email to the employees who meet the training 

requirements for that course. While, in basic courses which a lot of employees must 

be trained, it will be opened at least 2-3 times a year. In addition, if any courses that 

employees are specially interested and it is necessary to apply the skills in that course 

to work, employees can also ask the training department to open training as well. 

 As for the training of Thai Airways, it was found that training 

at the employee level have only internal training but if there is a course that 

employees are interested in and important for their operations, which is offered 

outside, which must not be offered at Thai Airways, employees can also ask for 

approval from executives to join outside training as Suwanna Kijsawasdi (2019, group 

discussion)  said that “if employees are interested in studying outside, they can make 

a plan for the executive presentation, but it depends on the executive approval. 

Furthermore, Roongruang Munkit (2019, group discussion) added that “if taking from 

experience is such as procurement, once the purchasing department knows that the 

new act has come, the employees must write a letter of employment. It will send 

employees out for training to be able to work.” As for the executive level, there will 

be both internal and external training. While, for the training model, Thai Airways has 

a variety of training methods, such as classroom lectures, simulation, practice, and 

training through the company’s e-learning system. Personnel will be learned both by 

speakers of the company and external expert speakers. Moreover, employees must 
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also pass the assessment criteria in accordance with the standard of the course. In 

addition, Thai Airways is also monitoring the development of operations after the 

training as well. 

 3) Career Management 

 From the standpoint of high-performance employee’s 

representatives, they recognize that the career management of Thai Airways is clear 

for employees in level 1-7. They will know their career path. And if they have 

outstanding performance, supervisors will consider proposals for higher level 

executives for approval. Therefore, levels 1-7 are only competing with oneself. While, 

the level 8 upward that is held in the management group, Thai Airways uses 

examination methods which needs to be applied to continue with the selection process 

according to the system of Thai Airways. 

4.2.2 Data Analysis Results from the Executives, Supervisors and 

Employees in the Human Resources Department of Thai Airways 

International Company Limited 

 To study the method of human resource management in accordance with the 

concept of high-performance work system of Thai Airways, the researcher chose to 

interview an executives, managers, supervisors, and employees in Thai Airways’ 

human resources department totaling 9 samples. The interview results can be 

presented as follows. 

4.2.2.1 Thai Airways’ Human Resource Management System 

  From interviews of executive, managers, supervisors, and staff in the 

human resources department of Thai Airways, it can be said that Thai Airways’ 

human resource management system consists of recruitment and selection, training 

and development, performance management, compensation, and career management 

which are described as follows: 

 1) Recruitment and Selection 

 Chatchawal Pongvithayanon (2562, interview) informed 

about the appointment of Thai Airways, which its significance consists of the 
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recruitment and selection system, recruitment sources, and the criteria and methods 

for recruitment and selection as follows. 

  (1) Recruitment and Selection System 

  Thai Airways employee recruitment and selection system 

has a committee to recruit and select employees for various positions. Thai Airways 

opens for those interested to apply through the Thai Airways website, which is an 

information technology system that facilitates tis recruitment. This system will 

compile, process and display various information to make decisions regarding the 

recruitment and selection process currently.  

  (2) Recruitment Sources 

  Thai Airways uses both internal and external 

recruitment. Thai is to say, if it is a basic position, it mainly focuses on external 

recruitment, but if it is a management position, it will be open for both internal and 

external applications for the organization to have the opportunity to select the most 

talented.  

  (3) Criteria and Methods for Recruitment and Selection 

  Recruitment and selection of Thai Airways personnel 

focus on both the organizational core values and positional competencies. The 

organizational core value fit is a measure to assess whether an applicant is compatible 

with the organizational culture and values. As for the measurement of job fit, it is 

selected according to the performance for each position which needs different 

competencies. Competencies that are measured in more or less kinds and level depend 

on different levels and positions, such as accepting a chef, position of chef tarts from 

Chef 1, Chef 2 etc., which the competencies in the position is knowledge of cooking, 

the proportion of various ingredients that are required to be able to cook. While, the 

educational qualification is considered as a fundamental that the applicants must have, 

such as a bachelor’s degree and work experience etc. If it is a beginning level, it will 

focus on new graduates, which does not require much experience. But if it is a higher 

position, it is necessary to accept those with experience in relevant fields, but the most 

applicants the Thai Airway receives are at the beginning level in order to learn and 

grow. 
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  Recruitment and selection of Thai Airways consist of the 

steps which are manpower approval, recruitment committee appointment, recruitment, 

and selection which are as follow. 

   a) Manpower Approval 

   Thai Airways’ recruitment process will occur when 

the manpower is first approved. Although there are retired personnel, it doesn’t mean 

that it must recruit employee to replace that position. That is to say, it must reanalyze 

the job first to know that is it still necessary. After the manpower is approved, there 

will be an appointment the selection committee to carry out recruitment and selection 

activities for new employees. 

   b) Recruitment Committee Appointment  

   After the manpower is approved,  every position to 

be selected to be a personnel of Thai Airways must be recruited in the form of 

committee which requires a qualified person according to the profession of the 

department that asks to approve the joint as a committee. The appointment of the 

selection committee will be made based on the approval of the manpower only. The 

appointed committees will jointly select in every process from application selection, 

written exam, practice exam, and interview. 

   c) Recruitment 

   Thai Airways’ recruitment announcement operates 

mainly via the Thai Airways website (www.Thai Airways.com). In addition, it uses 

all social media of Thai Airways such as Line, Facebook, Instagram in public 

relations for recruitment which all channels link to its recruitment websites. There are 

2 types of job applications, which are 1) being open for application in not specific 

topic which is an open recruitment in which applicants can choose to apply for jobs 

more than 1 position that they are interested in. And once the manpower is approved 

for some position that is accordant with the requirements of the applicant. It also 

informs those who meet the qualifications that the position on the date of this 

application announcement so that the interested applicants do not miss the opportunity 

to enter the selection process for that position in the future. For example, Thai 

Airways is recruiting for some position, if you are interest you can apply for it. Filling 

out this type of application, the system will keep the applicant data for a period of 1 
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year from the date of application. Having completed 1 year-round, the system will 

automatically delete the applicant’s information. Again, the same applicant can fill the 

application form as many times as possible especially in the case that some applicants 

who have improved qualifications after completing the application, for example, they 

can better test the TOEIC scores, so they can fill out the application in the system 

again, after that the system will update to keep only the latest edition only; 2) 

accepting applications when there is a need which will open for applications from 

time to time according to the time limit which the general application announcement 

will give details about the position, level of the position, duties or responsibilities, 

qualifications, application, selection tests, and required documents. The applicant 

must click into the position of application announcement and fill out the information 

on the website and print the application to submit. 

   However, the recruitment for Thai Airways applies 

both recruiting applicants from within and outside the organization. For the beginning 

level, external recruitment is mostly implemented, while for the middle level, it will 

start from internal recruitment first which are career growth. But if the middle level 

that is a practical level, such as a marketing officer which needs special expertise. 

Having recruited internally, there are no qualified persons in accordance with the 

requirements, then it continue to use external recruitment. 

   d) Selection 

   Applicants who have passed the qualification 

process for every position must submit a written examination and interview as 

announced by Thai Airways. For some position, there are also practical tests as well. 

For example, the test taker who is the flight attendant must pass the swimming test 

after passing the interview examination etc. For others position, having passed the 

interview, the employee must have a health check and probation for a period of 6 

months. During the probation period, employees must be evaluated twice. The first 

evaluation will be done in the first 3 months end and the second evolution must be 

done in the next 3 months. Even though they have passed the assessment in the first 3 

months, they will not be appointed until the end of 6 months. But if after 6 months, 

the employee has not passed the evaluation, Thai Airways will give an excuse within 

3 months later. If another 3 months (including 9 months) terminated while the 
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employees cannot pass the evaluation, they must be retired. Thai Airways’ probation 

process is under the responsibility of the requested department. 

 2) Training and Development 

 Ticharat Praditpong (2019, interview) gave information about 

the training and development of Thai Airways’ employees. Its important elements 

consist of concepts relating to human resource training and development, training 

courses, methods of training and development, system that is supportive to employee 

development, and the system for monitoring and evaluating the development of 

employees after their training courses as follow. 

  (1) Concepts of Human Resource Training and 

Development 

  Thai Airways uses the concept of learning organization. 

It has a policies about human resource development and training at all levels in order 

to leverage human capitals who are competence according to international standards, 

being good, talented and knowledgeable, suitable for positions and to prepare for 

succession and to be leaders for driving the organization towards the goal in 

accordance with the vision that being a national airline that has efficient management 

and has sustainable profits providing excellent service with the charm of being Thai. 

  (2) Training Courses 

  Training and development courses of Thai Airways are 

divided into 2 types which are core competencies and functional competencies. Core 

competencies or soft skills are courses for all members such as general course, service 

mind, communication, teamwork, English, Third Language, organizational and 

cultural learning, freight transport, and supervision techniques, etc. which will be 

scheduled as a training schedule each year. But it does not mean to practice as 

determined only. Since Thai Airways will review and develop according to the 

situation as well. As for functional competencies or hard skills, they are courses for 

careers or positions which are the operation (operation) such as competencies for the 

airport or ground staff, which have courses such as loss and found, dangerous good, 

etc., which are required for operations. Again, the courses, objectives, context 

outlines, and criteria for passing the training will be given details in the Thai Airways’ 

Thaisphere system. 
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  Again, the developed courses are regarded to be 

compulsory for employees to be trained. In addition, when situation have changed, 

and it has requirement for new training courses. It can also improve and add courses. 

  However, it has not yet compiled that how many training 

courses are there. But all personnel can see that what courses are available for training 

which the learning management system will show only the courses’ name and 

prerequisites. It cannot be seen details about the courses content. It specifies what 

courses will be opened this year, when are the courses open. and how many days for 

each training course etc. 

  For the division of the courses, if it is a general course, it 

is designed for level 1-5 employees, if it is the super vision technique course, it is for 

level 6-7 employees. While the managerial course is designed for managers from level 

8-9 up. etc. In addition, for senior management, it may organize a special course and 

invite experts to give a lecture or approval for external training is also provided. Level 

of the course will be related to the position, such as if someone will be qualified to be 

appointed in some level. What courses are required to pass? It is like a career growth 

guide called the learning development roadmap. The criteria will be detailed to all 

employees via the Thaisphere webpage, which is an internal communication system 

that all employees can see. In the Thaisphere system, there will be a training center 

titled as a communication channel for training with employees. The training center is 

divided into different departments with their own responsibility (developing courses 

and arranging training by oneself). While, the central training department is 

responsible only for the core competencies of the organization and general 

management matters regarding training. Again, the course for managers will be both 

internal and external courses that Thai Airways will allocate some budget for sending 

personnel to study outside the organization. While, the training department will also 

compile a database of both the courses and the institutes that are open for executives, 

such as Institute of Research and Development for Public Enterprises (IRDP), Sasin 

School of Management, and Thailand National Defense College (NDC) etc. 
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  (3) Training and Development Methods 

  Thai Airways will develop employees according to the 

position level. It provides both internal training that is organized by itself and external 

courses.  

  For Thai Airways training, if it is a core competency 

training and courses in accordance with the regulations of international aviation laws 

or regulations which is a policy of Thai Airways. All employees must attend the 

training. And it is the responsibility of the central training department known as D9, 

that has an office located at Laksi crew training center. As for functional training, it is 

the responsibility of each department which must train their own employees, such as 

mechanic, kitchen, pilot, and ground staff etc. While example of training for aviation-

related businesses is cargo catering etc. Thai Airways gives the freedom to create the 

courses and to make a course update as it guides a framework for curriculum 

development such as the cause of invention of the curriculum, where to find training 

need, and the executive level who can approval it etc. Therefore, having been 

appointed as an employee of Thai Airways, one must pass both types of training 

courses, such as when training new pilots, one must be trained the core competencies 

to know how are the tickets sold, which airlines are Thai Airways cooperating with, 

are there any mileage cards. Everyone must have basic knowledge, but not very 

detailed. Although this knowledge is not the duty of the pilot, it is considered relevant 

to the job that the pilot must perform to get an overview and job relationships. But 

one must concentrate on the part of one’s own job about how to fly, which is his/her 

functional competencies. 

  As for the training methods, Thai Airways has a variety 

of employee training, such as lectures, operational meetings, simulation, on-the-job 

training, and self-study through the Thai Airways e-learning system etc. 

  As for the speakers in the training, if the training course 

is organized by Thai Airways, it will invite its personnel to be speakers in core 

competency training courses for employee level 1-4. While training of employee level 

5-7, both internal and external speakers will be invited to be trainers. As for the higher 

levels, it mainly uses external speakers, especially famous one. For whom the speaker 

will be, it depends on the course, which requires specialized experts to be a guest 
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speaker. In addition, some courses require training in accordance with external 

standards and the course specifies the qualifications of the training provider which 

tend to strictly comply with regulations, such as institutions that certify qualifications, 

the ratio between the trainer and the number of trainees etc. There is also a provision 

regarding the training methods such as it must be the study in the classroom only or it 

may be an e-learning etc. Thai Airways personnel can apply by 1) applying via e-

application by filling out the resume, then enter the system and apply for courses that 

they interest. After that the information will appear on the supervisor’s window for 

approval. Once the supervisor has approved, the information will be forwarded to the 

relevant department. 2) Applying in paper, that is printing the filling form and offer 

the supervisor the sign and send to the support department for training. 

  (4) Systems Supporting Employee Development 

  Thai Airways has adopted the e-learning system and 

knowledge management (KM) to help in training and development. Each career of 

Thai Airways will create their own KM. Furthermore, there will also be a contest 

project which all KM will be collected in the Thai Airways intranet. However, while 

the researcher collected this data, knowledge management is undergoing the 

responsibility of the crew training unit or D9 department. It began to create 

knowledge from important issues such as aircraft purchasing etc. In addition, there are 

also ways to leave questions, discussions and share knowledge between members on 

various topics as well. Again, personnel can also log in to study about training 

materials. But because the system is under the new development period, therefore, it 

is not complete. However, some department are continue to do their own KM, but 

they it may not be called KM, such as the crew which make the process of creating 

KM in the event of a problem by a collection of cases and then organizes the meeting 

to find solutions. Moreover, the communication between pilots is done in order to 

consult or practice such as today, encountering clouds like this, encountering storms 

like this, how the problems should be solved and then share with the group etc. In 

addition, it’s KM is conducted in the form of a community of practitioners, such as in 

the event of a storm which needs to be taken out in time, the parties will meet and 

discuss to proceed before the storm, etc. Then, take off lessons of solving problems, 

or the case that Pakistan closes the airspace, the parties involved helped each other to 
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solve the problem. However, it can be said that Thai Airways has done KM but is not 

complete. Because there is a lot of information that has not been stored. And the 

information that is shared is still small amount. 

  (5) Monitoring and Evaluating System for Employee 

Development 

  Thai Airways has established the training support center, 

which is responsible for recruiting trainees, record test scores after training, and 

monitor employee performance progress. These processes are called quality assurance 

of training and development. Thus, having been trained, the training support center 

will monitor the employee performance progress.  

  If the participants have already entered the training 

process, but the training evaluation result is not passed. They must repeatedly be 

trained until the score has passed the course criteria. While the test methods will 

depend on the nature of each course such as written examination, practice exam or 

sending work pieces. 

  As for tracking methods, it can be done in many ways. 

While the most method is sending questionnaires or evaluation forms to their affiliates 

to know the evaluation results of what are the development that they accomplish after 

training. Within the evaluation form, there will also be behavioral indicators that are 

consistent with the training course. 

  But if it is a legal requirement course, apart from 

employees must be assessed according to the course criteria. They must also pass an 

inspection from external agencies, which the evaluation result will also involve work 

permits, such as whether they can fly or not. Therefore, after training, the required 

information must be recorded in the database, such as the name of the course and the 

evaluation result etc. Again, it is not only its personnel must be trained, but also the 

outsources must be trained in various course until they can pass required standard 

criteria. And their training information must be stored in separate systems as well. 

 3) Performance Management 

 Kamolorn Charlee and Monsikarn Samransamruadkit (2019, 

interview) explained the performance management of Thai Airways, concluding that 

it has implemented the performance management system from 2011 onwards and 
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early, it is implemented for high level executives first. The system practice is as 

follows. 

 Every year, Thai Airways has corporate indicators which is 

determined by the State Enterprise Policy Office (SEPO), which is a government 

agency that is responsible for state-owned enterprises nationwide. And all state 

enterprises must be evaluated by the SEPO. Therefore, the it makes an agreement 

with Thai Airways to determine the indicators and the rating level such as this year 

these indicators and points will set for Thai Airways. However, those will only be 

determined annually. For examples of indicators, it may be cost reduction this year 

which the goal must be set. While the definition for each score such as 1, 2, 3, 4, and 

5 etc. must be done by SEPO. However, the enterprises have the right to negotiate. 

But the negotiation must be reasonable. These indicators are a measure of the overall 

success of the entire organization, so it’s called the corporate KPI. 

 Having got the organizational indicators, regardless of how 

many they are, Thai Airways will transfer those indicators to executives at all levels. 

Then executives at each level will pass on to their subordinates. Therefore, each line 

of work will receive different indicators according to their functions and 

responsibilities. 

 In addition to the indicators of the organization level as 

mentioned above, Thai Airways also have other indicators which are its strategies or 

strategic KPI. These strategies will be in accordance with the organizational indicators 

that was set early. While some issues may be internal plans, for example, Thai 

Airways is currently undergoing rehabilitation. Therefore, there will be many strategic 

plans which it will be transferred to related executives such as in buying and selling 

aircraft, there will be many departments involved, for example; the aviation 

department, strategic planning department, sales department, mechanic department, so 

these departments will also be responsible for the projects under this company’s 

strategy. Besides, the executives and employees are also responsible for the 

profession in which they manage and operate. Those responsibilities must be 

considered for their indicators setting as well. Therefore, both management and 

subordinates must be responsible for 3 types of KPI which are 1) corporate KPI 2) 

strategic KPI 3) functional KPI. 
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 The indicators definition for performance evaluation at the 

employee level (levels 1-7) will be divided into 2 parts which are performances 

indicators and competencies indicators. With equal proportions (50: 50). Higher levels 

will be set different assessment ratios according to position level (it divides personnel 

management into 14 levels). If the position is higher, the proportion of the 

performance indicators will also increase until there are the performance indicators 

only. 

 Thai Airways performance management is a continuous 

process consisting of 4 steps, they are planning, coaching, reviewing or evaluating 

performance and awards as follows: 

 

 

 

Figure 4.9 Performance Management Process of Thai Airways International Public 

Company Limited 

 

  (1) Planning: Goal and Indicators Setting 

  Thai Airways performance management starts from the 

awareness of the same goals between supervisor and the subordinate which is passed 
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on from corporate goals to drive the organization in the same direction. Thus, since 

the beginning of the year, supervisors and subordinates must plan together by two-

way communication that what performance indicators should be set for this year. 

However, both parties must be aware that what is the goals of the organization, and 

then break down the indicators relevant to oneself, after that determine the direction 

and operational goals of the division and spread the indicators to all members of the 

same department. 

  However, Thai Airways is allowed changes to targets or 

indicators during the year once the plan has been implemented, both supervisors and 

subordinates must review that are the indicators set in the right direction. If it is 

considered not to be in the right direction. The indicators must be changed. The 

reasons for changing of indicators such as there were incidents of political unrest 

which despite being an external event, but it affects the operations within the 

organization, etc. Again, the supervisor must also advise how to change to be the 

appropriate indicators. 

  (2) Coaching: Consultation 

  Coaching in the performance management of Thai 

Airways is the process which a supervisor and subordinates will discuss that when 

indicators are set like this, how should it be performed, so that employees are able to 

work successfully according to those indicators.  

  (3) Reviewing: Mid-Year Assessment and Evaluation at 

the Year End 

  In this process, it has important practices which can be 

divided into various issues, including indicators used in the assessment, the 

determination of the evaluation period which is related to the level of those being 

evaluated as follows. 

  As mentioned in the planning process, each year, both 

supervisors and subordinates must make an agreement on key performance indicators. 

After that the supervisor will record indicators into the performance evaluation system 

of each subordinate as well. 

  Performance review of Thai Airways personnel will be 

done differently, if they are in employee level 1-7, they must be evaluated twice a 
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year i.e. during the first half of the year and the second half, in which the first half 

will more focus on tracking performance progress reviewing, the direction and goals 

set and the development of competencies of personnel. Thus, after the first half 

assessment, the key performance indicators may be re-adjusted, but there must be 

appropriate reason. However, this assessment in the first half of reviewing, it will not 

announce that subordinates passed or not yet passed. But if the supervisor sees a 

defect in the performance of the subordinate, he/she will assign subordinates to 

receive additional training. So, the assessment results will be notified once the 2nd 

evaluation has been completed. The evaluators, who are supervisors, will add the 

scores from both assessments together to average the scores. So, they can notify the 

subordinates that what is the evaluation result. While, the key performance indicators 

for evaluating the performance of employees, they are break down to 2 parts which 

are: the first part, representing 50 percent, it is an indicator of the performance that is 

agreed with the supervisor in the planning process as mentioned above. And another 

50 percent is a measure of the competency. If the personnel are managers at levels 8-

9, the proportion of the evaluation of the performance indicators will be increased to 

70 percent, while the proportion of competencies indicators will be decreased to 30 

percent. But if they are at executive level 10 or above, only the performance 

indicators will be left only. Again, the official evaluation for executive will be done 

only once a year. However, executives at all levels must also report their performance 

during the year in order to track the progress of their KPI. 

 

Table 4.1 The Assessors, Indicators and Assessment Cycles 

 

The Assessors Indicators Assessment Cycles 

Executives level 10 

and above 

Performance (100) Once a year 

Executives level 8-9 Performance and competencies (70:30) Once a year 

Executives level 1-7 Performance and competencies (50:50) Twice a year 
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  (4) Rewarding 

  Thai Airways will use the performance results as 

follows. 

   a) Rewarding and increasing employee salaries to 

give morale to the employees in accordance with the moral system by giving 

compensation based on the performance. 

   b) Determination of talent from outstanding 

performance personnel to maintain and develop these employees to have the 

opportunity to be a leader or executive in order to create value for the organization. 

Talent personnel will be promoted on the fast track and will be under the supervision 

of the human resources planning and development department which is commonly 

called PF (peter fox). It is responsible for talent management project by appointing 

consultants. Then take the employees who are in the criteria to measure what the lack 

of those employees, what is needed to be developed, which will come out as an 

individual development plan (IDP). Once upon getting the IDP, the human resources 

development department must continue to inherit that if there is a need for 

development in any course, they should be supported. 

   c) Finding successors, for example, when 

considering level 8 executives or higher, Thai Airways will ask to see the score of the 

employee evaluation for at least the past 3 years for consideration of promotion. 

   In addition, if the employees have performance that 

does not meet the goals due to found that there are some things that aren’t enough. 

IDP will be set for individual development. 

 4) Compensation 

 Udom Prombungkerd and Varanon Kiatipanich (2019, 

interview) explained the compensation of Thai Airways as follow. 

  (1) Types of Compensation 

  The compensation of Thai Airways may be divided into 

2 major categories which are monetary and non-monetary compensation. Monetary 

compensation consists of salaries and wages, whereas non-monetary compensation is 

welfare and various benefits.  
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  (2) Principles and Methods of Compensation and 

Welfare  

   a) Compensation 

   Because Thai Airways is a company on the stock 

exchange, therefore, the compensation can be determined both in monetary and non-

monetary terms according to the resolution of the board of directors. In the process of 

determining salaries and wages, it will specify by comparing with the airline market 

and the leading companies in order to determine the salary structure, salary and 

compensation, which is not lower than the requirements of relevant laws and 

regulations. In addition, as it has many career fields in which some professions must 

be paid for special compensation, also known as extra money. It will determine by 

considering the market together with the ability to pay.  

   Thai Airways has many separate types of work, 

which can be roughly classified as 2 types: routine work in daytime and working in 

shifts. In the word working as shifts, there are still many other types. Most of the Thai 

Airways employees are working in shifts group and the other are working in the air 

consisting of pilot and receptionist.  

   Regarding the salary structure, if it is a structure for 

employees working in the air, it will be separated. That is to say, it will be considered 

by comparing with the leading airline in airline market. But if it is the general 

position, it will be considered in comparison with other state-owned enterprises and 

leading private companies that have the same size and workload mostly located within 

the country. And then determines the salary structure according to job level. This 

process is similar to other state enterprises. As for employees who work in shifts, they 

will also be considered for the compensation as extra money. Having considered 

every comparison, before determining the actual compensation rate, it must consider 

the company’s ability to pay. In addition, the company provides special compensation 

due to 1) the nature of the work 2) having various licenses which will be added to the 

normal salary by calculating only according to the time of performing the duties. 

Therefore, despite obtaining a license but if they are not in the work-performing 

period in accordance with the criteria, they will not receive the extra money as 

mention. For example, aircraft mechanic who has a license that can sign the machine 
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in accordance with the requirements of civil aviation. Or flight attendants will receive 

extra money in case of their working time, but if they do not work, they will not 

receive any extra money etc. 

   However, even though it has regulations for 

providing bonuses, but it has not given bonuses to employees for 9 years due to 

losses. Thus, in order to give the employees morale, the management has allocated 

some budgets to pay as incentives based on ability to pass some certain criteria even 

without profit. This incentive is paid much less than usual. For example, in some 

years, it may not reach 5 per cent of the salary. While the criteria for payment will be 

set up each year. The payment is usually divided into 2 steps which are 1) every 

position is equal and 2) increase according to the percentage of responsibility or 

burden of the position. This type of money must be approved year by year. 

   As for the reward, at this time, it is money that has 

been released from the center only (there are no departments reward). However, there 

may be some allocation in some department, but it is considered very small amount. 

   b) Welfare 

   Thai Airways has principles of welfare allocation 

that it will not give less than the legal requirements. Generally, its welfare includes 

medical expenses, tuition fees, tuition fees, medical health care for family member of 

its personnel, which is essentially the same as other state enterprises. Except for state-

listed enterprises welfare which each enterprise can set some additional benefits. 

However, it was found that Thai Airways has only benefits that are different from 

other state enterprises that is ticket welfare for employees with working aged 3 years 

and over, which is the ticket price for employees (no free tickets). For this welfare, the 

ticket department will determine the price with the condition that if the plane is full, 

even though employees bought a ticket (in employee price) before it is full, they 

cannot board the plane. Or in case of some employees bought tickets for the same 

flight, but after the customer reservation, if the empty seat is not enough. It will give 

rights to employees who are older (by working age) one before, regardless of whether 

who bought before or after. This is a difference in the welfare of state enterprises 

which it can provide benefits according to their business characteristics, such as the 

State Railway of Thailand give train ticket, PTT give oil discount welfare etc.  
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    (a) Health Care 

    Thai Airways provides medical care to 

employees and their families member with an unlimited number which consists of 

employees, spouses and children, but the medical expenses are limited in accordance 

with the ministerial regulations. In case of their spouse is also a state enterprise 

employee. Medical health care will not be able to claim for their spouses will not be 

able to claim (they must withdraw from themselves agencies). Again, Thai Airways 

also provide the service both within by the medical office and outside medical 

facilities. 

    Thai Airways established medical offices that 

provides health care services to employees. They have doctors and nurses providing 

regular internal medicine service both at the headquarters and at the airport. 

Moreover, they provide services for both current employees and retired employees 

also. Especially, on Wednesday, most of the patients who come to receive their 

services are retirees. 

    (b) Accommodation 

    In the case that the employees go to work in 

other provinces or abroad, where is beyond their domicile, they will be support money 

for accommodation. For example, while an employee is sending to work in Chiang 

Mai, if he is domiciled in Chiang Mai, he will not receive payments for 

accommodation, but if having a domicile in other province, he will receive a grant in 

this case. 

    (c) Shuttle Bus 

    All employees can use the company’s shuttle 

service. It is no limit to what position they are. In generally, it is divided into routes 

with certain service times. Again, employees can request to have the route changed.  

    (d) Other Benefits 

    In addition to the benefits mentioned above, 

Thai Airways also provides other benefits such as parking tickets, uniforms according 

to the type of work required (except office staff) etc. There are more than 10 internal 

clubs managed by the club where employees can subscribe to be members and pay at 

a lower rate than external services such as fitness, swimming, snooker, football, 
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dancing, etc. which Thai Airways allocates some budget to support the club’s 

activities. 

    Again, there is also preparation for employees 

before retirement. For example, 1 year before retiring, Thai Airways will provide 

training courses. 4 months before retiring, it organizes recreational activities for 

retirees. Some activities will be organized by the training department. And some 

activities are under the responsibility of the welfare department which is jointly 

responsible with the inner club. Thai Airways considers that these activities are 

important to personnel. 

    However, the welfare of Thai Airways will not 

be able to change to other benefits. If someone does not use some benefits, it is 

considered a waiver of rights to use at all, such as if someone is without children, he 

will not receive the child tuition fees, etc. 

 5) Career Management 

 Thai Airways has many professions divided into various 

fields such as catering, technician, cargo, ground service etc. However, the interview 

shows that there is no specific department that is directly responsible for career 

management. The growth of employees will be under the care of supervisors, as 

Suwanna Kijsawasdi (2019, group discussion) said that “If someone is at level 7, and 

his salary threshold reach to the point that can be promoted as well as having an 

outstanding performance, he will be promoted by the supervisor. Again, to be 

completely promoted, it must be approved by the executive first, it is not just approval 

of the supervisor. But if it is management level, everyone must pass the exam.” Thus, 

in Thai Airways, there is only a structure showing the growth of each work group. 

While, there are 34 career groups in Thai Airways, which each group is divided into 

positions such as employee, supervisor, senior supervisor, administrative assistant, 

and so on. This is like a career path, which personnel can see as themselves career 

paths, because they can see the next step. As for management positions, from division 

manager upwards, it requires an internal recruitment and selection process. But if it is 

EVP or higher, it will be opened for competition among internal and external 

candidates. 
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4.2.3 Data Analysis Results from Information Technology Department 

Management and Employee Interview 

 In order to study the use of information technology systems in human resource 

management in accordance with the concept of high-performance management 

system of Thai Airways, the researcher, therefore, chose to interview 2 personnel who 

are a management and information technology officers of Thai Airways which its 

results can be summarized as follows.  

4.2.3.1 Information Technology for Human Resource Management 

  Information technology that Thai Airways uses for human resource 

management may be divided into 2 major parts, which are operating system and 

applications. They can be presented as follows. 

 1) Operation System 

 In the past, Thai Airways used mainframe to manage the 

organization’s human resources database. In which the management has separated 

into subsystems. Therefore, it is difficult to manage the information. This difficulty is 

the cause of the transition to the SAP system in 2013. 

 SAP is a business database system that combines all the 

information in one place where it is more comfortable and efficient for data 

management. Presently, SAP is used for Thai Airways information management. It 

covers personnel management systems, production accounts, technicians and various 

equipment. In implementing the SAP system in Thai Airways, it purchased the SAP 

system together with hiring consultants to help develop the system. The consultants 

work together with Thai Airways’ programmers. While employees as users and 

operation experts in various fields are participate in the system development process 

to provide information about system requirements. At present, the system is 

maintained by Thai Airways’ information technology department. 

 However, because Thai Airways still has budget limitations. 

Therefore, it is not possible to implement SAP systems for all function. In addition, it 

cannot provide accounts for all personnel as well. Thus, at present, it is just able to 

provide personnel with a certificate license to use the SAP system at approximately 

60-70 per cent. While, the order of certificate license allocation starts from top 
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position downward such as executives, pilot, and crew and so on. While, the level that 

is not yet allocated is operation level at the apron. However, it plans to complete the 

certificate license allocation at 100 per cent by 2020. Thus, while this license is not 

yet available, employees can access information via the organizational intranet system 

from the personal computers, which is set in the workplace. Human resource 

management technology in Thai Airways, therefore, is uses through 2 systems 

together, namely SAP (called SAP-HCM) and its intranet, as a communication 

channel with employees. 

 2) Applications 

 Within the SAP-HCM system, Thai Airways has developed 

11 human resource management modules, covering all aspects of human resource 

management, including 1) OM modules for organizational structure, position, and 

manpower 2) RC module for recruitment and selection 4) PA module for employee 

records 5) TM module for managing schedules and operations times management 6) 

TE module for training and development 7) PE module for performance evaluation 8) 

PY module for payroll 9) CM module for determination salary structure, salaries, and 

bonuses 10) BN module for welfare and 11) TL module for senior management. All 

modules are interrelated as for using the system. 

 In addition, within the intranet system of Thai Airways, it 

was developed applications for human resource management, consisting mainly 1) 

Thaisphere is a web application focused on the organization which employees can 

view, read, and check information related to the company as well as news that the 

executives communicate with organizational personnel. Moreover, they can also 

check information about employees themselves. In addition, they can ask for related 

position to approve somethings such as payroll details, taxes, and leave etc. which can 

reduce the amount of people entering the office. In addition, Thaisphere also has a 

web board for inquiries and exchanges of opinions between personnel. It is divided 

into various categories according to interests as well in which the discussion regarding 

human resource management is in the service category. Again, the relevant 

departments will appoint readers who will inform the relevant position to answer the 

questions. 2) Thaisquare is a personnel-oriented web application. It collects employee 

personal information such as e-personal information and employee self-service etc. 
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For example, when an employee chooses a training menu, it will display his training 

history and training results etc. 3) easy is a web application developed in order to 

calculate the annual salary increase. It will input the data from the SAP system to 

calculate the salary increase. Once calculated, it will divide that which level get how 

many percentages. Having calculated, it will send the information back to SAP (CM 

module). This is because of the calculation of salary increases of Thai Airways is 

quite complicated. 

 In addition, Thai Airways also sent email directly to 

employees in various matters to ensure that employees will not miss communication 

with the organization as well.  

 However, it can be said that main information technology of 

Thai Airways currently undergoing a transition to SAP systems, some of which are 

already fully usable. But some systems are still used in conjunction with a web 

application which is not SAP and developed by Thai Airways itself.  

4.2.3.2 Accessing the Human Resource Management Information 

  Thai Airways facilitates access to human resource management 

information by developing windows that can be used with a variety of devices 

whether it is computers, smart phones and tablets, and has carried out the installation 

of broadcasting equipment both local area network (LAN) and WIFI covering all 

areas and provides username and password to authenticate into the system. So, all 

personnel can easily access the network. However, because Thai Airways still has 

budget limitations, only 70 per cent of the rights can be granted to personnel who can 

be use through the SAP system anytime, anywhere both internal and external 

organization. While the remaining employees of 30 per cent can also access the 

information via Thai Airways intranet system using computers in the office only. 
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4.3 Summary of the Human Resource Management System of Thailand’s                               

State Enterprises 

4.3.1.1 Factors or Human Resource Management Activities that 

Affect Employee Outstanding Performance 

  Thailand’s state enterprises employees are consensus that human 

resource management that impact their outstanding performance is performance 

management, training and development, and career management which sample high-

performance employees gave reasons as follows. 

 1) Performance Management: it is because in the process of 

performance management employees must make key performance indicators 

agreement or goals of working with supervisors.  So, it stimulates employees aware of 

responsibility and commitment to the goals that must be accomplished as agreed. In 

addition, during the operation, employees are also appropriately supported by 

supervisors in order to achieve the goal. 

 2) Training and development: it is because training and 

development is the preparation and development of the skills, knowledge, and 

abilities of employees for the performance of their positions, duties and 

responsibilities. Or it can be said that without training and human resource 

development it is unlikely that employees will be able to perform exceptionally well. 

 3) Career management: it is because the promotion will be 

consider from the performance that is not lower than the excellent level. Therefore, 

employees who want career advancement must try to create the excellent performance 

to meet the criteria. 

4.3.1.2 Thailand’s State Enterprises Human Resource Management 

  Human resource management of Thailand’s state enterprises consists 

of recruitment and selection, training and development, performance management, 

compensation, and career management which was summarized as the following: 

 1) Recruitment and selection: Thailand’s state enterprises 

have both applications and examinations through the website and submitting an 

application in person. As for the written examination, there are 2 types, which are 

computerized testing and tested by a paper test which there are still differences 
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between state-owned enterprises. They use both internal and external recruitment in 

order to select various positions. Internal recruitment being used to select personnel to 

have the more opportunity to work in accordance with their abilities in order to hold a 

higher position in their career path. While, external recruitment is used to recruit 

beginner operation and senior management in order to select the most qualified person 

to be in line with the most needs. The test for selection of candidates will be measured 

both organizational fit and job fit which may be divided into written examination and 

interview. In addition, some positions will also have to take a practical examination. 

 2) Training and development: each state enterprise has 

developed its own training curriculum and send personnel to receive external training 

in some courses. The training courses cover 3 areas: core competencies, functional 

competencies and managerial competencies which may be differently called. Training 

courses for each competency are divided into 3 levels: elementary, intermediate, 

advanced. In addition, some state enterprises also have supplementary courses for 

employees to choose to study on their own choice as well. As for the training 

methods, it was found that there are many methods. The main methods are training 

classroom, simulation, on-the-job training, along with the development of a 

knowledge management system and electronic learning media to improve the learning 

of personnel as well. 

 3) Performance management: performance management 

system of Thailand’s state enterprises consist of some different steps, but there is a 

common activities or procedures, they are setting key performance indicators 

agreement and performance evaluation. However, even though they use different 

words which specify some different operating procedures but when considered as a 

whole,  there are very few different operations, such as in the case of Thai Airways 

and PTT, which have the same procedures as setting key performance indicators 

agreement. But in second processes, it is specified differently that is PTT marks it as 

an individual development plan. While Thai Airways has set up a coaching process, 

which PTT considers to be included in the process of determining key performance 

indicators agreement. While Thai Airways does not specify individual development 

plans process for employees, but it will be done only at the executive level. Thus, 

individual development for employees will be additionally done when the results of 
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the evaluation are known that there are performance gaps. Incidentally, at the 

operational level, if it was found during the year that there is a performance gap, they 

can consult with the supervisor to request for training. The third process which PTT 

defines it as a performance management phase, Thai Airways views that every 

activity are the process of performance management. Therefore, Thai Airways defines 

third process as a period of performance review, which is organized by PTT in forth 

process. As for the fourth process of Thai Airways which is rewarding, PTT views 

that it is something that must be done. Therefore, it does not specify a separate 

process. Therefore, it can be concluded that performance management of Thailand’s 

state enterprises consist of key performance indicators agreements, creating individual 

development plans, performance management, and performance evaluation and 

award. The main purpose of the performance management is focusing on helping 

employees achieve their goals or key performance indicators as agreed with 

supervisors. Throughout the year, there will be two-way communication between 

supervisors and subordinates to monitor job progress, provide advice and support 

closely to the needs of subordinates. 

 4) Compensation: Thailand’s state enterprises make market 

survey to improve compensation levels to be able to compete as well as the ability to 

pay consideration. There are also various rewards and benefits, which are generally 

not less than the law requirement. However, state enterprises that registered in the 

stock exchange are more flexible in determining compensation and welfare than non-

listed state enterprises. In addition, each state enterprise also provides additional 

benefits based on the characteristics of the goods or services that the state enterprises 

operate, such as PTT provides benefits for discounts on fuel, Thai Airways provides 

discounts on plane tickets, etc. 

 5) Career management: employees will be supervised on 

different career growth according to the policies of each state enterprise. Employee 

career advancement will be considered from their own performance. Appointment of 

initial management will be focused on competition among internal personnel. As for 

senior management must compete with both internal and external personnel. 
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4.3.1.3 Information Technology for Human Resources Management 

of Thailand’s State Enterprises 

  Thailand’s state enterprises give the importance of using information 

technology for human resource management. But there still are different limitations 

on accessing information technology. Especially, budget limitations are a major 

obstacle such as SAP, which is a system with high capability, but its cost is very high. 

Therefore, not all organizations are able to use SAP in all function of the 

organizational information technology. Therefore, each state enterprise will choose 

the system that may have lower capabilities that the organization can pay.  

  However, regardless of which operating system the enterprise uses, it 

will be used to communicate through both the network within the organization as 

called intranet and internet network which is more convenient to access from outside 

the organization. 

  Regarding the convenience of using information systems of state 

enterprises, it was found that there are 2 forms which are 1) programming specific 

applications which can be installed on various communication devices such as on 

smartphones and IPAD etc.; 2) adjusting the window so that it can be displayed on a 

variety of devices without having to install a specific program. 

 



CHAPTER 5 

QUANTITATIVE RESULTS 

 This chapter presents the quantitative results, including general information 

about the questionnaire respondents, a descriptive analysis, the first order 

confirmative factor analysis and the statistical analysis results to test the research 

hypothesis as follows: 

5.1 Description of Respondent Information and Studying Variables  

5.1.1 General Information of the Questionnaire Respondents 

 Table 5.1 displays general information of questionnaire respondents, showing 

that most respondents are PTT public company limited employees, male, aged 

between 26-30 years, with a master’s degree, married, with tenure in the organization 

of less than 6 years, and receive compensation more than 45,000 baht a month. 

 

Table 5.1 General Information about the Respondents (n=567) 

 

General Information Frequency Percentage 

Organization Thai Airways 
147 25.93 

 PTT 
420 74.07 

Sex Male 
361 63.67  

Female 206 36.33 
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General Information Frequency Percentage 

Age < 26 years 
37 6.53  

26-30 years 
136 23.99  

31-35 years 
109 19.22  

36-40 years 
91 16.05  

41-45 years 
68 11.99  

46-50 years 
59 10.41  

51-55 years 
35 6.17  

> 55 years 
32 5.64 

Education Under Vocational Certificate or 

Senior High School 2 0.35 

 Vocational Certificate or Senior 

High School 2 0.35  

High Vocational Certificate 59 10.41  

Bachelor’s Degree 195 34.39  

Master’s Degree 299 52.73  

Doctoral Degree 10 1.76 

Marital Status Single 252 44.44  

Married 299 52.73  

Widow/Widower 2 0.35  

Divorced 12 2.12  

Separated 2 0.35 

Tenure in 

organization 

< 6 years 166 29.28 

6-10 years 125 22.05 

11-15 years 99 17.46 

16-20 years 47 8.29  

21-25 years 56 9.88  

> 25 years 74 13.05 
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General Information Frequency Percentage 

Compensation < 15,000 Baht 3 0.53 

 15,001-20,000 Baht 13 2.29 

 20,001-25,000 Baht 39 6.88 

 25,001-30,000 Baht 50 8.82 

 30,001-35,000 Baht 53 9.35 

 35,001-40,000 Baht 41 7.23 

 40,001-45,000 Baht 29 5.11 

 > 45,000 Baht 339 59.79 

 

5.1.2 Perceptions of Human Resource Management System (HRMS) 

 Measurements of perceptions of human resource management system consists 

of 18 questions, they were: 1) The organization clearly defines the applicant 

qualification with criteria and various test methods before employment, such as 

testing for skill and attitude and selection by interview (HRMS01_S). 2) Selecting 

applicants, the organization emphasizes the assessment of skill, attitude and ability of 

applicants (HRMS02_S). 3) The organization decentralizes decision-making so that 

employees can perform their jobs effectively (HRMS03_I). 4) The organization sets 

up teams and gives power to manage teams either project teams or other temporary 

teams (HRMS04_I). 5) The organization has systems contributing to the employees’ 

involvement in planning initiative, solution, as well as suggesting how to improve 

performance and acknowledge the organization's performance (HRMS05_I). 6) The 

organization’s employees are flexible in the means and time of operation 

(HRMS06_I). 7) The organization has various employee development systems such 

as training, knowledge management, coaching, job rotation, etc. (HRMS07_T) 8). The 

organization has extensive training both specific task skills and skills for the 

organization (HRMS08_T) 9). The organization has an effective monitoring and 

evaluation system for training and development (HRMS09_T). 10) The organization’s 

employees are engaged in defining key performance indicators for evaluating their 

performance (HRMS10_PM). 11) The organization will assess the performance of the 

employees according to the key performance indicators agreed with the employees 
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and provide feedback the information to the employees regularly (HRMS11_PM) 12). 

The organization has career path planning for employees (HRMS12_CM) 13). The 

organization has promoted its employees based on past performance (HRMS13_CM) 

14). The organization has an efficient information technology system that facilitates 

employees’ communication and operation (HRMS14_IT). 15) The organization’s 

personnel can communicate with each other and have access to information in a 

convenient, fast, and thorough through the organization's communication system 

(HRMS15_IT). 16) An organization’s compensation is based on employee 

performance (HRMS16_C) 17). An organization pays compensation according to 

level of knowledge and skills (HRMS17_C). 18) An organization has a wide range of 

benefits that are sufficient to meet the needs of its employees (HRMS18_C). 

 

Table 5.2 Human Resource Management System (HRMS) 

 

Variables n Minimum Maximum Mean S.D. Interpreted 

HRMS01_S 567 1 7 6.19 1.018 High 

HRMS02_S 567 1 7 5.99 1.016 High 

HRMS03_I 567 1 7 5.02 1.312 Fairly high 

HRMS04_I 567 1 7 5.18 1.270 Fairly high 

HRMS05_I 567 1 7 5.19 1.401 Fairly high 

HRMS06_I 567 1 7 5.18 1.372 Fairly high 

HRMS07_T 567 1 7 6.09 1.037 High 

HRMS08_T 567 1 7 6.11 1.045 High 

HRMS09_T 567 1 7 5.54 1.069 High 

HRMS10_PM 567 1 7 4.97 1.488 Fairly high 

HRMS11_PM 567 1 7 4.90 1.510 Fairly high 

HRMS12_CM 567 1 7 5.17 1.308 Fairly high 

HRMS13_CM 567 1 7 4.96 1.320 Fairly high 

HRMS14_IT 567 1 7 5.78 1.077 High 

HRMS15_IT 567 1 7 5.75 1.072 High 

HRMS16_C 567 1 7 5.26 1.264 Fairly high 

HRMS17_C 567 1 7 5.09 1.341 Fairly high 

HRMS18_C 567 1 7 5.57 1.144 High 

Sum    5.44 0.917 Fairly high 
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 Table 5.2, finds that overall, most of samples perceive human resource 

management systems (HRMS) in fairly high level. It had an average score at 5.44. 

Samples perceive HRMS in two levels. They were high and fairly high levels which 

numbers of items having those levels are similar proportions. Of total eighteen items 

that were used to measure HRMS, ten of them were perceive at fairly high level 

which is higher than those perceive at high level only two items. They were: 1) 

Organization clearly defines the applicant qualification with criteria and various test 

methods before employment, such as testing for skill and attitude and selection by 

interview (HRMS01_S). 2) Selecting applicants, organization emphasizes on 

assessment of skill, attitude and ability of applicants (HRMS02_S). 7) Organization 

has various employee development systems such as training, knowledge management, 

coaching, job rotation, etc. (HRMS07_T) 8). Organization has extensive training both 

specific task skills and skills for organization (HRMS08_T) 9). Organization has an 

effective monitoring and evaluation system for training and development 

(HRMS09_T). 14). Organization has an efficient information technology system that 

facilitates employees’ communication and operation (HRMS14_IT). 15) 

Organization’s personnel can communicate with each other and have access to 

information in a convenient, fast, and thorough through the organization's 

communication system (HRMS15_IT). And 18) the organization has a wide range of 

benefits that are sufficient to meet the needs of its employees (HRMS18_C). Mean of 

each item was 6.19, 5.99, 6.09, 6.11, 5.54, 5.78, 5.75 and 5.57 respectively. 

5.1.3 Job Satisfaction (JS) 

 6 questions were used to measure job satisfaction, they were: 1) I am happy 

with my job in my organization (JS01) 2) I have a good relationship with my 

colleagues (JS02). 3) I have been treated fairly from the superior and management 

(JS03). 4) I am satisfied in the pay and benefits of my organization (JS04). 5) I have 

been received appropriate recognition by a colleague, supervisor and management 

(JS05). 6) I have the opportunity to progress and have the opportunity to be self-

developed in my organization (JS06). 
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Table 5.3 Job Satisfaction (JS) 

 

Variables n Minimum Maximum Mean S.D. Interpreted 

JS01 567 1 7 5.68 1.123 High 

JS02 567 1 7 6.04 0.910 High 

JS03 567 1 7 5.13 1.405 Fairly high 

JS04 567 1 7 5.37 1.286 Fairly high 

JS05 567 1 7 5.72 1.028 High 

JS06 567 1 7 5.33 1.263 Fairly high 

Sum    5.55 0.987 High 

 

 In Table 5.3, overall, most of samples are satisfied in their job at high level. 

The mean score was at 5.55. Samples placed job satisfaction at two levels. They were 

high and fairly high levels which numbers of items having those levels are equal 

proportions. Of total six items that were used to measure job satisfaction, three of 

them were satisfied at high level which were: 1) I am happy with my job in my 

organization (JS01) 2) I have a good relationship with my colleagues (JS02). And 5) I 

have been received appropriate recognition by a colleague, supervisor and 

management (JS05). Mean of each item was 5.68, 6.04 and 5.72 respectively. 

5.1.4 Organizational Commitment (OC) 

 Researcher asked 15 questions to measure Thailand’s state enterprises 

employees’ organizational commitment, they were: 1) I am willing to put in a great 

deal of effort beyond that normally expected in order to help my organization be 

successful (OC01). 2) I talk up my organization to my friends as a great organization 

to work for (OC02). 3) I feel very loyalty to my organization (OC03). 4) I would 

accept almost any type of job assignment in order to keep working for my 

organization (OC04). 5) I find that my values and my organization’s values are very 

similar (OC05). 6) I am proud to tell others that I am part of my organization (OC06). 

7) I couldn't just as well be working for a different organization as long as the type of 

work was similar (OC07). 8) My organization really inspires the very best in me in 
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the way of job performance (OC08). 9) It would take many changes in my present 

circumstances to cause me to leave my organization (OC09). 10) I am extremely glad 

that I chose my organization to work for (OC10). 11) My organization is my identity 

(OC11). 12) I agree with my organization policies on important matters relating to its 

employees (OC12). 13) I really care about the fate of my organization (OC13). 14) 

For me my organization is the best of all possible organizations for which to work 

(OC14). And 15) Deciding to work for my organization was a definite right on my 

part (OC15). 

 

Table 5.4 Organizational Commitment (OC) 

 

Variables n Minimum Maximum Mean S.D. Interpreted 

OC01 567 1 7 5.75 1.058 High 

OC02 567 1 7 5.67 1.105 High 

OC03 567 1 7 5.88 1.089 High 

OC04 567 1 7 5.42 1.212 Fairly high 

OC05 567 1 7 5.32 1.221 Fairly high 

OC06 567 1 7 5.76 1.151 High 

OC07 567 1 7 5.26 1.363 Fairly high 

OC08 567 1 7 5.23 1.351 Fairly high 

OC09 567 1 7 5.24 1.403 Fairly high 

OC10 567 1 7 5.80 1.087 High 

OC11 567 1 7 5.21 1.283 Fairly high 

OC12 567 1 7 5.22 1.482 Fairly high 

OC13 567 1 7 5.93 1.018 High 

OC14 567 1 7 5.72 1.139 High 

OC15 567 1 7 5.89 1.024 High 

Sum    5.55 1.005 High 

 

 Table 5.4, overall, most of samples commit to their organization in high level. 

Its mean is 5.55. Considering each item, samples placed organizational commitment 

at two levels. They were high and fairly high levels which numbers of items having 
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those levels are similar proportions. Of total fifteen items that are used to measure 

organizational commitment, eight of them were perceive at high level which is higher 

than those perceive at fairly high level only one item. They are: 1) I am willing to put 

in a great deal of effort beyond that normally expected in order to help my 

organization be successful (OC01). 2) I talk up my organization to my friends as a 

great organization to work for (OC02). 3) I feel very loyalty to my organization 

(OC03). 6) I am proud to tell others that I am part of my organization (OC06). 10) I 

am extremely glad that I chose my organization to work for (OC10). 13) I really care 

about the fate of my organization (OC13). 14) For me my organization is the best of 

all possible organizations for which to work (OC14). And 15) Deciding to work for 

my organization was a definite right on my part (OC15).  Mean of each item was 

5.75, 5.67, 5.88, 5.76, 5.80, 5.93, 5.72 and 5.89 respectively. 

5.1.5 Job Effort (JE) 

 Job effort of Thailand’s state enterprises employees was measured by 3 

questions, they were: 1) I go above and beyond the job requirements (JE01). 2) I put 

in extra effort to do work outside my job description to benefit of my organization 

(JE02). And 3) I am very willing to increase workload during challenging times for 

the organization (JE03). 

 

Table 5.5 Job Effort (JE) 

 

Variables n Minimum Maximum Mean S.D. Interpreted 

JE01 567 1 7 5.76 0.985 High 

JE02 567 1 7 5.78 0.992 High 

JE03 567 1 7 5.86 0.960 High 

Sum    5.80 0.931 High 

 

 Table 5.5, shows that both in the overall and by each question, samples’ job 

effort was in high level. It had an average of 5.80. 
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5.1.6 Human Capital (HC) 

 Human capital of Thailand’s state enterprises employees was measured by 4 

questions, they were: 1) I very well understand working process, procedures and 

practices in my job (HC01). 2) I have skills and working proficiency in my job 

(HC02). 3) I have innovative and creative ideas in my job (HC03). And 4) I can use 

the knowledge, skills, and abilities available to perform tasks and solutions within my 

own work as well (HC04). 

 

Table 5.6 Human Capital (HC) 

 

Variables n Minimum Maximum Mean S.D. Interpreted 

HC01 567 1 7 5.99 0.970 High 

HC02 567 1 7 5.89 0.963 High 

HC03 567 1 7 5.82 0.931 High 

HC04 567 1 7 5.98 0.965 High 

Sum    5.92 0.877 High 

 

 Table 5.6 shows that both in the overall and by each question, Thailand’s state 

enterprise employees’ human capital was in high level. It had an average of 5.92. 

5.1.7 Trust in Management (TiM) 

 Trust in management of Thailand’s state enterprise employees was measure by 

3 questions, they were: 1) I feel quite confident that my supervisor and manager will 

always try to treat me fairly (TM01). 2) My supervisor and manager would never try 

to gain an advantage by deceiving his or her subordinates (TM02). And 3) I feel a 

strong faith in the integrity of my supervisor and manager (TM03). 

 

  



 170 

Table 5.7 Trust in Management (TiM) 

 

Variables n Minimum Maximum Mean S.D. Interpreted 

TiM01 567 1 7 5.05 1.406 Fairly high 

TiM02 567 1 7 5.07 1.419 Fairly high 

TiM03 567 1 7 5.02 1.501 Fairly high 

   Mean 5.05 1.387 Fairly high 

 

 Table 5.7 shows that both in the overall and by each question, Thailand’s state 

enterprise employees’ trust in management was in fairly high level. It had an average 

of 5.05. 

5.1.8 Job Performance (JP) 

 Job performance of Thailand’s state enterprise employees was measure by 4 

questions; they were: 1) I can deliver my assigned work on time (JP01). 2) I can 

always make the right decision to perform the job (JP02). 3) I can perform the job 

without errors (JP03). And 4) I can achieve all the goals in the performance 

agreement (JP04). 

 

Table 5.8 Job Performance (JP) 

 

Variables n Minimum Maximum Mean S.D. Interpreted 

JP01 567 1 7 6.17 0.907 High 

JP02 567 1 7 5.86 0.892 High 

JP03 567 1 7 5.60 0.972 High 

JP04 567 1 7 6.02 0.943 High 

Sum    5.91 0.847 High 

 

 Table 5.8 shows that both in the overall and by each question, Thailand’s state 

enterprise employees’ job performance was in high level. It had an average of 5.91. 
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5.1.9 Overview 

 

Table 5.9 Overview 

 

  n Min. Max. Mean S.D. Interpreted 

HRMS 567 1.11 7.00 5.44 .917 Fairly high 

Job satisfaction 567 1.00 7.00 5.55 .987 High 

Organizational commitment 567 1.00 7.00 5.55 1.005 High 

Human capital 567 1.00 7.00 5.92 .877 High 

Job effort 567 1.00 7.00 5.80 .931 High 

Trust in management 567 1.00 7.00 5.05 1.387 Fairly high 

Job performance 567 1.00 7.00 5.91 .847 High 

 

Note: Min. = minimum, Max. = maximum, HRMS = human resource management 

system 

 

 Table 5.9 shows that means of most variables in this research were at high 

level, they were; job satisfaction, organizational commitment, human capital, job 

effort, and job performance. Their means were at 5.55, 5.55, 5.92, 5.80, and 5.91 

respectively. Whereas means of else variables were at fairly high level. They were 

human resource management system and trust in management. Their means were at 

5.44 and 5.05 respectively. 

5.2 Measurement Model 

5.2.1 Perceptions of Human Resource Management System (HRMS) 

5.2.1.1 Primary Statistical Analysis of perceptions of HRMS 

  According to Table 5.10, primary statistical analysis of perceptions of 

HRMS show that most respondents recognized HRMS in fairly high level. It had an 

average of 5.44. It was clearly that there were only two level, which were high and 



 172 

fairly high level. Each of level had similar items. Of all eighteen items, ten items were 

fairly high, they were; HRMS03_I, HRMS04_I, HRMS05_I, HRMS06_I, 

HRMS10_PM, HRMS11_PM, HRMS12_CM, HRMS13_CM, HRMS16_C, and 

HRMS17_C. Their mean scores were at 5.02, 5.18, 5.19, 5.18, 4.97, 4.90, 5.17, 4.96, 

5.26, and 5.09 respectively. 

 

Table 5.10 Mean, Standard Deviation, Skewness, and Kurtosis of HRMS Observed 

Variables (n=567) 

 

 Mean S.D. Skewness Kurtosis Interpreted 

HRMS01_S 6.19 1.018 -1.957 5.902 High 

HRMS02_S 5.99 1.016 -1.590 4.159 High 

HRMS03_I 5.02 1.312 -0.337 -0.489 Fairly high 

HRMS04_I 5.18 1.270 -0.338 -0.610 Fairly high 

HRMS05_I 5.19 1.401 -0.646 -0.047 Fairly high 

HRMS06_I 5.18 1.372 -0.649 0.001 Fairly high 

HRMS07_T 6.09 1.037 -1.441 2.728 High 

HRMS08_T 6.11 1.045 -1.650 3.824 High 

HRMS09_T 5.54 1.069 -0.923 1.339 High 

HRMS10_PM 4.97 1.488 -0.384 -0.844 Fairly high 

HRMS11_PM 4.90 1.510 -0.366 -0.793 Fairly high 

HRMS12_CM 5.17 1.308 -0.473 0.039 Fairly high 

HRMS13_CM 4.96 1.320 -0.628 0.489 Fairly high 

HRMS14_IT 5.78 1.077 -1.223 2.385 High 

HRMS15_IT 5.75 1.072 -1.198 2.324 High 

HRMS16_C 5.26 1.264 -0.838 1.050 Fairly high 

HRMS17_C 5.09 1.341 -0.782 0.605 Fairly high 

HRMS18_C 5.57 1.144 -0.876 1.045 High 

Sum 5.44 0.917 -0.656 1.466 Fairly high 

 

  Considering the normal distribution of HRMS observed variables in 

Table 5.10, finds that the minimum value of skewness was at -0.337 (HPWS03_I) and 



 173 

its maximum value was at -1.957 (HPWS01_S). While the minimum value of kurtosis 

was at 0.001 (HPWS06_I) and its maximum value was at 5.902 (HPWS01_S). While 

overall skewness and kurtosis were at -0.656 and 1.466 respectively. Thus, it could be 

concluded that all variables were normal distributed when comparing to criteria of 

more than 300 samples by Kim (2013, p. 53) stated that skewness value was less than 

2 and kurtosis value was less than 7. 
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Table 5.11 Correlation Coefficient Matrix of HRMS Observed Variables (n=567) 

  01 02 03 04 05 06 07 08 09 10 11 12 13 14 15 16 17 18 

HRMS01_S                                     

HRMS02_S .808**                   

HRMS03_I .308** .361**                  

HRMS04_I .277** .315** .845**                 

HRMS05_I .259** .299** .778** .824**                

HRMS06_I .282** .319** .672** .681** .728**               

HRMS07_T .596** .586** .283** .326** .311** .389**              

HRMS08_T .656** .627** .279** .313** .301** .382** .829**             

HRMS09_T .480** .492** .543** .560** .593** .575** .601** .615**            

HRMS10_PM .136** .167** .708** .750** .728** .628** .247** .218** .524**           

HRMS11_PM .179** .232** .704** .731** .727** .641** .289** .238** .571** .864**          

HRMS12_CM .281** .284** .615** .668** .639** .571** .388** .356** .547** .733** .754**         

HRMS13_CM .267** .291** .639** .604** .626** .524** .365** .277** .492** .661** .733** .725**        

HRMS14_IT .417** .443** .429** .468** .468** .424** .548** .528** .567** .469** .487** .528** .503**       

HRMS15_IT .451** .493** .516** .573** .548** .513** .531** .495** .619** .528** .565** .566** .546** .764**      

HRMS16_C .307** .347** .639** .622** .637** .563** .369** .370** .562** .669** .682** .648** .696** .524** .604**     

HRMS17_C .271** .322** .625** .621** .643** .561** .373** .331** .562** .665** .689** .630** .682** .485** .562** .849**    

HRMS18_C .330** .320** .541** .593** .547** .509** .413** .393** .500** .582** .604** .616** .554** .572** .631** .662** .661** 
 

Note: **. Correlation is significant at the 0.01 level (2-tailed). 
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  Table 5.11 presented correlation coefficient matrix of HRMS observed 

variables that positively and significantly associated to each other at .01 in every 

pairs.  

5.2.1.2 Result of First Order Confirmatory Factor Analysis of Human 

Resource Management System 

  In this step, eighteen observed variables were used to measure HRMS. 

They were HRMS01_S, HRMS02_S, HRMS03_I, HRMS04_I, HRMS05_I, 

HRMS06_I, HRMS07_T, HRMS08_T, HRMS09_T, HRMS10_PM, HRMS11_PM, 

HRMS12_CM, HRMS13_CM, HRMS14_IT, HRMS15_IT, HRMS16_C, 

HRMS17_C and  HRMS18_C. The analysis were conducted by AMOS 22 as 

depicted in Figure 5.1.  

 

 

 

Figure 5.1 Measurement Model of HRMS 
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  Both Figure 5.1 and Table 5.12 showed factor loadings of constructs 

measurement model of HRMS. Usually, factor loadings range from 0-1, whether they 

are negative or positive. Factor loading or standardized loading estimates should be ≥ 

.50 (Hair et al., 2014, p. 618). The value that close to 1 is regarded as most suitable 

for factor grouping (Kanlaya Vanichbuncha, 2013, p. 62). From Figure 5.1 and Table 

5.12, finds that there were three variables having factor loadings below .50, there 

were HRMS01_S, HRMS02_S and HRMS08_T. Their loading factor loadings were 

at 0.372, 0.418 and 0.488 respectively. 

 

Table 5.12 Factor Loadings of Construct Measurement Model of HRMS 

 

   Factor Loadings AVE CR α 

HRMS01_S <--- HRMS 0.372 0.518 0.949 0.952 

HRMS02_S <--- HRMS 0.418    

HRMS03_I <--- HRMS 0.829    

HRMS04_I <--- HRMS 0.845    

HRMS05_I <--- HRMS 0.848    

HRMS06_I <--- HRMS 0.746    

HRMS07_T <--- HRMS 0.488    

HRMS08_T <--- HRMS 0.465    

HRMS09_T <--- HRMS 0.699    

HRMS10_PM <--- HRMS 0.852    

HRMS11_PM <--- HRMS 0.859    

HRMS12_CM <--- HRMS 0.801    

HRMS13_CM <--- HRMS 0.772    

HRMS14_IT <--- HRMS 0.644    

HRMS15_IT <--- HRMS 0.711    

HRMS16_C <--- HRMS 0.800    

HRMS17_C <--- HRMS 0.785    

HRMS18_C <--- HRMS 0.715    

 

Note: AVE = average variance extracted, CR = composite reliability, α = Cronbach's 

alpha coefficient 
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  Beside this, additional value should be contemplated, they were 

average variance extracted (AVE), composite reliability (CR), and Cronbach's alpha 

coefficient (α). AVE value of latent variable that can adequately explain observed 

variables should be at ≥ 0.50. CR value that demonstrates good reliability should be at 

> .70, however, it was acceptable if its value was at .60-.70 (Hair et al., 2014, p. 123). 

From Table 5.12, find that AVE, CR and α values were at 0.518, 0.949 and 0.952 

respectively, which meant that HRMS measurement model had convergent validity 

and high reliability. 

 

Table 5.13 Confirmatory Factor Analysis Results of HRMS 

 

Fit Indices Recommended Value Result 

Chi-square Non-significant .024 

Relative chi-square (χ 2/df) < 5.00 1.501 

Goodness of fit index (GFI) ≥ 0.90 .989 

Normalised fit index (NFI) ≥ 0.90 .994 

Relative fit index (RFI) ≥ 0.90 .976 

Incremental fit index (IFI) ≥ 0.90 .998 

Tucker Lewis index (TLI) ≥ 0.90 .992 

Comparative fit index (CFI) ≥ 0.90 .998 

Root mean square error of approximation (RMSEA) < 0.08 .030 

 

  Results in Table 5.13 showed that the model had a good fit to empirical 

data although chi-square was significant at .024 because of large sample size, thus 

researcher could consider other statistic for model fit criteria (Kanlaya Vanichbuncha, 

2013, p. 109). Beside chi-square, researcher considered the following statistic for 

model fit. They were: relative chi-square (χ 2/df) which was less than 5 (Loo & 

Thorpe, 2000, p. 630); goodness of fit index (GFI) which was at .90 or higher (Doll et 

al., 1994, p. 456; Hair et al., 2014, p. 579; Hu & Bentler, 1999, p. 4); normalized fit 

index (NFI), relative fit index (RFI), and incremental fit index (IFI) which were at .90 

or higher (Hu & Bentler, 1999, p. 4); Tucker Lewis index (TLI) which was at .90 or 

higher (Hair et al., 2014, p. 584); comparative fit index (CFI) which was at .90 or 
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higher (Hair et al., 2014, p. 580; Hu & Bentler, 1999, p. 4); and root mean square 

error of approximation (RMSEA) which was less than .08 (Browne & Cudeck, 1992, 

p. 239). The results of relative chi-square, GFI, NFI, RFI, IFI, TLI CFI and RMSEA 

were 1.501, .989, .994, .976, .998, .992, .998, and .030 respectively. Thus, it could be 

confirmed that measurement model of HRMS had a good fit to empirical data. 

5.2.2 Job Satisfaction 

5.2.2.1 Primary Statistical Analysis of Job Satisfaction 

 

Table 5.14 Mean, Standard Deviation, Skewness, and Kurtosis of Job Satisfaction 

Observed Variables (n=567) 

 

  Mean S.D. Skewness Kurtosis Interpreted 

JS01 5.68 1.123 -1.110 1.800 High 

JS02 6.04 0.910 -1.706 5.660 High 

JS03 5.13 1.405 -0.427 -0.320 Fairly high 

JS04 5.37 1.286 -0.707 0.520 Fairly high 

JS05 5.72 1.028 -1.179 2.776 High 

JS06 5.33 1.263 -0.908 1.319 Fairly high 

Sum  5.55 0.987 -0.747 1.507 High 

 

  According to Table 5.14, primary statistical analysis were conducted. 

Overall, Thailand’s state enterprise employee samples satisfied their job in high level. 

It had an average of 5.55. But considering each question, samples had job satisfaction 

at two levels. They were high and fairly high levels which numbers of items having 

those levels are equal proportions 

  Considering the normal distribution of job satisfaction observed 

variables, the minimum value of skewness was at -0.427 (JS03) and its maximum 

value was at -1.706 (JS02). While the minimum value of kurtosis was at -0.320 (JS03) 

and its maximum value was at 5.660 (JS02). While overall skewness and kurtosis 

were at -0.747 and 1.507 respectively. Thus, it could be accepted that all variables 
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were normal distributed, comparing to criteria of more than 300 samples by Kim 

(2013, p. 53) stated that skewness value was less than 2 and kurtosis value was less 

than 7. 

 

Table 5.15 Correlation Coefficient Matrix of Job Satisfaction Observed Variables 

(n=567) 

 

  JS01 JS02 JS03 JS04 JS05 JS06 

JS01             

JS02 .686**       

JS03 .585** .486**      

JS04 .609** .482** .768**     

JS05 .664** .717** .690** .599**    

JS06 .669** .567** .752** .692** .758**   

 

Note: **. Correlation is significant at the 0.01 level (2-tailed). 

 

  Table 5.15 presented correlation coefficient matrix of job satisfaction 

observed variables that positively and significantly associated to each other in every 

pairs. Again, reviewed literatures, correlation coefficient value criteria by Kanlaya 

Vanichbuncha (2013, p. 51) stated that its value should not be less than .30, and not 

be more than .80 to prevent multicollinearity problem (Montree Piriyakul, 2013, p. 

73). Thus, considered to the correlation coefficient matrix of job satisfaction observed 

variables Table 5.15, finds that all pairs of variables were congruent with the criteria. 

5.2.2.2 Result of First Order confirmatory Factor Analysis of Job 

Satisfaction 

  In this step, 6 observed variables were used to measure job satisfaction 

of Thailand’s state enterprise employee samples. The analysis were conducted by 

AMOS 22 as showed in Figure 5.2.  
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Figure 5.2 Measurement Model of Job Satisfaction 

 

Table 5.16 Factor Loadings of Construct Measurement Model of Job Satisfaction 

 

   Factor Loadings AVE CR α 

JS01 <--- JS 0.758 0.631 0.910 0.914 

JS02 <--- JS 0.636    

JS03 <--- JS 0.821    

JS04 <--- JS 0.780    

JS05 <--- JS 0.852    

JS06 <--- JS 0.893    

 

Note: AVE = average variance extracted, CR = composite reliability, α = Cronbach's 

alpha coefficient 

 

  Both Figure 5.2 and Table 5.16 showed factor loadings of constructs 

measurement model of HRMS. Usually, factor loadings range from 0-1, whether they 

are negative or positive. Factor loading or standardized loading estimates should be ≥ 

.5 (Hair et al., 2014, p. 618). The value that close to 1 is regarded as most suitable for 

factor grouping (Kanlaya Vanichbuncha, 2013, p. 62). From Figure 5.2 and Table 

5.16, finds that job satisfaction measurement model factor loadings were at least .636. 
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Therefore, it can be concluded that all observed variables were suitable for 

measurement model analysis.  

  Beside this, additional value should be contemplated, they were 

average variance extracted (AVE), composite reliability (CR), and Cronbach's alpha 

coefficient (α). AVE value of latent variable that can adequately explain observed 

variables should be at ≥ 0.50. CR value that demonstrates good reliability should be at 

> .70, however, it was acceptable if its value was at .60-.70 (Hair et al., 2014, p. 123). 

Table 5.16, finds that AVE, CR and α values were at 0.631, 0.910 and 0.914 

respectively, which meant that job satisfaction measurement model had convergent 

validity and high reliability. 

 

Table 5.17 Confirmatory Factor Analysis Results of Job Satisfaction 

 

Fit Indices Recommended Value Result 

Chi-square Non-significant .001 

Relative chi-square (x2/df) < 5.00 3.946 

Goodness of fit index (GFI) ≥ 0.90 .988 

Normalised fit index (NFI) ≥ 0.90 .992 

Relative fit index (RFI) ≥ 0.90 .976 

Incremental fit index (IFI) ≥ 0.90 .994 

Tucker Lewis index (TLI) ≥ 0.90 .982 

Comparative fit index (CFI) ≥ 0.90 .994 

Root mean square error of approximation (RMSEA) < 0.08 .072 

 

  Results in Table 5.17 indicate that the model had a best fit to empirical 

data although chi-square was significant at .001 because of large sample size, thus 

researcher could consider other statistic for model fit (Kanlaya Vanichbuncha, 2013, 

p. 109). Beside chi-square, researcher considered the following statistic for model fit. 

They were: relative chi-square (χ 2/df) which was less than 5 (Loo & Thorpe, 2000, p. 

630); goodness of fit index (GFI) which was at .90 or higher (Doll et al., 1994, p. 456; 

Hair et al., 2014, p. 579; Hu & Bentler, 1999, p. 4); normalized fit index (NFI), 

relative fit index (RFI), and incremental fit index (IFI) which were at .90 or higher 
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(Hu & Bentler, 1999, p. 4); Tucker Lewis index (TLI) which was at .90 or higher 

(Hair et al., 2014, p. 584); comparative fit index (CFI) which was at .90 or higher 

(Hair et al., 2014, p. 580; Hu & Bentler, 1999, p. 4); and root mean square error of 

approximation (RMSEA) which was less than .08 (Browne & Cudeck, 1992, p. 239). 

The results of relative chi-square, GFI, NFI, RFI, IFI, TLI CFI and RMSEA were 

3.946, .988, .992, .976, .994, .982, .994 and .072 respectively. Thus, it could be 

confirmed that measurement model of job satisfaction had a best fit to empirical data. 

5.2.3 Organizational Commitment 

5.2.3.1 Primary Statistical Analysis of Organizational Commitment 

 

Table 5.18 Mean, Standard Deviation, Skewness, and Kurtosis of Organizational 

Commitment Observed Variables (n = 567) 

 

  Mean S.D. Skewness Kurtosis Interpreted 

OC01 5.75 1.058 -0.908 1.760 High 

OC02 5.67 1.105 -0.994 1.999 High 

OC03 5.88 1.089 -1.272 2.660 High 

OC04 5.42 1.212 -0.720 0.778 Fairly high 

OC05 5.32 1.221 -0.699 0.555 Fairly high 

OC06 5.76 1.151 -1.021 1.628 High 

OC07 5.26 1.363 -0.598 0.133 Fairly high 

OC08 5.23 1.351 -0.521 0.000 Fairly high 

OC09 5.24 1.403 -0.563 -0.015 Fairly high 

OC10 5.80 1.087 -0.916 1.457 High 

OC11 5.21 1.283 -0.513 0.104 Fairly high 

OC12 5.22 1.482 -0.550 -0.686 Fairly high 

OC13 5.93 1.018 -1.383 3.187 High 

OC14 5.72 1.139 -1.128 1.877 High 

OC15 5.89 1.024 -1.027 1.999 High 

Sum  5.55 1.005 -0.622 1.171 High 
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  According to Table 5.18, primary statistical analysis were conducted. 

Overall, Thailand’s state enterprise employee samples committed to their organization 

in high level. It had an average of 5.55. Samples place job satisfaction in two levels. 

They were high and fairly high levels. 

  Considering the normal distribution of organizational commitment 

observed variables, the minimum value of skewness was at -0.513 (OC11) and its 

maximum value was at -1.383 (OC13). While the minimum value of kurtosis was at 

0.000 (OC08) and its maximum value was at 3.187 (OC13). While overall skewness 

and kurtosis were at -0.622 and 1.171 respectively. Thus, it could be concluded that 

all variables were normal distributed when comparing to criteria of more than 300 

samples by Kim (2013, p. 53) stated that skewness value was less than 2 and kurtosis 

value was less than 7. 

  Table 5.19 presented correlation coefficient matrix of organizational 

commitment observed variables that positively and significantly associated to each 

other in every pairs. 
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Table 5.19 Correlation Coefficient Matrix of Organizational Commitment Observed Variables (n=400) 

 

  OC01 OC02 OC03 OC04 OC05 OC06 OC07 OC08 OC09 OC10 OC11 OC12 OC13 OC14 OC15 

OC01                               

OC02 .751**               

OC03 .756** .806**              

OC04 .745** .766** .727**             

OC05 .717** .740** .656** .757**            

OC06 .709** .750** .749** .717** .709**           

OC07 .638** .667** .628** .702** .687** .664**          

OC08 .690** .707** .648** .726** .710** .682** .790**         

OC09 .603** .617** .591** .598** .646** .578** .687** .693**        

OC10 .736** .763** .746** .704** .675** .801** .708** .752** .688**       

OC11 .647** .702** .617** .714** .712** .658** .762** .807** .678** .740**      

OC12 .688** .582** .532** .664** .663** .636** .656** .749** .618** .657** .697**     

OC13 .709** .705** .723** .615** .606** .616** .537** .543** .522** .699** .557** .497**    

OC14 .665** .774** .728** .703** .657** .683** .654** .738** .606** .755** .692** .590** .713**   

OC15 .686** .725** .702** .665** .640** .701** .681** .713** .621** .786** .695** .622** .695** .802**  

 

Note: **. Correlation is significant at the 0.01 level (2-tailed). 
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5.2.3.2 Result of Confirmatory Factor Analysis of Organizational 

Commitment 

  In this step, fifteen observed variables were used to measure 

organizational commitment of Thailand’s state enterprise employee samples. The 

analysis were conducted by AMOS 22 as showed in Figure 5.3.  

 

 

 

Figure 5.3 Measurement Model of Organizational Commitment 

 

  Both Figure 5.3 and Table 5.20 showed factor loadings of constructs 

measurement model of organizational commitment. Usually, factor loadings range 

from 0-1, whether they are negative or positive. Factor loading or standardized 

loading estimates should be ≥ .5 (Hair et al., 2014, p. 618). The value that close to 1 is 

regarded as most suitable for factor grouping (Kanlaya Vanichbuncha, 2013, p. 62). 

Figures 5.3 and Table 5.20, find that organizational commitment measurement model 
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factor loadings were at least .748. Therefore, it can be concluded that all observed 

variables were suitable for measurement model analysis.  

  Beside this, additional value should be contemplated, they are: average 

variance extracted (AVE), composite reliability (CR), and Cronbach's alpha 

coefficient (α). AVE value of latent variable that can adequately explain observed 

variables should be at ≥ 0.50. CR value that demonstrates good reliability should be at 

> .70, however, it was acceptable if its value was at .60-.70 (Hair et al., 2014, p. 123). 

Table 5.20, finds that AVE, CR and α values were at 0.686, 0.970 and 0.968 

respectively, which meant that organizational commitment measurement model had 

convergent validity and high reliability. 

 

Table 5.20 Factor Loadings of Constructs Measurement Model of Organizational 

Commitment 

 

   Factor Loadings AVE CR α 

OC01 <--- OC 0.844 0.686 0.970 0.968 

OC02 <--- OC 0.879    

OC03 <--- OC 0.836    

OC04 <--- OC 0.858    

OC05 <--- OC 0.835    

OC06 <--- OC 0.829    

OC07 <--- OC 0.809    

OC08 <--- OC 0.854    

OC09 <--- OC 0.748    

OC10 <--- OC 0.884    

OC11 <--- OC 0.835    

OC12 <--- OC 0.774    

OC13 <--- OC 0.757    

OC14 <--- OC 0.836    

OC15 <--- OC 0.832    

 

Note: AVE = average variance extracted, CR = composite reliability, α = Cronbach's 

alpha coefficient 
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Table 5.21 Confirmatory Factor Analysis Results of Organizational Commitment 

 

Fit Indices Recommended Value Result 

Chi-square Non-significant .000 

Relative chi-square (x2/df) < 5.00 3.892 

Goodness of fit index (GFI) ≥ 0.90 .950 

Normalized fit index (NFI) ≥ 0.90 .976 

Relative fit index (RFI) ≥ 0.90 .954 

Incremental fit index (IFI) ≥ 0.90 .982 

Tucker Lewis index (TLI) ≥ 0.90 .966 

Comparative fit index (CFI) ≥ 0.90 .982 

Root mean square error of approximation (RMSEA) < 0.08 .071 

 

  Results in Table 5.21 indicate that the model had a best fit to empirical 

data although chi-square was significant at .000 because of large sample size, thus 

researcher could consider other statistic for model fit (Kanlaya Vanichbuncha, 2013, 

p. 109). Beside chi-square, researcher considered the following statistic for model fit. 

They were: relative chi-square (χ 2/df) which was less than 5 (Loo & Thorpe, 2000, p. 

630); goodness of fit index (GFI) which was at .90 or higher (Doll et al., 1994, p. 456; 

Hair et al., 2014, p. 579; Hu & Bentler, 1999, p. 4); normalized fit index (NFI), 

relative fit index (RFI), and incremental fit index (IFI) which were at .90 or higher 

(Hu & Bentler, 1999, p. 4); Tucker Lewis index (TLI) which was at .90 or higher 

(Hair et al., 2014, p. 584); comparative fit index (CFI) which was at .90 or higher 

(Hair et al., 2014, p. 580; Hu & Bentler, 1999, p. 4); and root mean square error of 

approximation (RMSEA) which was less than .08 (Browne & Cudeck, 1992, p. 239). 

The results of relative chi-square, GFI, NFI, RFI, IFI, TLI CFI and RMSEA were 

3.892, .950, .976, .954, .982, .966, .982 and .071 respectively. Thus, it could be 

summarized that measurement model of organizational commitment had a best fit to 

empirical data. 
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5.2.4 Human Capital, Job Effort, and Job Performance 

5.2.4.1 Primary Statistical Analysis of Human Capital 

 

Table 5.22 Mean, Standard Deviation, Skewness, and Kurtosis of Human Capital 

Observed Variables (n = 567) 

 

  Mean S.D. Skewness Kurtosis Interpret 

HC01 5.99 0.970 -1.456 3.631 High 

HC02 5.89 0.963 -1.398 3.590 High 

HC03 5.82 0.931 -1.048 2.258 High 

HC04 5.98 0.965 -1.525 4.326 High 

Sum  5.92 0.877 -1.472 4.122 High 

 

  According to Table 5.22, primary statistical analysis find that both in 

the overall and each item, Thailand’s state enterprise employee samples’ human 

capital was in high level. It had an average of 5.92.  

  Considering the normal distribution of human capital observed 

variables Table 5.22, finds that the minimum value of skewness was at -1.048 (HC03) 

and its maximum value was at -1.525 (HC04). While the minimum value of kurtosis 

was at 2.258 (HC03) and its maximum value was at 4.326 (HC04). While overall 

skewness and kurtosis were at -1.472 and 4.122 respectively. Thus, it could be 

concluded that all variables were normal distributed when comparing to criteria of 

more than 300 samples by Kim (2013, p. 53) stated that skewness value was less than 

2 and kurtosis value was less than 7. 

  Table 5.23 presented correlation coefficient matrix of human capital 

observed variables that positively and significantly associated to each other in very 

pairs.  
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Table 5.23 Correlation Coefficient Matrix of Human Capital Observed Variables 

(n=567) 

 

  HC01 HC02 HC03 HC04 

HC01         

HC02 .763**     

HC03 .775** .760**    

HC04 .779** .844** .796**   

 

Note: **. Correlation is significant at the 0.01 level (2-tailed). 

 

5.2.4.2 Primary Statistical Analysis of Job Effort 

 

Table 5.24 Mean, Standard Deviation, Skewness, and Kurtosis of Job Effort 

Observed Variables (n = 567) 

 

  Mean S.D. Skewness Kurtosis Interpreted 

JE01 5.76 0.985 -0.923 1.957 High 

JE02 5.78 0.992 -0.925 1.675 High 

JE03 5.86 0.960 -1.052 2.424 High 

Sum  5.80 0.931 -1.013 2.498 High 

  

  According to Table 5.24, primary statistical analysis finds that both in 

the overall and each item, Thailand’s state enterprise employee samples’ job effort 

was in high level. It had an average of 5.80. 

  Considering the normal distribution of human capital observed 

variables Table 5.24, finds that minimum value of skewness was at -0.925 (JE02) and 

its maximum value was at 0.985 (JE01). While the minimum value of kurtosis was at  

-0.923 (JE01) and its maximum value was at -1.052 (JE03). While overall skewness 

and kurtosis were at -1.013 and 2.498 respectively. Thus, it could be concluded that 

all variables were normal distributed when comparing to criteria of more than 300 
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samples by Kim (2013, p. 53) stated that skewness value was less than 2 and kurtosis 

value was less than 7. 

 

Table 5.25 Correlation Coefficient Matrix of Job Effort Observed Variables (n = 

567) 

 

  JE01 JE02 JE03 

JE01    

JE02 .857**   

JE03 .845** .867**  

 

Note: **. Correlation is significant at the 0.01 level (2-tailed). 

 

  Table 5.25 presented correlation coefficient matrix of job effort 

observed variables that positively and significantly associated to each other in every 

pairs. 

 

5.2.4.3 Primary Statistical Analysis of Job Performance 

 

Table 5.26 Mean, Standard Deviation, Skewness, and Kurtosis of Job Effort 

Observed Variables (n=567) 

 

  Mean S.D. Skewness Kurtosis Interpreted 

JP01 6.17 0.907 -1.606 4.784 High 

JP02 5.86 0.892 -1.407 4.560 High 

JP03 5.60 0.972 -1.118 2.615 High 

JP04 6.02 0.943 -1.467 4.367 High 

Sum 5.91 0.847 -1.692 5.860 High 
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  According to Table 5.26, primary statistical analysis finds that both in 

the overall and each item, Thailand’s state enterprise employee samples’ job 

performance was in high level. It had an average of 5.91. 

  Considering the normal distribution of job effort observed variables in 

Table 5.26, finds that the minimum value of skewness was at -1.118 (JP03) and its 

maximum value was at -1.606 (JP01). While the minimum value of kurtosis was at 

2.615 (JP03) and its maximum value was at 4.784 (JP01). While overall skewness and 

kurtosis were at -1.692 and 5.860 respectively. Thus, it could be concluded that all 

variables were normal distributed when comparing to criteria of more than 300 

samples by Kim (2013, p. 53) stated that skewness value was less than 2 and kurtosis 

value was less than 7. 

 

Table 5.27 Correlation Coefficient Matrix of Job Performance Observed Variables  

(n = 567) 

 

  JP01 JP02 JP03 JP04 

JP01      

JP02 .765**     

JP03 .737** .805**    

JP04 .812** .767** .771**   

 

Note: **. Correlation is significant at the 0.01 level (2-tailed). 

 

  Table 5.27 presented correlation coefficient matrix of job performance 

observed variables that positively and significantly associated to each other in every 

pairs.  

5.2.4.4 Result of confirmatory Factor Analysis of Human Capital, 

Job Effort and Job Performance 

  In this step, four observed variables were used to measure human 

capital, three observed variables were used to measure job effort, and four observed 

variables were used to measure job performance of Thailand’s state enterprise 



 192 

employee samples. The analysis were conducted by AMOS 22 as showed in Figure 

5.4.  

 

 

 

Figure 5.4 Measurement Model of Human Capital, Job Effort and Job Performance 
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Table 5.28 Factor Loadings of Constructs Measurement Model of Human Capital, 

Job Effort, and Job Performance 

 

   Factor Loadings AVE CR α 

HC01 <--- HC 0.858 0.787 0.936 0.936 

HC02 <--- HC 0.893    

HC03 <--- HC 0.869    

HC04 <--- HC 0.926    

JE01 <--- JE 0.913 0.856 0.947 0.947 

JE02 <--- JE 0.932    

JE03 <--- JE 0.931    

JP01 <--- JP 0.880 0.621 0.984 0.932 

JP02 <--- JP 0.882    

JP03 <--- JP 0.867    

JP04 <--- JP 0.895    

 

Note: AVE = average variance extracted, CR = composite reliability, α = Cronbach's 

alpha coefficient 

 

  Both Figure 5.4 and Table 5.28 showed factor loadings of constructs 

measurement model of human capital, job effort and job performance. Usually, factor 

loadings range from 0-1, whether they are negative or positive. Factor loading or 

standardized loading estimates should be ≥ .5 (Hair et al., 2014, p. 618). The value 

that close to 1 is regarded as most suitable for factor grouping (Kanlaya 

Vanichbuncha, 2013, p. 62). Figure 5.4 and Table 5.28 finds that human capital, job 

effort and job performance measurement model factor loadings were at least .869, 

931, and .867 respectively. Therefore, it can be concluded that all observed variables 

were suitable for measurement model analysis.  

  Beside this, additional value should be contemplated, they were 

average variance extracted (AVE), composite reliability (CR), and Cronbach's alpha 

coefficient (α). AVE value of latent variable that can adequately explain observed 
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variables should be at ≥ 0.50. CR value that demonstrates good reliability should be at 

> .70, however, it was acceptable if its value was at .60-.70 (Hair et al., 2014, p. 123). 

Table 5.28, finds that the AVE value human capital, job effort and job performance of 

measurement model were at 0.787, 0.856 and  0.621 respectively, while that CR value 

of those measurement model were at 0.936, 0.947 and 0.984 respectively, and α 

values of those measurement model were at .936, .947 and .932 respectively, which 

meant that human capital, job effort and job performance of measurement model had 

convergent validity and high reliability. 

  Results in Table 5.29 indicate that the model had a best fit to empirical 

data although chi-square was significant at <.001 because of large sample size, thus 

researcher could consider other statistic for model fit (Kanlaya Vanichbuncha, 2013, 

p. 109). Beside chi-square, researcher considered the following statistic for model fit. 

They were: relative chi-square (χ 2/df) which was less than 5 (Loo & Thorpe, 2000, p. 

630); goodness of fit index (GFI) which was at .90 or higher (Doll et al., 1994, p. 456; 

Hair et al., 2014, p. 579; Hu & Bentler, 1999, p. 4); normalized fit index (NFI), 

relative fit index (RFI), and incremental fit index (IFI) which were at .90 or higher 

(Hu & Bentler, 1999, p. 4); Tucker Lewis index (TLI) which was at .90 or higher 

(Hair et al., 2014, p. 584); comparative fit index (CFI) which was at .90 or higher 

(Hair et al., 2014, p. 580; Hu & Bentler, 1999, p. 4); and root mean square error of 

approximation (RMSEA) which was less than .08 (Browne & Cudeck, 1992, p. 239). 

The results of relative chi-square, GFI, NFI, RFI, IFI, TLI CFI and RMSEA were 

4.121, .946, .974, .965, .980, .973, .980 and.074 respectively. Thus, it could be 

summarized that measurement model of human capital, job effort and job 

performance had a best fit to empirical data. 
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Table 5.29 Confirmatory Factor Analysis Results of Human Capital, Job Effort, and 

Job Performance 

 

Fit Indices Recommended Value Result 

Chi-square Non-significant .000 

Relative chi-square (x2/df) < 5.00 4.121 

Goodness of fit index (GFI) ≥ 0.90 .946 

Normalized fit index (NFI) ≥ 0.90 .974 

Relative fit index (RFI) ≥ 0.90 .965 

Incremental fit index (IFI) ≥ 0.90 .980 

Tucker Lewis index (TLI) ≥ 0.90 .973 

Comparative fit index (CFI) ≥ 0.90 .980 

Root mean square error of approximation (RMSEA) < 0.08 .074 

 

5.3 Structural Equation Modeling and Statistical Analysis 

 In the analysis of this structural equation modeling (SEM), the researcher 

brought both observable and latent variables as analyzed by the confirmatory factor 

analysis to the equation and analyzed by the AMOS 22 program. The data analysis is 

divided into 3 models, they are 1) the first model is the data analysis from the 567 

samples of both organizations to present the result in the overview. While 2) the 

second model that is the data analysis from 420 samples who are employees of PTT 

Public Company Limited and 3) the last model that is the data analysis from 147 

samples who is an employee of Thai Airways International Public Company Limited, 

147 samples to present the similarities and differences results between the 2 

organizations. The results of the first model data analysis can be shown in Figure 5.5 

as follows 
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Figure 5.5 Structural Equation Model of the HRMS Determinants, Job Satisfaction, 

Organizational Commitment, Job Effort and Human Capital Affecting the 

Employees’ Job Performance for Thailand’s State Enterprises (n = 567) 

 

 The SEM analysis in Figure 5.5 and Table 5.30 finds that the perceptions of 

human resource management system (HRMS) had only indirect influence on 

employee performance through human capital. The standardized path coefficient 

value of the influence of the relation between them was at β 0.466 (0.520 X 0.897 = 

0.466). While, the fit index between the model and empirical data were already 

presented in Table 5.31. 
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Table 5.30 Path Analysis Result 

 

 JS OC JE HC JP 

 DE IE TE DE IE TE DE IE TE DE IE TE DE IE TE 

HRMS  .837  .837 .539 .309 .848 .143 .014 .157 .520  .520 -.062 .466 .404 

JS     .369  .369 .017 .256 .273       

OC       .694  .694       

JE             -.055  -.055 

HC                         .897   .897 

 

Note: n = 567. HRMS = human resource management system; JS = job satisfaction; 

OC = organizational commitment; JE = job effort; HC = human capital; JP = job 

performance; DE = direct effect; IE = indirect effect; TE = total effect. 

 

Table 5.31 SEM Results  

 

Fit Indices Recommended Value Result 

Chi-square Non-significant .000 

Relative chi-square (x2/df) < 5.00 4.002 

Goodness of fit index (GFI) ≥ 0.90 .772 

Normalized fit index (NFI) ≥ 0.90 .882 

Relative fit index (RFI) ≥ 0.90 .852 

Incremental fit index (IFI) ≥ 0.90 .909 

Tucker Lewis index (TLI) ≥ 0.90 .884 

Comparative fit index (CFI) ≥ 0.90 .908 

Root mean square error of approximation (RMSEA) < 0.08 .073 

 

 The SEM results in Table 5.31 indicate that the model was not fit to empirical 

data because chi-square was significant at <.001. However, Kanlaya Vanichbuncha 

(2013, p. 109) said that due to the large sample size of , it tends to cause chi-square 

values to be statistically significant even if the model is fit with empirical data. 

Moreover, there are other criteria for checking the model fitness with the empirical 

data including: relative chi-square (χ 2/df), goodness of fit index (GFI), normalized fit 
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index (NFI), relative fit index (RFI), incremental fit index (IFI), tucker Lewis index 

(TLI), comparative fit index (CFI), and root mean square error of approximation 

(RMSEA). Thus the research consider statistics that are: χ 2/df which is less than 5 

(Loo & Thorpe, 2000, p. 630), GFI which is at .90 or higher (Doll et al., 1994, p. 456; 

Hair et al., 2014, p. 579; Hu & Bentler, 1999, p. 4), NFI, RFI, and IFI which are at .90 

or higher (Hu & Bentler, 1999, p. 4), TLI which is at .90 or higher (Hair et al., 2014, 

p. 584), CFI which is at .90 or higher (Hair et al., 2014, p. 580; Hu & Bentler, 1999, 

p. 4), and RMSEA which is less than .08 (Browne & Cudeck, 1992, p. 239). The 

results of χ 2/df, GFI, NFI, RFI, IFI, TLI CFI and RMSEA were at 4.002, .772, .882, 

.852, .909, .884, .908, and .073 respectively. Thus, it could be summarized that SEM 

was not fit to the empirical data because the statistics which were GFI (.772) and NFI 

(.882) were not in the acceptable criteria. Thus, the researcher tested the equation by 

dividing the samples into 2 groups, that were the sample group of employees from 

PTT Public Company Limited (PTT), which will be analyzed in model 2 and the 

sample group of employees from Thai Airways International Public Company 

Limited (Thai Airways), which will be analyzed in model 3 to find the cause of no 

fitness with the empirical data and to find out the differences between the both 

organizations. 

 In addition, to find the cause of no fit with the empirical data of model 1 and 

to test the differences between the both organizations, namely PTT and Thai Airways. 

by analyzing the data from the sample groups from PTT totaling 420 samples and 

Thai Airways, totaling 147 sample. The SEM results showed that Only the sample 

group from PTT was acceptable fit with the empirical data as the analysis results 

presented in Figure 5.6 - Figure 5.7 and Table 5.32 - Table 5.35 are as follows. 
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Figure 5.6 Structural Equation Model of the HRMS Determinants, Job Satisfaction, 

Organizational Commitment, Job Effort and Human Capital Affecting the 

Employees’ Job Performance for PTT Company Limited (n = 420) 
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Table 5.32 Path Analysis Result 

 

 JS OC JE HC JP 

 DE IE TE DE IE TE DE IE TE DE IE TE DE IE TE 

HRMS  .795  .795 .513 .312 .825 .194 .097 .291 .775  .775 .093 .594 .687 

JS     .393  .393 .122 .230 .352       

OC       .584  .584       

JE             .153  .153 

HC                         .767   .767 

 

Note: n = 420 HRMS = human resource management system; JS = job satisfaction; 

OC = organizational commitment; JE = job effort; HC = human capital; JP = job 

performance; DE = direct effect; IE = indirect effect; TE = total effect. 

 

 The SEM results in Figure 5.6 and Table 5.32 showing the results of the data 

analysis from employee samples from PTT, finds that  the relationship between the 

perceptions of the human resource management system and employee’s job 

performance is only indirect effect. Its effect can be found in 5 paths as follows: 1) 

Perceptions of human resource management system has indirect effect on employees’ 

job performance through job satisfaction, organizational commitment, and job effort 

(HRMS - JS - OC - JE - JP). Its path coefficient is at β 0.028 (0.795 X 0.393 X 0.584 

X 0.153 = 0.028); 2) It has indirect effect on employees’ job performance through job 

satisfaction and job effort (HRMS - JS - JE - JP). Its path coefficient is at β 0.015 

(0.795 X 0.122 X 0.153 = 0.015); 3) It has indirect effect on employees’ job 

performance through organizational commitment and job effort (HRMS - OC - JE - 

JP). Its path coefficient is at β 0.046 (0.513 X 0.584 X 0.153 = 0.046); 4) It has 

indirect effect on employees’ job performance through job effort (HRMS - JE - JP). 

Its path coefficient is at β 0.030 (0.194 X 0.153 = 0.030); and 5) It has indirect effect 

on employees’ job performance through human capital (HRMS - HC - JP). Its path 

coefficient is at β 0.594 (0.775 X 0.767 = 0.594). While, the fit index between the 

model and empirical data were already presented in Table 5.33 as follow. 
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Table 5.33 SEM Results  

 

Fit Indices Recommended Value Result 

Chi-square Non-significant .000 

Relative chi-square (x2/df) < 5.00 2.580 

Goodness of fit index (GFI) ≥ 0.90 .801 

Normalized fit index (NFI) ≥ 0.90 .900 

Relative fit index (RFI) ≥ 0.90 .877 

Incremental fit index (IFI) ≥ 0.90 .936 

Tucker Lewis index (TLI) ≥ 0.90 .921 

Comparative fit index (CFI) ≥ 0.90 .935 

Root mean square error of approximation (RMSEA) < 0.08 .061 

 

 The SEM results in Table 5.33 indicate that the model has a best fit to 

empirical data, although chi-square was significant at <.001 because of large sample 

size, thus researcher could consider other statistics for model fit (Kanlaya 

Vanichbuncha, 2013, p. 109). Findings show that χ 2/df, GFI, NFI, RFI, IFI, TLI CFI 

and RMSEA were at 2.580, .801, .900, .877, .936, .921, .935 and .061. All these 

results are reasonable fit to the early mentioned criteria, except for the results of GFI 

and RFI that are less than .90. However, scholars suggested that GFI ≥ .80 (Doll et al., 

1994, p. 456) and RFI ≥ .85 (Baumgartner & Homburg, 1996, p. 153) were 

considered that the SEM is acceptable fit to the empirical data. Therefore, it can be 

concluded that the perceptions of the human resource management system have an 

indirect effect on the employees’ job performance through job satisfaction, 

organizational commitment, job effort and human capital as described above. 

 While, the SEM results of the Thai Airways’ samples can be presented as 

follows: 
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Figure 5.7 Structural Equation Model of the HRMS Determinants, Job Satisfaction, 

Organizational Commitment, Job Effort and Human Capital Affecting the 

Employees’ Job Performance for Thai Airways International Company 

Limited (n = 147) 
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Table 5.34 Path Analysis Result 

 

 JS OC JE HC JP 

 DE IE TE DE IE TE DE IE TE DE IE TE DE IE TE 

HRMS  .898  .898 .095 .537 .632 .723 -.796 -.073 .648  .648 .777 .323 1.100 

JS     .598  .598 -.886 .446 -.440      .000 

OC       .745  .745      .000 

JE             -.171  -.171 

HC                         .498   .498 

 

Note: n = 567. HRMS = human resource management system; JS = job satisfaction; 

OC = organizational commitment; JE = job effort; HC = human capital; JP = job 

performance; DE = direct effect; IE = indirect effect; TE = total effect. 

 

 The SEM analysis in Figure 5.7 and Table 5.34 showing the results of the data 

analysis from employee samples from Thai Airways, findings show that the 

relationship between the perceptions of the human resource management system and 

employee’s job performance is both direct and indirect effects. Its direct effect has 

path coefficient value at β 0.777 with the statistical significance at < .05. While its 

indirect effect in the relationship between Perceptions of human resource management 

systems, human capital, and employee’s job performance has path coefficient value at 

β 0.323 (0.648 X 0.498 = 0.323). While, the fit index between the model and 

empirical data were presented in Table 5.35 as follow. 
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Table 5.35 SEM Results  

 

Fit Indices Recommended Value Result 

Chi-square Non-significant .000 

Relative chi-square (x2/df) < 5.00 2.323 

Goodness of fit index (GFI) ≥ 0.90 .622 

Normalized fit index (NFI) ≥ 0.90 .594 

Relative fit index (RFI) ≥ 0.90 .522 

Incremental fit index (IFI) ≥ 0.90 .720 

Tucker Lewis index (TLI) ≥ 0.90 .657 

Comparative fit index (CFI) ≥ 0.90 .709 

Root mean square error of approximation (RMSEA) < 0.08 .095 

 

 The SEM results in Table 5.35 indicate that the model was not fit to empirical 

data because chi-square was significant at <.001. In addition, the results of  

χ 2/df, GFI, NFI, RFI, IFI, TLI CFI and RMSEA were at 2.323, .622, .594, .522, .720, 

.657, .709 and .095 respectively. Thus, it could be summarized that SEM was not fit 

to the empirical data because the statistics which were GFI (.622), NFI (.594), RFI 

(.522), IFI (.720), TLI (.657), CFI (.709) and RMSEA (.095) were not in the 

acceptable criteria. The empirical data from the samples was different than the 

theories, namely, perceptions of human resource management systems and sample job 

satisfaction did not affect organizational commitment and job effort. The samples’ job 

effort did not affect employees’ job performance. In addition, findings show that the 

relationship between job satisfaction and job effort and between work effort and 

employees’ job performance had a negative correlation coefficient, which meant that 

even if employees were satisfied with the job, but it did not mean that they would 

have more organizational commitment, job effort. More job effort employees did not 

have more job performance. 

 However, the researcher observed that most of the respondents were pilots and 

crew; groups with a high level of human capital as the results of data analysis in 

hypothesis 8 find that the Thai Airways’ samples had higher human capital than that 

of PTT.  From being in the main business of Thai Airways, it is possible that 
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perceptions of human resource management systems will affect job satisfaction as the 

result of the data analysis above. But since hose employees’ group was a group that 

has a high level of human capital. Therefore, they might not feel that it requires a lot 

of job effort to be able to achieve the goal as the analysis results shown above. 

Moreover, from the data analysis in the hypothesis 8, find that the Thai Airways’ 

samples group had less job effort than those of PTT. Job satisfaction did not affect 

organizational commitment. This might be the result of having a high level of human 

capital, those employees may therefore be ready to work for other airlines. Because 

they had not much organizational commitment. Moreover, the comparison in 

hypothesis 8, find that its employees had organizational commitment less than that of 

PTT’s employees. In addition, nowadays, Thai Airways crew employment a short-

term contract that is 3 years only. Thus, the short-term contract may affect the Thai 

Airways crew’s organizational commitment. 

 Again, to answer the early hypothesis, the researcher presents the results of the 

data analysis based on the hypothesis as follow. 

5.3.1 Hypothesis 1 

 Hypothesis 1 proposes that perceptions of human resource management 

system (HRMS) has positive impact on employees’ job performance.  

 The analysis of data in model 1 and model 2, find that the perceptions of 

HRMS did not have a direct positive effect on employees’ job performance. Model 3, 

find that perceptions of HRMS had a direct positive impact on employees’ job 

performance. Its direct effect correlation coefficient was at β 0.777 with statistical 

significance of <.05. However, even model 1 and model 2, did not find a positive 

direct impact of the perceptions of HRMS on employees’ job performance, but all 3 

models have indirect effects of perceptions of HRMS on employees’ job performance 

as will be explained in the following hypothesis. 

 Therefore, it can be concluded that the data analysis results for hypothesis 1 

were found to be accepted the hypothesis. Since in model 3 it was found a positive 

direct relationship between perceptions of HRMS and employees’ job performance. 

Moreover, positive indirect effects between perceptions of HRMS and employees’ job 
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performance were also found. Again, according to the mediating variable testing 

principle said that X can affect Y through M when it effects Y. But when the 

researcher takes all variables into the equation, the direct effect of X to Y may 

disappear, which is called M has full mediation effect in the relationship between X 

M Y (James & Brett, 1984). 

5.3.2 Hypothesis 2 

5.3.2.1 Hypothesis 2a 

  Hypothesis 2a proposes that job satisfaction is mediating variable 

between perceptions of human resource management system (HRMS) and employees’ 

organizational commitment.  

  The analysis of data in model 1 and model 2, it was found their 

congruence that was employees’ job performance had the partial mediation effect 

within the relation between perceptions of HRMS and OC. In model 1, it had an 

indirect correlation path coefficient at β 0.309 (0.837 X 0.369 = 0.309) and a direct 

correlation path coefficient at β 0.539 with statistical significance at <.001. While in 

the model 2, it had an indirect correlation path coefficient at β 0.312 (0.795 X 0.393 = 

0.312) and its direct correlation path coefficient was at β 0.513 with statistical 

significance at <.001. While in model 3, the mediating variable effect of job 

satisfaction was not found in the relationship between perceptions of HRMS and 

organizational commitment because there was no statistically significant relationship 

between job satisfaction and organizational commitment. 

  Therefore, it can be concluded that the data analysis results for 

hypothesis 2a was found that the hypothesis was accepted. Since in model 1 and 

model 2, it was found a positive indirect relationship between the perceptions of 

HRMS, job satisfaction, and organizational commitment as explained above. 

5.3.2.2 Hypothesis 2b 

  Hypothesis 2b proposes that job satisfaction is mediating variable 

between perceptions of human resource management (HRMS) and job effort.  

  The analysis of data in model 1 and model 3, find that job satisfaction 

has no mediation effect in the relationship between perceive or HRMS and job effort. 



 207 

Since there is no statistically significant relationship between job satisfaction and job 

effort. However, model 2, find that job satisfaction had partial mediation effect in the 

relationship between perceptions of HRMS and job effort. Its indirect correlation path 

coefficient was at β 0.183 (0.795 X 0.230 = 0.183) as well as its direct correlation 

path coefficient was at .194 with statistical significance at <.01. 

  Therefore, it can be concluded that the data analysis results for 

hypothesis 2b was found that the hypothesis was rejected. Since the data analysis 

results in model 1 and model 3 did not find an indirect effect in the relationship 

between perceptions of HRMS, job satisfaction, and job effort as explained above. 

5.3.3 Hypothesis 3 

5.3.3.1 Hypothesis 3a 

  Hypothesis 3a proposes that organizational commitment is mediating 

variable associating perceptions of human resource management system (HRMS) and 

employees’ job effort.  

  The analysis of data in model 1 and model 2, it was found their 

congruence that was organizational commitment was mediating variable in the 

relationship between the perceptions of HRMS and job effort. While, in model 1, its 

indirect correlation path coefficient was at β 0.374 (0.539 X 0.694 = 0.374) and its 

direct correlation path coefficient was at β 0.143 with statistical significance at <.05. 

Whereas, in model 2, its indirect correlation path coefficient was at β 0.300 (0.513 X 

0.584 = 0.300) and its direct correlation path coefficient was at β 0.194 with statistical 

significance of <.01. But, in model 3, mediation effect of organizational commitment 

in the relationship between perceptions of HRMS and job effort was not found. Since 

statistically significant relationship between perceptions of HRMS and organizational 

commitment was not found. 

  Therefore, it can be concluded that the data analysis results for 

hypothesis 3a was found that the hypothesis was accepted. Since in model 1 and 

model 2, it was found a positive indirect relationship between the perceptions of 

HRMS, organizational commitment, and job effort as explained above. 
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5.3.3.2 Hypothesis 3b 

  Hypothesis 3b proposes that organizational commitment is mediating 

variable associating job satisfaction and employees’ job effort.  

  The analysis of data in model 1 and model 2, it was found their 

congruence that was organizational commitment was mediating variable in the 

relationship between job satisfaction and job effort. In model 1, its indirect correlation 

path coefficient was at β 0.256 (0.369 X 0.694 = 0.256) and there was no direct effect. 

While, in model 2, its indirect correlation path coefficient was at β 0.230 (0.393 X 

0.584 = 0.230) and its direct correlation path coefficient was at β.122 with statistical 

significance at <.05. Whereas, in model 3, mediation effect of organizational 

commitment in the relationship between job satisfaction and job effort was not found. 

Since statistically significant relationship between job satisfaction and organizational 

commitment was not found. 

  Therefore, it can be concluded that the data analysis results for 

hypothesis 3b was found that the hypothesis was accepted. Since in model 1 and 

model 2, it was found a positive indirect relationship between job satisfaction, 

organizational commitment, and job effort job effort as explained above. 

5.3.4 Hypothesis 4 

5.3.4.1 Hypothesis 4a 

  Hypothesis 4a proposes that employees’ job effort is mediating 

variable associating perceptions of human resource management system (HRMS) and 

employees’ job performance.  

  The analysis of data in model 1 and model 3, it was found their 

congruence that was job effort could not be mediating variable in the relationship 

between perceptions of HRMS and employees’ job performance. Because there was 

no statistical significance in the relationship between job effort and employees’ job 

performance. Model 2, find that job effort was mediating variable in the relationship 

between perceptions of HRMS and employees’ job performance. Its indirect 

correlation path coefficient was at β 0.030 (0.194 X 0.153 = 0.030). 
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  Therefore, it can be concluded that the data analysis results for 

hypothesis 4a was found that the hypothesis was rejected. Since in model 1 and model 

3, did not find a positive indirect relationship between perceptions of HRMS, job 

effort, and employees’ job performance as explained above. 

5.3.4.2 Hypothesis 4b 

  Hypothesis 4b proposes that employees’ job effort is mediating 

variable associating organizational commitment and employees’ job performance.  

  The analysis of data in model 1 and model 3, it was found their 

congruence that was job effort could not be mediating variable in the relationship 

between organizational commitment and employees’ job performance. Because there 

was no statistical significance in the relationship between job effort and employees’ 

job performance. Model 2 find that job effort was mediating variable in the 

relationship between organizational commitment and employees’ job performance. Its 

indirect correlation path coefficient was at β 0.089 (0.584 X 0.153 = 0.089)  

  Therefore, it can be concluded that the data analysis results for 

hypothesis 4b was found that the hypothesis was rejected. Since in model 1 and model 

3, did not find a positive indirect relationship between organizational commitment, 

job effort, and employees’ job performance as explained above. 

5.3.5 Hypothesis 5 

 Hypothesis 5 proposes that human capital is mediating variable associating 

perceptions of human resource management system (HRMS) and employees job 

performance.  

 The analysis of data in all models, it was found their congruence that was 

human capital had the mediation effect within the relation between perceptions of 

HRMS and employees’ job performance. In model 1, it had an indirect correlation 

path coefficient at β 0.466 (0.520 X 0.897 = 0.466). In model 2, it had an indirect 

correlation path coefficient at β 0.594 (0.775 X 0.767 = 0.594). And in model 1, it had 

an indirect correlation path coefficient at β 0.323 (0.648 X 0.498 = 0.323). Moreover, 

in model 3, it was also found direct effect in the relationship between perceptions of 
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HRMS and employees’ job performance. Its direct correlation path coefficient was at 

β 0.777 with statistical significance at <.05. 

 Therefore, it can be concluded that the data analysis results for hypothesis 5 

was found that the hypothesis was accepted. Since in all models it was found a 

positive indirect relationship between the perceptions of HRMS, human capital, and 

employees’ job performance as explained above. 

5.3.6 Hypothesis 6 

 Hypothesis 6 proposes that organizational commitment level which is result of 

perceptions of HRMS will change in accordance with trust in management level. 

 Before testing this research’s hypothesis by hierarchical regression analysis, 

testing their assumptions is required. Therefore, in this step, researcher run statistics 

to test study variables’ normality, linearity, multicollinearity and autocorrelation as be 

illustrated in Table 5.36, Table 5.37 and Table 5.38 respectively. 

 

Table 5.36 Mean, Standard Deviation, Skewness, and Kurtosis of Testing Variables 

(n=567) 

 

  n Min. Max. Mean S.D. Skewness Kurtosis Interpreted 

HRMS 567 1.11 7.00 5.44 .917 -.656 1.466 Fairly high 

TiM 567 1.00 7.00 5.05 1.387 -.419 -.485 Fairly high 

OC 567 1.00 7.00 5.55 1.005 -.622 1.171 High 

 

Note: HRMS = perceptions of human resource management system. TiM = trust in 

management. OC = organizational commitment. 

 

 Normality testing results in Table 5.36 demonstrated all variables in 

hypothesis 6, namely perceptions of HRMS, trust in management, and organizational 

commitment, were normal distributed according to criteria of more than 300 samples 

by Kim (2013, p. 53) stated that skewness value was less than 2 and kurtosis value 
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was less than 7, since their maximum skewness value was at -.656 (HRMS), 

meanwhile, maximum kurtosis value was at 1.466 (HRMS). 

 

Table 5.37 Correlation Coefficient Matrix 

 

 1 2 3 4 5 6 7 8 9 

1. Org. 1         

2. Sex -.189** 1        

3. Age .201** -.043 1       

4. Edu. .118** .242** .133** 1      

5. Status .012 -.126** .412** -.107* 1     

6. Com. .127** -.028 .602** .343** .257** 1    

7. HRMS .443** -.189** .062 -.057 .022 -.044 1   

8. TiM .619** -.243** .048 -.025 .004 -.036 .779** 1  

9. OC .435** -.270** .179** -.152** .141** .021 .795** .719** 1 

 

Note: n = 567. Org. = organization Edu = education. Com. = compensation HRMS = 

perceptions of human resource management system. TiM = trust in management. OC 

= organizational commitment. p < .05 ** p < .01 

 

 Correlation coefficient matrix in Table 5.37 was s analyzed to test linearity 

between independent and dependent variables, as well as, multicollinearity among 

independent variables in hypothesis 6.  

 In case of linearity, each pair of independent and dependent variable must 

significantly correlate. The study finds that both pairs of independent and dependent 

variables were significantly correlated at < .01 level. Since, in hypothesis 6, 

dependent variable was organizational commitment, while independent variables were 

perceptions of HRMS and trust in management. The correlation coefficient values 

between perceptions of HRMS and organizational commitment, and between trust in 

management and organizational commitment were at .795 (p < .01) and .719 (p < .01) 

respectively. 
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 While, in case of multicollinearity, correlation coefficient among independent 

variables in the same equation should be at ≥ .30 (Kanlaya Vanichbuncha, 2013, p. 

51) but  must not be at > .80 (Montree Piriyakul, 2013, p. 83). 

 Considered correlation coefficient values between perceptions of HRMS and 

trust in management, find that their correlation coefficient values were at .779 (p < 

.01). Multicollinearity problem was not found. 

 Again, autocorrelation was tested by Durbin-Watson statistic. Kanlaya 

Vanichbuncha (2013, pp. 27-28) suggested that Dubin-Watson value that was at 2 or 

near 2 was not autocorrelation problem. Considering to Table 5.38, Dubin-Watson 

values were at 2.095. Thus, there were no autocorrelation problem in between error 

terms of variables in hypothesis 6. 

 

Table 5.38 Hierarchical Regression Analysis Results for Hypothesis 6 

 

Predictor Model 1 Model 2 Model 3 Durbin-Watson 

Control variables     

Organization .603*** .088*** .086***  

Sex -.157*** -.054*** -.054***  

Age -.047 -.041* -.043*  

Education -.043 -.010 -.009  

Marital status .015 .004 .003  

Compensation -.037 .054** .055**  

Independent variables     

HRMS  .249*** .253***  

TiM  .660*** .663***  

HRMS X TiM   .014 2.095 

R2 .413 .874 .874  

F 65.727*** 483.698*** 429.775***  

 

Note: Dependent variable = organizational commitment. HRMS = perceptions of 

human resource management system. TiM = trust in management. * p < .05 **  

p < .01 *** p < .001 
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 Table 5.38 displays the results of hierarchical regression analysis for 

hypothesis 6. It was discovered that having controlled variables i.e. organization, sex, 

age, education, marital status, and compensation, perceptions of HRMS and trust in 

management were significantly positive affected on organizational commitment at β 

.249 (p < .001) and β .660 (p < .001) respectively. However, level of relationship 

between perceptions of HRMS and organizational commitment could not be 

moderated by trust in management. Thus, hypothesis 6 was rejected. 

5.3.7 Hypothesis 7 

 Hypothesis 7 proposes that employees’ job performance level which is result 

of effort will change in accordance with human capital level. 

 Before testing this research’s hypothesis by hierarchical regression analysis, 

testing their assumptions is required. Therefore, in this step, researcher run statistics 

to test study variables’ normality, linearity, multicollinearity and autocorrelation as be 

illustrated in Table 5.39, Table 5.40 and Table 5.41 respectively. 

 

Table 5.39 Mean, Standard Deviation, Skewness, and Kurtosis of Testing Variables 

 

  n Min. Max. Mean S.D. Skewness Kurtosis Interpreted 

JE 567 1.00 7.00 5.80 .931 -1.013 2.498 High 

HC 567 1.00 7.00 5.92 .877 -1.472 4.122 High 

JP 567 1.00 7.00 5.91 .847 -1.692 5.860 High 

 

Note: JE = job effort. JE = job effort. HC = human capital. JP = job performance. 

 

 Normality testing the results in Table 5.39 demonstrated all variables in 

hypothesis 7, namely job effort, human capital and job performance, were normal 

distributed according to criteria of more than 300 samples by Kim (2013, p. 53) stated 

that skewness value was less than 2 and kurtosis value was less than 7, since their 

maximum skewness value was at -1.692 (JP), meanwhile, maximum kurtosis value 

was at 5.860 (JP). 
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Table 5.40 Correlation Coefficient Matrix 

 

 1 2 3 4 5 6 7 8 9 

1. Org. 1         

2. Sex -.189** 1        

3. Age .201** -.043 1       

4. Edu. .118** .242** .133** 1      

5. Status .012 -.126** .412** -.107* 1     

6. Com. .127** -.028 .602** .343** .257** 1    

7. JE .330** -.202** .112** -.100* .125** .009 1   

8. HC -.146** -.152** .074 -.153** .137** .001 .654** 1  

9. JP -.290** -.052 -.007 -.172** .049 -.076 .476** .779** 1 

 

Note: n = 567. Org. = organization Edu = education. Com. = compensation JE = job 

effort. HC = human capital. JP = job performance. * p < .05 ** p < .01 

 

 Correlation coefficient matrix in Table 5.40 was analyzed to test linearity 

between independent and dependent variables, as well as, multicollinearity among 

independent variables in hypothesis 7.   

 In case of linearity, each pair of independent and dependent variable must 

significantly correlate. The study finds that all pairs of independent and dependent 

variables were significantly correlated at < .01 level. Since, in hypothesis 7, 

dependent variable was job performance, while independent variables were job effort 

and human capital. The correlation coefficient values between job effort and job 

performance, and between human capital and job performance were .476** (p < .01) 

and .779** (p < .01) respectively. 

 While, in case of multicollinearity, correlation coefficient among independent 

variables in the same equation should be at ≥ .30 (Kanlaya Vanichbuncha, 2013, p. 

51) but  must not be at > .80 (Montree Piriyakul, 2013, p. 83). 

 Considered correlation coefficient values between job effort and human 

capital, find that their correlation coefficient values were at .654 (p < .01). Thus, 

Multicollinearity problem was not found. 
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 Again, autocorrelation was tested by Durbin-Watson statistic. Kanlaya 

Vanichbuncha (2013, pp. 27-28) suggested that Dubin-Watson value that was at 2 or 

near 2 was not autocorrelation problem. Considering to Table 5.41, Dubin-Watson 

values were at 1.931. Thus, there were no autocorrelation problem in between error 

terms of variables in hypothesis 7. 

 

Table 5.41 Hierarchical Regression Analysis Results for Hypothesis 7 

 

Predictor Model 1 Model 2 Model 3 Durbin-Watson 

Control variables     

Organization -.305*** -.216*** -.201***  

Sex -.081 .035 .029  

Age .103 .026 .036  

Education -.107* -.036 -.039  

Marital status .006 -.056* -.054  

Compensation -.067 -.038 -.043  

Independent variables     

JE  .110** .081  

HC  .681*** .659***  

JE X HC   -.079* 1.931 

R2 .116 .650 .654  

F 12.208*** 129.495*** 116.967***  

 

Note: Dependent variable = job performance. * p < .05 ** p < .01 *** p < .001 

 

 Table 5.41 displays the results of hierarchical regression analysis for 

hypothesis 7. It was discovered that having controlled variables i.e. organization, sex, 

age, education and compensation, job effort and human capital were significantly 

positive affected on employees’ job performance at β .110 (p < .01) and β .681 (p < 

.001) respectively, moreover, human capital can significantly moderate level of 

relationship between job effort and employees’ job performance at β -.079 (p < .05). It 

can be explained that the more employees work harder, the performance is lower. But 
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employees with a higher level of human capital, even with a lower job effort will have 

a higher performance. The model can be accounted for their relationship at 65.40 

percent. Thus, hypothesis 7 was supported. 

  Researcher used Interaction program (version 1.7.221) to plot 

significant interaction graphically as displayed in Figure 5.8. 

 

 

 

Note: JP = job performance. JE = job effort. HC = human capital. 

 

Figure 5.8 Job Effort X Human Capital Effect on Employees’ Job Performance 

 

 However, although the test results of the hypothesis 7 was statistically 

significant, that is, the moderating variable, human capital had passive influence on 

the relationship between the independent variable, job effort, and the dependent 

variable, employees’ job performance. But it looks like contrary to the human capital 

theory that says person with less human capital will have lower job performance and 

the expectancy theory that says person with more effort will have better performance. 

Moreover, if the one has a higher human capital, he will have a greater impact on 

more performance than that of someone with the same level of effort but has lower 

human capital. To test this disorder, the researcher tests by dividing the sample into 2 

groups and analyzed the moderation effect again. The results showed both consistency 

and differences as follows. 
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Table 5.42 Hierarchical Regression Analysis Results for PTT 

 

Predictor Model 1 Model 2 Model 3 Durbin-Watson 

Control variables     

Sex -.089 .071* .067*  

Age .104 .033 .039  

Education -.124* -.043 -.045  

Marital status -.003 -.057 -.055  

Compensation -.074 -.049 -.051  

Independent variables     

JE  .147** .123*  

HC  .698*** .690***  

JE X HC   -.050 2.020 

R2 .042 .658 .659  

F 3.641* 113.091*** 99.421***  

 

Note: Dependent variable = job performance. * p < .05 ** p < .01 *** p < .001  
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Table 5.43 Hierarchical Regression Analysis Results for Thai Airways 

 

Predictor Model 1 Model 2 Model 3 Durbin-Watson 

Control variables     

Sex -.051 -.049 -.103  

Age .173 .031 .167*  

Education .040 .028 .029  

Marital status -.062 -.083 -.084  

Compensation -.033 -.024 -.100  

Independent variables     

JE  -.097 -.044  

HC  .662*** .233*  

JE X HC   -.518*** 1.582 

R2 .024 .380 .489  

F .703 12.187*** 16.536***  

 

Note: Dependent variable = job performance. * p < .05 ** p < .01 *** p < .001 

 

 1) For their consistency in model 2 and model 3 in Table 5.42 and 

Table 5.43, find that human capital of the samples in both organizations had a positive 

effect on employees’ job performance. The correlation coefficient value in the 

relationship between human capital and job performance of PTT’s employees in 

model 2 was at β .698 with statistical significance of <.001. And its correlation 

coefficient value in model 3 was at β .690 with statistical significance of <.001. 

While, the correlation coefficient value in the relationship between human capital and 

job performance of Thai Airways’ employees in model 2 was at β .662 with statistical 

significance of <.001. And its correlation coefficient value in model 3 was at β .233 

with statistical significance of <.05. 

 2) For their difference, while the relationship between job effort of 

PTT’s employees had a positive relationship with their job performance. That was the 

correlation coefficient value in between their relation was at β .147 with statistical 

significance of .01 in model 2. And the correlation coefficient value in between their 
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relation was at β .123 with statistical significance of .05 in model 3. But the 

moderation affect was not found. That was human capital could not moderate the 

effect of job effort levels on job performance levels. And the correlation coefficient 

value in between their relation was negative (β -.050). While the relationship between 

the job effort and job performance of the Thai Airways’ employees had a negative 

relationship. And the statistical significance was not found both in model 2 and in 

model 3. But it was found the effect of the moderating variable, human capital, that it 

could moderate the effect of job effort level on the job performance level. Its 

correlation coefficient value was at β -.518 with statistical significance of <.001. 

 In addition, having considered the data analysis results of the hypothesis 8, the 

corresponding data were found that Thai Airways samples used their job effort less 

than those of PTT with the correlation coefficient value at β .700 and statistical 

significance of .001. But they had higher human capital than the PTT’s employee 

samples with correlation coefficient value at β .291 and statistical significance of 

<.01. Moreover, they also had higher job performance than those of PTT with 

correlation coefficient value at β .560 and statistical significance of <.001. 

 Therefore, it can be concluded that disorder of the data analysis results was 

obtained from Thai Airways samples who had higher human capital but used less 

effort. But in the same time, they had higher job performance. Or it can be said that 

even if employees used less effort but if they had a higher human capital, they will be 

able to deliver better performance. 

5.3.8 Hypothesis 8 

 Hypothesis 8 proposes that employees with differences of organization, sex, 

age, education, marital status and compensation are differently perceive human 

resource management system, satisfied with job, committed to their organization, 

efforted in job operation, had human capital, trusted in management and job 

performance 
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5.3.8.1 Organization-Based Comparison 

   

Table 5.44 Comparing Perceptions of Human Resource Management System, Job 

Satisfaction, Organizational Commitment, Job Effort, Human Capital, 

Trust in Management and Employees’ Job Performance based on 

Organizational Difference 

 

 

Sum of  

Squares df 

Mean  

Square F Sig. 

HRMS Between Groups 93.298 1 93.298 137.801 .000 

Within Groups 382.531 565 .677   

Total 475.829 566    

Job satisfaction Between Groups 65.883 1 65.883 76.682 .000 

Within Groups 485.430 565 .859   

Total 551.313 566    

Organizational  

commitment 

Between Groups 108.338 1 108.338 131.966 .000 

Within Groups 463.838 565 .821   

Total 572.176 566    

Job effort Between Groups 53.314 1 53.314 68.910 .000 

Within Groups 437.128 565 .774   

Total 490.442 566    

Human capital Between Groups 9.242 1 9.242 12.243 .001 

Within Groups 426.493 565 .755   

Total 435.734 566    

Trust in management Between Groups 416.589 1 416.589 350.263 .000 

Within Groups 671.989 565 1.189   

Total 1088.578 566    

Job performance Between Groups 34.204 1 34.204 51.962 .000 

Within Groups 371.906 565 .658   

Total 406.109 566    

 

  Table 5.44, finds that working for different organizations affected on 

employees’ different perceptions of human resource management system, job 
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satisfaction, organizational commitment, job effort, human capital, trust in 

management and job performance with statistical significance at < .001 level in all 

pairs of comparisons. 

  Incidentally, to show the differences of the perceptions of HPWS, job 

satisfaction, organizational commitment, human capital, job effort, trust in 

management, and job performance between those of Thai Airways and PTT, the 

researcher anglicized the simple regression model. The data analysis results can be 

presented as follows. 

 

Table 5.45 Results of Simple Regression Analysis 

 

Predictors B. S.E. Beta t Sig R2 SEE F Sig. 

Thai Airways -> HRMS -.926 .079 -.443 -11.739 .000 .196 .823 137.801 .000 

Thai Airways -> JS -.778 .089 -.346 -8.757 .000 .120 .927 76.682 .000 

Thai Airways -> OC -.997 .087 -.435 -11.488 .000 .189 .906 131.966 .000 

Thai Airways -> JE -.700 .084 -.330 -8.301 .000 .109 .880 68.910 .000 

Thai Airways -> HC .291 .083 .146 3.499 .001 .021 .869 12.243 .001 

Thai Airways -> TiM -1.956 .105 -.619 -18.715 .000 .383 1.091 350.263 .000 

Thai Airways -> JP .560 .078 .290 7.208 .000 .084 .811 51.962 .000 

 

  Table 5.45 finds that the employees of Thai Airways had perceptions 

of HRMS, job satisfaction, organizational commitment, job effort, and trust in 

management less than employees of PTT. But, on the contrary, they had more human 

capital and job performance than employees of PTT. 
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5.3.8.2 Sex-Based Comparison 

 

Table 5.46 Comparing Perceptions of Human Resource Management System, Job 

Satisfaction, Organizational Commitment, Job Effort, Human Capital, 

Trust in Management and Employees’ Job Performance based on Sexual 

Difference 

 

 

Sum of  

Squares df 

Mean  

Square F Sig. 

HRMS Between Groups 17.027 1 17.027 20.969 .000 

Within Groups 458.802 565 .812   

Total 475.829 566    

Job satisfaction Between Groups 30.313 1 30.313 32.873 .000 

Within Groups 521.000 565 .922   

Total 551.313 566    

Organizational  

commitment 

Between Groups 41.770 1 41.770 44.495 .000 

Within Groups 530.406 565 .939   

Total 572.176 566    

Job effort Between Groups 20.093 1 20.093 24.136 .000 

Within Groups 470.349 565 .832   

Total 490.442 566    

Human capital Between Groups 10.115 1 10.115 13.427 .000 

Within Groups 425.619 565 .753   

Total 435.734 566    

Trust in management Between Groups 64.537 1 64.537 35.607 .000 

Within Groups 1024.041 565 1.812   

Total 1088.578 566    

Job performance Between Groups 1.097 1 1.097 1.530 .217 

Within Groups 405.012 565 .717   

Total 406.109 566    

 

  Table 5.46 finds that employees with different sex were different in 

perceptions of human resource management system, job satisfaction, organizational 
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commitment, job effort, human capital, and trust in management with statistical 

significance at < .001 level in all pairs of comparisons. 

5.3.8.3 Age-Based Comparison 

 

Table 5.47 Comparing Perceptions of Human Resource Management System, Job 

Satisfaction, Organizational Commitment, Job Effort, Human Capital, 

Trust in Management and Employees’ Job Performance based on Age 

Difference 

 

 

Sum of  

Squares df 

Mean  

Square F Sig. 

HRMS 

 

 

Between Groups 7.158 7 1.023 1.220 .290 

Within Groups 468.671 559 .838   

Total 475.829 566    

Job satisfaction Between Groups 6.304 7 .901 .924 .487 

Within Groups 545.008 559 .975   

Total 551.313 566    

Organizational  

commitment 

Between Groups 23.883 7 3.412 3.478 .001 

Within Groups 548.293 559 .981   

Total 572.176 566    

Job effort Between Groups 12.240 7 1.749 2.044 .048 

Within Groups 478.202 559 .855   

Total 490.442 566    

Human capital 

 

 

Between Groups 5.242 7 .749 .972 .450 

Within Groups 430.492 559 .770   

Total 435.734 566    

Trust in management Between Groups 20.422 7 2.917 1.527 .155 

Within Groups 1068.156 559 1.911   

Total 1088.578 566    

Job performance Between Groups 3.400 7 .486 .674 .694 

Within Groups 402.709 559 .720   

Total 406.109 566    
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  Table 5.47 finds that employees with different age were different in 

organizational commitment, and job effort with statistical significance at < .001 level 

and < .50 respectively. Then, each pair test by Turkey HSD method was analyzed as 

follow: 

 

Table 5.48 Comparing Organizational Commitment and Job Effort based on 

Different Age 

 

DV IV/Age X̅ S.D. 1 2 3 4 5 6 7 8 

Organizational  

commitment 

 

1. <26 5.08 .857  -0.391 -0.388 -0.535 -0.529 -0.515 -0.767* -1.039* 

2. 26-30 5.47 .864   0.003 -0.143 -0.137 -0.123 -0.375 -0.648* 

3. 31-35 5.46 1.019    -0.146 -0.141 -0.126 -0.378 -0.651* 

 4. 36-40 5.61 .957     0.006 0.020 -0.232 -0.504 

 5. 41-45 5.60 1.206      0.014 -0.238 -0.510 

 6. 46-50 5.59 1.217       -0.252 -0.524 

 7. 51-55 5.84 .811        -0.272 

 8. >55 6.11 .817         

Job effort 1. <26 5.44 .763  -0.315 -0.292 -0.419 -0.524 -0.264 -0.472 -0.693* 

2. 26-30 5.76 .818   0.023 -0.104 -0.208 0.051 -0.157 -0.378 

3. 31-35 5.73 .865    -0.127 -0.232 0.028 -0.180 -0.401 

 4. 36-40 5.86 .947     -0.105 0.155 -0.053 -0.274 

 5. 41-45 5.97 .999      0.259 0.051 -0.169 

 6. 46-50 5.71 1.281       -0.208 -0.429 

 7. 51-55 5.91 .822        -0.221 

 8. >55 6.14 .811         

 

  Table 5.48 finds that employees with age of below 26 years, 26-30 

years, and 31-35 years committed to their organization less than those of more than 55 

years with statistical significance at < .05 level. Whereas, employees with age of 

below 26 years had job effort less than those of more than 55 years with statistical 

significance at < .05 level. 
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5.3.8.4 Education-Based Comparison 

 

Table 5.49 Comparing Perceptions of Human Resource Management System, Job 

Satisfaction, Organizational Commitment, Job Effort, Human Capital, 

Trust in Management and Employees’ Job Performance based on 

Educational Difference 

 

 

Sum of  

Squares df 

Mean  

Square F Sig. 

HRMS Between Groups 43.290 5 8.658 11.229 .000 

Within Groups 432.539 561 .771     

Total 475.829 566       

Job satisfaction 

 

 

Between Groups 31.046 5 6.209 6.695 .000 

Within Groups 520.267 561 .927     

Total 551.313 566       

Organizational  

commitment 

 

Between Groups 49.628 5 9.926 10.656 .000 

Within Groups 522.548 561 .931     

Total 572.176 566       

Job effort Between Groups 27.812 5 5.562 6.745 .000 

Within Groups 462.630 561 .825     

Total 490.442 566       

Human capital Between Groups 10.702 5 2.140 2.825 .016 

Within Groups 425.032 561 .758     

Total 435.734 566       

Trust in management Between Groups 89.200 5 17.840 10.015 .000 

Within Groups 999.378 561 1.781     

Total 1088.578 566       

Job performance Between Groups 12.851 5 2.570 3.667 .003 

Within Groups 393.258 561 .701     

Total 406.109 566       

 

  Table 5.49 shows that employees with different education levels differ 

in their perceptions of human resource management system, job satisfaction, 

organizational commitment, job effort, and trust in management with statistical 
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significance at < .001 level. Again, employees with different education were different 

in human capital with statistical significance at < .05 level. Whereas, employees with 

different education were different in job performance with statistical significance at < 

.01 level. Then, each pair test by Turkey HSD method was analyzed as follow: 

 

Table 5.50 Comparing Perceptions of Human Resource Management System, Job 

Satisfaction, Organizational Commitment, Job Effort, Human Capital, 

Trust in Management and Employees’ Job Performance based on 

Educational Difference 

 

DV IV/Education X̅ S.D. 1 2 3 4 5 6 

HRMS 1. <high school 4.48 .276  -1.525 -1.638 -0.703 -1.001 -1.134 

 2. high school 6.00 .000   -0.113 0.822 0.524 0.391 

 3. diploma 6.11 .728    0.935* 0.637* 0.504 

 4. bachelor 5.18 .889     -0.298* -0.431 

 5. master 5.48 .905      -0.133 

 6. doctor 5.61 .707       

Job satisfaction 1. <high school 4.92 .587  -1.585 -1.196 -0.422 -0.662 -0.352 

 2. high school 6.50 .707   0.389 1.163 0.923 1.233 

 3. diploma 6.11 .800    0.774* 0.533* 0.844 

 4. bachelor 5.34 .955     -0.241 0.070 

 5. master 5.58 .995      0.310 

 6. doctor 5.27 1.066       

Organizational  

commitment 

1. <high school 4.80 .099  -1.700 -1.574 -0.578 -0.711 -0.547 

2. high school 6.50 .707   0.126 1.122 0.989 1.153 

 3. diploma 6.37 .668    0.996* 0.866* 1.027* 

 4. bachelor 5.38 .970     -0.132 0.031 

 5. master 5.51 1.005      0.164 

 6. doctor 5.35 1.175       

Job effort 1. <high school 4.84 .233  -1.665 -1.560 -0.825 -0.939 -0.998 

 2. high school 6.50 .707   0.105 0.840 0.726 0.667 

 3. diploma 6.40 .688    0.736* 0.622* 0.562 

 4. bachelor 5.66 .885     -0.114 -0.173 

 5. master 5.77 .957      -0.059 

 6. doctor 5.83 1.058       
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DV IV/Education X̅ S.D. 1 2 3 4 5 6 

Human capital 1. <high school 6.25 .707  -0.250 0.051 0.244 0.439 0.475 

 2. high school 6.50 .707   0.301 0.494 0.689 0.725 

 3. diploma 6.20 .782    0.193 0.388* 0.424 

 4. bachelor 6.01 .799     0.195 0.231 

 5. master 5.81 .924      0.036 

 6. doctor 5.78 1.057       

Trust in 

management 

1. <high school 3.67 .474  -2.835 -2.239 -0.963 -1.487 -1.535 

2. high school 6.50 .707   0.596 1.872 1.348 1.300 

 3. diploma 5.90 1.061    1.277* 0.753* 0.704 

 4. bachelor 4.63 1.415     -0.524* -0.572 

 5. master 5.15 1.340      -0.048 

 6. doctor 5.20 1.034       

Job performance 1. <high school 6.75 .000  0.250 0.636 0.723 0.948 1.300 

2. high school 6.50 .707   0.386 0.473 0.698 1.050 

 3. diploma 6.11 .979    0.087 0.313 0.664 

 4. bachelor 6.03 .727     0.225* 0.577 

 5. master 5.80 .862      0.352 

 6. doctor 5.45 1.218       

 

  Table 5.50 finds that employees with education of diploma’s degree 

perceive human resource management system, satisfied with job, used more effort in 

job, trusted in management more than those of bachelor’s and master’s degrees with 

statistical significance at < .05 level. Again, they committed to organization more than 

those of bachelor’s, master’s and doctoral degrees with statistical significance at < .05 

level. Moreover, they had human capital more than those of master’s degrees with 

statistical significance at < .05 level, too. 

  Whereas employees with education of bachelor’s degree, perceive 

human resource management system and had job performance more than those of 

master’s degrees with statistical significance at < .05 level. On the contrary, the study 

finds that they trust management less than those with master’s degrees, with statistical 

significance at < .05 level. 
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5.3.8.5 Marital Status-Based Comparison 

 

Table 5.51 Comparing Perceptions of Human Resource Management System, Job 

Satisfaction, Organizational Commitment, Job Effort, Human Capital, 

Trust in Management and Employees’ Job Performance based on Marital 

Status Difference 

 

 

Sum of  

Squares df 

Mean  

Square F Sig. 

HRMS Between Groups .853 4 .213 .252 .908 

Within Groups 474.976 562 .845     

Total 475.829 566       

Job satisfaction Between Groups 3.748 4 .937 .962 .428 

Within Groups 547.564 562 .974     

Total 551.313 566       

Organizational  

commitment 

Between Groups 16.229 4 4.057 4.101 .003 

Within Groups 555.947 562 .989     

Total 572.176 566       

Job effort Between Groups 8.966 4 2.241 2.616 .034 

Within Groups 481.477 562 .857     

Total 490.442 566       

Human capital Between Groups 8.574 4 2.144 2.820 .025 

Within Groups 427.160 562 .760     

Total 435.734 566       

Trust in management 

 

 

Between Groups 5.277 4 1.319 .684 .603 

Within Groups 1083.301 562 1.928     

Total 1088.578 566       

Job performance Between Groups 1.031 4 .258 .358 .839 

Within Groups 405.078 562 .721     

Total 406.109 566       

 

  Table 5.51, finds that employees with marital status difference were 

different in organizational commitment with statistical significance at < .01 level. 

Furthermore, they differently had job effort and human capital with statistical 



 229 

significance at < .05 level. Then, each pair test by Turkey HSD method was analyzed 

as follow: 

 

Table 5.52 Comparing Organizational Commitment, Job Effort, and Human Capital 

based on Marital Status Difference 

 

DV IV/Marital 

status 

X̅ S.D. 1 2 3 4 5 

Organizational  

commitment 

1. single 5.39 .959  -0.291* -1.114 -0.197 -1.344 

2. married 5.68 1.023   -0.822 0.095 -1.052 

 3. windowed 6.50 .707    0.917 -0.230 

 4. divorced 5.58 1.078     -1.147 

 5. separated 6.73 .283      

Job effort 1. single 5.70 .887  -0.150 -0.798 -0.493 -1.298* 

 2. married 5.85 .971   -0.647 -0.342 -1.147 

 3. windowed 6.50 .707    0.305 -0.500 

 4. divorced 6.20 .459     -0.805 

 5. separated 7.00 .000      

Human capital 1. single 5.80 .852  -0.209* -0.577 -0.432 -0.827 

 2. married 6.01 .896   -0.368 -0.222 -0.618 

 3. windowed 6.38 .530    0.146 -0.250 

 4. divorced 6.23 .686     -0.396 

 5. separated 6.63 .177      

 

  Table 5.52 finds that single employees had organizational commitment 

and human capital less than those of married with statistical significance at < .05 

level. But they had job effort less than those of separated with statistical significance 

at < .05 level. 
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5.3.8.6 Compensation-Based Comparison 

 

Table 5.53 Comparing Perceptions of Human Resource Management System, Job 

Satisfaction, Organizational Commitment, Job Effort, Human Capital, 

Trust in Management and Employees’ Job Performance based on 

Compensation Difference 

 

 

Sum of  

Squares df 

Mean  

Square F Sig. 

HRMS 

 

Between Groups 3.772 7 .539 .638 .724 

Within Groups 472.057 559 .844     

Total 475.829 566       

Job satisfaction Between Groups 2.303 7 .329 .335 .938 

Within Groups 549.010 559 .982     

Total 551.313 566       

Organizational  

commitment 

Between Groups 3.011 7 .430 .422 .888 

Within Groups 569.165 559 1.018     

Total 572.176 566       

Job effort Between Groups 2.931 7 .419 .480 .849 

Within Groups 487.511 559 .872     

Total 490.442 566       

Human capital Between Groups 3.669 7 .524 .678 .691 

Within Groups 432.065 559 .773     

Total 435.734 566       

Trust in management Between Groups 15.989 7 2.284 1.190 .306 

Within Groups 1072.589 559 1.919     

Total 1088.578 566       

Job performance Between Groups 7.861 7 1.123 1.576 .140 

Within Groups 398.248 559 .712     

Total 406.109 566       

 

  Table 5.53 finds that employees with compensation difference were 

not different in perceptions of human resource management system, job satisfaction, 
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organizational commitment, job effort, human capital, trust in management and job 

performance. 

5.3.8.7 Summary of Hypothesis 8 Analysis 

  From hypothesis 8 analysis results, the summary could be presented in 

Table 5.54 as follow: 

 

Table 5.54 Summary of Hypothesis 8 Analysis 

 

 HRMS JS OC JE HC TiM JP 

Organization Sig. Sig. Sig. Sig. Sig. Sig. Sig. 

Sex Sig. Sig. Sig. Sig. Sig. Sig. NS 

Age NS NS Sig. Sig. NS NS NS 

Education Sig. Sig. Sig. Sig. Sig. Sig. Sig. 

Marital status NS NS Sig. Sig. Sig. NS NS 

Compensation NS NS NS NS NS NS NS 

 

Note: HRMS = perceptions of human resource management system, JS = job 

satisfaction, OC = organizational commitment, JE = job effort, HC = human capital, 

TiM = trust in management, JP = job performance 

 

  From Table 5.54, it could be explained that among 7 dependent 

variables which were perceptions of human resource management, job satisfaction, 

organizational commitment, job effort, human capital, trust in management, and job 

performance, independent variables which were difference in organization and 

education effected on all of them. On the contrary, difference in compensation did not 

affect all of them. While, sexual difference effected on all dependent variables except 

job performance. Whereas difference in age and marital status affected on both 

organizational commitment and job effort. Beside this, marital status difference also 

affected differences in human capital. 
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5.4 Summary of Statistical Analyses 

 Researcher proposes eight hypotheses to answer three research questions that 

are 1) Are there any mediating variables that link the relationship between perceptions 

of HRMS and employees’ job performance of Thailand’s state enterprises; 2) Are 

there any moderating variables that moderate the relationship between perceptions of 

HRMS and mediating variables and between mediating variables and employees’ 

performance of Thailand’s state enterprises; and 3) Are difference of samples’ 

contexts effect on studied variables. First five hypotheses were tested by structural 

equation modeling, while hypotheses six and seven were administered by hierarchical 

regression analysis. Whereas the last hypothesis was administered by one-way-

ANOVA. Testing results could be concluded as in Table 5.55. 

 

Table 5.55 Summary of Statistical Analyses 

 

Hypothesis Results 

H1: Perceptions of HRMS has positive impact on employees’ job 

performance. 

Accepted 

H2a: Job satisfaction is mediating variable between perceptions of 

HRMS and employees’ organizational commitment. 

Accepted 

H2b: Job satisfaction is mediating variable between perceptions of 

HRMS and job effort. 

Rejected 

H3a: Organizational commitment is mediating variable associating 

perceptions of HRMS and employees’ job effort. 

Accepted 

H3b: Organizational commitment is mediating variable associating job 

satisfaction and employees job effort. 

Accepted 

H4a: Job effort is mediating variable associating perceptions of HRMS 

and employees’ job performance. 

Rejected 

H4b: Job effort is mediating variable associating organizational 

commitment and employees’ job performance. 

Rejected 

H5: Human capital is mediating variable associating perceptions of 

HRMS and employees job performance. 

Accepted 
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Hypothesis Results 

H6: Organizational commitment level which is result of perceptions of 

HRMS will change in accordance with trust in management level. 

Rejected 

H7: Employees’ performance level which is result of effort will change 

in accordance with human capital level. 

Accepted 

H8a1: Employees working for different organization differently perceive 

human resource management system. 

Accepted 

H8a2: Employees working for different organization differently satisfied 

with their job. 

Accepted 

H8a3: Employees working for different organization differently 

committed to their organization. 

Accepted 

H8a4: Employees working for different organization differently had job 

effort. 

Accepted 

H8a5: Employees working for different organization differently had 

human capital. 

Accepted 

H8a6: Employees working for different organization differently trusted in 

management. 

Accepted 

H8a7: Employees working for different organization differently had job 

performance. 

Accepted 

H8b1: Employees with different sex differently perceive human resource 

management system. 

Accepted 

H8b2: Employees with different sex differently satisfied with their job. Accepted 

H8b3: Employees with different sex differently committed to their 

organization. 

Accepted 

H8b4: Employees with different sex differently had job effort. Accepted 

H8b5: Employees with different sex differently had human capital. Accepted 

H8b6: Employees with different sex differently trusted in management. Accepted 

H8b7: Employees with different sex differently had job performance. Rejected 

H8c1: Employees with different age differently perceive human resource 

management system. 

Rejected 

H8c2: Employees with different age differently satisfied with their job. Rejected 
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Hypothesis Results 

H8c3: Employees with different age differently committed to their 

organization. 

Accepted 

H8c4: Employees with different age differently had job effort. Accepted 

H8c5: Employees with different age differently had human capital. Rejected 

H8c6: Employees with different age differently trusted in management. Rejected 

H8c7: Employees with different age differently had job performance. Rejected 

H8d1: Employees with different education differently perceive human 

resource management system. 

Accepted 

H8d2: Employees with different education differently satisfied with their 

job. 

Accepted 

H8d3: Employees with different education differently committed to their 

organization. 

Accepted 

H8d4: Employees with different education differently had job effort. Accepted 

H8d5: Employees with different education differently had human capital. Accepted 

H8d6: Employees with different education differently trusted in 

management. 

Accepted 

H8d7: Employees with different education differently had job 

performance. 

Accepted 

H8e1: Employees with different marital status differently perceive human 

resource management system. 

Rejected 

H8e2: Employees with different marital status differently satisfied with 

their job. 

Rejected 

H8e3: Employees with different marital status differently committed to 

their organization. 

Accepted 

H8e4: Employees with different marital status differently had job effort. Accepted 

H8e5: Employees with different marital status differently had human 

capital. 

Accepted 

H8e6: Employees with different marital status differently trusted in 

management. 

Rejected 
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Hypothesis Results 

H8e7: Employees with different marital status differently had job 

performance. 

Rejected 

H8f1: Employees with different compensation differently perceive human 

resource management system. 

Rejected 

H8f2: Employees with different compensation differently satisfied with 

their job. 

Rejected 

H8f3: Employees with different compensation differently committed to 

their organization. 

Rejected 

H8f4: Employees with different compensation differently had job effort. Rejected 

H8f5: Employees with different compensation differently had human 

capital. 

Rejected 

H8f6: Employees with different compensation differently trusted in 

management. 

Rejected 

H8f7: Employees with different compensation differently had job 

performance. 

Rejected 

 

 



 

CHAPTER 6 

CONCLUSION, DISCUSSION, AND RECOMMENDATION 

 In this chapter, the researcher presents the conclusions of the study results, 

discussions, suggestions, and limitations of the study as follows: 

6.1 Conclusion 

 The study of the effect of human resource management system on employee 

job performance of Thailand’s state enterprises was conducted with the objectives: 1) 

to study HRMS of Thailand’s state enterprises; 2) to study effects of perceptions of 

HRMS on employee job performance in Thailand’s state enterprises; 3) to test the 

mediation effect in the relationship between perceptions of HRMS and employee job 

performance in Thailand’s state enterprises; 4) to test the moderation effect on 

relationship level between perceptions of HRMS and mediating variables and between 

mediating variables and employee job performance in Thailand’s state enterprises; 5) 

to test influence of samples’ context difference on studied variables; and 6) to develop 

the relationship model between perceptions of HRMS and employee’s job 

performance in Thailand’s state enterprises. Mix-method were employed to answer 

research questions and to test research hypotheses.  

 Qualitative methods were employed to answer research questions: 1) which 

are HRMS components affect employee performance in Thailand’s state enterprises; 

and 2) how do Thailand’s state enterprises use those elements in HRM? Research 

samples were selected from two Thailand state enterprises, they were PTT public 

company limited and Thai Airways international public company limited. Total 

amount of 32 people, 11 of whom were high performance employees, 16 supervisors 

or representatives from human resource management and 5 managers and employees 

from information technology department were used as samples. All samples were 

selected by the human resource management of each company. 
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 Qualitative methods were also employed to answer research questions: 1) are 

there any mediating variables that link the relationship between perceptions of HRMS 

and employee job performance in Thailand’s state enterprises; 2) are there any 

moderating variables that moderate the relationship between perceptions of HRMS 

and mediating variables and between mediating variables and employee job 

performance in Thailand’s state enterprises; and 3) are samples’ contextual 

differences affected by studying variables. In total, 567 samples were included in this 

study. They were derived by random email and self-administered questionnaires. 

 The researcher studied the effects of perceptions of HRMS from 7 latent 

variables. They are: perceptions of HRMS, job satisfaction, organizational 

commitment, job effort, human capital, trust in management, and employee job 

performance. These variables derived from concepts and/or theories of high-

performance work system, job satisfaction, organizational commitment, expectancy, 

human capital, trust in management, and performance respectively. 8 hypotheses were 

set. 1 and 5 hypotheses were tested by structural equation modeling analysis, 

hypothesis 6 and hypothesis 7 were tested by hierarchical regression analysis. While 

the last hypothesis was tested by one-way-ANOVA analysis. 

 The analyzed descriptive statistic, find that most correspondents were PTT 

company limited employees, male, ranging between 26-30 years, who hold a master’s 

degree, married, an organization’s member less than 6 years, and compensated more 

than 45,000 a month. Their mean points of HRMS perceptions, job satisfaction, 

organizational commitment, job effort, human capital, trust in management, and job 

performance self-assessment were: 5.44 (fairly high), 5.55 (high), 5.55 (high), 5.92 

(high), 5.80 (high), 5.05 (fairly high), and 5.91 (high) respectively. 

6.1.1 Objective 1: To Study HRMS in Thailand’s State Enterprises 

 The qualitative study, HRMS of Thailand’s state enterprises is a system 

comprised of recruitment and selection, training and development, performance 

management, compensation, career management. These compositions are operated to 

accomplish organizational goals. Components of such systems are presented as 

follows: 
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6.1.1.1 Recruitment and Selection 

  The recruitment and selection in Thailand’s state enterprises can be 

summarized as follows. For recruitment, Thailand’s state enterprises recruit from both 

internal and external applicants both by submitted application and submission through 

the organizational website. While testing includes internet-based and paper-based 

testing. The test is designed to measure both organizational fit and job fit. Written 

exams and interviews are mainly used to select applicants. However, in some 

positions, practical testing is required, too. 

6.1.1.2 Training and Development 

  Each of Thailand’s state enterprises developed their own training 

courses and send their staff to receive external training in some courses. The training 

courses covered three aspects: core competency, functional competency and 

managerial competency. Each course is divided into three levels; beginner, 

intermediate, and advanced. In addition, some state enterprises also had 

supplementary courses to provide employees with a voluntary study. The training 

methods were found in a variety of ways in which the main approaches were 

classroom training, the simulation, on-the-job training. Again, Thailand’s state 

enterprises had developed knowledge management system and e-learning to enhance 

personnel learning, too. 

6.1.1.3 Performance Management 

  Performance management system of Thailand’s state enterprises 

comprised of performance agreements, personal development planning, managing 

performance and performance review. However, the focus of performance 

management is focused on helping employees to achieve their goals or metrics as 

agreed with the supervisors. All year round, two-way communication between the 

supervisor and the subordinate to monitor the progress of the job and provide 

guidance and support according to the requirements of the subordinate closely.  

6.1.1.4 Compensation 

  Thailand’s state enterprises explored the market for the purpose of 

determining the remuneration having the competitive ability. This is considered in 

conjunction with the organization’s ability to pay. There were also rewards and 
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benefits that were generally not lower than those required by law. However, 

Thailand’s state enterprises registered in the stock exchange would be flexible in 

determining compensation and benefits rather than state enterprises not registered on 

the stock exchange. In addition, each state enterprises provides additional benefits 

according to their goods or services.  

6.1.1.5 Career Management 

  Employees of state enterprises were governed by the different career 

growth policies of each state enterprise. The career progress of an employee is based 

on performance. The beginning of the executive focuses on internal staff competition, 

whereas senior executive selection is open for internal and external qualifying 

candidates. 

6.1.2 Objective 2: To Study Effect of Perceptions of HRMS on Employee 

Job Performance in Thailand’s State Enterprises 

 From the test of relationship between the influence of HRMS and the 

performance of the Thailand’s enterprise state enterprises by the structural equation 

modeling analysis, finds that perceptions of human resource management system had 

an indirect positive effect on the employee’s job performance of Thailand’s state 

enterprise through human capital. Its correlation path coefficient is β 0.466 (0.520 X 

0.897 = 0.466). 

6.1.3 Objective 3: To Test the Mediation Effect in the Relationship 

between Perceptions of HRMS and Employee Job Performance in 

Thailand’s State Enterprises 

 From the test of mechanisms linking in the relationship between perceptions 

of HRMS and the employee job performance of Thailand’s state enterprises by the 

structural equation modelling analysis, shows that when variables which were job 

satisfaction, organizational commitment, job effort and human capital, were included 

in the equation of the relationship between perceptions of HRMS and the employee 

job performance of Thailand’s state enterprises, shows that perceptions of HRMS had 
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indirect influence on employee’s job performance through human capital. Its 

correlation path coefficient is β 0.466 (0.520 X 0.897 = 0.466) as shown in Figure 5.5. 

6.1.4 Objective 4: To Test the Moderation Effect on Relationship Level 

between Perceptions of HRMS and Mediating Variables and 

between Mediating Variables and Employee Job Performance in 

Thailand’s State Enterprises 

 Based on the moderation effect test on the relationship between perceptions of 

HRMS and the mediating variables, and between the moderating variables and 

employee job performance of Thailand’s state enterprises, Thus, in this study, two 

models of moderating variables are used. In the first model, the independent variable 

is the perceptions of HRMS, dependent variable is organizational commitment, 

moderating variable is trust in management. While, in the second model, independent 

variable is job effort, dependent variable is employee job performance, and the 

moderating variable is human capital. Results show that only the second model that 

had statistical significance at <.05. Its correlation efficient is -.079 which can be 

explained that the more employees work harder, the performance is lower. But 

employees with a higher level of human capital, even with a lower job effort will have 

a higher performance as be described in hypothesis 7. 

6.1.5 Objective 5: To Test Influence of Samples’ Context Difference on 

Studied Variables 

 The test results were found that the difference of organization and education 

significantly affected on all dependent variables including perceptions of HRMS, job 

satisfaction, organizational commitment, job effort, human capital, trust in 

management and job performance. On the contrary, the results find that the 

compensation difference did not affect all of them. Whereas, independent variable, 

sex difference significantly affected all dependent variables except for job 

performance. While two independent variables, age and marital status similarly 

affected two dependent variables, they were organizational commitment and job 
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performance. Moreover, the results find that marital status also affected human 

capital, too. 

6.1.6 Objective 6: To Develop the Relationship Model between HPWS 

and Employee’s Job Performance in Thailand’s State Enterprises 

 The Test results of the relationship between variables that were used to study 

the effect of HRMS perceptions on the employee job performance of Thailand’s state 

enterprises, which comprised of perceptions of HRMS, job satisfaction, organizational 

commitment, job effort, human capital, trust in management and employee job 

performance is shown in Figure 6.1. 

 

 

 

Figure 6.1 Model of Human Resource Management System for Employee 

Performance of Thailand State Enterprises 
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 From Figure 6.1 can be explained that perceptions of HRMS affected on 

employee’s performance in 5 paths. They were 1) it affected on employee’s 

performance through job satisfaction, organizational commitment, and job effort; 2) it 

affected on employee’s performance through job satisfaction and job effort; 3) it 

affected on employee’s performance through organizational commitment and job 

effort; 4) it affected on employee’s performance through job effort and 5) it affected 

on employee’s performance through human capital. These paths were consistent with 

the SEM results in model 2 (Figure 5.6) and the hypothesis 7 in chapter 5. This model 

based on the hypothesis that the human resource management system that can 

enhance the employee performance should be a system that creates job satisfaction, 

organizational commitment, job effort, and human capital. Personnel who had job 

satisfaction will have organizational commitment and job effort. Personnel who had 

job effort and were leveraged human capital level can improve their performance 

level. This relationship model is consistent with the theories of high-performance 

work systems, satisfaction, organizational commitment, human capital, and 

expectation as follows. 

 1) High-performance work systems theory and related study results 

state that the employees who will have a high level of performance must rely on the 

strategy that focus on creating organizational commitment and management system 

development consisting of job, human, technology and information that are consistent 

to each other. In this regard, job system means job which is designed to be flexibility, 

flat structure, broad job scope, whole task responsibility, self-management ability, and 

empowerment (such as for initiating, planning, and problem solving etc.), teamwork, 

and participation in listening and giving feedback about operation methods, problem 

solving, human resource policy, business information, etc. The human system means 

the human resource system which focuses on continuous development, such as by 

training and being a learning organization etc. to improve the skills and attitudes of 

employees, to focus on performance that is higher than standard and reflects market 

demand, compensation based on skills or expertise, and rewarding groups based on 

their performance. Technology system means technology used in operations. And 

information system refers to the system that information can be communicated 

accurately, quickly, openly, and easily to use and to understand. According to theory, 
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it is believed that says once the high-performance management systems have been 

implemented, it can improve higher human capital, job satisfaction, organizational 

commitment, job effort. And, finally, they will try to create performance that are 

higher than the standards for the success of the organization. 

 2) Satisfaction theory and related study results state that job 

satisfaction came from job characteristics, job security, colleagues, supervisors, 

growth opportunities, compensation, monetary rewards, skill increase, self-

development, kill using, and freedom of decision-making. Job satisfaction is 

positively related to organizational commitment and organizational citizenship 

behavior, such as work effort etc. 

 3) Organizational commitment theory states that affective 

commitment is a relation and identity with the organization which reflected pride and 

bound with the organizational values and goals, the need to be with the organization, 

and readiness to devote to achieving organizational goals. Affective commitment is 

usually caused by factors at the strategic level, human resource management level, 

and workplace level. The examples of strategic level factors were contributive 

business strategy, management values, and giving importance to listening to problems 

and suggestions from employees etc. Factors at the human resource management 

policy level were strict selection, training and development, variable compensation 

system, job security, satisfaction with career advancement opportunities, 

communication, organizational performance, management leadership, and satisfaction 

with the work-life quality etc. While, the examples of factors at the workplace level 

were challenge job assignments, teamwork, opportunity to initiate and participate in 

thinking, planning, operating, responsibility, solving problems, and receiving 

compensation from operations etc., flexible job structure and working system, 

atmosphere of cooperation and trust, supervisors and colleagues support. Employees 

who are commitment with the organization will increase their efforts and enthusiasm 

in their operation. 

 4) Human capital theory and related study results states that human 

capital refers to knowledge, abilities, skills, and experiences which is considered as 

capital of the owner. The organization acquires human capital by recruitment, 

motivation and development in various forms such as training, providing knowledge 
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management systems, being a learning organization, implementing a mentor system 

and a coaching system, encouraging further education, providing opportunities to 

attend meetings, seminars, workshops and field trips etc. The human capital level is 

related to the employee performance and is related to the organizational performance. 

 5) Expectancy theory and relevant study results state that effort is a 

behavior that is very important to the level of performance success. The effort of an 

individual would be caused by the satisfaction resulting from the personal evaluating 

in 3 areas which were 1) their ability and the expected results; 2) reward for their 

work; and 3) the value of the reward that the organization proposed to. In addition to 

the results of work is caused by an effort, it is also influenced by the competencies 

and influence of the environment. And if the employees were more talented, it would 

results in a higher level of performance than the employees with lower competencies 

as well as be detailed in chapter 2 and the study results as presented in chapter 5. 

6.2 Discussion 

6.2.1 Hypothesis 1: Perceptions of HRMS has Positive Impact on 

Employee Job Performance 

 The concept of high-performance management systems state that the HRMS, 

which had four main components (job, man, technology, and information), which is 

consistently managed with each other would help to enhance employee job 

performance and organization performance (Nadler & Gerstein, 1992). Therefore, the 

researcher proposed hypothesis 1 that perceptions of HRMS has positive influence on 

employee performance.  

 Data analysis supports the research hypothesis. That is congruent with theory 

and past research such as the study of Hsi-An et al. (2010), Aryee et al. (2012), Gibbs 

and Ashill (2013), Karatepe (2013) and Latorre et al. (2016). It also complies with 

qualitative research results from outstanding performance employee interviews which 

discovered that HRMS allows organizations to select employees who were consistent 

with job and organization, which is promoted to the performance of the job and 

organization’s goals. In addition, when employees come to the organization, it also 
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had training courses and employee development systems, which allowed them to 

improve their own abilities and establish higher operational availability. Thailand’s 

state enterprises had performance management system, which helped to achieve the 

goals according to the performance agreement. They had a fair and satisfactory 

compensation system, career management system that directionally and clearly 

promoted career advancement accepted by employees. They have communication 

systems and information technology that is conducive to efficient and productive 

operation. These systems were applied accordingly. Therefore, they encouraged 

employees to achieve the success of their duties as well. So, organizations in both 

public and private sectors should implement HRMS to enhance employee and 

organizational performance. 

6.2.2 Hypothesis 2: Job Satisfaction is Mediating Variable Between (2a) 

Perceptions of HRMS and Organizational Commitment (2b) 

Perceptions of HRMS and Job Effort (2c) Perceptions of Human 

Resource Management System and Job Performance 

 Scholars agreed that the results of human resource management influence on 

the job satisfaction in accordance with the research results found that perceptions of 

HRMS had a positive influence on the job satisfaction (Bashir, Jianqiao, Zhao, et al., 

2011; García-Chas et al., 2014; García-Chas et al., 2016; Giannikis & Nikandrou, 

2013; Gibbs & Ashill, 2013; Hsi-An et al., 2010; Latorre et al., 2016; Macky & 

Boxall, 2007; Messersmith et al., 2011; Mihail & Kloutsiniotis, 2016; Y.-C. Wei et 

al., 2010; Wood et al., 2012; Wu & Chaturvedi, 2009; Yanadori & Jaarsveld, 2014; 

M. Zhang et al., 2013). In addition, the results find that perceptions of HRMS affect 

organizational commitment (Bashir, Jianqiao, Zhang, et al., 2011; Farndale et al., 

2011; Giannikis & Nikandrou, 2013; Gibbs & Ashill, 2013; Kehoe & Wright, 2013; 

Messersmith et al., 2011; Van De Voorde & Beijer, 2015), and job satisfaction 

affected on organizational commitment (Crow et al., 2012; Gibbs & Ashill, 2013; 

Mathieu & Zajac, 1990; Meyer et al., 2002; Scott-Ladd et al., 2006; Testa, 2001). 

Therefore, the researcher proposed hypothesis 2a that job satisfaction is mediating 

variable between perceptions of HRMS and employee organizational commitment.  



 246 

 From data analysis, the results support the research hypothesis. That is job 

satisfaction had partial mediation effect in relation between perceptions of HRMS and 

organizational commitment. Organizational commitment of Thailand’s state 

enterprise employees are directly influenced by perceptions of HRMS and indirectly 

influenced through job satisfaction. These results are in accordance with the theory 

and results as mentioned earlier. Because the HRMS of Thailand’s state enterprises 

has been designed to be flexible and independent in making decisions for employees 

within the scope of duties and responsibilities. It has a support system for successful 

operations through coaching, training, and employee development with the core 

competency courses, functional competency courses, and selective courses from both 

within and outside the organization. It has a performance management system which 

helps employees to have clear goals and a support system from supervisors for 

achieving goals in accordance with the performance agreement. Moreover, it has a 

fair compensation system based on performance. Therefore, it can help to enhance the 

employee satisfaction and motivates them to commit with the organization. In 

addition, although the overall data analysis in Figure 5.5 found that the satisfaction is 

a variable mediating the relationship between the perceptions of the HRMS and the 

organizational commitment of Thailand’s state enterprise employees according to the 

reasons mentioned above. But when separated considering between each organization, 

the results find that in model 3 (Figure 5.7), which is the results of data analysis from 

samples of Thai Airways International Public Company Limited, job satisfaction is 

not variable that mediates the relationship between perceptions of HRMS and 

organizational commitment. Moreover, the results find that the HRMS of Thai 

Airways does not affect employee organizational commitment. Qualitative data 

collection, finds that although Thai Airways generally uses long-term employment. 

But due to the continuous loss for many years, it refrained from accepting new 

employees for general position since the year 2009 onwards until now, even though 

there are employees retired. By this method, it expands the scope of responsibility for 

existing employees and spreads to their workload instead. In addition, during this 

period of continuous losses, there are no bonuses for employees as well. As for 

positions that is new recruited such as flight attendants, they are changed to a 3-year 

contract instead of long-term employment. Therefore, they should affect no 
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commitment to the organization of its personnel. This is because the feeling of 

increased workload, but income does not increase when it is compared to other 

organizations. And by the year 2015, Thai Airways experienced the resignation of as 

many as 200 pilots. So, it is the sign that many pilots and crew do not have the 

organizational commitment. In addition, another interesting information about the 

reasons for leaving of Thai Airways personnel, that is most of its pilots are highly 

experienced and remain with the company for a long time, and their salary bracket has 

end. It is, therefore, possible that, if offered a higher compensation, they will move to 

another airline. Again, from a short-term contract period, it does not make the 

employees have organizational commitment as well. And that the results of the data 

analysis come out like this, it may be because of most of the respondents from Thai 

Airways are pilots and flight attendants. Therefore, the researcher suggests that if 

there is any further study in any organization, the data should be collected from all 

groups within the organization. 

 Again, it is highly possible that employees without organizational commitment 

will reduce their job effort. This is consistent with the results of this research from 

model 3 (Figure 5.7). Findings show that perceptions of HRMS of Thai Airways do 

not help employees to have organizational commitment and does not motivate them 

with job effort. 

 But in the case of PTT, the results of the data analysis, as shown in Figure 5.6, 

show that job satisfaction is a partial mediating variable between perceptions of 

HRMS and organizational commitment. This may be due to it implements long-term 

employment which makes their employees feel of job security, giving an opportunity 

to rotate the job to more skillful or more favorite job, career management that takes 

care of employees thoroughly, training and development that helps them can improve 

more qualifiable to operate their job, performance management that ensures them to 

accomplish their performance agreement, information technology systems that are 

supportive to operations and human resource management, high compensation and 

bonus every year which encourage the employees good morale, satisfy with the job 

and commit to the organization. 

Thus, organizations that wanted employees to commit to their organization 

should also implement HRMS that suitable for their specific context of organization. 
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Even though the organization brings best practices, it is not a guarantee that the 

organization could create the organizational commitment if it did not comply with the 

context of their organization.  

 Again, the researchers assumed that job satisfaction would affect employee 

job effort, as compared to the studies of Y.-C. Wei et al. (2010), Messersmith et al. 

(2011) and Kooshki and Zeinabadi (2016) found that job satisfaction affected on 

organizational citizenship behavior. Beside this, scholars agreed that attitude affected 

on intention and behavior (Armitage & Conner, 2004). Moreover, the results find that 

HRMS has a positive influence on job satisfaction as explained earlier. Thus, the 

researcher proposed hypothesis 2b that job satisfaction is mediating variable between 

perceptions of HRMS and job effort. 

 The data analysis rejects the research hypothesis. Because the relationship 

between job satisfaction and job effort is not found as a results of the overall data 

analysis in Figure 5.5 and the data analysis from the Thai Airways employee samples 

in Figure 5.7. Because the data from Thai Airways employee samples indicates that 

they have less effort the samples from PTT in operating their job. Therefore, when 

considering the results of data analysis from the samples who are PTT employees, it is 

found that job satisfaction has a partial has partial mediation effect in the relationship 

between perceptions of HRMS and job effort as the results of the data analysis in 

Figure 5.6, which means that the job effort of PTT employees is influenced by both 

directly from perceptions of HRMS and through job satisfaction. This results is 

congruent with the theory and results as mentioned earlier.  

 So, organizations that wanted employees to use more effort should also use 

HRMS which encourages employees to be satisfied with the job by designing the job 

to be flexible, empowering employees, giving them freedom and participation in 

initiatives, planning, problem solving, and development suggestions, setting the 

system that personnel can see their career path growth, providing support in employee 

development, providing fair and competitive compensation. However, the 

implementation of the HRMS must also consider the specific context of the 

organization. Because a productive HRMS must also be designed in accordance with 

the context of the organization. 
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 For an overview of hypothesis 2, the results find that job satisfaction is a 

partial mediation variable that linked between perceptions of HRMS and 

organizational commitment. But it does not relate to job effort. This is the 

confirmation that the perceptions of HRMS has a direct effect on job satisfaction, 

organizational commitment, and job effort. Moreover, it also has indirect effect on 

organizational commitment through job satisfaction. Thus, organizations should adopt 

HRMS that consider job satisfaction and organizational commitment in human 

resource management to enhance job satisfaction, organizational commitment and job 

effort. 

6.2.3 Hypothesis 3: Organizational Commitment is Mediating Variable 

Associating (3a) Perceptions of HRMS and Employees Job 

Performance and (3b) Job Satisfaction and Employee Job Effort. 

 Walton (1985) suggested an approach to enhance employee job performance 

through building organizational commitment which is results of human resource 

management system instead of close control. Thus, when the organization implement 

human resource management system, the employee would be organizational 

commitment and the employees who committed to the organization would focus on 

the job and strive for the success of the organization. This concept is supported by 

several studies as mentioned in Chapter 2. Thus, the researcher proposed hypothesis 

3a that organizational commitment is mediating variable associating human resource 

management system and employee job effort. 

 Data analysis supports the research hypothesis. That is that organizational 

commitment had partial mediation effect in relation between perceptions of human 

resource management system and job effort. Job effort of Thailand’s state enterprise 

employees are directly influenced by perceptions of human resource management 

system and indirectly influenced through organizational commitment. This results is 

in accordance with the theory and results as mentioned earlier. 

 Again, when the researcher separately considers the data analysis based on the 

organization, it finds that data from PTT samples is congruent with the overview data 

analysis. That is, that organizational commitment has a partial mediation effect on the 
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relationship between perceptions of HRMS and job effort. This is different from those 

of Thai Airways which finds that organizational commitment is not a mediating 

variable in the relationship because the relationship between perceptions of HRMS 

and organizational commitment is not present. Data analysis in hypothesis 8, finds 

that Thai Airways samples has less organizational commitment and job performance 

than PTT’ samples. This results may be due to the Thai Airways policy that does not 

support employee organizational commitment. For example, the short-term (3 years) 

employment policy for flight attendants and policy of downsizing by stopping 

recruitment to replace retired positions, but instates implemented distribution of 

workload. Besides, its compensation was no competitiveness and no bonus for more 

than 10 years. Thus, the results find that Thai Airways employee perceptions of 

HRMS have no effect on the organizational commitment. In addition, having 

considered the results of comparative analysis of human capital, organizational 

commitment, job effort, and employees job performance between PTT samples and 

Thai Airways samples according to assumption 8, the results find that Thai Airways 

samples have higher human capital and job performance levels than PTT samples. 

Therefore, it can be concluded that the reason that the perceptions of HRMS of the 

Thai Airways samples have no effect on organizational commitment and job effort 

may be due to Thai Airways samples who are mostly flight attendants and pilots with 

high levels of human capital. When they realize their high skill, then they feel that 

they can create high performance even though they do not use much effort during 

operations. The results find that perceptions of HRMS of Thai Airways samples do 

not affect job effort as a results of the overall analysis in Figure 5.5. 

 Again, several scholars such as Crow et al. (2012) and Gibbs and Ashill 

(2013) find that job satisfaction influences organizational commitment. Walton (1985) 

say that employees committed to organizations will dedicate and strive for 

organizational success in accordance with the study of Testa (2001) and F. Q. Fu et al. 

(2009). Thus, the research proposed hypothesis 3b that organizational commitment is 

a mediating variable associating job satisfaction and employee job effort. 

 Data analysis supports the research hypothesis. That is that organizational 

commitment has a full mediation effect in relation between job satisfaction and job 

effort. However, having analyzed the data between both organizations, the results find 
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that the results are different. That is the results of data analysis from the PTT samples 

accepted the research hypothesis since it is found that organizational commitment has 

a partial mediation effect on the relationship between job satisfaction and employee 

job effort. This can be explained that PTT employee job effort is the results of both 

the direct effects of job satisfaction and indirect effect of job satisfaction through 

organizational commitment. While, the data analysis results of Thai Airways samples 

were found that they reject hypothesis. That is job satisfaction had no effect on 

organizational commitment and no effect on job effort as the causes be discussed in 

hypothesis 3a. 

 Hypothesis 3 accepts the hypothesis. That was organizational commitment 

was mediating variable that linked the relationship between perceptions of HRMS and 

job effort, and between job satisfaction and job effort. Thus, organizations that want 

to leverage employee job effort level should adopt HRMS that consider job 

satisfaction and organizational commitment in human resource management to 

enhance employee’s organizational commitment and job effort. 

6.2.4 Hypothesis 4: Job Effort is Mediating Variable Associating (4a) 

Perceptions of HRMS and Employee Job Performance and (4b) 

Organizational Commitment and Employee Job Performance 

 Heneman and Schwab (1972) state that employee’s performance level was the 

results of an effort, ability, and environment. Employees who use more effort would 

increase the job performance (Testa, 2001). In addition, job efforts were also 

influenced by the HRMS, too. So, the researcher proposed hypothesis 4a that job 

effort is mediating variable associating perceptions of HRMS and employee job 

performance. 

 The data analysis finds that it rejected research hypothesis. That was job effort 

had no mediation effect on the relation between perceptions of HRMS and employee 

job performance. Because the relationship between job effort and job effort was not 

found. Moreover, it was also found that correlation path coefficient value between job 

effort and job performance was negative. This was because of the data of both groups 

was controversial. That is: PTT samples have more job effort, but they have less job 
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performance those of Thai Airways as data analysis results in hypothesis 8. Thus, 

having been separately analyzed based on the organization, results show that the data 

analysis results of Thai Airways samples is congruent with the overall results, that 

was found that job effort did not effect on employee job performance. Moreover, its 

correlation path coefficient value was negative also. The data analysis results of PTT 

employees, accept hypothesis 4a. That was, job effort was full mediation variable in 

the relation between the perceptions of HRMS and employee job performance. The 

correlation path coefficient values between perceptions of HRMS and job effort and 

between job effort and job performance were positive. Or it can be state that 

perceptions of HRMS has a positive effect on job effort, then job effort has a positive 

effect on employee job performance. Therefore, it was congruent with theories as 

mention above. So, organizations that are finding guideline to improve employee job 

performance to crated organizational competitive advantage should implement the 

HRMS that support job satisfaction, organizational commitment, and job effort. 

 Again, Walton (1985) suggested that employees who committed to 

organization would try to increase their job effort. This statement was tested by 

scholars and found that it was congruent with the hypothesis such as the study of 

Meyer et al. (2002). Thus, the researcher proposed hypothesis 4b that job effort is 

mediating variable associating organizational commitment and employee job 

performance.  

 The data analysis finds that it rejected research hypothesis. Because the 

relation between job effort and job performance was not found. And having been 

separately analyzed based on the organization, results show that although the data 

analysis results of Thai Airways samples was the relation between organizational 

commitment and job effort but it was not found the relationship between job effort 

and job performance as the reasons explained in the hypothesis 4a above. But when 

the data from samples of PTT are analyzed, the hypothesis is accepted. That was job 

effort was mediating variable in the relationship between organizational commitment 

and employee job performance. 

 From hypothesis 4a and 4b, results show that job effort could not mediate the 

relationship between perceptions of HRMS and employee job performance and 

between organizational commitment and employee job performance. This was 
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because of Thai Airways samples who put in less job effort, but results show to be 

more job performers than that of PTT. However, having considered the data analysis 

results of PTT employees, hypothesis 4 is accepted. That was to say, job effort was 

mediating variable in the relationship between perceptions of HRMS and employee 

job performance and between organizational commitment and employee job 

performance as the data analysis results in Figure 5.6. Thus, organizations that want to 

improve employee job performance to crated organizational competitive advantage 

should focus on the HRMS that support organizational commitment.  

6.2.5 Hypothesis 5: Human Capital is Mediating Variable Associating 

Perceptions of HRMS and Employee Job Performance. 

 High-performance work system is a concept that emphasis on improvement of 

employee job performance and organizational performance through human capital 

development and organizational commitment (Posthuma et al., 2013; Walton, 1985). 

This concept was congruent with the study of Chakrabarti (2012), Jirapong 

Ruanggoon (2012), Mao et al. (2013) and Y.-Y. Chang (2015) which found that high-

performance work system has an influence on human capital level as well as the study 

of Chakrabarti (2012) and Jirapong Ruanggoon (2012) found that human capital 

influenced on employee job performance. Thus, research proposed hypothesis 5 that 

human capital is mediating variable associating perceptions of human resource 

management system and employee job performance. 

 Overall data analysis, accept the research hypothesis. That was human capital 

has a full mediation effect on relation between perceptions of HRMS and employee 

job performance. Perceptions of HRMS have indirect effect on employee job 

performance through human capital. Findings are supported by the results of 

hypothesis 8 data analysis results i.e. one who has more human capital has higher job 

performance. Thus, organization that want to improve employee job performance 

should implement human capital development for improvement of employee job 

performance. 
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6.2.6 Hypothesis 6: Organizational Commitment Level Which is Results 

of Perceptions of HRMS Will Change in accordance with Trust in 

Management Level 

 Dirks and Ferrin (2001) state that trust directly effects attitude and behavior. 

Again, it can moderate attitude and behavior in case of other factors influenced on 

them in moderate level. When the researcher considered influence of HRMS against 

organizational commitment from the past study as referred to in Chapter 2, it was 

found that HRMS has a significant impact on the organizational commitment with 

statistical significance at < .001. Its coefficient path was at .249. As a results, it was 

possible to implement trust in management in the study of moderation effect in the 

relationship between perceptions of HRMS and organizational commitment. 

Moreover, the concept of bringing trust in management to study as moderating 

variable that moderate relation between perceptions of HRMS and organizational 

commitment was congruent with the study of Farndale et al. (2011) found that trust in 

boss or senior executive moderated relationship between high-commitment work 

system and organizational commitment. Thus, research proposed hypothesis 6 that 

organizational commitment level which is results of perceptions of HRMS will 

change in accordance with trust in management level. 

 The data analysis finds that the research hypothesis was rejected. That was 

when controlling variables, organization, sex, age, education, marital status, and 

compensation, it was found that perceptions of HRMS and trust in management 

significantly affected on organizational commitment. However, from testing 

moderating variable, it was found that trust in management could not moderate 

relationship level between perceptions of HRMS and organizational commitment. But 

it was found that trust in management has an influence on organizational commitment 

more than that of perceptions of HRMS. However, having comparatively considered 

between both organizations, results show that Thai Airways samples had trust in 

management less than that of PTT. Besides, having compared the organizational 

commitment between samples of Thai Airways and PTT, results show that samples 

who were Thai Airways employees had organizational commitment less than that of 

PTT. 
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6.2.7 Hypothesis 7: Employee Performance Level which is Results of 

Effort Will Change in accordance with Human Capital Level 

 Wright and McMahan (1992) explained that human resource management had 

impact on both human capital and human behavior. Again, human capital would be 

illustrated through behavior and finally, had impact on the performance. Besides, 

expectancy theory also states that not only the performance level will be the results of 

effort, it also the results of ability (Heneman & Schwab, 1972). Thus, the researcher 

proposed hypothesis 7 that employee job performance level which is results of effort 

will change in accordance with human capital level. 

 From the data analysis, that the hypothesis was accepted. That was when 

controlling variables, organization, sex, age, education, marital status, and 

compensation, results show that job effort and human capital had statistically 

significant effect on employee job performance. Moreover, human capital could 

statistically significant moderate the relationship between job performance and 

employee’s job performance which its results can be explained that even though one 

had more job effort, if he had less human capital, he had less job performance. Or 

even though one had less effort, if he had more human capital, he had more job 

performance. This hypothesis results was supported by data analysis results in 

hypothesis 8 that Thai Airways samples had less job effort but had more job 

performance because their higher human capital. Thus, the organizational 

management should realize the important of human capital and support for human 

capital development. Moreover, personnel in the organization should be supported to 

be motivated on job performance to achieve both their personal and organizational 

goals. This was because, although employees had high level of human capital, if they 

lacked motivation to use their job effort, they would have job performance lower than 

it should be and finally would badly impact on organizational performance. Again, 

although employee may be motivated, if they had low human capital, it would results 

in low performance too. Thus, organizations that want to improve their organizational 

performance would implement HRMS that was congruent with their organizational 

context to leverage human capital level and support their employees to be motivated 
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to use job effort which finally would effect on employee job performance and 

organizational performance. 

6.2.8 Hypothesis 8: Employees with Differences of Organization, Sex, 

Age, Education, Marital Status and Compensation are Differently 

Perceived HRMS, Satisfied with Job, Committed to Their 

Organization, Efforted in Job Operation, Had Human Capital, 

Trusted in Management and Job Performance 

 Based on the researcher’s assumptions relying on the past study results find 

that the different context of samples impacted on some dependent variable. Thus, the 

researcher proposed hypothesis 8 that employees with differences of organization, 

sex, age, education, marital status and compensation are differently perceived human 

resource management system, satisfied with job, committed to their organization, 

efforted in job operation, had human capital, trusted in management and job 

performance. 

 The data analysis finds that samples who were in different organization have 

different perceptions of HRMS, job satisfaction, organizational commitment, job 

effort, human capital, trust in management, and job performance. This results was 

consistent with the study of Chakrabarti (2012, pp. 107-108) which found that 

samples in different organization differently perceived HRMS. 

 Samples with different sex have different perceptions of HRMS, job 

satisfaction, organizational commitment, job effort, human capital, and trust in 

management. But they had no difference in job performance. This results was 

congruent with the past studies found that samples who have different sex have 

different job satisfaction (Renu Sukroesakit, 2011, p. 48) and different job 

performance (Thanaporn Dowsee, 2018, p. 94). But it was contrary to the studies of  

Kanok Charoensuk (2017, p. 647) Morrakot Jiaprasirt (2016) and Somjit Junphen 

(2014, p. 65) that found that samples who have different sex had no difference in 

organizational commitment. 

 Samples with different age have different organizational commitment and job 

effort. But they had no difference in perceptions of HRMS, job satisfaction, human 
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capital, trust in management, and job performance. This results was congruent with 

the past studies found that samples who have different age have different 

organizational commitment (Kanok Charoensuk, 2017, p. 647; Morrakot Jiaprasirt, 

2016; Silaporn Kantha & Chompoonuch Hunnak, 2019, p. 127; Somjit Junphen, 

2014, p. 66). But it was contrary to the studies found that samples who have different 

age have different job satisfaction (Renu Sukroesakit, 2011, p. 48) and different job 

performance (Thanaporn Dowsee, 2018, p. 94). 

 Samples with different education levels have different perceptions of HRMS, 

job satisfaction, organizational commitment, job effort, human capital, trust in 

management, and job performance. This results was congruent with the past studies 

found that samples who have different education have different job satisfaction (Renu 

Sukroesakit, 2011, p. 49), organizational commitment (Kanok Charoensuk, 2017, p. 

647; Morrakot Jiaprasirt, 2016), and job performance (Thanaporn Dowsee, 2018, p. 

94). But it was contrary to the study of Silaporn Kantha and Chompoonuch Hunnak 

(2019, p. 127) found that samples with different education have different 

organizational commitment. 

 Samples with different marital status have different organizational 

commitment, job effort, and human capital. But they have different perceptions of 

HRMS, job satisfaction, trust in management, and job performance. This results was 

congruent with the past studies found that samples who have different marital status 

have different organizational commitment (Kanok Charoensuk, 2017, p. 647; Silaporn 

Kantha & Chompoonuch Hunnak, 2019, p. 127). While it was contrary to the studies 

found that samples who have different marital status had no different job satisfaction 

(Renu Sukroesakit, 2011, p. 50) and organizational commitment (Morrakot Jiaprasirt, 

2016; Somjit Junphen, 2014, p. 67). 

 Samples with different compensation had no difference in perceptions of 

HRMS, job satisfaction, organizational commitment, job effort, human capital, trust 

in management, and job performance. This results was congruent with the past study 

of  Kanok Charoensuk (2017, p. 647) found that samples who have different 

compensation had no difference in organizational commitment. And it was contrary to 

the studies found that samples who have different compensation had difference job 

satisfaction (Renu Sukroesakit, 2011, p. 54) and organizational commitment 
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(Morrakot Jiaprasirt, 2016; Silaporn Kantha & Chompoonuch Hunnak, 2019, p. 127; 

Somjit Junphen, 2014, p. 68). 

6.3 Research Benefits 

6.3.1 Methodological Benefits 

 In this study, the researcher bases the methodology on the concepts and 

theories, consisting of high-performance work systems, job satisfaction, 

organizational commitment, human capital, effort, trust in management, and 

performance. The researcher proposes 8 hypotheses: Test results are congruent with 

the concepts, theories, and past research results. Therefore, it confirms that the 

theories can still explain the phenomenon to date. 

 In addition, the researcher expands the theory by using a variable, trust in 

management, as a moderating variable to moderate the relationship between 

perceptions of HRMS and organizational commitment. Although the study did not 

find the influence of the variable, results show that trust in the management affects 

organizational commitment more than the effect of the perceptions of HRMS. 

Moreover, the researchers tested the impact of human capital as a moderating variable 

in the relationship between perceptions of HRMS and employee job performance. 

Results show that human capital levels can moderate the relationship between the 

perceptions of HRMS and employee job performance. Thus, it confirms the 

expectancy theory and can be considered very useful in academia. 

6.3.2 Policy Benefits 

 This research will be able to develop a model for the study of HRMS on 

employee job performance. The results of the study can also be utilized for human 

resource management policies. Moreover, the results from this study show the 

importance and connection of the perceptions of HRMS with other variables. Results 

show that perceptions of HRMS affect all variables (job satisfaction, organizational 

commitment, job effort, human capital, and employee job performance) with 
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statistical significance. Therefore, in the process of policy formulation of human 

resource management, public and private organizations should focus on HRMS 

design which is congruent among man, job, technology, and information which all fit 

within the context of the organization. 

6.4 Recommendations 

6.4.1 Management Recommendations 

 Organizations in both public and private sectors should focus on the design of 

HRMS, which consists of man, job, technology, and information that is congruent 

with the organizational context. Management should then be used to promote job 

satisfaction, organizational commitment, job effort, human capital increase, and 

raising the level of employee performance. 

 Qualitative studies, suggest that when an organization wants to design HRMS,  

consisting of man, job, technology and information which must be design congruently 

each other, management must be used. Organizations need to rely on experts or 

consulting companies to provide guidelines for the design of man, job, technology, 

and information. It is possible to have more than one expert or consulting company 

and operators in such position as they are the system users. In addition, all processes 

to be designed must consider the consistency and operating conditions so that the 

system will be consistent with the organizational environment and can be 

implemented effectively. 

6.4.2 Research Recommendations 

6.4.2.1 Recommendations for Research Methodology 

  Mixed-method research helps the researcher to obtain knowledge and 

be able to present the results of the study in both wide and deep dimensions. If the 

concept of HRMS is used for future studies, this method should also be implemented. 
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6.4.2.2 Recommendations for Sample Selection 

  Since this research was conducted in only 2 state enterprises. If there is 

a further study, the research should add more samples from various organizations 

based on differences such as organization type and the size of the organization. In 

addition, comparative studies may be made between public and private organizations. 

6.4.2.3 Recommendations for Further Research 

  The researcher suggests that a comparative analysis from various 

organizations should be implemented both in the public and private sectors. This 

method should be able to better visualize similarities and differences from similar and 

different contexts. In addition, other variables may be added to the study, such as 

good organizational citizenship behavior concepts and the intention to leave etc. 

6.5 Limitations 

6.5.1 Samples and Data Collecting 

 Due to time, budgets, and organizational culture constraints, this study 

therefore collects quantitative data electronically by randomly sending emails to PTT 

personnel with the help of PTT human resources management, in total of 3 times, in 

order to get a sufficient number of respondents as needed. Therefore, only replies 

from some employees will be answered. Not everyone is selected. While collecting 

data from Thai Airways employees, the researcher was assisted in collecting data in 

both electronic format and questionnaire, which respondent amount is enough for 

SEM analysis. 

6.5.2 Generalization 

 Due to this study was limited by time and methodology that the research used 

both qualitative and quantitative studies. So, it cannot be studied from many 

organizations. Therefore, there is no not study/collecting of data from other 

organizations which may have different management and size. Thus, it may be a 

limitation in applying. However, the results are satisfactory. Since, although only two 
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organizations were studied, the study results were consistent with both theories and 

previous studies. 
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