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The objectives of this research are: 1) to study the behavior in the planning 

process for human resources risk management of executives of small and medium 

sized hotels in touristic islands of Surat Thani province, 2) to evaluate the performance 

in the planning process for human resources risk management by executives of small 

and medium sized hotels in touristic islands of Surat Thani province, 3) to synthesize 

the planning process for human resources risk management of small and medium sized 

hotels in touristic islands of Surat Thani province, and to create a model of the development 

of executives’ behavior in the planning process for risk management concerning loss 

of human resources in small and medium sized hotels in touristic islands of Surat Thani 

province. This research is both quantitative and qualitative. The population includes 

218 owners or the general managers or the owners and general managers of small and 

medium sized hotels in touristic islands of Surat Thani province, whose number of 

employees is under 50 persons and number of rooms operated is under 50 rooms, with 

a sample of 141 persons randomized by specific sampling and simple random sampling 

techniques. The instrument used in this research is a questionnaire. The data were 

analyzed by using descriptive statistics which includes frequency, standard deviation, 

cross tabulation, Chi-square, and one-way ANOVA. In terms of qualitative data, the 

data were collected by semi-structured interviews and were analyzed by using content 

analysis. The research employed a semi-structured interview to obtained at a which would 
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be used in creating a questionnaire and supporting the results of quantitative research 

obtained from 40 executives of small and medium sized hotels in touristic islands of  

Surat Thani province. The data were also analyzed by using content analysis and focus 

group discussions (FGD) in order to acquire a model of the development of executives' 

behavior in the planning process for risk management in terms of loss of human resources 

of small and medium sized hotels in touristic islands of Surat Thani province. 

The results showed that the planning process for risk management in terms of 

loss of human resources of small and medium hotels in touristic islands of Surat Thani 

province consisted of six steps: 1) preparation for planning, 2) plan formulation, 3) plan 

implementation, 4) plan monitoring, 5) plan evaluation, and 6) plan revision and 

adjustment. Also, it was found that the overall level of executives' behavior in the 

planning process for risk management in terms of human resources was relatively low. 

Similarly, the overall level of executives' behavior regarding the steps of preparation 

for planning and the steps of plan evaluation was relatively low. As for the step of 

plan formulation, the step of plan implementation, the step of plan monitoring, and the 

step of plan revision and adjustment, the overall level of executives’ behavior was low.  

The results of the study on performance in the planning process for risk management 

in terms of human resources by the executives of small and medium sized hotels in 

touristic islands of Surat Thani province consisted of three areas: skills, attitudes, and 

knowledge. The results showed that executives’ skills in the planning process for risk 

management in terms of human resources was relatively low in general. As for the step 

of preparation for planning and the step of plan evaluation, the overall level of skills 

was somewhat low. Meanwhile, the level of skills for the step of plan formulation, the 

step of plan implementation, the step of plan monitoring, and the step of plan revision 

and adjustment was low. In terms of attitudes, the overall attitudes of the executives 

towards the planning process for risk management in terms of human resources were 

at a good level. While, the step of preparation for planning, the step of plan formulation, 

the step of plan implementation, the step of plan monitoring, the step of plan  evaluation, 

and the step of plan revision and adjustment, the overall attitudes were at a good level. 

Besides, regarding the knowledge, it was found that executives’ knowledge of the 

planning process for risk management in terms of human resources executive was not 

adequate in all six steps of the process which represents 70.91 percent. As for the 
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results of the study on the model of the development of executives’ behavior in the 

planning process for risk management in terms of loss of human resources of small 

and medium sized hotels in touristic islands of Surat Thani province, it was discovered that 

there were unofficial meetings, coaching, morning conversations, workshops, consultancy, 

brainstorming, and working manuals given to the executives regarding the steps that need 

to be improved so as to enhance the performance of the executives. 
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CHAPTER 1 

 

INTRODUCTION 

 

The research on a model of the development of executives’ behavior in the 

planning process for risk management concerning loss of human resources in small 

and medium sized hotels in touristic islands of Surat Thani province consists of 5 

Chapters: Chapter 1 Introduction, Chapter 2 Literature Review, Chapter 3 Conceptual 

Framework and Methodology, Chapter 4 Results and Discussion, and Chapter 5 

Conclusions and Suggestions. As for this chapter, the researcher discusses tourism 

situations, environmental situations, Hotel situations, tourism and hotel situations in 

touristic islands of Surat Thani province, risks in hotels in touristic islands of Surat 

Thani province and statements of the problems. Also, the objectives of the research, 

research questions, expected research results, expected benefits and application, 

delimitation and limitations of the study, and definitions of terms are discussed. 

 

1.1 Tourism Situations 

 

The tourism industry is considered an industry that generates considerable 

revenue for many countries each year. Besides, according to the report of the 

UNWTO, tourism also contributes to a positive impact on the economy, the quality of 

life of people in communities, job creation, and income distribution, (Cole & Razak, 

2009; Kennedy, 1998). In addition, the UNWTO (2013) have predicted that as for 

tourism in 2030, the number of tourists traveling will be approximately 1,800 million, 

with 1,200 million people traveling within their regions and 378 million travelers 

traveling across the continents. 

Thailand is one of the countries which has developed its tourism as an industry 

that mainly generates revenue for the country.  Tourism has been used as a tool to 

drive the country’s economic system more than 50 years, with the number of tourists 
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increasing rapidly and continuously as indicated in Table 1.1, which shows the number 

of tourists, both from Thailand and other countries who traveled in Thailand during 

2008-2015. With the higher number of tourists traveling in Thailand, businesses in the 

tourism industry have been impacted directly and indirectly, whether it is a hotel, a 

restaurant, a souvenir shop, a tour company, or a transportation business. Similarly, 

Pantelescu (2011) said that investments in public utilities such as hotels, restaurants, 

attractions, facilities, transportations, and communications, or even convention 

centers, in many destinations are often designed to cater to business travelers. 

Moreover, Blanke and Crotti (2013) indicated that the development of travel and 

tourism helps create jobs, increases national income, and enhances the level of 

economic competitiveness by developing infrastructure. 

 

Table 1.1 Number of Tourists and Revenue from Tourism 

 

Year 

Number of Tourists  

(person) 

Revenue from Tourism 

(Million Baht) 

Foreigners Thais Foreigners Thais 

2015 26,546,725 - 1,207,145.82 - 

2014 24,809,683 169,903,946 1,172798.17 701,451.48 

2013 29,881,091 161,724,688 706,552.26 660,714.67 

2012 48,478,144 150,509,362 760,927.88 588,865.44 

2011 19,230,470 133,177,728 776,217.20 483,224.53 

2010 15,936,400 122,522,114 592,794.09 402,574.39 

2009 14,149,841 97,998,957 510,255.05 264,780.93 

2008 14,584,220 83,200,000 574,520.52 380,417.00 

2007 27,624,208 63,924,086 367,211.20 380,417.10 

2006 27,385,195 60,709,625 339,770.29 365,276.28 

 

Source: Department of Tourism, 2015. 
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1.2 Environmental Situations  

 

Currently, tourism situations in Thailand face both opportunities and threats 

that have impacted the country’s tourism. According to this occurrence, businesses 

related to tourism are inevitably affected. Tourism businesses are vulnerable to 

external factors that occur in line with Maditinos (2008), who stated that tourism is 

very sensitive to external factors and pressures from the environment when it comes 

to operations. Although several events might not take place in Thailand, their 

consequences affect Thailand’s tourism. He further commented that globalization in 

the tourism market creates the fact that a crisis happening to a small business in one 

region of the world affects businesses in other parts of the world, for example, in the 

year 2008, the world experienced a global economic slump, and in 2009, Thailand 

faced the political unrest and riots in Bangkok. As shown in Table 1.1, the number of 

tourists traveling to Thailand has declined. As a result, businesses related to tourism 

are affected by the events that occurred. Moreover, competition in terms of marketing 

in the tourism sector is more competitive, whether it is an international competition 

where each country has adopted various strategies to attract tourists to travel in their 

own country or competition within a country in which each operator employs 

strategies to attract tourists to come and use their business’s services. Also, currently, 

consumer behavior is changing rapidly, and various technologies are used to attract 

customers to make the decision to use their business, (Rochanakit-amnuay, 2012), in 

accordance with Cohen (2014) who proposed that technology is one of the three 

factors affecting the behavior of tourists. 
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Table 1.2 Situations Affecting Thailand’s Tourism  

 

Year Situations References 

2008 - The financial crisis in the US and Europe 

began. 

- The political situation in the country 

occurred. 

Ubonwanna Phawakanan,  

2012 

2009 - The financing crisis in the US and Europe 

continued. 

- The political situation in the country 

continued. 

- The 2009 flu pandemic 

Ubonwanna Phawakanan,  

2012 

Ubonwanna Phawakanan,  

2012  

Ubonwanna Phawakanan,  

2012 

2010 - The political situation in the country 

continued. 

Korawan Sangkakorn, 

Chakkri Techawari,        

Kanchana Chirat, 2013 

2013 - Political protests and clashes between the 

government and protesters in late November 

and early December 

- Legislation to prevent Chinese tourists 

Thailand Tourism 

Confidence Index 2013/4 

2014 - Business and leisure travelers are satisfied 

with the work of the National Council for 

Peace and Order, especially in the 

management of tourism in the country 

Thailand Tourism 

Confidence Index 2014/3 

 

Table 1.2 shows that all circumstances that occurred affected the country’s 

tourism and will inevitably affect businesses related to tourism as Maditinos (2008) 

indicated that a crisis or any disasters happening in the world can create problems not 

only for that country but also all sectors. As for the hotel business, it is a business 

related to tourism. It is also a business that is consistent with the growth of the 

tourism industry. So, when the tourism industry was affected by the situations or 

events that took place, the hotel business was affected as well. 
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Table 1.3 Number of Hotels in Thailand According to Each Region  

 

Year North West Central East South Total 

2014 2,942 1,406 1,244 3,320 3,983 12,895 

2013 2,834 1,379 1,237 3,218 3,730 12,398 

2012 1,924 1,605 1,483 1,154 3,699 9,865 

2011 2,539 1,299 1,194 2,762 3,476 11,270 

2010 1,968 1,028 1,045 2,610 3,334 9,985 

2009 1,314 758 597 1,862 2,461 6,992 

2008 1,278 816 574 1,749 2,428 6,862 

 

Source: Department of Tourism, 2016. 

 

Table 1.4 Number of Hotels in the Southern Region According to Each Province  

 

Province Number of Hotels 

Krabi 400 

Chumphon 146 

Trang 173 

Nakhon Sithammarat 216 

Narathiwat 58 

Pattani 19 

Phuket 365 

Ranong 35 

Yala 41 

Satun 61 

Songkhla 226 

Surat Thani 884 

Phang-nga 143 

Patthalung 80 

Total 2,847 

 

Source: Department of Provincial Administration, 2015. 
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Table 1.3 and 1.4 depict that the southern region is the region with the highest 

number of hotels. The southern region is popular among tourists for its seaside 

attractions, marine destinations, and provinces such as Phuket, Krabi, Phang Nga, and 

Surat Thani. This is the reason why the tourists, both from Thailand and foreign 

countries come to travel in the southern region which makes the hotel business grow 

and expand. 

 

1.4 Tourism and Hotel Situations in Touristic Islands of Surat Thani 

Province 

 

The topography of the south includes a cape jutting out into the ocean, 

mountains, plains, seas, sand, and the islands off the west coast in the Andaman Sea, 

and off the east coast in the Gulf of Thailand which are popular destinations where 

travelers like to go. There are famous attractions such as Phuket Island, Phi Phi Island 

in Krabi, Surin Islands in Phang Nga. Also, the topography of the east coast of the 

south is flat with smooth white sand and a clear sea which makes it a beautiful 

coastline with a group of islands such as Samui Island, Pha Ngan Island and Tao 

Island, each of which has a beautiful natural attraction which is considered beautiful 

and world-famous. This makes them a popular tourist attraction, for both Thai and 

foreign travelers. As for Samui Island, it is a popular tourist destination that is widely 

recognized. It is known for its beauty, peacefulness, and naturalness. Travelers are 

expecting to at least experience this island once in their lifetime. This island can make 

an impression of about 63.2 percent which causes a huge amount of income to the 

country (Table 1.5). 
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Table 1.5 Number of Tourists and Revenue of the Southern Region 

 

Year Number of tourists per year Total revenue (Million Baht) 

2014 33,110,294 505,558 

2013 32,093,253 442,844 

2012 27,029,570 382,491 

2011 23,382,281 307,238 

2010 17,089,073 197,383 

2009 17,008,692 182,209 

2008 20,924,038 185,072 

 

Source: Department of Tourism, 2014. 

 

Samui Island and Pha Ngan Island are two islands located in the Gulf of 

Thailand in Surat Thani province, south of Thailand. The two islands are a tourist 

attraction with high potential in terms of location. They are popular with tourists, both 

from Thailand and from other countries who have come to travel as indicated in Table 

1.6. Kasikorn Research Centre (2011) states when tourism expands, the hotel business 

which it’s related to will have an increased number of hotels as shown in Table 1.7. In 

the meantime, the hotel business is a business that is sensitive to external factors 

(Kasikorn Research Center, 2011). 
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Table 1.6 Number of Tourists and Total Revenue of Samui Island and Pha Ngan 

Island 

 

Year 

Tourists (Person) Total Revenue (Million Baht) 

Samui Island Pha Ngan 

Island 

Samui Island Pha Ngan Island 

2013 1,871,670 727,223 29,824 8,105 

2012 1,236,559 609,879 17,679 7,284 

2011 831,493 328,743 11,518 3,183 

2010 780,811 242,512 9,228 1,920 

2009 892,784 308,233 23,336 3,642 

2008 835,370 494,104 15,279 2,791 

 

Source: Office of Tourism and Sports, Surat Thani Province, 2013. 

 

Table 1.7 Number of Hotels in Samui Island and Pha Ngan Island 

 

Area Number of hotels (location) 

Samui Island 301 

Pha Ngan Island 116 

Total 417 

 

Source: Department of Provincial Administration, 2013. 

 

1.5 Risks in Hotels in Touristic Islands of Surat Thani Province 

 

Shaw (2010) noted that the risk in the tourism industry can be defined as the 

possibility that events which are known or unknown in advance happened and affect 

business and destinations positively or negatively. Due to the fact that the tourism 

business is a sensitive business, since the hotel business is related to tourism and is 



10 

consistent with the growth of tourism business, when tourism was affected by the 

events that took place, the hotel business would be affected as well. 

Reuvid (2007) gave the definition of risk in business that it is a loss resulting 

from inadequate or failed internal processes within an organization such as people and 

systems or from external events. This is consistent with Moeller (2011) who said that 

the risk in business include risks of procedures, risks from people which is a human 

resources risk, risks of the employment rates, risks of the results of work performance, 

and risks of failure in trainings. Also, Olson & Wu (2008) said that personnel is one 

type of business risk that is related to skills, competencies, leadership, 

communication, and accountability. 

The hotel business is related to tourism which employs both unskilled workers 

and skilled ones as well as workers at the executive level. Nanthaphaibun (2012) said 

that the hotel business is a business that employs a lot of people. Costs of more than 

25 percent are the expenses related to personnel. In order for business to succeed, 

personnel is an important component which leads the organization to operate its 

business according to its planned objectives. Wang (2007) stated that the behavior of 

the employees can affect the profitability of the business, the satisfaction of 

customers, and other important matters. Therefore, making more quality employees is 

something that should be operated in the service industry in line with Byars & Rue 

(2008), who stated that the success of an organization depends on hiring the right 

individual for the right job at the right time. Completing objectives and strategies of 

the organization would be meaningful when there are talented and skilled personnel 

who have the needs which are appropriate for the management of the strategies, and 

Karatepe (2009) added that executives of a hotel should realize that treating personnel 

with abilities well can lead to success as can treating the customers of their business 

well. 

The problem of staff turnover is a major cause of the shortage of workers in 

the hotel industry, Churint (2008) because most workers at an operating level and 

workers in the industry are temporary workers. Furthermore, current problems related 

to the workforce include plans for lack of manpower in this industry because 

estimation cannot be done since this business is very sensitive. In addition, personnel 

who are graduates lack the qualifications in terms of language. Also, staff at an 
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operating level cannot communicate with senior executives or in terms of computers, 

they lack knowledge and do not have adequate skills. They also lack quality of mind, 

have a bad attitude towards the profession, lack a service mind, have poor personality, 

lack assertiveness, give no opinion, lack creativity, lack skills in team-working, and 

lack leadership (Office of the Education Council, 2007), consistent with Esichaikul 

and Baum (1998) who revealed that Thailand has enough manpower but there are 

only a few people who are experienced. Besides, there is training sessions for people 

to increase their potential for jobs that require skills and different level of expertise, 

and Nanthaphaibun (2012) says that the problem of shortage of proper human 

resources is due to the low number of Thailand’s population. So the country lacks 

young workers who will replace older workers. The service jobs are not of interest to 

young people. People think negatively about jobs in the hotel business because they 

have been informed that these jobs are to serve others. The jobs require a lot of work, 

and there is no honor. In addition, the hotel business is likely to expand into the 

international system. The demand for qualified workers and skilled workers is high 

when there are not many workers. The hotel business has to face a high rate of 

turnover, lack of qualified workers and lack of planning for human resources which 

are the risks incurred by organizations, which will affect the operation of the 

organizations. 

Risk management is the process of preventing, avoiding, reducing chances of, 

and controlling the transfer of loss of assets of a business prior to the event causing 

those risks in advance. Risk management is a management tool that enables 

organizations to operate their business according to their goals as well as enhancing 

the effectiveness of the operation of organizations. This is consistent with Reuvid 

(2007) who says that risk management not only can prevent an organization from the 

loss, but also gives the ability to manage the risks so as to achieve the objectives of 

the operation. 

Hotel businesses in touristic islands of Surat Thani province are facing a high 

rate of turnover, a shortage of quality laborers, as well as a lack of understanding of 

risk management and a lack of planning for risk management. These businesses have 

to let events occur and use marketing tactics to solve the problems or solve the 

problems when they occur (Phromkoh, personal communication, December 10, 2013), 
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consistent with Mudiyanselage and Jayathilake (2012) and Mahatthanaparit (2008) 

who stated that groups of Thailand's hotels are aware and started employing some risk 

management methods that are appropriate for each hotel. However it cannot be seen 

evidently or concretely because there is a lack of understanding of risks, a lack of 

personnel with an understanding of this matter. Moreover, one of the problems of 

employing risk management in the hotel business in Thailand is the application of risk 

management which needs to suit the business environment of Thailand’s hotels since 

the current conditions are at risk of doing business, and both internal factors and 

external factors are a high risk, especially the risk of personnel. But in contrast, hotel 

management still lacks plans for risk management which are used in business or does 

not have sufficient plans. Similarly, Mudiyanselage and Jayathilake (2012) found that 

the risk management depends on the owner, the manager of a business, business 

planning system, and the link between planning and risk management that has not 

been developed in the small and medium sized enterprises. In addition, Zwikael and 

Ahn (2011) affirmed that the risk management reduces the risks associated with the 

success of a project. Also, there are researches supporting that even a risk 

management plan at an intermediate level is enough to decrease the negative risks that 

affect the success of a project. From the fact that tourism is growing, tourism is being 

developed as an industry that generates the most revenue for the country. Tourism 

situations are facing both opportunities and hurdles in its growth, whether they are 

caused by internal or external factors, the tourism of the country is affected, and the 

hotel business which it is related to is affected as well. Regarding the circumstances 

of the turnover of employees, a shortage of quality labor employees, and a lack of risk 

management program used in the hotel business and in order for small and medium 

sized enterprises in the hotel business in touristic islands of Surat Thani province to 

prevent and reduce the risks that might potentially occur and to continue their 

business to achieve their planned goals, the researcher, therefore, is interested in 

carrying out a study of the model of the development of executives’ behavior in the 

planning process for loss of human resources risk management in small and medium 

sized hotels in touristic islands of Surat Thani province. 
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1.6 Statements of the Problems 

 

The tourism industry is an industry that generates revenue for the country. 

Because of a higher number of tourists, both from Thailand and overseas who have 

come to travel in the country, businesses in tourism, whether they are an hotel,           

a restaurant, a tour-guiding business, a transport service, a souvenir shop and so on, 

grow. In the meantime, the current environment, whether it was created from outside 

or from within a business, is changing rapidly, in terms of technology, consumer 

behavior, global climate, economy, politics, or social aspects. These changes have an 

impact on tourism and businesses in tourism system as well. This also poses risks to 

businesses in the tourism. Risk management is the process of preventing, avoiding, 

reducing chances of, controlling the transfer and the loss of assets of a company prior 

to the events causing those risks. Also, in order to make the risk management 

effective, it is necessary to have a good planning process for risk management which 

is suitable for each organization.  In the tourism system of Thailand, small and 

medium sized hotel businesses in the touristic islands of Surat Thani province are 

currently facing the loss through human resources risk, whether it is the turnover of 

employees, a shortage of labor, or the fact that current employees do not meet 

required standards. But the turnover of employees seems to be the biggest issue. 

Therefore, it is necessary for these small-sized and medium sized hotels in touristic 

islands of Surat Thani province to include this in their human resources risk 

management. But whether human resources risk management would be appropriate 

and effective for a hotel business or not, it requires a proper and good planning 

process for human resources risk management. Therefore, due to a lack of a proper 

and good planning process, the researcher has studied the model of the development 

of executives’ behavior in the planning process for risk management concerning loss 

of human resource in small and medium sized hotels in touristic islands of Surat 

Thani province. 
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1.7 Objectives of the Research 

 

1.7.1 To study the behavior in the planning process for human resources risk 

management of executives of small and medium sized hotels in touristic islands of 

Surat Thani province. 

1.7.2 To evaluate the performance in the planning process for human 

resources risk management by executives of small and medium sized hotels in 

touristic islands of Surat Thani province. 

1.7.3 To synthesize the planning process for human resources risk 

management of small and medium sized hotels in touristic islands of Surat Thani 

province. 

1.7.4 To create a model of the development of executives’ behavior in the 

planning process for risk management concerning loss of human resources in small 

and medium sized hotels in touristic islands of Surat Thani province 

 

1.8 Research Questions 

 

1.8.1 What is the behavior in the planning process for human resources risk 

management of executives of small and medium sized hotels in touristic islands of 

Surat Thani province? 

1.8.2 Performance of executives of small and medium sized hotels in touristic 

islands of Surat Thani province in the planning process for human resources risk 

management regarding: 

1.8.2.1  What are the skills used in the planning process for human 

resources risk management? 

1.8.2.2  What are the attitudes towards the planning process for human 

resources risk management? 

1.8.2.3  What is the knowledge of the planning process for human 

resources risk management? 

1.8.3 What is the planning process for human resources risk management in 

small and medium sized hotels in touristic islands of Surat Thani province? 
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1.8.4 What is the model of the development of executives’ behavior in the 

planning process for risk management concerning loss of human resources in small 

and medium sized hotels in touristic islands of Surat Thani province? 

 

1.9 Expected Research Results 

 

1.9.1 Realize the behavior in the planning process for human resources risk 

management of executives of small and medium sized hotels in touristic islands of 

Surat Thani province  

1.9.2 Acknowledge the performance in the planning process for human 

resources risk management by executives of small and medium sized hotels in 

touristic islands of Surat Thani province 

1.9.3 Understand the planning process for human resources risk management 

in small and medium sized hotels in touristic islands of Surat Thani province  

1.9.4 Obtain the model of the development of executives’ behavior in the 

planning process for risk management concerning loss of human resources in small 

and medium sized hotels in touristic islands of Surat Thani province 

 

1.10 Expected Benefits and Application 

 

1.10.1 The executives of small and medium sized hotels in touristic islands of 

Surat Thani province can apply the results to preventing and reducing the risks that 

may be incurred by the business.  

1.10.2 The executives of small and medium sized hotels in touristic islands of 

Surat Thani province can apply the results to operating their business to achieve their 

planned goals. 

1.10.3 The executives of small and medium sized hotels in touristic islands of 

Surat Thani province can improve the effectiveness of the work within their 

organization.  

1.10.4 The executives of small and medium sized hotels in touristic islands of 

Surat Thani province can solve both short-term and long-term problems to keep up 

with the situations. 
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1.11 Delimitation and Limitation of the Study 

 

The research on a model of the development of executives’ behavior in the 

planning process for risk management concerning loss of human resources in small 

and medium sized hotels in touristic islands of Surat Thani has the scope/limitation of 

the study as follows: 

 

1.11.1 Content Scope 

The researcher will study the behavior in the planning process for risk 

management, evaluate the performance in the planning process for human resources 

risk management by executives of small and medium sized hotels in touristic islands 

of Surat Thani province, synthesize the planning process for human resources risk 

management of executives of small and medium sized hotels in touristic islands of 

Surat Thani province, and create a model of the development of executives’ behavior 

in the planning process for risk management concerning loss of human resources in 

small and medium sized hotels in touristic islands of Surat Thani province. 

 

1.11.2 Area Scope 

The research covers small and medium sized hotels whose number of rooms is 

less than 50 rooms and number of employees is less than 50 employees in the touristic 

islands of Surat Thani province which include Samui Island and Pha Ngan Island. 

 

1.11.3 Timing Scope 

This study was carried out from January 2013 – July 2014.   

 

1.12 Definition of Terms 

 

1.12.1 Planning Process 

Steps of preparation for planning, plan formulation, plan implementation, plan 

monitoring, plan evaluation, plan revision and adjustment. 
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1.12.2 Risk Management 

The process of operation of an organization that is used to prevent, reduce 

chances of, control, and transfer the loss of assets of an organization prior to the 

events causing those risks in advance. 

 

1.12.3 Human Resources 

Personnel working in small and medium sized hotels in touristic islands of 

Surat Thani province. 

 

1.12.4 Loss of Human Resources 

Resignations of personnel who worked/have worked in small and medium 

sized hotels in touristic islands of Surat Thani province. 

 

1.12.5 Small and Medium Sized Hotels 

Hotels with less than 50 employees and less than 50 rooms. 

 

1.12.6 Behavior in Planning for Human Resources Risk Management 

Behavior in preparation for planning, plan formulation, plan implementation, 

plan monitoring, plan evaluation, plan revision and adjustment for human resources 

risk management. 

 

1.12.7 Skills in Planning for Human Resources Risk Management 

Skills in preparation for planning, plan formulation, plan implementation, plan 

monitoring, plan evaluation, plan revision and adjustment for human resources risk 

management. 

 

1.12.8 Attitudes towards Planning for Human Resources Risk 

Management 

Attitudes towards preparation for planning, plan formulation, plan 

implementation, plan monitoring, plan evaluation, plan revision and adjustment for 

human resources risk management. 
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1.12.9 Knowledge of Planning for Human Resources Risk Management 

Knowledge of preparation for planning, plan formulation, plan 

implementation, plan monitoring, plan evaluation, plan revision and adjustment for 

human resources risk management. 



CHAPTER 2 

 

LITERATURE REVIEW 

 

In the research titled “A Model of the Development of Executives’ Behavior 

in the Planning Process for Risk Management Concerning Loss of Human Resources 

in Small and medium sized Hotels in Touristic Islands of Surat Thani Province”, the 

researcher has reviewed literature, concepts, theories, documents, and related studies 

so as to build conceptual framework in conducting the research. Therefore, the 

researcher would like to present the results of the literature review in the following 

order: 

2.1 Risk Management 

2.2 Planning Process 

2.3 Human Resources Development 

2.4 Competency/Performance  

2.5 Small and Medium Sized Hotels 

 

2.1 Risk Management 

 

2.1.1 Definition of Risk 

Oxford English Dictionary defines risk as the possibility of loss, injury, or any 

effects which are not desirable or other opportunities or as occasions or situations that 

pose a risk. Meanwhile, the International Organization for Standardization 31000: 

2009 define risk as a result of uncertainty. This uncertainty means events that may 

happen or may not happen. Also, the uncertainty may arise from the ambiguity or lack 

of information. Besides, the uncertainty may include both positive and negative 

effects. The definition of risk in this latter perspective has been developed by an 

international committee from more than 30 countries, along with several thousands of 

experts. 
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The perspective of risk has been divided into two aspects. The first aspect sees 

that risk and uncertainty are both caused by the same thing (Shimp & Bearden, 1982). 

Some people see that the risk is a feeling of personal uncertainty (Cunningham, 

1967). On the other hand, the second aspect sees a clear distinction between risk and 

uncertainty. Some people believe that risk is a condition in which there are several 

possibilities more than the reality, and that there seems to be some probabilities that 

might occur (Stone & Gronhaug, 1993). 

In addition, there is a definition that refers to risk as something that may affect 

the business objectives and the potential for doing business. Also, expected and 

unexpected events may cause serious effects on revenue and investment. Moreover, 

risk is a situation caused by an incident that occurred wrongly or differently from 

intention. This could be something worse or better than initially expected 

(Mudiyanselage & Jayathilake, 2012). 

Therefore, risk refers to the uncertainty that may affect targets. A risk has two 

characteristics: it is associated with uncertainty, and it has consequences. The most 

common meaning of the word risk is uncertainty that impacts because the uncertainty 

that has no consequences produces no risk. Before 1997, risk was the uncertainty that 

can cause serious, dangerous, and adverse effects which make risk a threat. So from 

1997 onwards, risk refers to the uncertainty that affects purposes (when there is no 

definition of effect), or risk broadly means both good and bad impacts or could mean 

uncertainty that affects both positively and negatively. This, therefore, defines risk as 

both an opportunity and a threat (Hillson & Murray-Webster, 2007). 

Risk is the possibility of misfortune or loss. A risk may be stable or 

fluctuating. A fluctuating risk refers to the uncertainty in business decisions that cause 

either profit or loss of revenue (Nabutola, 2004). 

Risk is an event or an uncertain condition that if happens, it may affect a 

project positively or negatively. Moreover, risk covers an event or an action that could 

lead you or your organization to fail in achieving aims (Project Management Institute, 

2004). In addition, Shaw (2010) discusses the risks in the tourism industry, and he 

refers to risk as an event that its positive or negative effects on a business, a 

destination, and a country are known or unknown. 
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After examining the definition of risk as perceived by many scholars 

mentioned above, it can be concluded that risk is an uncertain event or condition that 

if it happens, an organization will not be able to achieve its set goals. 

 

2.1.2 Types of Risk 

A number of scholars have categorized types of risk: (Bradley, 2011; Skipper, 

& Kwon, 2007; Moeller, 2011; Hillson & Murray-Webster, 2007; Tschankova, 2002). 

Bradley (2011) has identified types of risks as follow: 

1) Strategic risk 

2) Operational risk 

(1) Strategic risk refers to risks resulting from an organization’s 

determining strategic plans. This type of risk has a tremendous effect on the success 

of an organization. It is a high level risk which indicates the need to address, cope 

with, monitor, and manage by executives of the board of administration committee. 

These risks may need to be managed by more than one agencie for effectiveness. 

(2) Operational risk is a risk that may greatly affect the success of 

the following areas: 

It may affect the aims of the strategies of an organization (as outlined in the 

strategic plan) from the aspect of working in an agency, branch, personal projects, or 

projects within an organization. 

Operational risk needs to be managed by the senior officials in charge of the 

department, branch, or agency or by the committee of a project. In some critical 

situations, this risk may increase and require more administration-oriented 

management. 

On the other hand, Skipper, Harold and Kwon, (2007) categorized risks into 3 

types as follows: 

1) Financial risk 

2) Operational risk 

3) Strategic risk 
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Operational risk includes risks from individuals’ actions or activities within an 

organization. Operational risk is divided into: 

1) Personal risk 

2) Risk of personnel 

3) Risk of assets 

4) Credit risk 

Personal risk is the risk associated with health, inability, death, and living 

beyond individual’s own funds. Meanwhile, the risk of personnel is a risk associated 

with losses incurred by the organization, whether it is death, inability, health, dangers, 

or loss of talented employees. 

Moreover, Moeller (2011) categorized risks in business organization into 4 

types as follows:  

1) Strategic risk 

2) Operational risk 

3) Financial risk 

4) Risk in information and technology  

However, Hillson and Murray-Webster (2007) have divided business risks in 

details as follows:  

1) Risk in controlling business 

2) Business risk 

3) Reputation risk 

4) Risk in continuing business 

5) Disaster recovery risk 

6) Strategic risk 

7) Risk related to finance, credit, and treasury reserves 

8) National risk 

9) Political risk 

10) Information security risk 

11) Fraud risk 

12) Marketing risk 

13) Project risk 

14) Operational risk 
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15) Technical risk 

16) Health and safety risk 

17) Environmental risk 

While Tschankova (2002) has classified risks according to their different 

origins which depend on the situation and environment that may need to be explored 

so as to identify and indicate risks. In general, risk in management has been divided 

into seven categories of environmental risks: 

1) Physical risk 

2) Social risk 

3) Political risk 

4) Operational risk 

5) Economy risk 

6) Legal risk 

7) Intellectual risk 

 

2.1.3 Risk Management 

There is no exact definition of “risk management” because the definition 

varies depending on the category of risk that has been studied; however, risk has been 

defined as danger or the possibility of danger that can occur and causes consequences 

(Sjöberg, 2000). Similarly, risk is defined in two dimensions: the likelihood of an 

event and the consequences of that occurring event (Albrechtsen, 2008). In addition, 

Hubbard (2009) defines risk as the likelihood and magnitude of losses, catastrophic 

events, or other undesirable situations. Hubbard also defines management as planning, 

management, coordination, control, and direction of resources towards targets. 

Therefore, risk management is defined as the process of identifying, assessing, and 

prioritizing risks based on the employment of resources so as to reduce, monitor, and 

control the probability and/or impacts of undesirable events (Reuvid, 2007; Watt, 

2007; Bradley, 2011; Mudiyanselage & Jayathilake, 2012; National Competition 

Council, 2011; Gordon, Loeb, &Tseng, 2009; Merna & Al-Thani, 2008; Shaw, 2010). 

Risk management is the process in which an organization manages its risks 

associated with various actions (Reuvid, 2007). One strategy for risk management is 

to create a structure and a process to manage the risks that threaten the achievement or 
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goal of an organization (Watt, 2007). Risk management is the process of identifying, 

assessing, and dealing with risks. It also involves communicating with consequences 

of the process in a proper way and at the right time (Bradley, 2011). 

In another aspect, risk management strategies are based on the purposes of risk 

management which may be the preparation for risks, missions, and equipment. Steps 

in risk assessment involve identifying, categorizing, and prioritizing risks. While the 

process of risk analysis refers to dealing with consequences, choices, and decisions. 

The final step is risk management which involves considering which action or 

interaction to take to deal with the risk. The action should be to alleviate, 

acknowledge, avoid, or transfer the risk (Mudiyanselage & Jayathilake, 2012). 

Risk management is an ongoing process that calls for awareness and proactive 

measures by all personnel, including staff from outside to reduce the consequences of 

potential risk (National Competition Council, 2011). Risk management at an 

enterprise level is a process stemming from the management of the HR team who 

implements strategic plans in identifying events that could impact the entire 

organization. Also, risk management ensures that the organization will achieve its 

objectives (Gordon, Loeb, & Tseng, 2009). Risk management means to cope with 

risks which can or cannot get insurance claim paid. Moreover, risk management has a 

systematic process which includes identifying analysis and responding to risk to as to 

reduce, eliminate, or control the risk. 

Risk management is a process which runs in a loop, rather than a linear 

process. Risk management is a cycle of identifying, analyzing, controlling and 

reporting risk (Merna & Al-Thani, 2008). So, risk management is a process that 

involves identifying potential risks and possible impacts on the organization. Risk 

management process not only covers the identification of risks, but it also means 

assessing risks, responding to occurred risks, and controlling risks according to 

strategic plans (Shaw, 2010). 

As for this research, the researcher has defined risk management as the process 

of protecting, avoiding, and controlling losses of a business's assets before a situation 

that poses risks occurs in advance. It is a process of identifying, assessing, and 

prioritizing risks based on the use of resources to reduce, monitor, and control the 

probability and/or impacts of undesirable events. 
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2.1.4 Process of Risk Management 

The risk management process is not the prediction of unpredictable events. 

But it is a process of analyzing and considering the consequences that may occur in 

order to make sure there is a plan of action and that an organization can operate 

quickly and effectively if any unexpected events occur (Doody, 2009). The processes 

of risk management or methods in managing risk is steadily becoming more 

advanced. Moreover, they also change according to contexts or situations. However, 

the overall purpose of an organization in risk management is to manage or cope with 

the risks that may occur (Ali, 2005). 

There are several occasions when risk management process results from 

multiple steps (Yeomans, 2011; Duckert, 2010; Bonham, 2008). The main purpose is 

to use each of those procedures/steps. Some steps stress the importance of defining 

and prioritizing the level of risks according to the impacts that may occur. We may 

call this a risk assessment. Meanwhile, some of the steps focus on implementation, 

and some of the steps focus on controlling and interacting with the risks. Although 

there are various steps, there is a debate about the fact that risk management needs to 

be put into one unified process so as to be administered or managed effectively 

(Macrae, 2009). Therefore, risk management is a process that must involve 

considerable management in order to create an awareness of the context or occurred 

circumstance (Nabutola, 2004; Mudiyanselage & Jayathilake, 2012; Merna & Al-

Thani, 2008; Moeller 2011; The International Organization for Standardization ISO, 

31000:2009; Queensland Government, 2007; Yeomans, 2011). 

Nabutola (2004) says that managers can make decisions about managing risk 

by creating models for the development of risk management programs. Such models 

have three phases: planning, implementation, and decision making. The details are as 

follows: 

Step 1 Planning, this step includes: 

1) Identifying loss of assets that may occur: managers may study 

blueprints of the property or physical characteristics of the property and then define 

all risks. 

2) Risk Analysis: there should be an analysis of the probability or 

possibility of events or risks that may arise (by rating the level of the possibility of 
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risks that may arise from zero to the highest level). This analysis is to evaluate the 

frequency of events that may occur. 

3) The third step is the selection. After a manager has analyzed the 

possibility of an event that may occur. The manager needs to evaluate the probability 

of all the losses that may arise. 

Step 2 Implementation: at this stage, managers can choose from four 

options which are: avoiding, controlling, detaining, and transferring. 

Step 3 Decision making: this is the final step in which managers need to 

review the criteria for risk management and decide to use the most suitable techniques 

to handle or manage the risks. In many cases, a decision like this requires the approval 

of many people. 

When the criteria for risk management are selected, a manager will try to 

understand the planning for risk management. Then, he will make a decision and 

begin to operate things according to the plan for risk. The plan is similar to a pattern 

of decision making which needs to be monitored whether it is effective or not. Then, 

evaluation will be carried out so as to determine the method or the means used in 

developing that risk management plan. 

Mudiyanselage and Jayathilake (2012) classified risk management processes 

as follows: 

1) Preparation involves dealing with risk. It is the process of identifying 

methods, missions as well as equipment. 

2) Risk evaluation: at this stage, identifying, categorizing, and 

prioritizing risks is carried out. 

3) Risk analysis is the process of dealing with the consequences, 

choices, and decisions. 

4) Risk management is the process of considering which action or 

interaction to use with the risk. The action includes reducing risk, acknowledging risk, 

avoiding risk, or transferring risk. 

Moreover, Merna and Al-Thani (2008) believe that risk management is a 

process that runs in a loop, rather than a linear process. The cycle of risk management 

consists of: 
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1) Risk identification 

2) Risk analysis 

3) Controlling risk 

4) Reporting risk 

In addition, Moeller (2011) classified risks in business organization into 4 

aspects which are: strategic risk, operational risk, financial risks, and risk in 

technology and information. He also states that the risk management process consists 

of five steps: 

1) Communicating and understanding the purposes of an organization 

2) Exploring and defining the details of risk 

3) Risk analysis and synthesis 

4) Planning for and managing risk 

5) Follow-up to and monitoring risk 

Generally, the term "risk" refers to uncertainty about something that will 

happen in the future. There is a technical definition regarding the practice of risk 

management (Cameron & Raman, 2005). The most well-known definition is the 

possibility of harm that may occur at any time or under any circumstances. In general, 

adverse results are always discussed. But for business innovation, beneficial results 

are mentioned as well (Kwak & LaPlace, 2005). Risk management refers to managing 

uncertainty, and risk management process is important to people’s lives. 

ISO/IEC15288: 2002 has called for the process of risk management and put it as part 

of the cycle of management in an organization. 

The International Organization for Standardization has published a conceptual 

framework on risk management, ISO 31000: 2009, which is intended to be applicable 

to "public, business (both private and community), association, group, or individual." 

The risk management process has 6 steps: 

1) Identify risks in the interested scope 

2) Plan the other parts of a process 

3) Expand the concept 

(1) Define social limit of risk management 

(2) Characteristics and purposes of the partners 

(3) Risk assessment and limitations of risk 
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(4) Define a conceptual framework for action and an agenda for risk 

identification 

(5) Development of the analysis of occurred risk 

(6) Alleviating or tackling risks through the use of existing resources, 

whether it be technology, human resource, or organizations 

There has been the use of codes of practice that were originally used as a legal 

framework. But, they have also been applied by many researchers and business 

leaders. The codes of practice are the linkage of needs to create standard framework 

(Wilks et al., 2006). 

Moreover, the Queensland Government (2007) classified the risk management 

process into five operational steps, with the goal of making the entire process as 

working by consultation. This includes making all employees take part in a mission 

that they have been assigned to, together with employers and safety professionals. So, 

consultation is a cornerstone of successful risk management. 

Preparation 

1) Setting the context 

2) Risk identification, activities, working process, and implementation 

for assessment 

Step 1 Identifying dangers 

Step 2 Assessing and prioritizing risks 

Step 3 Making decisions to employ measures in controlling risks and 

prioritizing those measures 

Step 4 Implementing measures of controlling risks 

Step 5 Monitoring and reviewing 

Setting the context refers to considering various components carefully. 

Risk identification, activities, working process, and implementation for 

assessment means the preparation process for the other parts by decision-making, 

allocation of resources, and planning for the upcoming workload. 

The size of an organization and the availability of resources are important for 

considering the process of risk management, for example, a small business should opt 

for methods or processes for risk management that emphasize on only implementation 
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at each time so as to avoid wasting resources and also to carry out the next step which 

is careful protection. 

As for the process of preparation, first of all, the context must be defined. 

Context refers to consideration of a variety of factors. Certain factors that could be 

discussed are type of industry, location of an organization or a company, competitors, 

target customers, goals of an organization, and branding of an organization. Some 

factors are external factors while some factors are internal. Certain factors are 

tangible, but some are intangible factors. The second stage of the preparation phase is 

to identify tasks, activities, processes and implementation for evaluating the work. 

This means that this is the preparation of the entire process by decision making, 

resource allocation, and planning for the next piece of work. 

Although it may be a complicated task to start such a process, it should be 

noted that it is preparation that is carefully done, and steps are followed in order to 

apply the risk management process and provide safe working operation. 

Yeomans (2011) said that the risk management process aims to help 

organizations control any uncertainty that may occur and indicated that it is 

recommended that an organization should identify as many risks that are likely to 

happen as possible. There are two types of risks which are the risks that we know and 

the risks that we do not know. Only identified risks we can manage. As a result, some 

researchers have emphasized the importance of finding and identifying risks. 

Moreover, the risk management should comply with corporate strategy, policies, and 

procedures. Also, there needs to be understanding of the hypotheses and systematic 

response. Risk management process should include all duties in an organization and 

should not be considered only as an alternative action. There has been an explanation 

of the risk management process that it has 6 methods that are integrated together so as 

to manage risk effectively. The 6 methods consist of: 

1) Planning for risk management is to begin the entire process by 

planning what the next step is. It explains the tactics which will make the risk 

management process succeed. 

2) Risk identification is the process that calls for the development of a 

set of risks, sources of risks, interaction if risks occur, and a management system for 

risks. What should be done in this process is to build up a record of information about 
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risks, and the results obtained will define who should be responsible for which risk or 

which set of risks. 

3) Evaluation of qualitative risk analysis is the first step in the 

assessment process, and it is a personal process. Record of information about risk 

should be analyzed based on the probability of risks and the consequences that follow. 

4) Assessing the quantitative risk analysis is an optional process. 

Whether this process will be implemented or not depends on factors such as time, 

priority, level of effort compared to the benefits, and other factors. This process aims 

at assessing double risks associated with specific projects. 

5) Risk response planning, risk response planning means developing a 

response plan when emergency risk occurs. Identifying and assessing risks must be 

carried out. Also, response should be made to positive risks (opportunities) and 

negative risks (threats). There may be a third party coming together to support a risk 

response plan. For example, for measures of security, an organization may hire people 

from outside to take care of its security. This group of people consists of those who 

know well about how to deal and manage risks that may occur such as crime 

prevention. 

 6) Monitoring and controlling risks, this final step is to seek new 

and unknown risks to assess them. Regularly updating the record of information about 

risk is very important and is the basis for an effective risk management process. In 

addition, the effectiveness of six aforementioned stages needs to be evaluated in order 

to search for signs warning about coming risks. 

 

2.2 Planning Process 

 

2.2.1 Definition of Planning 

Planning is targeting the direction and methods of operation of an organization 

in advance so that the organization can operate effectively and efficiently and achieve 

its goals (Koontz, O’Donnell, & Weihrich, 1986; Weihrich & Koontz, 1993; Daft, 

2012; Schermerhorn, 2008; Gareth & George, 2011; Kinicki & Brain, 2008; 

Chanthadaensuwan, 2010; Bangmo, 2010). 
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In the study by Koontz, O’Donnell, and Weihrich (1986) and an updated 

version by Weihrich and Koontz (1993), it is stated that planning for management and 

for an enterprise refers to the mission of selecting, purposes, strategies, policies, 

projects as well as ways to achieve the purposes, make decisions, and choose which 

choice to deal with Daft (2012); Schermerhorn, 2008; Daft and Marcic (2004) have 

provided the meaning of planning that it refers to the action of setting goals of an 

organization and methods to achieve these goals. This is consistent with Gareth and 

George (2011) who said that planning is to identify and select the goals and activities 

of an organization. Also, Kinicki and Brain (2008) said that planning is to set goals 

and to make decisions to achieve those goals. Similarly, Bangmo (2010) has stated 

that planning is to set goals and methods of operating in advance by studying data and 

selecting methods of operation in advance. In addition, Chanthadaensuwan (2010) 

defined planning as determining the direction and position of an organization in the 

future by analyzing the environment and organizational problems. 

Also, planning has been defined as a process of determining the goals and 

objectives of an organization as well as the methods for operation in order to achieve 

the set goals (Hill & McShane, 2008; Gomez-Mejia, Balkin, & Cardy, 2008; 

Schermerhorn, 2008; Yawira, 2010; Michat, 2014; Manithon, 2009; Sa-

nguanwongwan, 2007; Tula Mahaphasuthanon, 2011; Aniwat Kaewchamnong, 2007; 

Kreitner, 2007). 

Hill and McShane (2008) defined planning as a process which involves 

executives choosing targets, operations (strategies), appropriate allocation of 

responsibilities for taking action to persons or agencies as well as an assessment of the 

operational achievements made by comparing actual results against goals. Also, 

reviewing plans periodically will be done in this process. Besides, Gomez-Mejia, 

Balkin, and Cardy (2008) said that planning is a process that allows administrators to 

set objectives for the future and determine activities for operation so as to achieve the 

objectives. This is consistent with Schermerhorn (2008), Yawira (2010), and Michat 

(2014) who said that planning is a process of defining the objectives and finding ways 

to achieve those objectives. Similarly, Manithon (2009) defined planning as one of the 

stages of a process of administration which involves making decision in advance so 

that work can be done successfully according to objectives or goals that were set. 
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Also, using systematic judgement in preparation for operation of a variety of steps in 

advance is part of the process too. Likewise, Sa-nguanwongwan (2007) said that 

planning is a process of determining targets of an organization, specifying strategies 

to achieve those targets, and making sub-plans so as to coordinate the organization as 

a whole. Planning, therefore, is directly related to the results which are the goals or 

things that an organization wants to do and methods of operation. Moreover, 

Mahaphasuthanon (2011) also defined planning as a process of determining future 

goals, resource use, and operation to achieve the goals that are set. The process is 

linked to vision, mission, goals, and strategies of an organization. Meanwhile, 

Kaewchamnong (2007) referred to planning as a process of determining what to do 

and deciding which is the best process for successful operation to allow an 

organization to achieve its goals or set objectives. In addition, Kreitner (2007) sees 

that planning is a process of managing uncertainty by defining activities that would be 

carried out in the future in order to achieve the desired results. 

In conclusion, planning means the process of determining targets, direction 

and methods of operation of an organization in advance so that the organization can 

operate effectively and efficiently to achieve its set goals. 

 

2.2.2 Definition of Planning Process 

Planning process is an entire step in planning, from the beginning to the end 

(Bangmo, 2010; Chanthadaensuwan, 2010). 

Bangmo (2010) has given the meaning of planning process that it is a step, 

from the beginning to the end, involving what to do and what should be done first. 

Similarly, Chanthadaensuwan (2010) defined planning process as the stages in 

planning. 

 

2.2.3 Steps in Planning Process 

The step of planning process is an entire step in planning, from the beginning 

of an organization to the end which can make an organization achieve its planned 

goals. (Mahaphasuthanon, 2011; George & Jones, 2006; Chomphukham, 2009; 

Gomez-Mejia, Balkin, & Cardy, 2008; Kuppatanon, 2008; Bangmo, 2010; 
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Ophithakchiwin (n.d.); Shcermerhorn, 2008; Hill & McShane, 2008; Kaewchamnong, 

2007; Yawira, 2010; Michat, 2014; Chanthadaensuwan, 2010) 

Mahaphasuthanon (2011) and George and Jones (2006) categorized the steps 

in planning process into 3 steps as follows: 

1) Planning 

2) Implementation 

3) Plan Results Assessment 

(1) Steps of planning consists of: 

 (1.1) Plan preparation is a step in which executives will search 

for news and information, prepare resources in order to support the making of the 

plan, and analyze what issues it needs a plan for. It is a process of preparing wide 

topics of the plan in order to make a plan according to following steps. 

 (1.2) Defining plan is a step in which executives involve in a 

process of drafting and writing plan according to the needs of themselves and the 

organization. This step includes determining objectives of the plan, details of the plan, 

the expected results from implementing the plan, methods used in operating according 

to the plan, and length of time it will take to implement the plan as well as defining 

those who will be responsible for work. Also, this step includes carrying out plan 

testing to improve and make the plan perfect and clearer. 

 (1.3) Request for approval of the plan is a step of getting 

approval of the set plan from those who are in higher positions. 

(2) Plan implementation is a step when work is done according to the 

plan. It is related to controlling so that the plan implementation or work operation 

meets the goals of the set plan. 

(3) Plan results evaluation/assessment is a step of examining how 

much and whether the results of the actual operation are consistent with the goals. 

George and Jones (2006) have classified the planning process into 3 steps as 

detailed below. 

1) Defining the mission and objectives of the organization is to define 

the main goal of the organization. 

2) Creating strategies is an analysis of the current situation of the 

business and the development of strategies. 
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3) Implementation of the strategies is the allocation of resources and 

responsibilities so that the strategies can be implemented successfully. 

Besides, Chomphukham (2009) and Gomez-Mejia, Balkin, and Cardy (2008) 

have classified the planning process into four stages. 

1) Vision is an assessment of how the organization's image in the future 

could be and what the things that could be done are. 

2) Mission means the core mission of the organization that the 

organization hopes achieve. Therefore, the mission of the organization is a 

fundamental principle that indicates why the organization has been established, what 

it plans to do, and the mission refers to determining the scope of operation of the 

organization. 

3) Goals and objectives refer to the things that the organization wants to 

achieve. 

4) Plan: after goals have been set, the plan is the act or method of 

achieving goals. 

Gomez-Mejia, Balkin, and Cardy (2008) classified the steps in planning 

process as follows: 

1) Purposes refers to defining the objectives or goals that the 

organization wants to reach within fixed period of time. 

2) Operation is a step of operation that will be taken to achieve the set 

objectives of the organization. 

3) Resources 

4) Implementation is showing how to perform each step. 

While Kuppatanon (2008); Bangmo (2010); Ophithakchiwin (n.d.); 

Shcermerhorn (2008); Hill and McShane (2008) classified the planning process into 

five steps. The steps in planning process by Kuppatanon (2008) are classified as 

follows: 

1) Defining goals and objectives is to consider the direction of future 

needs of the organization. Defining objectives is the first step in planning. This means 

all plans must have objectives. 

2) Considering various alternatives: when the objectives of the plan have 

been defined or set, the next thing to be done is finding ways to achieve them. 
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3) Plan implementation refers to activities or actions according to the 

plan. What happens after the plan is implemented is the product. 

4) Evaluation is to compare the actual results with the plan that has been 

set. This process involves controlling. 

5) Plan adjustment is to modify the plan to achieve the expected results. 

Moreover, Bangmo (2010) divides the steps in the planning process into 5 

steps as well, and each step is detailed below: 

1) Prepare and gather information refers to the establishment of agencies 

or groups of personnel who will be responsible for planning, determining steps in the 

plan and what to do, and gathering information which will be used in planning. 

2) Analysis of data and problems refers to studying problems from 

previous operations, what needs to be resolved, and the organization's goals. 

3) Defining plans and projects refers to writing plans which consist of 

plans, projects and activities. 

4) Plan implementation is to bring the plan into action. In this step, 

various techniques and administrative processes are used. The heads and those 

involved in operation need to understand the plan first. The division of responsibilities 

for those involved in operation is clear. Briefing on the implementation of the plan in 

detail is carried out so as for workers to be ready to operate. Also, there is 

coordination between departments or individuals involved for consistency of the 

work. Operation according to the plan is under control, and a schedule for the 

operation is distributed to people involved so as for them to know what is going on. 

5) Evaluation, after a plan has been implemented for a certain period of 

time, it should be reviewed and assessed to understand its strengths, weaknesses, 

shortcomings, and obstacles which can lead to the improvement of the plan for             

a better plan. 

Ophithakchiwin (n.d.) classified the steps in planning process into 5 stages, 

and each stage is detailed as follows: 

1) Setting goals is to set directions for directing or providing direction to 

behavior. 

2) Developing commitment to the goals refers to the intention to achieve 

the goals. 
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3) Developing an effective action plan means managing action plan 

which is a making of specific list or accounts of the steps: how, people: who, 

resources: what, and time period: when to achieve the goals. 

4) Monitor progress in achieving goals. 

5) Maintaining flexibility in planning includes using options-based 

approach. Options-based planning is to open several alternative options by doing 

small investment in several alternatives or plans simultaneously. 

Shcermerhorn (2008) classified the steps in planning process into 5 steps as 

described below: 

1) Defining objectives 

2) Determining where an organization stands compared to objectives 

3) Developing proposals in advance by taking into account the 

conditions in the future 

4) Analyzing and selecting the alternatives to implement 

5) Putting plans into practice and evaluation 

Hill and McShane (2008) classified the steps in planning process  in to 5 steps 

described below: 

1) Selecting goals 

2) Identifying operation 

3) Determining responsibilities 

4) Reviewing results 

5) Improving 

Moreover, Kaewchamnong (2007) and Yawira (2010) classified the planning 

process into 6 steps. As for Kaewchamnong (2007), he classified the planning process 

as in following details: 

1) Goals and objectives setting refers to the setting of certain directions 

or guidelines on the implementation of the organization so that the personnel in the 

organization know the certain directions or guidelines of the implementation. 

2) Analysis of the organizational environment means an analysis done to 

determine the strengths, weaknesses, opportunities, and threats that may influence the 

operation of the organization. 
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3) Alternatives setting is to seek guidelines and identify what the 

organization needs the most. 

4) Development of alternatives is the act of doing alternatives analysis 

so as to determine the directions or guidelines for the implementation of the plan. 

5) Evaluation is to survey and determine the value of reliability or find 

alternatives after developing alternatives. This is to prove the success of each plan that 

has already been carried out. 

6) Modifying plans is a step of changing operation after operation 

according to plan has been affected by factors of the business environment. 

Also Yawira (2010) categorized the planning process into six steps as follows: 

1) State organizational objectives is to determine what to do to achieve 

the desired objectives and to be successful. 

2) List alternative ways of reaching objectives is to find alternative ways 

that would help achieve objectives. 

3) Analyze each alternative is to study the feasibility of each option. 

4) Choose the best alternative for reaching objectives is to choose the 

most appropriate, reasonable, and doable alternative that will yield good results. 

5) Develop a plan to pursue the chosen alternative is the development of 

strategies in planning such as strategies and techniques of implementing the plan in 

short and long term. 

6) Put the plan into action means implementation of the plan in both 

short and long term to achieve the desired objectives. 

In addition, Michat (2014) classified the steps in the planning process into 

seven steps: 

1) Analyze environment is to consider the opportunities and conditions 

in the work of the organization as well as the situations and environmental factors, 

both internal and external, that are related to the organization. 

2) Determine the objectives or goals of the organization is to specify the 

goals of the organization and what the organization wants to achieve so that everyone 

in the organization knows the common goals. 
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3) Propose alternatives is a step in which an organization seeks 

alternative ways of operation to achieve the set goals. It is time to collect as many 

alternatives as possible. 

4) Analyze alternatives is a procedure of analyzing alternatives obtained 

from the third step. The consideration for appropriateness of each alternative will be 

carried out. 

5)  Select an alternative is a step in which the organization selects the 

alternative that benefits the organization most. 

6) Determine plan in detail is a step in which the organization 

determines a plan in detail or in operation level that what project each sub-agency 

must have and what activities are to be operated to achieve the set goals. It also 

involves identifying the persons responsible for the operation as well as duration of 

the operation. 

7) Allocate resources and equipment necessary to the relevant units is a 

step of allocating resources and equipment to agencies so that each agency can 

operate to achieve the goals. 

For Chanthadaensuwan (2010), identified 8 steps in the planning process: 

1) Consider opportunities is to consider the various opportunities from 

environmental factors, both internal and external. 

2) Determine purposes or goals is a step of defining the needs or the 

results of the organization. 

3) Define hypotheses in planning is the process of predicting trends and 

the future by setting hypotheses from the environment conditions so as to determine 

principles and scope in planning for the future. 

4) Determining alternatives is to determine a number of alternatives. 

5) Compare alternatives is a step in which planners have to take into 

account the objectives or goals of the organization in order to compare and evaluate 

various alternatives that have been set. 

6) Select the best alternative is to make a decision out of the results from 

analyzing and evaluating alternatives. Executives must decide to select the best 

alternative which will bring to the implementation of the organization’s plan. 
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7) Create a support plan, when planning is successful, another plan will 

be done to support the main plan. Both the support plan and the main plan must be 

consistent and linked to each other. 

8) Manage budget is a step of converting figures from planning to 

budgeting. 

In this study, the researcher has compiled 6 main steps in the planning process 

as follows: 

1) Preparation for planning 

2) Plan formulation 

3) Plan implementation 

4) Plan monitoring 

5) Plan evaluation 

6) Plan revision and adjustment 

 

2.3 Human Resource Development 

 

2.3.1 Definition of Human Resource 

According to the Royal Institute Dictionary 2011, p. 544, the definition of 

human resource is a valuable person who is a resource of an organization, a society, 

or a country. Moreover, Iojeda-Castro (2013) provides the meaning of human 

resource that it is someone who drives his organization with his ability, intelligence 

and learning to make his organization competitive and successful. Also, Bontis et al., 

(1999) cited in Dokthaisong (2008, p. 9), provides the definition of human resource 

that it refers to humans in an organization and their characters. Besides, Klaphachan, 

Butsutthiwong (2007) defines human or human resource as a resource that can add 

value and plays an important role in the management of other resources, and it is the 

most important factor that will lead an organization to success. This is consistent with 

Witthaya-udom (2007) who provides the meaning of human resource or personnel of 

an organization that human resource is the most valuable resource. He states that a 

good resource must have character, knowledge, skills or expertise, and the ability that 

make it worthwhile for investment of a company. Similarly, Raphiphisan (2011) sees 

a human resource as a resource of an organization which is involved in supporting and 
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promoting all the activities of the organization so that they run efficiently and 

effectively which will result in success and progressive growth of the organization. 

From the above definition, the researcher defines human resource as a person 

who is valuable as a resource of an organization and is responsible for the 

management of other resources. Also, this person is an important factor that will lead 

an organization to success. 

 

2.3.2 Definition of Human Resource Development 

Human resource development is divided into two levels: macro level and 

micro level or wide level and narrow level (Kiawphairi, 2008; Pathomwiriyawong, 

2007; Wongthongdi, 2013; Walton, 1999). 

Kiawphairi (2008) defined human resource at the macro level as the 

development of human resource to enhance knowledge, skills, and abilities according 

to the direction and strategies for development of a country by using education, 

training and development based on the interest on life-long human resource 

development so that the human resource development and the country can grow 

continually. Also, Pathomwiriyawong (2007) sees the macro development of human 

resource as the development of human resource at the national level which includes 

the development of human resource or population of a country for developing both 

economy and society effectively. In addition, Wongthongdi (2013) provided a broad 

meaning of human resource development that it is the development of human in local, 

national, and international levels. 

Meanwhile, Kiawphairi (2008) defined human resource development at the 

micro level as the development of learning of individuals, groups, and organizations 

from the beginning of operation and throughout the lifetime of being a member of an 

organization. The aims are to provide human resources with the knowledge, skills, 

and abilities and for human resources to use existing knowledge in improving and 

applying it to their work according to the strategies.  It also aims for the growth of an 

organization, enhancement of competitiveness, and continual growth of an 

organization by using a variety of learning forms which produce efficiency and 

effectiveness for the organization. 
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Besides, Pathomwiriyawong (2007) sees the development of human resource 

as the development of resources in an organization which come in a form of an 

employee or a staff of an organization. The essence of human resource development 

in an organization is the enhancement of skills, knowledge, and abilities to personnel 

in order for them to work in the organization efficiently and effectively. While 

Wongthongdi (2013) sees human resource development in a narrow meaning that it 

refers to human development at an individual level and an organizational level in 

order to produce learning, skills, and experiences and increase the potential of a 

person which will create behavior at work as expected. Also, this will provide the 

equation of success which means the sum of achieving the needs of an individual is 

equal to the value of the success of the organization. 

Moreover, Walton (1999) discussed 2 issues regarding human resource 

development. Firstly, Walton sees human resource development as an issue focusing 

specifically on the learning of personnel in an organization. This issue is created to 

develop skills, knowledge, and understanding which will expand the boundary of 

training and development. The second issue is that he sees human resource 

development as an extensive and global concept which stresses on the interaction 

among international, national, corporate and individual needs. 

Durkovic (2009) provided the meaning of human resource development that it 

refers to activities within an organization which aims to adjust knowledge, abilities, 

and skills of the workers to meet the needs of work operation and activities of an 

organization in the future. This is similar to the idea of Thananan (2007) who said that 

it is an activity that promotes learning which is operated systematically by an 

organization to promote and improve the staff’s skills and knowledge. This is 

consistent with Werner and DeSimone (2009) who provided the meaning of human 

resource development that it is an activity which is systematic and has a plan designed 

by an organization and which provides opportunities for employees to learn the skills 

needed to meet the demand of all sorts of work both now and in the future. Also, 

Wilson (2012) stated that the development of human resource is related to the process 

of increasing the capacity to learn, attitudes, and behavior of everyone in an 

organization and society. It is an activity that promotes learning which is operated 
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systematically by an organization in order to promote and improve the staff’s skills 

and knowledge. 

From the aforementioned definitions, the researcher concludes that human 

resource development is an activity within an organization to promote and develop 

personnel’s skills, knowledge, and ability in order to meet the needs of work both in 

the present and future of an organization. 

 

2.3.3 Organization Development Tools 

Mondy (2008) said that training and development is the centerpiece in 

supporting the development of the performance of employees and the results of an 

organization’s work operation. As for training, it is an activity designed to provide the 

learners an opportunity to learn skills and knowledge for current tasks, and the 

development refers to more learning which is considered as a long-term activity 

nowadays. This is consistent with Lussier and Hendon (2013) who said that training is 

the process of teaching employees the skills needed to perform their job. Training is 

given to staff in order to provide them with knowledge, skills, and abilities (known in 

the field of human resources as KSA) which are required to run their work to meet an 

organization’s goals. Meanwhile, staff development refers to learning continuously in 

order to improve knowledge and skills for the work in the present and the future. For 

De Cenzo and Robbins (2010), they said that training staff is an experience of 

learning which would create a permanent change to employees to improve work 

performance. This involves changes in skills, knowledge, attitudes, or behavior. In 

contrary, staff development focuses on the future work of an organization. When there 

is an advancement, new skills and abilities are required. Therefore, training focuses 

on an individual employee’s current responsibility. But development stresses work 

that will take place in the future. It focuses on the growth of each employee by 

thinking of learning more than training for specific duties. Similarly, Jackson, Schuler 

and Werner (2009) stated that training is intended to improve the results of work 

performance of specific tasks that are happening during the present so that the 

performance of employees can be improved. But development refers to activities that 

aim at improving employees’ competency or performance in a long term according to 

the needs of an organization in the future. 
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Moreover, Noe, Hollenbeck, Gerhart, and Wright (2007) have given the 

definition of training that training is a supporting plan of an organization in assisting 

employees in jobs related to knowledge, skills, abilities, and behavior. Also, this plan 

is related to the goal of the integrating these qualities and the work. While Lim, 

Mathis, and Jackson (2010) see training as a process of acquiring the competencies of 

people in work operation which are connected to knowledge and skills used in the 

present. This is consistent with Dessler (2005) who has stated that training is a 

process of teaching new employees about the basic skills they need for their work. 

De Cenzo and Robbins (2007, 2010) have identified tools used in developing 

organizations. The tools are divided into training and development aspects as follows: 

2.3.3.1 Training is popular. Training can be classified as follows: 

 1) On-the-Job Training: training of this type contains: 

  (1) Job Rotation: This is related to rotating types of work 

among related departments and moving to other departments so that employees can 

work in different and diverse positions. 

  (2) Apprenticeships or Understudy Assignment: It is mostly 

about working as well as joining classes by having a mentor who will help promote 

learning. 

  (3) Internship: university students have an opportunity to 

apply their knowledge to work their chosen job. This is part of their studies. 

 2) Off- the- Job Training can be classified as follows: 

  (1) Classroom Lecture: many organizations use a lecture 

together with other methods so as to provide lots of information to their employees in 

limited time. 

  (2) Multimedia Learning can demonstrate the technical 

skills that cannot be easily transmitted via other methods. 

  (3) Simulations involves learning by actual practice. 

  (4) Vestibule Training is learning by using real equipment. 

2.3.3.2 Employee Development Methods 

Employee development can be classified as follows: 
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1) On-the-job training can be classified as follows: 

 (1) Job rotation is the rotation of staff, both horizontally 

and vertically so as to expand their skills, knowledge, and abilities. 

 (2) Appointing assistant-to positions. 

 (3) Committee Assignment: Assigning a committee can 

allow employees to help make a decision, learn different things and examine specific 

problems of an organization. 

2) Off-the-job training can be classified as follows: 

 (1) Lecture Courses and Seminars. 

 (2) Simulations which create the environment that seeks to 

reflect the reality as much as possible. 

 (3) Outdoor Training or Adventure Training is a training 

course that teaches participants how to work with others or how to work together as   

a team. This type of training involves emotions and physical challenges. 

In addition, Thananan (2007), and Gilmore and Williams (2009) classified 

training tools into two types. 

1) On-the-job training 

2) Off-the-job training 

Thananan (2007) classified details of training techniques as follows: 

1) On-the-job training techniques 

This is training while those who receive the training are working. This 

means that participants can still continue to perform their duties. This way the 

participants of the training can learn how to work, and at the same time get their jobs 

done. There are several methods as follows: 

(1) Job rotation means to move from, rotate, and switch jobs so as to 

learn all aspects of work in the organization and know the problems of all 

departments. This way, employees can learn many types of work by job rotation 

which creates knowledge, skills, attitudes, and experiences extensively in various 

fields of work. 

(2) Coaching is a technique used while employees are working. The 

supervisors teach the staff on a one-on-one basis. This technique has a short-term goal 
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of training, and the teaching is be about the jobs that are normally done by those who 

are being trained. 

(3) Mentoring is an approach to providing advice, coaching, and 

training in building interaction in work operation by seniors or those in higher 

positions. The nature of the mentoring system is that it will be the transferring of 

knowledge and ability to raise each employee's career and create career advancement. 

(4) Job Instruction refers to teaching by a job instructor who coaches 

new employees to understand what the goals, objectives and policies of an 

organization are and how responsibilities are divided. First of all, the instructor gives 

a working manual to the employees in order for them to study their responsibilities. 

Then, the participants start doing their job for real by having the instructor guide 

them. So, teaching is composed of lectures and practical experiments. 

(5) Apprenticeship Training is a combination of classroom training 

and practical work. The participants are provided with advice, both when they are 

working and when they are not, and about working according to the type of work 

which requires professional skills. 

(6) Committee: it means setting up a committee to examine different 

issues, then propose the best option. Sometimes, the committee is assigned to make 

decisions as well. 

2) Off-the-job training techniques 

(1) Presentation and discussion by experts 

 (1.1) Lectures in which an instructor presents information to 

employees by talking. It is a one-way communication. 

 (1.2) Symposium is a training session in one subject. Each 

speaker shares information on minor issues concerning each major subject. 

 (1.3) Panel Discussion is a discussion on any matter by having 

speakers who have different attitudes give their thoughts to listeners, then letting the 

participants decide whose thoughts they believe in. 

 (1.4) Colloquy: the section will be segmented into two groups: 

those who ask and those answer. 

(2) Discussion by having the participants join 

 (2.1) Conference / discussion. 
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 (2.2) Syndicate method is a method of inviting people who are 

knowledgeable about a specific issue to come and express their views academically, 

professionally, and practically in order to solve the existing problems. 

 (2.3) Brainstorming is when the participants take part in a 

brainstorming session where there is an exchange of information. 

 (2.4) Seminar is the coming together of people to discuss, 

negotiate, or join an assembly for discussions and exchanging opinions. In the 

seminar, the participants will together discuss, do research, and give opinions under 

the supervision of a teacher or a professor. A seminar will yield a broad framework 

that is clear and systematic. 

(3) Simulation is to train people to be capable of managing by using 

simulation. 

 (3.1) Simulated training is a training session held in an 

environment that simulates a real environment. It is a training session resembling real 

situations beside off-the-job training to give the trainees the opportunity to practice.   
It is not a training session during working time. 

 (3.2) In-basket technique is a fabricated session that allows each 

trainee to be faced with a large number of work, both urgent and non-urgent matters 

and important and unimportant matters to see how an individual trainee decides what 

to do with each matter and train them about it. 

 (3.3) Role playing is examination of a case study. The guest 

speaker will assign some of the participants to do role play or be a character in the 

case study so that those who attend the training can see and understand the case study 

more clearly. 

 (3.4) Case study is a training session in which the trainees study 

information provided. The provided information is very detailed. At the end, they will 

be asked what the problems of the case are and how to solve them. 

 (3.5) Incident method is similar to case study, but the data has 

less details. There is some more research to be done to add more information. 

(4) Participation by participants or trainees 

 (4.1) Role playing. 

 (4.2) Case study. 
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 (4.3) Buzz session is a grouping of several sub-groups. Later on, 

each group shares the conclusion of their opinions to the main conference audience. 

 (4.4) Workshop is an activity of obtaining guidelines and 

opinions from different groups of experts to find ways to take action to solve 

problems. 

 (4.5) Skit means role playing according to given dialogues. 

 (4.6) Questioning is an activity of allowing listeners to ask guest 

speakers questions so that the speakers can clarify those questions or problems. 

(5) Development of an individual 

 (5.1) Computer Based Training: CBT 

 (5.2) Programmed learning is a technique of introducing the 

students that the students can learn on their own without the instructor. It is learning 

step by step about the topics that the students need to know more details. 

 (5.3) Special study is the fact that an agency promotes and 

provides opportunities for employees to develop more specialized knowledge. 

 (5.4) Program instruction is an activity of managing ready-made 

lessons in which contents and wanted purposes are determined, and an examination 

will be arranged as well. 

 (5.5) Coaching. 

(6) Multimedia training 

 (6.1) Audiovisual tools 

 (6.2) Video tapes 

 (6.3) E-learning and E- Training 

Gilmore and Williams (2009) classified techniques for training as follows: 

1) On-the-job training techniques 

2) Off-the-job-training techniques 

On-the-job training techniques are mostly used by trainers. It involves 

observing skills of the workers who learn things by actual practice which involves 

shadowing, mentoring, and job rotation. 

Off-the-job training usually contains the operation both from within an 

organization or outside an organization. It also includes experiences from other 

establishments. 
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Meanwhile, Ghee, Mathis, and Jackson (2010)  identified two types of 

training. 

1) Internal training typically is a specific modification of training within 

an organization and for particular piece of work. Methods that are popular are detailed 

as follows: 

 (1) Informal training is a training session through a common activity 

and reflection of an activity among employees. Most employees know the work they 

do. They learn informally from having questions and getting advice from other 

employees such as supervisors or heads more than from training programs. 

 (2) On-the-job training. 

 (3) Cross training is a training session provided to employees who 

work more than one jobs. 

2) External training is the training outside an establishment or an 

organization. External training is a perfect choice for a small-sized business because 

of the limitation in terms of number of employees, human resources, and number of 

employees who need a variety of specific training. External training is detailed below. 

 (1) Outsourcing of training 

 (2) Government-supported job training 

 (3) Educational Assistance Programs    

While Thawiphaibunwong and Thepchit (2011) classified training into 

training for employees and training for executives. As for training for employees, it 

provides necessary skills for the employees. The training methods are as follows: 

1) On-the-job training means a person learning to work by actually 

doing the work. On-the-job training has training methods as below: 

 (1) Coaching or studying how to work is when experienced 

employees for the job or supervisors give training to employees. The participants 

learn skills by observing the supervisors or persons who train them. 

 (2) Job rotation: employees who are management trainees rotate 

from one task to another as planned. 
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2) Apprenticeship training: learners and trainees study from the 

guidance from an experienced workers. This is a combining of classroom instruction 

and training. 

3) Lecture. 

4) Programmed learning. 

5) Audiovisual- based training techniques, including films, audio tapes, 

video tapes, PowerPoint and more. 

6) Simulated training is a way in which trainees learn from the tools or 

machines that are used in reality or from simulated situations. But this is training 

outside work, not from the actual work. 

7) Computer – based training: CBT. 

8) Training using the Internet and long-distance training 

 (1) Tele-training: trainers will teach different group of employees 

from a hub and control the training via TV screen. 

 (2) Video conference: people in one place communicate via video 

with others in another place. 

 (3) Internet - based training: online curriculum is created for 

employees to learn online. 

 (4) Learning portals: providing a learning center for training 

employees. 

Training for executives can be classified as on-the-job and off-the-job training. 

Training methods are as follows: 

1) On-the-job training 

 (1) Job rotation. 

 (2) Mentoring system: the trainers work directly with mentors. 

Typically, participants will be assigned to be responsible for some tasks. Therefore, 

these trainees have the opportunity to really learn the work. 

 (3) Action learning: a trainee will be a full-time member of a team 

for a particular project. He will do analysis and solve problems of the tasks other than 

his while joining the team. 

2) Off-the-job training 

 (1) Case Study 
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 (2) Management game 

 (3) Outside seminar 

 (4) University- related programs 

 (5) Role playing by making up situations that resemble a real one, 

and trainees will be part of a role play by acting out as a character in the made-up 

situations. 

 (6) Behavior Modeling: participants will see correct actions (models 

of actions) and they will practice those actions and receive feedback from their 

trainers. 

Also, Dessler (2005) said that training is a process of teaching new employees 

about the basic skills needed in particular jobs. Dessler metioned about training and 

development for management and classified training into 12 categories. 

1) On-the-job training refers to training of employees for them to learn 

how to work while they are working. This type of training is often known as a method 

of coaching and covering others' shifts or duties. 

 (1) Method of coaching and covering others' shifts refers to a 

training method that experienced staff or supervisors teach employees who are in 

lower level. Employees may be allowed to observe their supervisor work performance 

in order to obtain skills. 

 (2) Job rotation is a process of allowing employees to work different 

jobs. Most of the trainees are those who are trained to be a manager. They have to 

work in various departments according to the schedule. 

2) Training by apprenticeship is a process that gives employees skills 

through a combination of classroom learning and practical work. 

3) Informal learning: according to a survey by the American Society for 

Training and Development, it is estimated that 80 percent of what employees learn is 

not from formal training but from the learning that is not official, including getting to 

work each day with co-workers. 

4) Training by coaching is done by a trainer making a list of work to do 

with indicating the important points to focus for trainees. This allows a trainer to 

coach trainees step by step 

5) Lecture. 
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6) Arranging learning programs (or coaching programs) is a way to 

teach skills in working systematically by presenting the facts and allowing trainees to 

respond and then providing correct answers for the trainees to know the learning 

outcome. 

7) Training with documents. 

8) Training by using audio-visual media, including films, 

teleconferencing, Power Points, and videos. 

9) Training with a computer-based system. 

10) Operational support system is a computer system that can display 

information for self-learning. This system is done by preparing documents and 

telephone systems that will support it, then integrating these various systems to create 

the program. This makes learning faster, reduces the costs of learning, and makes 

learning more efficient than learning by the old system. 

11) Long-distance training and internet 

  (1) Long-distance training: the trainers teach different groups of 

employees who are in various remote areas through audio-visual systems. 

  (2) Teleconference: this makes groups of employees who are far 

away from one another able to communicate with one another by incorporating audio 

and video. 

12) Training via the internet and intranet systems 

In developing administration and management, Dessler (2005) said that the 

development of management skills by gathering knowledge, changing attitudes, or 

enhancing skills has the ultimate goal which is to increase the work performance  of 

an organization in the future. Dessler classified management development as follows: 

1) Learning management principles by actual practice/on-the-job 

training. 

 (1) Job rotation is to send manager trainees to work in different 

departments so that the trainees can see an overview of the business and also to test 

their own abilities. 

 (2) Coaching/ covering other shifts/duties is when a trainee works 

directly with a senior manager or the person that he would have to cover his shift. 
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Both the senior manager and the person whom the trainee will do the duties for are 

responsible for coaching the trainee. 

 (3) Learning by practicing is a training technique in which the 

manager trainee works full time to analyze and solve problems in other departments. 

2) Techniques for management developing and training outside normal 

working hours/off-the-job training. 

 (1) Case study is a method of development in which a manager 

receives specific organizational issues that he needs to analyze and solve. It is an 

integration of case study with case study. 

 (2) Management Games 

 (3) Outside seminars 

 (4) Training programs by educational institutions 

 (5) Role playing is a training technique in which trainees will be 

acting as different roles in virtual management situations. 

 (6) Creating models of behavior is a technique of training that 

trainees would be able to see examples of good management techniques and must 

play a role in made-up situations. After that, supervisors provide them with 

suggestions. 

 (7) Training centers and institutions for teaching an organization is a 

way for the company to provide trainees who will become an executive an 

opportunity to learn from real exercises to develop management skills. 

 (8) Mentoring system 

In addition, Walton (1999) classified groups of training into 5 categories 

which include: 

1) Training by doing actual work: this type of training is used to be 

called "Sitting next to Nellie" type. In terms of management development, this type of 

training may be done by training and advising by supervisors and colleagues. 

2) Experience in specified organizations can be designed from the 

organizational process that occurred and done in any areas that are related to a major 

development. This could include learning in the same department or different 

divisions or departments by assigning trainees to specific tasks, group discussions to 

solve problems, and special projects. 
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3) Internal training 

4) Experience of external training, including being asked to temporarily 

work for other agencies or organizations that may serve the organization or are the 

organization's clients refers to a type of training that will allow trainees to gain 

perspective from outside regarding products and services. Also, employees may be 

encouraged to create activities that will develop themselves in order to make more 

progress. 

5) Training by other agencies has two types: full-time short-term 

training which is conducted by a consulting firm, college or university and part-time 

long-term training after which a trainee will receive a certificate. 

Werner and De Simone (2009) classified training types and techniques as 

follows:  

1) On-the-job training 

(1) Teaching 

(2) Job rotation 

(3) Coaching 

(4) Mentoring system 

2) Classroom 

 (1) Lecture 

 (2) Conference/discussion 

 (3) Using audio-visual media 

 (4) Media that is not moving (such as documents and books) 

 (5) Motion media (such as DVDs, videos, and movies) 

 (6) Communication tools (such as satellite and the internet) 

 (7) Techniques for creating experience 

 (8) Case study 

 (9) Business games 

 (10) Role playing 

 (11) Models of behavior 

 (12) Training with computer programs (in class) 

 (13) Network of computer lab/classroom 

3) Self-learning 
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 (1) Training with documents 

 (2) Exercises (such as programs guiding learning) 

 (3) Computer-based training (no classes) 

 (4) Programs introducing learning (such as CD-ROM as teaching 

material) 

 (5) Internet/Intranet 

 (6) Automatic self-learning programs 

Moreover, Noe, Hollenbeck, Gerhart, and Wright (2007) classified training as 

follows: 

1) Classroom teaching 

2) Training by media/materials 

3) Computer-based training 

Electronic performance support system 

E- Learning: receiving training over the internet or communication 

systems within an organization. 

4) Learning work by actual practice/on-the-job training: experienced and 

skillful staff will teach trainees at the work site. 

Apprenticeship: training by studying and working at the same time is a 

combination of teaching skills for work and studying in classes. 

Internship is to learn while working. Educational institutes use this as 

part of their courses. 

5) Simulations refers to the use of virtual situations. The trainees make 

decisions about situations that reflect what the actual outcome will be. 

Virtualization is a technology that can interact with the students in 

creating learning experiences in 3D. This includes: 

6) Business games and case studies 

7) Model behavior 

8) Experience-enhancement programs refer to training programs in 

which participants learn concepts and apply those concepts by appropriately showing 

their behavior and analyzing the activities by linking to the actual situations. 

Adventurous learning is a program created by the team and leaders by using 

challenging activities that have structure and are carried out outdoors. 
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Moreover, Pynes (2013) and Phuwitthayaphan (2008) categorized techniques 

for training as follows: Pynes (2013) categorized techniques: 

1) Giving lectures 

2) Role playing 

3) Case studies 

4) Exercises from real experience 

5) The use of audio-visual media 

6) Training by using computer programs 

7) Resources in community 

8) Learning via internet and technology 

9) Social learning technology 

10) Videos and motion pictures 

11) Models 

12) Simulated situations 

Besides, Phuwitthayaphan (2008) stated that tools used in developing an 

organization by training nowadays are listed as follows: 

1) Coaching 

2) Giving advice 

3) Job rotation 

4) Carrying out activities 

5) Self-learning 

6) Visiting/filed trips 

7) Joining seminars 

8) Continuous Studying 

9) Counterpart: apprenticeship and work with experts 

10) Job Enrichment 

11) Job Enlargement 

12) Job Shadowing 

13) Mentoring 

Moreover, Mondy (2008) said that training and development are the heart of 

the ongoing effort to improve employees’ performance and organizational 

performance. Training is an activity designed to provide students with the knowledge 
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and skills necessary for performing their current job, and development refers to 

learning that is added to the current work, and it focuses on long-term skills. The 

classification of methods of training and developing are shown as follows: 

1) Teachers/trainers lead students. 

2) Case study refers to a method by which the participants/trainees study 

information of a case and make a decision about it. 

3) Model behavior is the method that allows the trainees to imitate 

behavior of others so that they know how to deal with different situations. 

4) Role playing is a method in which the participants are required to 

play a role to show their response to specific problems that they may face in the real 

working situations. 

5) Business games are an activity that allows participants to imagine that 

they are a chairman, or a person who controls, or a marketing vice president of 

different organizations which have the same characteristics and compete under one 

business factor. 

6) Decision making and prioritizing things refer to an activity in which a 

trainee receives a report, a letter or a note of a real or fabricated situation that may 

occur in their professional life. Then, the trainee has to decide how to respond to each 

case/situation and how to prioritize things. 

Training by doing actual work/on-the-job-training is an informal training that 

allows employees to learn to work by actually doing the work. 

1) Job rotation or as called cross-department training by some people is 

a way of moving employees to other departments to work other jobs in order to gain 

more experience. 

2) Internship is when employees can apply the theories learned in their 

classroom to real business. 

3) Workshop is a training method that combines classroom teaching 

with an internship in a real situation. 

Management Development 

It is an official operation and is a popular way used in developing leaders, 42% 

of the leaders think that this type of training is highly effective. The method involving 
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a leader carrying out special projects or specific activities with the help of a mentor or 

a trainer is the most effective way. 

1) Mentoring is a method used to guide, train, and supervise trainees so 

as to build relationships that encourage an individual to grow and progress in his 

career. 

2) Being a coach or trainer has often been seen as a responsibility of a 

supervisor or a head who has to provide assistance and works as an advisor. 

 

2.4 Competency/Performance 

 

2.4.1 Definition of Competency 

When competency is being discussed, its definition will always be linked to 

success which means consistency in demonstrating knowledge, skills, and attitudes 

that are based on the results of actual performance. We can consider the meaning of 

competency by different elements of this word. 

There is a debate about the difference between competency and competence. 

Competency is anything that can distinguish excellent workers from mediocre ones. 

While competence means knowledge, skills, or attitudes that are sufficient for staff to 

perform their jobs. Therefore, competency makes excellent workers stand out more 

than others. The definition of competency are provided by many scholars as follows: 

Snyder and Ebeling (1992) defined competency from the angle of its usage, 

but they used the word as plural. Some scholars use this term when referring to 

competency in career (Boam & Sparrow, 1992; Hendry, Arthur & Jones, 1995; 

Mitrani, Dalziel & Fitt, 1992; Smith, 1993), or use both words for the same meaning 

(Brown, 1993, 1994; McBeath, 1990). While Dale and Iles (1992) elicited 

professional skills out of the features of social psychology. But they use both 

competency and competence in explaining a role in evaluating management skills. 

Hartle (1995) argued that competency refers to characteristics of an individual which 

are expressed by having better performance. This includes the competency seen from 

knowledge and skills and invisible competency such as personality and motivation. 

Besides, Elkin (1990) linked competence to the results of low-level operation and 

liked competency to high level of management. And to define competency in 
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management into the future, Cockerill (1989) linked the output competences such as 

effective presentation skills to input competencies such as self-confidence. Dooley et 

al. (2004) defined competency which shows the difficulty of using this word both for 

general definition and a specific one. They defined behavioral competency as the 

capability of operating tasks that require knowledge, skills, and existing 

competencies. By this definition, competency is a subset of itself. 

There are many scholars who try to define competency in the same way, and 

this still now affects (Boak, 1991; Tate, 1995b; Winterton & Winterton, 1999; 

Woodruffe, 1991). Boak (1991) said that competency complements ability as it is also 

defined this way in the standard UK’s careers. While Burgoyne (1988a) distinguished 

having ability (meeting the needs of the work) from having competency (possessing 

features necessary to perform tasks effectively). Woodruffe (1991) saw a complete 

difference between the ability which is a duty that a person can deal with and 

competency which refers to a person's behavior that promotes efficient work 

performance. This belief is supported by Tate (1995b) who emphasized that people 

should not be confused about input competency and the ability as a result. 

Mangham (1986) noted that ability or competence may be associated with 

personal style, output format, or the form of training and education which is similar to 

a method of setting standards that has criteria in assessment. Mansfield (2004) 

proposed three different ways of using ability, which are results (career standards 

which indicate necessary things a person needs for a specific job), work that a person 

is responsible for (describing what is happening today) and personality (explaining 

what characteristics a person should have). Weinert (1999, p. 7) stated that there are 9 

ways to define ability differently which are general knowledge, skill of specialized 

knowledge, form of ability and work performance, form of ability and adapted work 

performance, objective concept about yourself, subjectivity, propensity to act after 

being stimulated, ability to perform, core competency, and supreme competency. 

White (1959) has been praised after proposing a definition of ability or 

competence that it refers to personal characteristics which are related to advanced 

work performance, motivation, and hypotheses about relationships between cognitive 

ability and tendency to perform actions caused by motivation. White defined 

competence or ability as "effective interaction between (a person) and the 
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environment" and argued that there is motivation with ability, besides the ability that 

exceeds capability. Theories based on this concept have identified that belief and 

knowledge of a person come from experiences, abilities, and his own success 

following work performance through expectation, attitude, and interpretation. 

McClelland (1973) followed this concept and has done a test to predict that 

competence or ability could conflict with intelligence, but later concluded that this 

quality promotes effective work performance which is called "competency." After 

that McClellen established a consultant company named Hay McBer. Later on, 

assessment of competency has been developed from traditional knowledge test 

because assessment of work performance was not good enough, Pottinger and 

Goldsmith (1979). Although Barrett and Dipenet (1991) did not agree. The method of 

measuring competency started from observing people who perform their duties well 

to see how different they are from the ones that do not work well. Competency uses 

skills under cognitive ability or competence such as self-realization, self-discipline, 

and other social skills. Also, these features may be found in an individual's 

characteristics. Barrick and Mount (1991) stated that competency is basic behavior 

and leads to learning. McClelland (1998)’s definition of competency that is still 

popular in the United States is features of an individual that are related to long-term 

effective results of work operation in different situations (Boyatzis, 1982; Guion, 

1991; Hay Group et al., 1996; Klemp & Spencer, 1982; Spencer & Spencer, 1993). 

The origin of the concept of work performance and ability is found in the work 

of Chomsky (1980) who defined language ability as a universal ability that can be 

transferred and has uniqueness of the mother tongue. But this is different from the 

result of performance (ability to understand and use language). Chomsky’s form about 

language ability and performance also influence other forms such as ability to 

calculate, astronomy, and other specialized knowledge. Overton (1985) adapted the 

concept of performance and ability from intervening variables such as pattern of 

learning, ability to remember, and familiarity with job conditions, and a variety of 

other different personal variables. Also, developmental psychologists, Gelman and 

Greeno, (1989), Greeno, Riley and Gelman (1984), Sophian (1997) identified 3 

elements of ability as follows: 
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1) Thinking ability: it is based on rules and is abstract knowledge about 

a particular thing. 

2) Ability in terms of process: it is a step and skill required to apply 

capability of thinking to certain situations. 

3) Performing ability: it is necessary for evaluating problems and 

selecting appropriate strategies to find a solution. 

This concept is criticized for its limit in terms of learning and for overlooking 

social transition and each individual perspective (Elbers, 1991). Also, the results 

appeared in the same way when considering the influence of the ability on the 

performance (behavior) while overlooked form of ability through the work 

performance (Sophian, 1997), when it became clear that developing ability depends 

on existing and acquired opportunities to learn and practice (Ericsson, Krampe, & 

Tesch-Rmer, 1993). 

There are also objectivity ability (performance and potential performance 

assessed by standardized tests) and subjectivity ability (assessing ability and skills 

necessary to control and solve problems related to work operation) (Sternberg & 

Kolligian, 1990). Moreover, Studel (1987) divided subjectivity ability into three 

components which are: 

1) Ability from learning (general system of expectations about the 

effectiveness of an individual’s ability in different situations or as called concepts 

about oneself). 

2) Ability related to epistemology (belief and confidence that an 

individual has that is his special skill and knowledge to control work and problems 

within a context, or as called unique concepts about oneself). 

3) Real ability (the self-confidence which an individual has because the 

person has ability, knowledge, and skills necessary for success in learning or 

practicing in certain circumstances): this also includes ability to perform and all 

knowledge, motivation, and society for successful learning and application to 

analyzing the conditions for success in achieving the goals of the work. This form 

consists of: 

 (1) Common problem-solving ability 

 (2) Critical thinking skills 
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 (3) General scope and scope of specific knowledge 

 (4) Positive and realistic self-confidence 

 (5) Social capabilities 

The definition of ability in performing is used by Boyatzis (1982) to define 

management abilities, cognitive abilities, knowledge of specific content, learning 

skills, scope strategies for specific routine, minor routine, trend, motivation, system of 

controlling intention, focus on personal values, and social behavior towards complex 

system that identifies what is required to meet the specific role (Lvy-Leboyer, 1996). 

In addition to the elements of learning and motivation, this model/form also includes 

other skills such as general and specific professional competencies, competencies for 

specific agencies. The ability here can hardly be associated with psychological 

conditions that must already be possessed in order for an individual to have successful 

work performance. Cumulative conditions and specific roles supporting operational 

success in an organization or a social group have a social network of competency 

which enables maximum resource use to achieve corporate goals. This concept 

supports the focus on the development of specific ability at an enterprise level 

nowadays (Foss & Knudsen, 1996). 

Core competency is independent from context. It can be applicable and 

effective under the corporate circumstances, professions, different types of work as 

well as basic abilities such as literacy, calculation, and basic education and 

methodologic abilities such as problem-solving skill, communication technology skill, 

communication skills such as writing and presenting, and ability to make decisions 

such as critical thinking. 

Supreme competency is associated with personal knowledge in terms of 

cognitive strength and weakness, with applying skills and knowledge to work under 

different circumstances, and with the acquisition of abilities that a person lacks 

(Nelson & Narens, 1990). These competencies include skills in planning, initiating, 

monitoring, and evaluating a person's learning process, experience and knowledge 

about the difficulty of different tasks, knowledge of learning, knowledge of learning 

and problem solving, skills in using tools and aid in terms of knowledge effectively 

such as graphics, and reasoning. General and inclusive supreme competency 

(Reynolds & Snell, 1988), cover learning to learn (Nuthall, 1999; Nyhan, 1991), and 
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dealing with uncertainty (Brown, 1994). According to the work of Burgoyne (1989b) 

and Kanugo and Misra (1992), Brown (1993), they defined supreme competency as 

an advanced ability which allows a person to learn, adapt, expect, and create things, 

more than just to be able to do things. The concept of supreme competency is related 

to knowledge of the work which a person is responsible for, especially process of 

learning and reflective results which are needed in developing new forms of thoughts 

(Burgoyne & Stewart, 1976; Hyland, 1992; Kolb et al., 1986; Linstead, 1991; 

Nordhaug, 1993). 

In conclusion, if the intellectual abilities are needed for the development of 

knowledge, and the use of knowledge is part of skills development, all of this, 

therefore, is essential to the development of competencies as well as attitude and other 

social matters. For example, Weinert (2001) identified the dimensions which affect      

a level of competency as follows: 

1) Ability 

2) Knowledge 

3) Understanding 

4) Skill 

5) Action 

6) Experience 

7) Motivation 

These factors affect the development of competency. They are not variables of 

competency. However, motivation is always put in another aspect of competency in 

some articles. Nevertheless, the difference needs to be remained because some people 

have competency which is not caused by motivation while some people are 

motivated, but their competency doesn’t occur.  

 

2.4.2 Knowledge Skill Attitude (KSA) 

Competency is a combination of knowledge, skill, and attitude. Knowledge is 

being aware of the materials obtained from using experiences, books, or other media. 

Skill means the ability to do any work, and attitude is a person’s expression of 

intention. So, competency is knowledge that is applied to a certain task by a person 

who intends to use it to perform that task, for example compassion which is the 
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competency in servicing job. So, compassion refers to the ability of staff to listen and 

perceive concerns of customers (skills) and appropriately carry out an action 

(knowledge) so as to solve customers' problems while maintaining professional 

behavior (attitude). These knowledge, skills, and attitudes need to be shown 

consistently. Competency, therefore, means to present these qualities at all time. 

2.4.2.1 Knowledge 

Knowledge can sometimes be seen as an obvious intellectual expression. 

But, in fact, it is the result of the interaction between intelligence (the ability to learn) 

and the circumstance (opportunity to learn), so the social structure occurs more than 

wisdom. Knowledge refers to the theories, concepts, and acquired deep knowledge 

which is the experience gained as a result of any work operation. Moreover, to 

understand means holistic knowledge of process and context, and to understand may 

be divided into to know why and to know what. 

The general knowledge is necessary in a context of all professions or it 

can be called knowledge for basic life. On the other hand, the knowledge that is 

particular to an organization or specific professional groups is required for the work in 

that particular context. Weinert (1999) classified the differences between general 

knowledge and specific knowledge as follows: 

General worldly knowledge (is usually assessed by testing words as part 

of the assessment of intelligence and often overlaps with the word keen intelligence) 

and specialized knowledge is necessary for the specific needs and is used in solving 

problems in operation. On the other hand, general intellectual abilities can consider 

that customized knowledge is the needed specific competency. 

Collin (1997) referred to the work of the Gardner Association that to 

know how to do something is related to the logical knowledge. Another way to 

distinguish the difference is comparing between the word revealed knowledge (to 

know what) and knowledge in terms of process (to know how). From this perspective, 

it is often argued that acquiring revealed knowledge (knowledge of empirical facts) 

will lead to the development of process-oriented knowledge which is related to the 

use of knowledge in context. In addition, a hierarchical model of knowledge of Gagne 

(1962) is in line with this concept. It identifies that a set of knowledge is necessary for 

proper understanding, learning, and working which is the result of a subset of 
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psychological knowledge in order to explain the basic and general knowledge that is 

gradually increasing. 

The level of learning and knowledge is based on basic intellectual 

abilities, along with the ability to transfer learning in general and having the logic of 

knowledge. As mentioned, the logic of acquisition and gaining understanding of new 

knowledge need prior knowledge, skills, and specialized knowledge. Due to the 

collaboration between knowledge and skills, it is difficult to define the types of the 

two. So, it can be said that a higher level of competency will be classified by the 

process of knowledge at a higher level. Therefore, in a higher level, knowledge is 

converted into skills. 

2.4.2.2 Skills 

Pear (1927) mentioned about skills that are related to the quantity and 

quality of the results of action as in the definition "Skill is the integration of the work 

performance that has been optimized." Also, Pear focuses on physical skills stemming 

from movement. On the other hand, Renold (1982) defined skill as a combination of 

the physical and mental attributes that benefit an industry, and it requires training to 

obtain skill More (1980). Also, Reynold saw skill in a dimension of knowledge and 

the use of physical force and was focusing on training which makes people overlook 

the fact that skill may be obtained from practicing without any training. Generally 

speaking, skills are often used to refer to a level of work performance in the 

dimension of accuracy and speed to perform any work (working skillfully) which 

often interests employers. Bryan and Harter (1897; 1899) studied about the skills 

needed to work in early eras. They pointed out that the acquisition of skills is relevant 

to the process which leads to satisfying work performance and continuous 

improvement which will reach an adequate level. Also, Swift (1904) used this concept 

in studying skills of typists and telegraph senders. Moreover, Swift (1910) stated that 

researchers of this era are interested in physical skills, understanding of the role of 

perception, feedback, and other factors (Newell, 1991; Schmidt, 1975; 1988). 

Work in the early era about the learning curve of Bryan and Harter 

remains a research topic that interest scholars. In the research of Cox (1934) about 

physical skills and the ability to conduct intellectual learning, work performance 

which is evaluated from accuracy and speed was tested by performing repetitive tasks. 
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Also, parallel learning was studied regarding the issues that would lead to the 

development of expertise through practicing and training. The results showed that 

those who have been trained had higher ability. Cox (1934) argued that the steeper 

curve from practicing is associated with learning from practice. While the curve that 

is long and slightly steep is related to practicing physical skills. The results of another 

study suggests that the height and slope of the graph are not related to the type or 

stage of learning in particular (Fuchs, 1962; Keller, 1958). Previous researches led to 

the conclusion that learning is a Logarithmic line equation of time and trial 

(Crossman, 1959; Snoddy, 1926) and is a rule of power that comes from practice 

(Newell & Rosenbloom, 1981). 

Another branch of research on skills is to focus on transferring training, 

especially the content on expertise and experience in a particular job that affects the 

performance of another one. Physical skills transferring will take place when the job 

has elements altogether in order to develop general abilities that will help improve 

performance in various activities (Adams, 1987; Gagn, Foster, & Crowley, 1948). 

This concept has been applied to the transfer of skills in terms of knowledge as well 

Singley and Anderson (1989). From one of Cox’s researches, it can be concluded that 

the skills developed from performing repetitive tasks produce a slight advantage on 

the performance on other tasks, Cox (1934). 

Welford (1969) wrote a definition of skill that it is a combination of 

factors that affect competency, expertise, speed, and accurate work operation which 

can be used with physical and intellectual activities. As for the study of Welford 

(1968), it focuses on physical operation and perception, and there are researches that 

have mentioned that these two factors are strongly associated in operation (Fuchs, 

1962; Lintern & Gopher, 1978). The study of Welford shows that work performance 

and cooperation at various levels are selected and are related to the work performance 

that has expertise and to how the condition of practice and training support receiving 

and transferring of skills. Modern-day researches stress the results of expert work 

performance that results from skill of broad-based learning such as problem-solving 

and decision-making. This is a problem when considering whether learning 

competency is knowledge or skill. In fact there are a lot of researches that indicate 

that the skill that occurs and the expert work performance that appears would be 



66 

associated with the combination of perception, learning, and physical skills (Carlson 

& Yaure, 1990; Salthouse, 1986). However, the treatment of physical skills in general 

are based on the understanding of the results that will occur, Lavery (1962), and 

verbal knowledge, Berry and Broadbent (1984) or the obtained knowledge that is used 

to develop specific skills. Moreover, knowledge and memory in the operation play an 

important role in creating skills (Chase & Ericsson, 1982) as well as skills regarding 

process (Carlson, Sullivan, & Schneider 1989, problem-solving skills (Carlson et al., 

1990), and skills in advanced learning (Logie et al., 1989; Mckeithen et al., 1981). 

Fitts et al. (Fitts et al., 1961; Fitts & Posner, 1967) developed the 

concept of 3 phases of skill which include: (1) a phase of learning to understand the 

nature of the work which refers to the way to perform the work that is related to the 

learning process, (2) a phase of linking which is in relation to input factors associated 

with appropriate action and the reduction of interference from external demand, and 

(3) a phase of freedom which occurs when an action takes place without controlling. 

Anderson (1981, 1982, 1983, 1987) developed a conceptual framework based on this 

concept about occurred learning skills. His empirical process is in line with the phase 

of freedom and the phase of learning by Fit. However, Anderson argued that there is  

a continual process of learning which is connected to converting empirical knowledge 

to knowledge in terms of process. Rasmussen (1983, 1986) proposed a framework 

that is linked to work performance expertly. It classifies work performance on the 

knowledge base, work performance according to rules (which is also related to 

controlling but occurred due to prior recognition of rules) and skills-based work 

performance. 

Proctor and Dutta (1995) defined skill as behavior that focuses on achieving 

goals and that has rules which arises from practice and attempt. Each word in the 

definition is important. First of all, skill occurs over time according to practice. 

Secondly, skill is the result of a focus on achieving goals under external environment. 

Thirdly, skill will occur when the components of behavior are orderly organized. 

Finally, the need to learn will be reduced when the skill has been developed. So, in 

the skill assessment, most researchers use speed and accuracy for operation. Proctor 

and Dutta (1995) also analyzed different concepts which include skill in perception, 

skill in deciding to respond, physical skill, and problem-solving skill. The skill in 
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perception is associated with the ability to distinguish and make decisions about 

complex situations that need to rely on controlling for movement, but many things can 

happen automatically. While the skill in deciding to respond to things appropriately 

can be developed with practicing. Responses come from the number of choices and 

can be driven by provision of information in advance so as to cut the other options. 

Physical skill refers to looking at the operation physically such as speed, accuracy, 

and agility. Also the problem-solving skill that often depends on wisdom and thoughts 

can occur from practice too. 

2.4.2.3 Attitudes 

Allport (1935) defined attitude as a picture of the brain or thoughts of 

readiness through experience. It influences a person's response to objects and relevant 

circumstances. A simple definition of attitude is a set of ideas or tendency to act in a 

particular manner that occurs from experience or stimulation by people. 

Basically, when it comes to personal attitude, it is when we are trying to 

describe the behavior of a person. Attitude is a combination of several things which 

are personality, values, beliefs, behavior, and motivations. When we have to describe 

someone's attitude, we will include emotional and behavioral attitudes which drives 

his views on particular issues (such as thoughts) feelings (such as emotions) as well as 

actions (such as behavior) that that person is involved in, which are the results of the 

attitude of preventing health problems. This example is a form of three components. 

Attitude includes three components, which are the effect (feeling) learning (thoughts 

or beliefs), and behavior (actions). 

Attitudes tell us about a situation as well as how we should behave 

towards the situation or that thing. Attitude consists of feelings, thoughts, and actions. 

Attitudes may be an assessment of a person or an object, or emotional response to an 

object or a person. Attitude also indicates the perception from within or beliefs and 

ideas about a people or something. The attitude affects our behavior in a certain way 

towards something or someone. Although the components of the feelings and beliefs 

of attitude are considered internal factors of each individual, we can recognize 

people's attitudes through their behavior that is a consequence. 

Adler (1870-1937) mentioned that a person’s attitude towards the 

environment has a great influence on his own behavior. Adler also suggested that a 
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person's thoughts, feelings, and behavior are the results of the person's physical and 

social environment. This has two-way effect, namely our attitudes stem from society, 

and the society is influenced by our attitudes. However, this interaction may be 

conflicting between attitudes and personal behavior which is called conflict in 

perception. The conflict in perception means that irregularity of a person’s perception 

between two or more attitudes or between behavior and attitudes of individuals. 

 

2.4.3 Conclusion Regarding Competency 

Competency means a combination of knowledge, skills, and attitudes which 

are directly related to successful results of work. Core competency refers to 

knowledge, skills, and attitudes that are important to every employee within an 

organization, no matter what position or which level of the organization he or she is 

in. Also, competency of a manager is knowledge, skills, and attitudes which are 

necessary to an employee who is responsible for managing and controlling the work 

performance. 

Therefore, defining competency is crucial for both an organization and its 

employees. Competency is something that needs to be searched for. It indicates the 

skills and qualities of employees and managers which are important to creating new 

organizational cultures and which make an organization ready for any changes in the 

future. Moreover, the skills and qualities of employees and managers help an 

organization specify its expectations and necessities to develop in the future and 

enable an organization to plan for development and more specific employee 

recruitment. Besides, competency can help create a standard of working regularly by 

communicating with employees about what an organization wants or expects from 

them. 

As for this research, the researcher concluded that competency means a 

combination of knowledge, skills, and attitudes. 
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2.5 Small and Medium Sized Hotels 

 

2.5.1 Definition of Hotel 

Hotel is accommodation established with a business objective to provide 

temporary accommodation for travelers or any other persons for a fee (Hotel Act, B.E. 

2478 (1935); Royal Institute Dictionary 2525 (1982); Hotel Operators Act, B.E. 2499 

(1956); Department of Local Administration, Investigation and Legal Affairs Bureau, 

2008; Soyphet 2010). 

According to Hotel Act, B.E. 2478 (1935), section 3 defines a hotel as all the 

places set up to receive remuneration from travelers or individuals who find a place or 

temporary accommodation, and section 25 states that any dwelling that is used to 

welcome people who want to stay in it for at least one night and its owner does not 

normally sell any food or drinks to the guests or to people is not considered as a hotel 

under the meaning offered by this Act. 

Royal Institute Dictionary 2525 (1982) states that a hotel means a place for 

travelers. 

Hotel Operators Act, B.E. 2499 (1956), provided the definition of a hotel that 

a hotel means an establishment that serves food and drinks and provides mattress and 

other services and facilities to travelers who is willing to pay in exchange  for these 

services. This type of establishments does not include some certain places such as 

hospitals, universities, apartments, or penitentiaries. 

Hotel Business Act, B.E. 2547 (2004), amended edition, states that a hotel 

refers to accommodation that was established with a business objective to service 

temporary lodge to travelers or other people for a fee. 

Soyphet (2010) said that if an establishment allows someone to temporarily 

stay in it for a period not exceeding one month, it is considered a hotel business. 

Therefore, she summarized the key characteristics of the word hotel below. 

1) Guests will be charged. They will be charged a fee for the service so 

that they can stay. 

2) Meals and drinks are served to the guests. 

3) It is a temporary accommodation, or the duration of stay does not 

exceed one month. 
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4) The establishment is a large-sized establishment and labor-intensive. 

In this study, the researcher defined a hotel according to the Hotel Business 

Act, B.E. 2547 (2004), amended edition, which refers to a hotel as a dwelling that was 

established with a business objective of providing temporary accommodation for 

travelers or other individuals for the remuneration. 

 

2.5.2 Definition of Small and Medium Sized Hotels 

As for the meaning of the word "small-sized", there has been a controversial 

debate about this among researchers. The researchers have commented on the issue of 

considering number of rooms as a way of classifying whether a hotel is a small-sized 

or a large-sized one (Lee-Ross & Johns, 1997). While Main et al. (1997) said that 

90% of hotel businesses worldwide could be classified as a small-sized hotel (with a 

number of rooms of less than 50). There has been a suggestion about the definition by 

Europe Small Business Administration which is an organization that classifies 

companies or businesses. It has been said that the classification of hotel by using 

number of rooms is not widely acceptable. So, Morrison (1998) proposed a definition 

of the classification of the hotel that "Small-sized hotels' financial management is 

carried out by one person or a small group of individuals. This type of hotel often is 

directly managed by the owner in a way that is personal, and it is not administered 

through proper management structure. Therefore, small-sized hotels may or may not 

be combined with external organizations in terms of management within the 

organization and when the hotel is compared with the largest unit of operation within 

the hotel industry, it may be seen as a small-sized hotel in terms of physical facilities, 

ability to service or production, and the number of employees." 

Moreover, World Tourism Organization (2000) defined a small-sized hotel as 

a hotel which has fewer than 50 beds and fewer than 10 employees and is operated in 

a low-level market. Also, this type of hotel has measures, both tangible and intangible 

which indicate the nature of ownership of small enterprise both in terms of the 

administration and in the sector level. 

Moreover, Medlik and Ingram (2000) reflected the view regarding defining a 

small-sized hotel that a small-sized hotel is associated with a small investment and 

that employs non-family members and is seen as a business managed by the owner. 
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Also, there are about 20-30 rooms, a restaurant, a bar, a dining room, and sometimes 

there may be some facilities and services provided to guests. Also, Saaid (2009) sees 

that a small-sized hotel may refer to three-star hotels or below with 50 rooms. These 

hotels include budget hotels, motels, and home stays which are accommodation for 

travelers and businessmen. Besides, there is an expectation of the growth in business 

of services for the one and two-star hotels and budget hotels because the number of 

tourists who want to stay in budget hotels is higher. Therefore, small-sized hotels are 

often faced with limits in terms of time and resources. 

Meanwhile, Mastura Jaafar, Abdul Rashid Abdul-Aziz, Siti Aishah Maideen, 

Siti Zaleha Mohd. (2011) see a small-sized hotel as a hotel with less than 50 rooms 

and is built by limited private funds or from bank loans. 

For Butler (2001), he provided a definition that is used according to hotel’s 

size in Greek hotels as follows: 

Family hotel has 1-20 rooms and employs 1.4-10 employees. 

Small-sized hotel has 21-50 rooms and employs 4.8-25 employees. 

Medium-sized hotel has 51-100 rooms and employs 15-60 employees. 

Large-sized hotel has more than 100 rooms and employs 64-210 employees. 

On the other hand, Wong (1999) considers size of a hotel by examining its 

number of employees. Wong stated that a hotel would be defined as a small-sized 

hotel because it has 9 employees or less. Meanwhile, a medium-sized hotel would 

have 10-99 employees, and a large-sized one would have more than 100 employees.  

Besides, Carlos, Petty, Palich, Longenecker (2008); Hatten (2009); Katz and 

Green (2007); Zimmerer, Scarborough, and Wilson (2008) defined a meaning of small-

sized business as follows: 

Carlos, Petty, Palich, and Longenecker (2008) provided a definition of a small-

sized business by using the following criteria: 

1) Financial management or administration is carried out by a single 

person or a few people. 

2) The business is run and set in the locality, except for marketing. 

3) When it is compared to a larger organization within the same 

industry, a small-sized business are extremely small, with less than 100 employees in 

the organization.  
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Hatten (2009) mentioned that a small-sized business is a business which is small 

and is administered and managed by its owner who also takes care of business’s 

monetary matters. In addition, a small-sized business has less than 100 employees and 

slightly affects its industry.      

Katz and Green (2007) stated that a medium-sized business and a small-sized 

business refer to a business that is run by an individual or a small group of individuals 

and has 1-50 employees and is administered day by day.   

Zimmerer, Scarborough, and Wilson (2008) stated that a small-sized business is 

a business which employs less than 100 employees. 

In this research, the research defines a small and medium sized hotel as a hotel 

which has less than 50 employees and less than 50 rooms. 



CHAPTER 3 

 

CONCEPTUAL FRAMEWORK AND METHODOLOGY 

 

In this chapter, the conceptual framework and methodology the researcher 

used in the thesis “A Model of the Development of Executives’ Behavior in the Planning 

Process for Risk Management Concerning Loss of Human Resources in Small and 

medium sized Hotels in the Touristic Islands of Surat Thani Province” will be presented. The 

methodology is as follows: 
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Figure 3.1  Conceptual Framework 

1.  Area 

2.  Gender 

3.  Age 

4.  Education 

5.  Experience 

6.  Position 

7.  Number of employees 

8.  Number of rooms 

9.  Number of departments 

10. Total time of operation 

Independent variables Dependent variables 

General information 

Behavior in the planning process for human resources risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province 

 Preparation for planning 

 Plan formulation  

 Plan implementation 

 Plan monitoring 

 Plan evaluation 

 Plan revision and adjustment 

Evaluate the performance in the planning process for human resources risk management by executives of small and medium sized hotels 

in the touristic islands of Surat Thani province 

 Skills 

 Attitudes 

 Knowledge 

Quantitative + Qualitative 

Quantitative + Qualitative 

Synthesize the planning process for human resources risk 

management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province 

A model of the development of executives’ behavior in the planning 

process for risk management concerning loss of human resources in 

small and medium sized hotels in touristic islands of Surat Thani 

province 

Qualitative Qualitative 
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3.2 Methodology 

 

The research divided the methodology into 3 steps as follows:  

Step1 Studying related documents and researches. 

Step2 Studying behavior and evaluate performance in the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province. 

Step3 Creating a model and developing executives’ behavior in the planning 

process for risk management concerning loss of human resources in small and medium 

sized hotels in touristic islands of Surat Thani province. 

 

3.1.1 Studying Related Documents and Researches 

The objective of studying related documents and research is to obtain research 

tools. Research tools, then, were created through the following processes: 

1) Studying and synthesizing documents  

In studying and synthesizing the documents, various documents were 

retrieved which included concepts, theories, documents, and articles related to a model 

of the development of executives’ behavior in the planning process for loss of human 

resources risk management of small and medium sized hotels so as to use these data 

as guidelines for the preliminary interview and creating a questionnaire. 

2) Interviewing  

To obtain research tools, interviews were conducted with executives of 

small and medium sized hotels in the touristic islands of Surat Thani province, and the 

data was analyzed using content analysis in order to use the data as guidelines for 

creating a questionnaire. 

3) Creating research tools  

Research tools for this study were formed through the following steps: 

(1) A draft questionnaire was created. 

(2) Proposed a draft questionnaire to advisors and checked for 

validity by having five experts (expert opinion) to ensure consistency, whether 

different points in a questionnaire were related to the objectives of the research, through 

evaluating the Index of Item-Objective Congruence (IOC) so as to use the scores 
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obtained in analyzing the effectiveness of the questionnaire. The scores were specified 

as +1 or 0 or -1 according to the formula for the IOC. If the values of IOC are from 

0.50 to 1.00, it shows that a question has validity. If the value of IOC is below 0.50, it 

indicates that a question is invalid, then improvement or elimination of the question 

should be done, (Sangphikun, 2013). In this study, the IOC value of all questions were 

above 0.50 as displayed in Appendix D. 

  

	 	
∑

 

 

IOC Index of Item-Objective Congruence between questions and objectives,  

N = Number of experts 

R    = Scores from expert’s consideration 

∑  = The sum of scores from all experts’ consideration 

Set consideration criteria for evaluation 

+1 refers to when it is certain that the question measures correctly 

according to the objectives of the research. 

0 refers to when it is uncertain that the question measures correctly 

according to the objectives of the research. 

-1 refers to when it is certain that the question measures incorrectly 

according to the objectives of the research. 

In order to obtain the validity values according to objectives, the questionnaire 

was evaluated by five experts as shown in Table 3.1. 

(3) The researcher improved the questionnaire based on 

recommendations and presented it to the advisors again so as to consider and revise it 

to make certain it is complete before testing its reliability. After that, the researcher 

will use 30 sets of the draft questionnaire for testing executives of small and medium 

sized hotels in the touristic islands of Surat Thani province. Ariffin & Maghzi (2012), 

then the data obtained from experiments will be coded on a computer in order to 

calculate the reliability of the questionnaire and analyze the data to improve the 

questionnaire for it to be complete. 
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Table 3.1 List of Experts at Finding Validity 

 

Name Position Specialty 

Assistant Professor Dr. Sukwan 

Thirasattayaphitak 

Lecturer from faculty of 

Hospitality and Tourism, 

Prince of Songkla 

University, Phuket 

Campus 

Hotel management 

Assistant Professor Dr. Ratree 

Nanthasukhon 

Associate Dean, 

Graduate School, 

SuratthaniRajabhat 

University 

Research and 

assessment 

Assistant Professor Dr. Phawana 

Angkinan 

Associate Dean of 

Faculty of Management 

Science, 

PhetchaburiRajabhat 

University 

Research 

methodology 

Mr.Suraphong Techaruwichit President of Thai Hotel 

Association 

Hotel management 

and hotel risk 

management 

Mr. Charoen  Rungrueng President of HR Samui 

Club 

Hotel management 

and hotel risk 

management 

 

Reliability of the questionnaire was assessed by the value of Alpha 

Coefficient using Cronbach’s alpha coefficient. If the coefficient value is high, it 

signifies the tool has high reliability, (AtsawinSangphikun, 2013). The Alpha coefficient 

value obtained was 0.970. 
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 When   = Alpha coefficient 

 K = Number of questions (k) 

 ∑ = The sum of variance of each question’s scores 

 S i

2

 = The variance of the total scores of the set of questions 

 

(4) Print the questionnaire obtained as a complete version to be used 

in studying behavior and performance in the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province. 

 

3.2.2 Study Behavior and Assess Performance in the Planning Process for 

Human Resources Risk Management of Executives of Small and Medium 

Sized Hotels in Touristic Islands of Surat Thani Province 

To obtain the objectives 1 and 2 which are to study behavior and to assess 

performance in the planning process for human resources risk management of executives 

of small and medium sized hotels in the touristic islands of Surat Thani province, the 

research follows two steps: 

1) Quantitative data collection 

Quantitative data collection was conducted as follows: 

 (1) Units of analysis 

In the research titled “A Model of the Development of Executives’ 

Behavior in the Planning Process for Risk Management Concerning Loss of Human 

Resources in Small and Medium sized Hotels in the Touristic Islands of Surat Thani 

Province”, the units of analysis include executives of small and medium sized hotels 

in the touristic islands of Surat Thani province which consist of the owner of a hotel 

or the general manager of a hotel or the owner and general manager of a hotel. The 

researcher obtained units of analysis from a list of hotels in Samui Island and 

PhaNgan Island which have conducted commercial registration in accordance with a 

rule from the Department of Provincial Administration, Ministry of Interior. There are 

417 hotels included. Then, the hotels with qualifications met the definition of terms 

S i

2
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were enlisted. Therefore, the units of analysis include 218 hotels, with 124 hotels on 

Samui Island and 94 hotels on PhaNgan Island. 

In this study, small and medium sized hotels refer to hotels which 

have less than 50 rooms and less than 50 employees. Therefore, to create a model of 

the development of executives’ behavior in the planning process for loss of human 

resources risk management of small and medium sized hotels in the touristic islands of 

Surat Thani province, the researcher has categorized the number of employees in the 

hotels into 3 groups as shown in Table 3.2. 

 

Table 3.2  Size of Hotels, Categorized According to Number of Employees 

 

Group Number of Employees 

A 0 – 9    employees 

B 10 – 19  employees 

C 20 – 49  employees 

 

Sources: Thomas, 2000; Tambunan, 2008; Whiteford and Nolan, 2011. 

 

(2) Target population 

The population consists of 218 executives of small and medium sized 

hotels in the touristic islands, Samui Island and PhaNgan Island, of Surat Thani 

Province which have less than 50 rooms and less than 50 employees. These 

executives include the owners of the hotels or the general managers or the owner and 

general manager of the hotels. 

(3) Samplings 

The population consists of executives of small and medium sized 

hotels in the areas of Samui Island and PhaNgan Island. The researcher collected both 

quantitative and qualitative data from small and medium sized hotels which have less 

than 50 employees and less than 50 rooms. The sampling size is determined according 

to Taro Yamane’s formula,(Yamane, 1967). 

     
2Ne1

N
n
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   When  n  =  The sample size 

     N =  The population size 

     e  =  Error of estimate 

 

In this research, the researcher employed the coefficient of reliability 

of 95 percent, a tolerance of 5 percent, and the sample group of 141 peoples. The 

researcher calculates the sample group in the areas of Samui Island and PhaNgan 

Island as follows: 

 

Table 3.3  Number of Population and a Sample Group 

 

Area 
Number of Population 

(Person) 
Percent 

Number of a Sample 

Group (Person) 

Samui Island 124 56.88 84 

PhaNgan Island 94 43.12 57 

  

Moreover, regarding the qualitative research, so as to respond to 

objective 1 and objective 2, the purposive sampling was adopted to obtain 40 executives 

of small and medium sized hotels which have less than 50 employees and less than 50 

rooms as shown in Table 3.4. 

 

Table 3.4  Number of Samples from Semi-Structured Interview 

 

Area Size of a Sample Group 

Samui Island 30 

PhaNgan Island 10 

Total 40 

  

(4) Research tools 

In order to study behavior and to evaluate performance in the 

planning process for human resources risk management of small and medium sized 

hotels in the touristic islands of Surat Thani province, the quantitative and qualitative 
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data are assessed from the questionnaires. Also, to validate and explain the results of 

the assessment, the researcher conducted a semi-structured interview. After that, the 

data are synthesized so as to present a model of the development of executives’ 

behavior in the planning process for human resources risk management of small and 

medium sized hotels in the touristic islands of Surat Thani province; and to obtain 

objective 1 and objective 2, different research tools are utilized as follows: 

Questionnaire 

The tool used in the study is a questionnaire for assessing behavior, 

skills, attitudes, and knowledge of the executives of small and medium sized hotels in 

the touristic islands of Surat Thani province which has been constructed so as to 

respond to the objectives of the study. The questions included in the questionnaire 

consist of close-ended and open-ended questions. There are 5 parts in the 

questionnaire as follows: 

Part 1 General information of respondents. 

Part 2 Behavior and skills in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province. 

Part 3 Attitudes towards the planning process for human resources 

risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province. 

Part 4 Knowledge of the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province. 

Part 5 Suggestions. 

Part 1 General information of respondents. 

Questions in this part are constructed to study the general information 

of respondents which includes area, gender, age, education, experience in 

administrating a hotel, current position, number of rooms in a hotel, number of 

departments in a hotel, and time of operation of a hotel. The questions are divided into 

2 types which are closed-ended and open-ended questions, and there are questions 

related to experience in administrating a hotel. The closed-ended questions are related 

to area, gender, education and current position. The open-ended questions are related 
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to age, experience in administrating a hotel, number of rooms in a hotel, number of 

departments of a hotel, and time of operation of a hotel.  

Part 2 Behavior and skills in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province. 

The questions are created with an objective to study the level of 

behavior and skills in the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani 

province. The researcher created the questionnaire in this part by pairing questions 

related to level of behavior and questions related to the level of skills. The questions 

are closed-ended questions, and the assessment is shown according to the Likert scale 

of 7 levels as in Table 3.5. 

Part 3 Attitudes towards the planning process for human resources 

risk management of executives of small and medium sized hotels in touristic islands 

of Surat Thani province. 

The questions are formed to study the level of attitudes of executives 

of small and medium sized hotels in the touristic islands of Surat Thani province 

towards the planning process for human resources risk management. The closed-

ended questions are used with the assessment shown in the Likert scale of 10 levels. 

Part 4 Knowledge of the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province. 

The questions are constructed to assess the knowledge in the 

planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province. The questionnaire 

concerning this part is designed with 20 true or false questions. 

Part 5 Suggestions. 

The questions in this part aim to obtain suggestions from respondents 

regarding the planning process for human resources risk management of small and 

medium sized hotels. The researcher has created open-ended questions in this part for 

the respondents to describe their answers. 
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(5) Method used in data collecting 

To accomplish objectives 1 and 2, questionnaires were used to collect 

the data with a purposive sampling technique from executives of small and medium 

sized hotels in the touristic islands of Surat Thani province which have less than 50 

employees and less than 50 rooms and are on the list of businesses that have a 

commercial registration according to the Department of Provincial Administration, 

Ministry of Interior. After that, the researcher carried out data collecting by using           

a method of simple random sampling so as to obtain aimed data.  

(6) Data analysis 

To accomplish objectives 1 and 2, the results from questionnaires are 

analyzed by using various statistics as follows:  

Part 1 Analysis of general information of respondents. 

The researcher employed descriptive statistics by presenting 

frequency, percentage and carrying out cross tabulation. Then, the data are presented 

in the form of a table. Also, inferential statistics is employed in testing by Chi-Square 

when comparing the relation between sample groups. 

Part 2 Behavior and skills in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province. 

The data are analyzed by different statistics which include mean, 

standard deviation, and then the data are presented in table format. Also, the 

inferential statistics is used, along with One-Way ANOVA analysis to compare 

differences between sample groups and to do pair wise comparison according to 

Scheffe’s method. 

Part 3 Attitudes towards the planning process for human resources 

risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province. 

The data are processed by using statistics which include mean and 

standard deviation and presenting the data in a table format. Besides, the inferential 

statistic and One-Way ANOVA analysis are employed so as to compare the differences 

of sample groups and to do pair wise comparison according to Scheffe’s method. 
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Part 4 Knowledge of the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province. 

The descriptive statistics are employed: frequency and percentage. 

Part 5 Suggestions. 

Content analysis technique is adopted to elaborate suggestions from 

the questionnaires.  

(7) Interpretation 

The data collected through questionnaires are interpreted as follows: 

Part 2 Behavior and skills in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province. 

The interpretation is described by pairing questions related to the 

level of behavior and questions related to level of skills. The assessment can be shown 

in the Likert scale of 7 levels as in Table 3.5. 

 

Table 3.5 Level of behavior and level of skills in the planning process for human 

resources risk management of executives of small-sized and medium-sized 

hotels in the touristic islands of Surat Thani province 

 

Level Level of Behavior Level of Skill 

1 Never practice No 

2 Barely practice Lowest 

3 Hardly practice Low 

4 Rarely practice Somewhat low 

5 Often practice Somewhat high 

6 Always practice High 

7 Regularly practice Highest 
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The range of scores are categorized into 7 levels, and scores can be 

calculated from the formula as follows:  

 

    f

nN
i




 

   

  i = Range of scores 

  N = Highest score 

  n = Lowest score 

  f = Number of levels of scores 

 

     7

17
i




 

 
7

6
    

 = 0.86 

Range of scores and interpretation are indicated in Table 3.6 

 

Table 3.6 Level of scores and the results of the level of behavior and skills in the 

planning process for human resources risk management of executives  of 

small and medium sized hotels in the touristic islands of Surat Thani 

province 

 

Range of scores Level of Behavior Level of Skill 

1.00 – 1.86 Never practice No 

1.87 – 2.73 Barely practice Lowest 

2.74 – 3.60 Hardly practice Low 

3.61 – 4.47 Rarely practice Somewhat low 

4.48 – 5.34 Often practice Somewhat high 

5.35 – 6.21 Always practice High 

6.22 – 7.00 Regularly practice Highest 

 

apply the formula 
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Part 3 Attitudes towards the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province. 

The results have been designed showing an assessment scale of 10 

levels as in Table 3.7. 

 

Table 3.7 Level of scores and the results of level of attitudes executives of small 

sized and medium sized hotels in the touristic islands of Surat Thani 

province towards the planning process for human resources risk management 

 

Range of Scores Level of Attitudes 

1.00 – 5.00 

More than 5 

Poor 

Good 

 

Sources: Dawes, 2007l; Preton and Colman, 2006. 

 

Part 4 Knowledge of the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province. 

Questions in this part aim to assess the level of knowledge of the 

planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province. Thus, The 

interpretation of the level of knowledge is divided into 2 levels as in Table 3.8. 

 

Table 3.8 Range of scores and the results of level of knowledge of the planning 

process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province 

 

Range of Scores Level of Knowledge 

0 - 10 Fail 

11 - 20 Pass 
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3.2.3 Qualitative data collecting 

As for qualitative data collecting, the details are described as follows: 

1) Population 

The population consists of 218 executives of small and medium sized 

hotels in the touristic islands of Surat Thani province that have less than  50 employees 

and less than 50 rooms in the areas of Samui Island and PhaNgan Island. The 

executives include the owners of a hotel or the general managers or the owner and 

general manager of the hotels. 

2) Samplings 

The samplings consist of executives of small and medium sized hotels in 

Samui Island and PhaNgan Island. The researcher collected data from 40 executives 

of small and medium sized hotels which have less than 50 employees and less than 50 

rooms. 

3) Research tools 

The qualitative method is adopted in validating and explaining the 

results from quantitative data. In collecting data, this research employed the research 

tools as follows:  

Interview form 

In order to obtain objective1 and 2, the research utilized the semi-

structured interview form as a way to obtain data which is used in validating and 

explaining the results from the quantitative research regarding level of behavior, skills, 

attitudes, and knowledge of the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province. There are questions used as a way to collect data according to 

steps in the planning process for human resources risk management of executives of 

small and medium sized hotels in the touristic islands of Surat Thani province which 

are steps of preparation for planning, plan formulation, plan implementation, plan 

monitoring, plan evaluation, plan revision and adjustment and questions regarding 

knowledge and understanding of risks and human resources risk management, making 

plans for and operating the planning process for human resources risk management of 

a hotel.  
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4) Data collecting 

To obtain data in validating and explaining the results of behavior, skills, 

attitudes, and knowledge of the planning process for human resources risk 

management of executives of small and medium sized hotels in touristic islands of 

Surat Thani province, the research employed a semi-structured interview with 

executives of small and medium sized hotels in the touristic islands of Surat Thani 

province that have less than 50 employees and less than 50 rooms and are on the list of 

businesses that have done commercial registration according to Department of 

Provincial Administration, Ministry of Interior. Later on, the researcher carried out 

interviews until repeated data were collected. In doing this, the researcher interviewed 

executives of small and medium sized hotels in the areas of Samui Island and 

PhaNgan Island, with 30 hotels from Samui Island and 10 hotels from  PhaNgan 

Island respectively. 

5) Data analysis 

The data were analyzed by using content analysis technique to use the 

data in validating and explaining behavior and performance in the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province. 

 

3.3 Create a Model and Develop Executives’ Behavior in the Planning 

Process for Loss of Human Resources Risk Management of Executives 

of Small and Medium Sized Hotels in the Touristic Islands of Surat 

Thani Province 

 

To obtain the objectives 3 and 4 which are to create a model and develop 

executives’ behavior in the planning process for loss of human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province, the research was conducted following various steps:  

3.3.1 In order to obtain a current model of the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province, the results obtained from Part 2 were 
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gathered: studying behavior and assessing performance in the planning process for 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province and they were synthesized into the 

current model of the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani 

province. 

3.3.2 A model of the development of executives’ behavior in the planning 

process for risk management concerning loss of human resources in small and 

medium sized hotels in the touristic islands of Surat Thani province is created from 

the results gathered from Part 2: studying behavior and assessing performance in the 

planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province and they were 

synthesized into a model of the planning process for human resources risk 

management of executives of small and medium sized hotels in touristic islands of 

Surat Thani province. The researcher applied data from literature reviews to present 

techniques in developing executives’ behavior in the planning process for loss of 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province. After that, the obtained model was 

assessed to check whether it was appropriate by carrying out focus groups with 

executives of small and medium sized hotels in the touristic islands of Surat Thani 

province that have less than 50 employees and less than 50 rooms and are on the list 

of businesses that have a commercial registration in accordance with the rule of the 

Department of Provincial Administration, Ministry of Interior. Different processes 

have been conducted as follows: 

1) The researcher invited 7 executives of small and medium sized hotels 

in touristic islands of Surat Thani province. These invited executives for the focus 

group ware the chairpersons of associations and clubs related to the hotel business, 

recognized people who have connections with members and owners of hotel 

businesses, and hotels’ executives. 

2) The drafted model of the development of executives’ behavior in the 

planning process for risk management concerning loss of human resources in small 

and medium sized hotels in the touristic islands of Surat Thani province which has 
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been synthesized from the results of the research and by carrying out literature review 

was presented to the hotel executives during the focus group. This is done so that the 

executives can consider whether the model is appropriate to be applied to hotels’ 

administration.  

3) The executives considered making changes to the techniques for the 

development in order to maintain appropriateness and make it practical to be used in 

small and medium sized hotels in the touristic islands of Surat Thani province. 

3.3.3 the data from focus groups are synthesized by using content analysis 

techniques to obtain a proper model of the development of executives’ behavior in the 

planning process for risk management concerning loss of human resources in small 

and medium sized hotels in the touristic islands of Surat Thani province, and this 

model can be applied to small and medium sized hotels in the touristic islands of 

Surat Thani province. 



CHAPTER 4 

 

RESULTS AND DISCUSSION 

 

In the research titled “A Model of the Development of Executives’ Behavior 

in the Planning Process for Loss of Human Resources Risk Management of Small and 

Medium Sized Hotels in the Touristic Islands of Surat Thani Province, the researcher 

presents the results of the research quantitatively and qualitatively as follows: 

4.1 Quantitative Research Results  

4.2 The Results of Qualitative Research 

4.3 Discussion 

 

4.1 Quantitative Research Results 

 

As for the quantitative research results, the researcher presents the results as 

follows: 

 

4.1.1 General Basic Information 

4.1.1.1 General Information of the Respondents 

According to the information/data collected from 141 respondents, the 

general information of the respondents consists of area, gender, age, educational level, 

experience in administration, current position,  number of rooms in a hotel, number of 

employees in a hotel, number of departments in a hotel, time of operation of a hotel, as 

shown in Table 4.1 
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Table 4.1  Frequency and Percentage of General Information of the Respondents  

 

General Information Frequency Percent 

1.  Area 

  Samui Island 84 59.60 

  PhaNgan Island 57 40.40 

2.  Gender 

 Male 61 43.30 

 Female 80 56.70 

3.  Age  (years old) 

 25-33  21 14.90 

 34-42  49 34.80 

 43-51  43 30.50 

 52-60 26 18.40 

 61-69 2 1.40 

4.  Educational level 

 Secondary school 8 5.70 

 High school 22 15.60 

 High vocational school or equivalent 12 8.50 

 Bachelor’s degree 76 53.90 

 Higher than bachelor’s degree 23 16.30 

5.  Experience in administration (years) 

 1-8 52 36.90 

 9-16  57 40.40 

 17-24  22 15.60 

 25-32 9 6.40 
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Table 4.1  (Continued)  

 

General Information Frequency Percent 

 33-40  1 0.70 

6.  Current position   

 Hotel’s owner 44 31.20 

 Hotel’s executive 65 46.10 

 Owner/executive of a hotel 32 22.70 

7.  Number of rooms in a hotel   

 Less than10 rooms 16 11.35 

 11-20 rooms 49 34.75 

 21-30 rooms 36 25.53 

 31-40 rooms 27 19.15 

 More than  40 rooms 13 9.22 

8.  Number of employees in a hotel (person)   

     1-9 73 51.80 

     10-19 34 24.10 

     20-49 34 24.10 

9.  Number of departments in a hotel (department)   

     0-3 66 46.80 

     4-7 67 47.50 

     8-11 7 5.00 

     12-15 1 0.70 

10. Time of operation of a hotel (years)   

      1-8  49 34.80 

      9-16  46 32.60 



94 

Table 4.1  (Continued)  

 

General Information Frequency Percent 

      17-24  32 22.70 

      25-32 13 9.20 

      33-40  1 0.70 

 

Note:  n = 141 

 

With regard to the general information of the respondents, there are 84 persons 

in the area of Samui Island, a percentage of 59.6, and 57 persons in the area of Pha Ngan 

Island, a percentage of 40.4. There are 80 female respondents, a percentage of 56.7, 

and male respondents of 61 persons, a percentage of 43.3. There are 49 respondents 

aged between 34 to42, a percentage of 34.8, and there are 43 respondents aged 43 to 

51, a percentage of 30.5. As for educational level, 76 persons hold bachelor’s degree, 

a percentage of 53.9, 23 persons hold higher than bachelor’s degree, a percentage of 

16.3. Also, 57 persons, a percentage of 40.4 has 9 to 16 years of experience in 

administrating a hotel, 52 persons, a percentage of 36.9 have 1 to 8 years of experience. 

There are 65 respondents who are in the position of the hotel’s executive, a percentage    

of 46.1, while 44 persons are working as an owner, a percentage of 31.2, and 32 persons, 

a percentage of 22.7 are an owner and executive. Hotels with between 11 to 20 rooms 

are 49 hotels, a percentage of 34.75, hotels with between 21 to 30 rooms are 36 hotels, 

a percentage of 25.53, hotels with between 31 to 40 rooms are 27 hotels, a percentage of 

19.15. There are 73 hotels with1 to 9 employees, a percentage of 51.8, 34 hotels with 10 

to 19 employees, a percentage of 24.1, 34 hotels with 20 to 49 employees, a percentage of 

24.1.There are 67 hotels with 4 to7 departments, a percentage of 47.5, 66 hotels 

with 0 to3 departments, a percentage of 46.8. There are 49 hotels which have 1 to8 

years of time of operation, a percentage of 34.8, 46 hotels with between 9 to16 years 

of time of operation, a percentage of 32.6 (Table 4.1). 
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4.1.1.2 Frequency and percentage of general information of the 

respondents, categorized according to number of employees 

From data collecting, there are 141 respondents, and the researcher has 

categorized the hotels into 3 groups according to number of employees as follows: 

number of employees in a hotel of 1-9, 10-19, and 20-49, as shown in Table 4.2. 

 

Table 4.2 Frequency and percentage of general information of the respondents, 

categorized according to number of employees 

 

General Information 

Number of Employees in a Hotel 

1-9 

Employees 

10-19 

Employees 

20-49 

Employees Total 

Area 

 Samui Island 51 10 23 84 

(36.2) (7.1) (16.3) (59.6) 

 PhaNgan Island 22 24 11 57 

(15.6) (17) (7.8) (40.4) 

Gender     

 Male 33 13 15 61 

 (23.4) (9.2) (10.6) (43.3) 

 Female 40 21 19 80 

 (28.4) (14.9) (13.5) (56.7) 

Age     

 25-33 years old 12 5 4 21 

 (8.5) (3.5) (2.8) (14.9) 

 34-42 years old 22 12 15 49 

 (15.6) (8.5) (10.6) (34.8) 

 43-51 years old 26 9 8 43 

 (18.4) (6.4) (5.7) (30.5) 
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Table 4.2 (Continued) 

 

General Information 

Number of Employees in a Hotel 

1-9 

Employees 

10-19 

Employees 

20-49 

Employees Total 

 52-60 years old 11 8 7 26 

 (7.8) (5.7) (5) (18.4) 

 61-69 years old 2 - - 2 

 (1.4) - - (1.4) 

Educational level     

 Secondary school 7 1 - 8 

 (5) (0.7) - (5.7) 

 High school 13 9 - 22 

 (9.2) (6.4) - (15.6) 

 High vocational 

 school 10 2 - 12 

 (7.1) (1.4) - (8.5) 

 Bachelor’s degree 33 18 25 76 

 (23.4) (12.8) (17.7) (53.9) 

 Higher than  

bachelor’s  degree 10 4 9 23 

 (7.1) (2.8) (6.4) (16.3) 

Experience in 

administrating a hotel     

 1-8 years 26 12 14 52 

 (18.4) (8.5) (9.9) (36.9) 

 9-16 years 28 15 14 57 

 (19.9) (10.6) (9.9) (40.4) 

 17-24 years 13 4 5 22 

 (9.2) (2.8) (3.5) (15.6) 
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Table 4.2 (Continued) 

 

General Information 

Number of Employees in a Hotel 

1-9 

Employees 

10-19 

Employees 

20-49 

Employees Total 

 25-33 years 6 2 1 9 

 (4.3) (1.4) (0.7) (6.4) 

 34-40 years - 1 - 1 

 - (0.7) - (0.7) 

Current position     

 An owner 25 12 7 44 

 (17.7) (8.5) (5) (31.2) 

 Hotel’s executive 28 14 23 65 

 (19.9) (9.9) (16.3) (46.1) 

 An owner and  

 executive 20 8 4 32 

 (14.2) (5.7) (2.8) (22.7) 

Number of rooms in a 

hotel     

 Less than 10 rooms 12 4 - 16 

 (8.5) (2.8) - (11.3) 

 11 - 20 rooms 35 12 2 49 

 (24.8) (8.5) (1.4) (34.8) 

 21-30 rooms 16 12 8 36 

 (11.3) (8.5) (5.7) (25.5) 

 31-40 rooms 7 5 14 26 

 (5) (3.5) (9.9) (18.4) 

 More than 40 

rooms 3 1 10 14 

 (2.1) (0.7) (7.1) (9.9) 
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Table 4.2 (Continued) 

 

General Information 

Number of Employees in a Hotel 

1-9 

Employees 

10-19 

Employees 

20-49 

Employees Total 

Number of departments 

in a hotel     

 0-3 55 10 1 66 

 (39) (7.1) (0.7) (46.8) 

 4-7 17 21 29 67 

 (12.1) (14.9) (20.6) (47.5) 

 8-11 1 3 3 7 

 (0.7) (2.1) (2.1) (5) 

 12-15 - - 1 1 

 - - (0.7) (0.7) 

Time of operation of a 

hotel     

 1-8 years 20 13 16 49 

 (14.2) (9.2) (11.3) (34.8) 

 9-16 years 27 10 9 46 

 (19.1) (7.1) (6.4) (32.6) 

 17-24 years 19 8 5 32 

 (13.5) (5.7) (3.5) (22.7) 

 25-33 years 7 2 4 13 

 (5) (1.4) (2.8) (9.2) 

 34-40 years - 1 - 1 

 - (0.7) - (0.7) 

Total 73 34 34 100 

  (51.8) (24.1) (24.1) (100) 
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In regard to the general information of the respondents, 59.6 percent of 

respondents are the people in the area of Samui Island, followed by people of PhaNgan 

Island which represent 40.4 percent. After the number of employees of the hotels is 

considered, it is found that the majority of the respondents live in Samui Island and 

have 1-9 employees in their hotel, a percentage of 36.2, followed by 20-49 employees, a 

percentage of 16.3,and the lowest is 10-19 employees, a percentage of 7.1. As for the 

area of  PhaNgan Island, the majority of the respondents have 10-19 employees in their 

hotel, a percentage of 17.0, followed by 1-9 employees, a percentage of 15.6, and the 

lowest is 20-49 employees, a percentage of 7.8 (Table 4.2). 

As for the gender, the majority of the respondents are female, with 

female respondents representing percentage of 56.7, followed by male respondents at 

43.4 percent. After the number of employees of the hotels is considered, it is found 

that the majority of the respondents are female and work in a hotel where there are 1-9 

employees, a percentage of 28.4, followed by 10-19 employees, a percentage of 14.9, and 

the lowest is 20-49 employees, a percentage of 13.5. As for male respondents, after the 

number of employees of the hotels is considered, it is found that male respondents 

work in a hotel where there are 1-9 employees, a percentage of 23.4, followed by 20-49 

employees, a percentage of 10.6, and the lowest is 10-19 employees, a percentage of 

9.2. 

As for the age range, the majority of the respondents are between 34-42 

years old or 34.8 percent, followed by 43-51 years old or 30.5 percent, 52-60 years 

old or 18.4 percent, and 25-33 years old or 14.9 percent, and 61-69 years old or 1.4 

percent, respectively. After the number of employees of the hotels is considered, it is 

found that the majority of the respondents who are 34-42 years old mostly work in a 

hotel where there are 1-9 employees, a percentage of 15.6, followed by 20-49 

employees, a percentage of 10.6, and the lowest is 10-19 employees, a percentage of 

8.5. As for the following group of respondents, the respondents who are between 43-

51 years old work in a hotel where there are 1-9 employees, a percentage of 18.4, 

followed by 10-19 employees, a percentage of 6.4, and the lowest is 20-49 employees, a 

percentage of 5.7.As for the respondents who are between 52-60 years old mostly 

work in a hotel where there are 1-9 employees, a percentage of 7.8,followed by a 

hotel with 10-19 employees, a percentage of 5.7, and the lowest is a hotel with 20-
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49 employees, a percentage of 5.0.While the respondents who are 25-33 years old 

mostly work in a hotel where there are 1-9 employees, a percentage of 8.5, followed 

by a hotel with 10-19 employees, a percentage of 3.5, and 20-49 employees, a 

percentage of 2.8, respectively, the smallest group of respondents who are 61-69 years 

old mostly work in a hotel where there are 1-9 employees, a percentage of 1.4. 

In terms of educational level of the respondents, there is 53.9 percent of 

those with a bachelor’s degree, followed by 16.3 percent of those who have higher 

than a bachelor’s degree, 15.6 percent of those who finished high school, 8.5 percent 

of those who have a certificate from high vocational school, and 5.7 percent of those 

who finished secondary school, respectively. After the number of employees of the 

hotels is considered, it is found that the majority of the respondents who hold a bachelor’s 

degree has 1-9 employees in their hotel, a percentage of 23.4, followed by 20-49 

employees, a percentage of 17.7, and the lowest is 10-19 employees, a percentage of 

12.8, followed by the respondents holding higher than a bachelor’s degree who mostly 

have 1-9 employees in their hotel, a percentage of 7.1, followed by 20-49 employees, 

a percentage of 6.4, and the lowest is 10-19 employees, a percentage of 2.8. Meanwhile, 

the respondents who finished high school mostly work in a hotel where there are 1-9 

employees, a percentage of9.2, followed by 10-19 employees, a percentage of6.4. As 

for the respondents who have a certificate from high vocational school, they mostly 

work in a hotel where there are 1-9 employees, a percentage of 7.1, followed by 10-19 

employees, a percentage of 1.4, while as for the smallest group of respondents who 

finished secondary school, they mostly work in a hotel where there are 1-9 employees, a 

percentage of5.0, and followed by 10-19 employees, a percentage of 0.7. 

As for the experience, the majority of the respondents have 9-16 year 

experience, a percentage of 40.4, followed by 1-8 years of experience, a percentage of 

36.9, 17 - 24 years of experience, a percentage of 15.6, between 25-32 years of 

experience, a percentage of 6.4,  and the lowest is between 33-40 years of experience, a 

percentage of 0.7, respectively. After the number of employees of the hotels is 

considered, it is found that the majority of the respondents who have between 9-16 

years of experience work in a hotel where there are 1-9 employees, a percentage of 

19.9, followed by 10-19 employees, a percentage of 10.6, and the lowest is 20-49 

employees, a percentage of 9.9,followed by the respondents with between 1-8 years of 
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experience who mostly work in a hotel where there are 1-9 employees, a percentage 

of 18.4, followed by 20-49 employees, a percentage of  9.9, and the lowest is 10-19 

employees, a percentage of 8.5. As for the respondents who have between 17-24 years 

of experience, they mostly work in a hotel where there are 1-9 employees, a 

percentage of 9.2, followed by 20-49 employees, a percentage of 3.5, and the lowest is 

10-19 employees, a percentage of 2.8. Meanwhile, the respondents with between 25-32 

years of experience mostly work in a hotel where there are 1-9 employees, a percentage of 

4.3, followed by 10-19 employees, a percentage of 1.4, and the lowest is 20-49 employees, 

a percentage of 0.7. While as for the lowest group of respondents, they have between 

33-40 years of experience and mostly work in a hotel where there are 10-19 employees, a 

percentage of 0.7. 

As for the position, the majority of the respondents are executives, a 

percentage of 46.1, followed by owners, a percentage of 31.2, and the lowest is being 

both the owner and executive, a percentage of 22.7, respectively. After the number of 

employees of the hotels is considered, it is found that the majority of the respondents 

that have the position of executive has 1-9 employees at their hotel, a percentage of 19.9, 

followed by 20-49 employees, a percentage of 16.3, and the lowest is 10-19 employees, a 

percentage of  9.9. While the respondents who are the owner mostly work in a hotel 

where there are 1-9 employees, a percentage of 17.7, followed by 10-19 employees, a 

percentage of 8.5, and the lowest is 20-49 employees, a percentage of 5.0. Meanwhile the 

smallest group of respondents who are both an owner and an executive mostly work 

in a hotel where there are 1-9 employees, a percentage of 14.2, followed by10-19 

employees, a percentage of5.7, and the lowest is 20-49 employees, a percentage of 

2.8. 

In terms of number of rooms, most respondents have 11-20 rooms in 

their hotel, a percentage of 34.8, followed by 21-30 rooms, a percentage of 25.5, 31-

40 rooms, a percentage of 18.4,less than 10 rooms, a percentage of 11.3, and more 

than 40 rooms, a percentage of 9.9, respectively. After the number of employees of 

the hotels is considered, it is found that the majority of the respondents who have 11-

20 rooms in their hotel have 1-9 employees, a percentage of 24.8, followed by 10-19 

employees, a percentage of 8.5, and the lowest is 20-49 employees, a percentage of 

1.4, followed by the respondents who have 21-30 rooms in their hotel who mostly 
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work in a hotel where there are 1-9 employees, a percentage of 11.3, followed by 10-

19 employees, a percentage of 8.5, and the lowest is 20-49 employees, a percentage of 

5.7. While the respondents who have 31-40 rooms mostly have 20-49 employees in 

their hotel, a percentage of 9.9, followed by 1-9 employees, a percentage of 5.0, and 

the lowest is 10-19 employees, a percentage of 3.5. Meanwhile the respondents who 

have less than 10rooms in their hotel mostly work in a hotel where there are 1-9 

employees, a percentage of 8.5, followed by 10-19 employees, a percentage of 2.8. 

While the smallest group of respondents who have more than 40 rooms mostly work 

in a hotel with 20-49 employees, a percentage of 7.1, followed by 1-9 employees,        

a percentage of 2.1, and the lowest is 10-19 employees, a percentage of 0.7. 

As for the number of departments, the majority of the respondents 

have4-7 departments in their hotel, a percentage of 47.5, followed by 0-3 departments, a 

percentage of 46.8, 8-11 departments, a percentage of 5.0, and the lowest is 12-15 

departments, a percentage of 0.7, respectively. After the number of employees of the 

hotels is considered, it is found that the majority of the respondents who have 4-7 

departments in their hotel have 20-29 employees in their hotel, a percentage of 20.6, 

followed by 10-19 employees, a percentage of 14.9, and the lowest is 1-9 employees, 

a percentage of 12.1, followed by the respondents who have 0-3 departments who 

mostly work in a hotel where there are 1-9 employees, a percentage of 39.0, followed by 

10-19 employees,   a percentage of 7.1, and the lowest is 20-49 employees, a percentage 

of 0.7. Meanwhile the respondents who have 8-11 departments mostly have 10-19 

employees, and 20-49 employees, a percentage of 2.1, followed by 1-9 employees, a 

percentage of 0.7. While the smallest group of respondents who have 12-15 departments 

have 20-49 employees,    a percentage of 0.7. 

As for the time of working in a hotel of the majority of the respondents, 

they have 1-8 years of time of working, a percentage of 34.8, followed by 9-16 years,        

a percentage of 32.6, and between 17-24 years, a percentage of 22.7, between 25-32 

years, a percentage of 9.2, and the lowest is between 33-40 years, a percentage of 0.7, 

respectively. After the number of employees of the hotels is considered, it is found 

that the majority of the respondents who have time of working in a hotel of between 

1-8 years have 1-9 employees, a percentage of 14.2, followed by 20-49 employees,     

a percentage of 11.3, and the lowest is 10-19 employees, a percentage of 9.2, followed 
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by the respondents having time of working of between 9-16 years mostly work in       

a hotel where there are 1-9 employees, a percentage of 19.1, followed by 20-49 

employees, a percentage of 11.3, and the lowest is 10-19 employees, a percentage of 

7.1. While the respondents who have time of working between 17-24 years mostly 

work in a hotel where there are 1-9 employees, a percentage of 13.5, followed by 10-

19 employees, a percentage of 5.7,and the lowest is 20-49 employees, a percentage of 

3.5. Meanwhile the respondents who have between 25-32 years of working mostly 

work in a hotel where there are 1-9 employees, a percentage of 5.0, followed by 20-49 

employees, a percentage of 2.8, and the lowest is 10-19 employees, a percentage of 1.4. 

While the smallest group of respondents who have time of working between 33-40 

years mostly work in a hotel where there are 10-19 employees, a percentage of 0.7. 

4.1.1.3 The relationship between general information and behavior in 

the planning process for human resources risk management of executives of small and 

medium sized hotels in touristic islands of Surat Thani province. 

In the study, the researcher categorized the behavior in the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province into 6 aspects (steps) 

which are; preparation for planning, plan formulation, plan implementation, plan 

monitoring, plan evaluation, and plan revision and adjustment. 

The researcher indicates the relationship between general information of 

the respondents regarding area and behavior in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province in Table 4.3. 
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Table 4.3 The relationship between area and behavior in the planning process for 

human resources risk management of executives of small and medium sized 

hotels in the touristic islands of Surat Thani province 

 

Behavior 
Regarding 

Samui Island PhaNgan Island 
Chi 
Sq. 

Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) 

1. Preparation 
for planning 

27 45 12 26 28 3 
4.368 

(19.15) (31.91) (8.51) (18.44) (19.86) (2.13) 

2. Plan 
formulation 35 38 11 32 21 4 3.248 

(24.82) (26.95) (7.80) (22.70) (14.89) (2.84) 

3. Plan 
implementation 

36 37 11 31 23 3 
3.157 

(25.53) (26.24) (7.80) (21.99) (16.31) (2.13) 

4. Plan 
monitoring 39 28 17 32 19 6 2.600 

(27.66) (19.86) (12.06) (22.70) (13.48) (4.26) 

5. Plan 
evaluation 37 33 14 33 20 4 3.947 

(26.24) (23.40) (9.93) (23.40) (14.18) (2.84) 

6.  Plan 
revision and 
adjustment 

40 37 7 32 22 3 
1.175 

(28.37) (26.24) (4.96) (22.70) (15.60) (2.13) 

 

Note: *p < .05  

 

Table 4.3 shows that area is not related to behavior in the planning 

process for human resources risk management of executives of small and medium 

sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, plan evaluation, and plan revision 

and adjustment. 

The researcher indicates the relationship between general information of 

the respondents regarding gender and behavior in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province in Table 4.4. 
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Table 4.4 The relationship between gender and behavior in the planning process for 

human resources risk management of executives of small and medium sized 

hotels in the touristic islands of Surat Thani province 

 

Behavior Regarding 

Male Female 

Chi Sq. Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) 

1.  Preparation for 
planning 

25 30 6 28 43 9 
0.534 

(17.73) (21.28) (4.26) (19.86) (30.50) (6.38) 

2.  Plan formulation 31 21 9 36 38 6 
3.372 

(21.99) (14.89) (6.38) (25.53) (26.95) (4.26) 

3.  Plan 
implementation 

31 25 5 36 35 9 
0.634 

(21.99) (17.73) (3.55) (25.53) (24.82) (6.38) 

4.  Plan monitoring 30 22 9 41 25 14 
0.430 

(21.28) (15.60) (6.38) (29.08) (17.73) (9.93) 

5.  Plan evaluation 33 21 7 37 32 11 
0.856 

 (23.40) (14.89) (4.96) (26.24) (22.70) (7.80) 

6.  Plan revision and 
adjustment 

33 22 6 39 37 4 
2.193 

(23.40) (15.60) (4.26) (27.66) (26.24) (2.84) 

 

Note: *p < .05 

 

Table 4.4 reveals that gender is not related to behavior in the planning 

process for human resources risk management of executives of small and  medium 

sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, plan evaluation, and plan revision 

and adjustment. 

The researcher indicates the relationship between general information of 

the respondents regarding age and behavior in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province in Table 4.5. 
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Table 4.5 The relationship between age and behavior in the planning process for human resources risk management of executives of small 

and medium sized hotels in the touristic islands of Surat Thani province 

 

Behavior Regarding 

25-42 years 43-51 years Older than 52 

Chi Sq. Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) (%) 

1. Preparation for planning 25 39 6 15 23 5 13 11 4 
2.480 

(17.73) (27.66) (4.26) (10.64) (16.31) (3.55) (9.22) (7.80) (2.84) 

2. Plan formulation 31 29 10 20 20 3 16 10 2 
2.926 

(21.99) (20.57) (7.09) (14.18) (14.18) (2.13) (11.35) (7.09) (1.42) 

3. Plan implementation 34 29 7 18 22 3 15 9 4 
2.918 

(24.11) (20.57) (4.96) (12.77) (15.60) (2.13) (10.64) (6.38) (2.84) 

4. Plan monitoring 33 20 17 23 16 4 15 11 2 
6.719 

(23.40) (14.18) (12.06) (16.31) (11.35) (2.84) (10.64) (7.80) (1.42) 

5. Plan evaluation 32 26 12 20 19 4 18 8 2 
4.767 

(22.70) (18.44) (8.51) (14.18) (13.48) (2.84) (12.77) (5.67) (1.42) 

6. Plan revision and 

adjustment 

35 29 6 22 18 3 15 12 1 
0.766 

(24.82) (20.57) (4.26) (15.60) (12.77) (2.13) (10.64) (8.51) (0.71) 

 
Note: *p < .05 
 

Table 4.5 indicates that age is not related to behavior in the planning process for human resources risk management of 

executives of small and medium sized hotels in Surat Thani province regarding preparation for planning, plan formulation, plan 

implementation, plan monitoring, plan evaluation, and plan revision and adjustment. 
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The researcher indicates the relationship between general information of the respondents regarding education and behavior 

in the planning process for human resources risk management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province in Table 4.6. 

 

Table 4.6 The relationship between educational level and behavior in the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Behavior Regarding 

Lower than bachelor’s degree Bachelor’s degree Higher than bachelor’s degree 

Chi Sq.  Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) (%) 

1.  Preparation for planning 24 15 3 24 43 9 5 15 3 
10.485* 

(17.02) (10.64) (2.13) (17.02) (30.50) (6.38) (3.55) (10.64) (2.13) 

2.  Plan formulation 28 12 2 32 34 10 7 13 3 
10.168* 

(19.86) (8.51) (1.42) (22.70) (24.11) (7.09) (4.96) (9.22) (2.13) 

3.  Plan implementation 29 9 4 31 37 8 7 14 2 
13.192* 

(20.57) (6.38) (2.84) (21.99) (26.24) (5.67) (4.96) (9.93) (1.42) 

4.  Plan monitoring 27 12 3 33 29 14 11 6 6 
7.271 

(19.15) (8.51) (2.13) (23.40) (20.57) (9.93) (7.80) (4.26) (4.26) 

5. Plan evaluation 29 8 5 30 35 11 11 10 2 
10.782* 

(20.57) (5.67) (3.55) (21.28) (24.82) (7.80) (7.80) (7.09) (1.42) 

6.  Plan revision and 

adjustment 

30 11 1 32 37 7 10 11 2 
10.249* 

(21.28) (7.80) (0.71) (22.70) (26.24) (4.96) (7.09) (7.80) (1.42) 

 

Note: *p < .05 
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Table 4.6 dictates that educational level is related to behavior in the planning process for human resources risk management 

of executives of small and medium sized hotels in Surat Thani province regarding  preparation for planning, plan formulation, plan 

implementation, plan evaluation, and plan revision and adjustment with a statistical significance of .05, but as for the step of plan 

monitoring, there is no relationship. 

The researcher indicates the relationship between general information of the respondents regarding work experience and 

behavior in the planning process for human resources risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province in Table 4.7 

 

Table 4.7 The relationship between work experience and behavior in the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Behavior Regarding 

Experience 

Chi Sq. 
1-8 years 9-16 years 17-24 years More than 25 years 

Low Intermediate High Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) 

1.  Preparation for 

 planning 

21 24 7 22 30 5 8 14 0 2 5 3 
8.325 

(14.89) (17.02) (4.96) (15.60) (21.28) (3.55) (5.67) (9.93) (0.00) (1.42) (3.55) (2.13) 

2.  Plan formulation 23 22 7 28 25 4 13 8 1 3 4 3 
7.023 

(16.31) (15.60) (4.96) (19.86) (17.73) (2.84) (9.22) (5.67) (0.71) (2.13) (2.84) (2.13) 

3.  Plan 

 implementation 

26 22 4 27 25 5 12 9 1 2 4 4 
12.031 

(18.44) (15.60) (2.84) (19.15) (17.73) (3.55) (8.51) (6.38) (0.71) (1.42) (2.84) (2.84) 
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Table 4.7 (Continued)  

 

Behavior Regarding 

Experience 

Chi Sq. 
1-8 years 9-16 years 17-24 years More than 25 years 

Low Intermediate High Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) 

4.  Plan monitoring 25 16 11 32 16 9 11 10 1 3 5 2 
6.343 

 (17.73) (11.35) (7.80) (22.70) (11.35) (6.38) (7.80) (7.09) (0.71) (2.13) (3.55) (1.42) 

5.  Plan evaluation 25 19 8 30 20 7 12 10 0 3 4 3 
6.925 

 (17.73) (13.48) (5.67) (21.28) (14.18) (4.96) (8.51) (7.09) (0.00) (2.13) (2.84) (2.13) 

6.  Plan revision and 

 adjustment 

25 21 6 33 21 3 11 11 0 3 6 1 
6.388 

(17.73) (14.89) (4.26) (23.40) (14.89) (2.13) (7.80) (7.80) (0.00) (2.13) (4.26) (0.01) 

 

Note: *p < .05 

 

Table 4.7 displays that work experience is not related to behavior in the planning process for human resources risk management 

of executives of small and medium sized hotels in Surat Thani province regarding preparation for planning, plan formulation, plan 

implementation, plan monitoring, plan evaluation, and plan revision and adjustment. 

The researcher indicates the relationship between general information of the respondents regarding work position and 

behavior in the planning process for human resources risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province in Table 4.8. 
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Table 4.8 The relationship between work position and behavior in the planning process for human resources risk management of executives 

of small and medium sized hotels in Surat Thani province 

 

Behavior Regarding 

Work position 

Chi Sq. 
Owner Executive Owner and executive 

Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) (%) 

1. Preparation for planning 19 21 4 23 35 7 11 17 4 
0.947 

(13.48) (14.89) (2.84) (16.31) (24.82) (4.96) (7.80) (12.06) (2.84) 

2.  Plan formulation 23 18 3 28 28 9 16 13 3 
1.845 

(16.31) (12.77) (2.13) (19.86) (19.86) (6.38) (11.35) (9.22) (2.13) 

3. Plan implementation 23 17 4 29 30 6 15 13 4 
0.988 

(16.31) (12.06) (2.84) (20.57) (21.28) (4.26) (10.64) (9.22) (2.84) 

4. Plan monitoring 23 18 3 30 20 15 18 9 5 
5.891 

(16.31) (12.77) (2.13) (21.28) (14.18) (10.64) (12.77) (6.38) (3.55) 

5. Plan evaluation 23 17 4 30 24 11 17 12 3 
1.953 

(16.31) (12.06) (2.84) (21.28) (17.02) (7.80) (12.06) (8.51) (2.13) 

6. Plan revision and 
adjustment 

23 19 2 31 28 6 18 12 2 
1.366 

(16.31) (13.48) (1.42) (21.99) (19.86) (4.26) (12.77) (8.51) (1.42) 

Note: *p < .05 
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Table 4.8 elaborates that work position is not related to behavior in the planning process for human  resources  risk 

management of executives of small and medium sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, plan evaluation, and plan revision and adjustment. 

The researcher indicates the relationship between general information of the respondents regarding number of rooms and 

behavior in the planning process for human resources risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province in Table 4.9.  

 

Table 4.9 The relationship between number of rooms and behavior the planning process for human resources risk management of executive 

of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Behavior 
Regarding 

Number of rooms 

Chi Sq. 

1-10 rooms 11-20 rooms 21-30 rooms 31-40 rooms More than40 rooms 
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(%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) 

1. Preparation  for 
 planning 

12 2 2 24 22 3 5 25 6 8 14 4 4 10 0 
26.366* 

(8.51) (1.42) (1.42) (17.02) (15.60) (2.13) (3.55) (17.73) (4.26) (5.67) (9.93) (2.84) (2.84) (7.09) (0.00) 

2. Plan 
 formulation 

12 3 1 28 19 2 13 17 6 8 13 5 6 7 1 
14.582 

(8.51) (2.13) (0.71) (19.86) (13.48) (1.42) (9.22) (12.06) (4.26) (5.67) (9.22) (3.55) (4.26) (4.96) (0.71) 

3. Plan 
 implementation 

12 2 2 27 19 3 13 20 3 10 11 5 5 8 1 
13.962 

(8.51) (1.42) (1.42) (19.15) (13.48) (2.13) (9.22) (14.18) (2.13) (7.09) (7.80) (3.55) (3.55) (5.67) (0.71) 
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Table 4.9 (Continued) 

Behavior 
Regarding 

Number of rooms 

Chi Sq. 

1-10 rooms 11-20 rooms 21-30 rooms 31-40 rooms More than40 rooms 
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(%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) 

4. Plan 
 monitoring 

12 1 3 30 12 7 14 15 7 10 11 5 5 8 1 
15.031 

(8.51) (0.71) (2.13) (21.28) (8.51) (4.96) (9.93) (10.64) (4.96) (7.09) (7.80) (3.55) (3.55) (5.67) (0.71) 

5. Plan evaluation 11 3 2 30 14 5 14 17 5 10 10 6 5 9 0 
14.901 

(7.80) (2.13) (1.42) (21.28) (9.93) (3.55) (9.93) (12.06) (3.55) (7.09) (7.09) (4.26) (3.55) (6.38) (0.00) 

6. Plan revision 
and adjustment 

12 3 1 32 16 1 15 17 4 9 13 4 4 10 0 
19.860* 

(8.51) (2.13) (0.71) (22.70) (11.35) (0.71) (10.64) (12.06) (2.84) (6.38) (9.22) (2.84) (2.84) (7.09) (0.00) 

 
Note: *p < .05 
 

Table 4.9 signifies that number of rooms is related to behavior in the planning process for human resources risk 

management of executives of small and medium sized hotels in Surat Thani province regarding preparation for planning, and plan revision 

and adjustment with a statistical significance of .05, but as for other steps, there is not relationship. 

The researcher indicates the relationship between general information of the respondents regarding  number of employees 

and behavior in the planning process for human resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province in Table 4.10 
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Table 4.10 The relationship between number of employees and behavior in the planning process for human resources risk management 

of executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Behavior Regarding 

Number of employees 

Chi Sq.  
1-9 employees 10-19 employees 20-49 employees 

Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%)  (%) 

1. Preparation for planning 32 34 7 16 16 2 5 23 6 
10.856* 

(22.70) (24.11) (4.96) (11.35) (11.35) (1.42) (3.55) (16.31) (4.26) 

2. Plan formulation 40 26 7 20 12 2 7 21 6 
13.535* 

(28.37) (18.44) (4.96) (14.18) (8.51) (1.42) (4.96) (14.89) (4.26) 

3. Plan implementation 42 24 7 17 15 2 8 21 5 
11.628* 

(29.79) (17.02) (4.96) (12.06) (10.64) (1.42) (5.67) (14.89) (3.55) 

4. Plan monitoring 44 19 10 18 11 5 9 17 8 
10.781* 

 (31.21) (13.48) (7.09) (12.77) (7.80) (3.55) (6.38) (12.06) (5.67) 

5. Plan evaluation 43 21 9 17 14 3 10 18 6 
8.884 

 (30.50) (14.89) (6.38) (12.06) (9.93) (2.13) (7.09) (12.77) (4.26) 

6. Plan revision and adjustment 46 23 4 18 14 2 8 22 4 
14.612* 

 (32.62) (16.31) (2.84) (12.77) (9.93) (1.42) (5.67) (15.60) (2.84) 

 

Note: *p < .05 
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Table 4.10 shows that number of employees is related to behavior in the 

planning process for human resources risk management of executives of small and 

medium sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, and plan revision and adjustment 

with a statistical significance of .05, but as for the step of plan evaluation, there is no 

relationship. 

The researcher indicates the relationship between general information of 

the respondents regarding number of departments and behavior in the planning 

process for human resources risk management of executives of small and  medium 

sized hotels in the touristic islands of Surat Thani province in Table 4.11. 

 

Table 4.11 The relationship between number of departments and behavior in the 

planning process for human resources risk management of executives of 

small and medium sized hotels in the touristic islands of Surat Thani 

province 

 

Behavior Regarding 

Number of departments 

Chi Sq. 
Less than 4 departments More than4 departments 

Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) 

1.  Preparation for 

planning 

32 30 4 21 43 11 
7.320* 

(22.70) (21.28) (2.84) (14.89) (30.50) (7.80) 

2.  Plan formulation 37 26 3 30 33 12 
6.414* 

(26.24) (18.44) (2.13) (21.28) (23.40) (8.51) 

3.  Plan implementation 39 22 5 28 38 9 
6.668* 

(27.66) (15.60) (3.55) (19.86) (26.95) (6.38) 

4. Plan monitoring 40 18 8 31 29 15 
5.293 

(28.37) (12.77) (5.67) (21.99) (20.57) (10.64) 

5.  Plan evaluation 39 22 5 31 31 13 
5.446 

(27.66) (15.60) (3.55) (21.99) (21.99) (9.22) 

6.  Plan revision and 

adjustment 

44 20 2 28 39 8 
12.752* 

(31.21) (14.18) (1.42) (19.86) (27.66) (5.67) 

 

Note: *p < .05 
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Table 4.11exhibits that number of departments is related to behavior in 

the planning process for human resources risk management of executives of small and 

medium sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan evaluation, and plan revision and adjustment 

with a statistical significance of .05, but as for the steps of plan monitoring and plan 

evaluation, there is no relationship. 

The researcher indicates the relationship between general information of 

the respondents regarding time of operation and behavior in the planning process for 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province in Table 4.12. 
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Table 4.12 The relationship between time of operation of a hotel and behavior in the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Behavior Regarding 

Time of operation of a hotel 

Chi Sq. 
1-8 years 9-16 years 17-40 years 

Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) (%) 

1. Preparation for planning 18 24 7 22 18 6 13 31 2 
8.592 

(12.77) (17.02) (4.96) (15.60) (12.77) (4.26) (9.22) (21.99) (1.42) 

2.  Plan formulation 20 20 9 25 18 3 22 21 3 
5.385 

(14.18) (14.18) (6.38) (17.73) (12.77) (2.13) (15.60) (14.89) (2.13) 

3. Plan implementation 20 24 5 27 14 5 20 22 4 
4.309 

 (14.18) (17.02) (3.55) (19.15) (9.93) (3.55) (14.18) (15.60) (2.84) 

4. Plan monitoring 20 18 11 29 10 7 22 19 5 
7.317 

 (14.18) (12.77) (7.80) (20.57) (7.09) (4.96) (15.60) (13.48) (3.55) 

5. Plan evaluation 21 19 9 26 15 5 23 19 4 
3.316 

 (14.89) (13.48) (6.38) (18.44) (10.64) (3.55) (16.31) (13.48) (2.84) 

6. Plan revision and adjustment 22 21 6 27 16 3 23 22 1 
5.278 

 (15.60) (14.89) (4.26) (19.15) (11.35) (2.13) (16.31) (15.60) (0.71) 

 

Note: *p < .05  
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Table 4.12 demonstrates that time of operation of a hotel is not related to 

behavior in the planning process for human resources risk management of executives 

of small and medium sized hotels in the touristic islands of Surat Thani province 

regarding preparation for planning, plan formulation, plan implementation, plan 

monitoring, plan evaluation, and plan revision and adjustment. 

4.1.1.4 The relationship between general information and skills in the 

planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province 

In the study, the researcher categorized the skills in the planning process for 

human resources risk management of executives of small and medium sized hotels in 

touristic islands of Surat Thani province into 6 aspects (steps) which include 

preparation for planning, plan formulation, plan implementation, plan monitoring, plan 

evaluation, and plan revision and adjustment. 

The researcher indicates the relationship between general information of the 

respondents regarding area and skills in the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province in Table 4.13. 

 

Table 4.13 The relationship between area and skills in the planning process for human 

resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province 

 

Behavior Regarding 

Samui Island PhaNgan Island 

Chi Sq. Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) 

1. Preparation for 
planning 

21 53 10 26 29 2 
8.013 

(14.89) (37.59) (7.09) (18.44) (20.57) (1.42) 

2. Plan formulation 34 43 7 33 20 4 
4.214 

(24.11) (30.50) (4.96) (23.40) (14.18) (2.84) 

3. Plan 
implementation 

36 37 11 31 23 3 
3.157 

(25.53) (26.24) (7.80) (21.99) (16.31) (2.13) 

4. Plan monitoring 35 38 11 32 19 6 
2.873 

(24.82) (26.95) (7.80) (22.70) (13.48) (4.26) 

5. Plan evaluation 29 47 8 30 23 4 
4.576 

(20.57) (33.33) (5.67) (21.28) (16.31) (2.84) 
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Table 4.13 (Continued) 

 

Behavior Regarding 

Samui Island PhaNgan Island 

Chi Sq. Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) 

6. Plan revision and 
adjustment 

40 37 7 32 22 3 
1.175 

(28.37) (26.24) (4.96) (22.70) (15.60) (2.13) 

 

Note: *p<.05 

 

Table 4.13 reveals that area is not related to skills in the planning 

process for human resources risk management of executives of small and medium 

sized hotels in touristic islands of Surat Thani province regarding preparation for 

planning, plan formulation, plan implementation, plan monitoring, plan evaluation, 

and plan revision and adjustment. 

The researcher indicates the relationship between general information of 

the respondents regarding gender and skills in the planning process for human 

resources risk management of executives of small and medium sized hotels in 

touristic islands of Surat Thani province in Table 4.14. 

 

Table 4.14 The relationship between gender and skills in the planning process for 

human resources risk management of executives of small and medium 

sized hotels in touristic islands of Surat Thani province 

 

Behavior Regarding 

Male Female 

Chi Sq. Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) 

1.  Preparation for 

planning 

20 37 4 27 45 8 
0.607 

(14.18) (26.24) (2.84) (19.15) (31.91) (8.5) 

2.  Plan formulation 33 22 6 34 41 5 
3.336 

(23.40) (15.60) (4.26) (24.11) (29.08) (3.55) 

3.  Plan 

implementation 

31 25 5 36 35 9 

0.634 
(21.99) (17.73) (3.55) (25.53) (24.82) (6.38) 
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Table 4.14 (Continued) 

 

Behavior Regarding 

Male Female 

Chi Sq. Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) 

4.  Plan monitoring 32 23 6 35 34 11 1.189 

 (22.70) (16.31) (4.26) (24.82) (24.11) (7.80)  

5.  Plan evaluation 29 27 5 30 43 7 
1.474 

(20.57) (19.15) (3.55) (21.28) (30.50) (4.96) 

6.  Plan revision and 

adjustment 

33 22 6 39 37 4 
2.193 

(23.40) (15.60) (4.26) (27.66) (26.24) (2.84) 

 

Note: *p < .05 

 

Table 4.14 shows that gender is not related to skills in the planning 

process for human resources risk management of executives of small and  medium 

sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, plan evaluation, and plan revision 

and adjustment. 

The researcher indicates the relationship between general information 

of the respondents regarding age and skills in the planning process for human 

resources risk management of executives of small and medium sized hotels in 

touristic islands of Surat Thani province in Table 4.15. 
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Table 4.15  The relationship between age and skills in the planning process for human resources risk management of executives of small 

and medium sized hotels in the touristic islands of Surat Thani province 

 

Skills in 

25-42 years 43-51 years Older than 52 years old 

Chi Sq. Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) (%) 

1. Preparation for planning 23 41 6 15 25 3 9 16 3 
0.334 

(16.31) (29.08) (4.26) (10.64) (17.73) (2.13) (6.38) (11.35) (2.13) 

2. Plan formulation 29 33 8 21 21 1 17 9 2 
5.683 

(20.57) (23.40) (5.67) (14.89) (14.89) (0.71) (12.06) (6.38) (1.42) 

3. Plan implementation 34 29 7 18 22 3 15 9 4 
2.918 

(24.11) (20.57) (4.96) (12.77) (15.60) (2.13) (10.64) (6.38) (2.84) 

4. Plan monitoring 30 28 12 23 18 2 14 11 3 
4.213 

(21.28) (19.86) (8.51) (16.31) (12.77) (1.42) (9.93) (7.80) (2.13) 

5. Plan evaluation 26 34 10 20 22 1 13 14 1 
6.250 

(18.44) (24.11) (7.09) (14.18) (15.60) (0.71) (9.22) (9.93) (0.71) 

6. Plan revision and adjustment 35 29 6 22 18 3 15 12 1 
0.766 

(24.82) (20.57) (4.26) (15.60) (12.77) (2.13) (10.64) (8.51) (0.71) 

 

Note:*p < .05 

 

Table 4.15 displays that age is not related to skills in the planning process for human resources risk management of 

executives of small and medium sized hotels in Surat Thani province regarding preparation for planning, plan formulation, plan 

implementation, plan monitoring, plan evaluation, and plan revision and adjustment. 
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The researcher indicates the relationship between general information of the respondents regarding education and skills in the 

planning process for human resources risk management of executives of small and medium sized hotels in the touristic islands of Surat 

Thani province in Table 4.16.  

 

Table 4.16 The relationship between educational level and skills in the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Skills in 

Lower than bachelor’s degree Bachelor’s degree Higher than bachelor’s degree 

Chi Sq. Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) (%) 

1.Preparation for planning 23 17 2 22 45 9 2 20 1 
18.118* 

(16.31) (12.06) (1.42) (15.60) (31.91) (6.38) (1.42) (14.18) (0.71) 

2. Plan formulation 30 10 2 28 41 7 9 12 2 
13.775* 

(21.28) (7.09) (1.42) (19.86) (29.08) (4.96) (6.38) (8.51) (1.42) 

3.Plan implementation 29 9 4 31 37 8 7 14 2 
13.192* 

(20.57) (6.38) (2.84) (21.99) (26.24) (5.67) (4.96) (9.93) (1.42) 

4. Plan monitoring 29 9 4 29 37 10 9 11 3 
11.501* 

(20.57) (6.38) (2.84) (20.57) (26.24) (7.09) (6.38) (7.80) (2.13) 

5. Plan evaluation 27 12 3 24 44 8 8 14 1 
13.549* 

 (19.15) (8.51) (2.13) (17.02) (31.21) (5.67) (5.67) (9.93) (0.71) 

6. Plan revision and 
adjustment 

30 11 1 32 37 7 10 11 2 
10.249* 

 (21.28) (7.80) (0.71) (22.70) (26.24) (4.96) (7.09) (7.80) (1.42) 

Note: *p < .05 
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Table 4.16 expresses that educational level is related to skills in the planning process for human resources risk management 

of executives of small and medium sized hotels in Surat Thani province regarding preparation for planning, plan formulation, plan 

implementation, plan monitoring, plan evaluation, and plan revision and adjustment with a statistical significance of .05. 

The researcher indicates the relationship between general information of the respondents regarding work experience and 

skills in the planning process for human resources risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province in Table 4.17.  

 

Table 4.17 The relationship between work experience and skills in the planning process for human resources risk management of 

executives of small and medium sized hotels in touristic islands of Surat Thani province 

 

Skills in 

Experience 

Chi Sq. 
1-8 years 9-16 years 17-24 years More than 25 years 

Low Intermediate High Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) 

1. Preparation for 

planning 

17 30 5 20 33 4 8 13 1 2 6 2 
2.846 

(12.06) (21.28) (3.55) (14.18) (23.40) (2.84) (5.67) (9.22) (0.71) (1.42) (4.26) (1.42) 

2.  Plan formulation 22 26 4 30 23 4 12 9 1 3 5 2 
4.439 

(15.60) (18.44) (2.84) (21.28) (16.31) (2.84) (8.51) (6.38) (0.71) (2.13) (3.55) (1.42) 

3. Plan implementation 26 22 4 27 25 5 12 9 1 2 4 4 
12.031 

(18.44) (15.60) (2.84) (19.15) (17.73) (3.55) (8.51) (6.38) (0.71) (1.42) (2.84) (2.84) 

4. Plan monitoring 23 23 6 30 20 7 11 10 1 3 4 3 
5.546 

(16.31) (16.31) (4.26) (21.28) (14.18) (4.96) (7.80) (7.09) (0.71) (2.13) (2.84) (2.13) 
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Table 4.17 (Continued) 

 

Skills in 

Experience 

Chi Sq. 
1-8 years 9-16 years 17-24 years More than 25 years 

Low Intermediate High Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) 

5. Plan evaluation 19 29 4 27 24 6 11 11 0 2 6 2 
7.254 

(13.48) (20.57) (2.84) (19.15) (17.02) (4.26) (7.80) (7.80) (0.00) (1.42) (4.26) (1.42) 

6. Plan revision and 

adjustment 

25 21 6 33 21 3 11 11 0 3 6 1 
6.388 

(17.73) (14.89) (4.26) (23.40) (14.89) (2.13) (7.80) (7.80) (0.00) (2.13) (4.26) (0.71) 

 

Note: *p < .05  

 

Table 4.17 shows that educational level is not related to skills in the planning process for human resources risk management 

of executives of small and medium sized hotels in touristic islands of Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, plan evaluation, and plan revision and adjustment. 

The researcher indicates the relationship between general information of the respondents regarding work position and skills 

in the planning process for human resources risk management of executives of small and medium sized hotels in touristic islands of Surat 

Thani province in Table 4.18. 
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Table 4.18 The relationship between work position and skills in the planning process for human resources risk management of executives 

of small and medium sized hotels in touristic islands of Surat Thani province 

 

Skills in 

Position 

Chi Sq. 
Hotel’s owner Hotel’s executive Hotel’s owner and executive 

Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) (%) 

1. Preparation for planning 18 24 2 16 43 6 13 15 4 
5.715 

(12.77) (17.02) (1.42) (11.35) (30.50) (4.26) (9.22) (10.64) (2.84) 

2. Plan formulation 27 14 3 26 34 5 14 15 3 
5.311 

(19.15) (9.93) (2.13) (18.44) (24.11) (3.55) (9.93) (10.64) (2.13) 

3. Plan implementation 23 17 4 29 30 6 15 13 4 
0.988 

(16.31) (12.06) (2.84) (20.57) (21.28) (4.26) (10.64) (9.22) (2.84) 

4. Plan monitoring 24 16 4 24 32 9 19 9 4 
6.062 

 (17.02) (11.35) (2.84) (17.02) (22.70) (6.38) (13.48) (6.38) (2.84) 

5. Plan evaluation 21 19 4 22 37 6 16 14 2 
3.403 

 (14.89) (13.48) (2.84) (15.60) (26.24) (4.26) (11.35) (9.93) (1.42) 

6. Plan revision and adjustment 23 19 2 31 28 6 18 12 2 
1.366 

(16.31) (13.48) (1.42) (21.99) (19.86) (4.26) (12.77) (8.51) (1.42) 

 
Note: *p < .05  
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Table 4.18 demonstrates that position is not related to skills in the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, plan evaluation, and plan revision and adjustment. 

The researcher indicates the relationship between general information of the respondents regarding number of rooms and 

skills in the planning process for human resources risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province in Table 4.19 

 

Table 4.19 The relationship between number of rooms and skills in the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Skills in 

Number of employees 

Chi Sq. 

1-10 rooms 11-20 rooms 21-30 rooms 31-40 rooms More than40 rooms 
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(%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) 

1.  Preparation  

for planning 

11 3 2 23 25 1 5 28 3 6 15 5 2 11 1 
29.511* 

(7.80) (2.13) (1.42) (16.31) (17.73) (0.71) (3.55) (19.86) (2.13) (4.26) (10.64) (3.55) (1.42) (7.80) (0.71) 

2.  Plan  

formulation 

12 3 1 30 16 3 13 19 4 7 17 2 5 8 1 
16.441* 

(8.51) (2.13) (0.71) (21.28) (11.35) (2.13) (9.22) (13.48) (2.84) (4.96) (12.06) (1.42) (3.55) (5.67) (0.71) 

3. Plan 
implementation 

12 2 2 27 19 3 13 20 3 10 11 5 5 8 1 
13.962 

(8.51) (1.42) (1.42) (19.15) (13.48) (2.13) (9.22) (14.18) (2.13) (7.09) (7.80) (3.55) (3.55) (5.67) (0.71) 

4.  Plan 
monitoring 

11 2 3 28 16 5 15 16 5 9 14 3 4 9 1 
12.914 

(7.80) (1.42) (2.13) (19.86) (11.35) (3.55) (10.64) (11.35) (3.55) (6.38) (9.93) (2.13) (2.84) (6.38) (0.71) 
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Table 4.19  (Continued)  

 

Skills in 

Number of employees 

Chi Sq. 

1-10 rooms 11-20 rooms 21-30 rooms 31-40 rooms More than40 rooms 
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(%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) 

5.  Plan evaluation 10 5 1 25 21 3 11 20 5 9 14 3 4 10 0 
10.977 

(7.09) (3.55) (0.71) (17.73) (14.89) (2.13) (7.80) (14.18) (3.55) (6.38) (9.93) (2.13) (2.84) (7.09) (0.00) 

6. Plan revision 
and adjustment 

12 3 1 32 16 1 15 17 4 9 13 4 4 10 0 
19.860* 

(8.51) (2.13) (0.71) (22.70) (11.35) (0.71) (10.64) (12.06) (2.84) (6.38) (9.22) (2.84) (2.84) (7.09) (0.00) 

 

Note: *p < .05 

 

Table 4.19 shows that number of rooms is related to skills in the planning process for human resources risk management of 

executives of small and medium sized hotels in Surat Thani province regarding preparation for planning, plan formulation, plan revision 

and adjustment with a statistical significance of .05 but as for other steps, there is no relationship. 

The researcher indicates the relationship between general information of the respondents regarding number of employees 

and skills in the planning process for human resources risk management of executives of small and medium sized hotels in touristic 

islands of Surat Thani province in Table 4.20. 
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Table 4.20 The relationship between number of employees and skills in the planning process for human resources risk management of 

executives of small and medium sized hotels in touristic islands of Surat Thani province 

 

Skills in 

Number of employees 

Chi Sq. 
1-9 employees 10-19 employees 20-49 employees 

Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) 

1. Preparation for planning 31 38 4 14 18 2 2 26 6 
17.126* 

(21.99) (29.95) (2.84) (9.93) (12.77) (1.42) (1.42) (18.44) (4.26) 

2. Plan formulation 39 29 5 20 12 2 8 22 4 
10.621* 

(27.66) (20.57) (3.55) (14.18) (8.51) (1.42) (5.67) (15.60) (2.84) 

3. Plan implementation 42 24 7 17 15 2 8 21 5 
11.628* 

(29.79) (17.02) (4.96) (12.06) (10.64) (1.42) (5.67) (14.89) (3.55) 

4. Plan monitoring 41 24 8 20 10 4 6 23 5 
17.002* 

(29.08) (17.02) (5.67) (14.18) (7.09) (2.84) (4.26) (16.31) (3.55) 

5. Plan evaluation 37 30 6 16 15 3 6 25 3 
11.548* 

 (26.24) (21.28) (4.26) (11.35) (10.64) (2.13) (4.26) (17.73) (2.13) 

6. Plan revision and 

adjustment 46 23 4 18 14 2 8 22 4 14.612* 

 (32.62) (16.31) (2.84) (12.77) (9.93) (1.42) (5.67) (15.60) (2.84) 

 

Note: *p < .05 
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Table 4.20 reveals that number of employees is related to skills in the 

planning process for human resources risk management of executives of small and 

medium sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, plan evaluation, and plan revision 

and adjustment with a statistical significance of .05. 

The researcher indicates the relationship between general information of 

the respondents regarding number of departments and skills in the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province in Table 4.21. 

 

Table 4.21 The relationship between number of departments and skills in the planning 

process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province 

 

Skills in 

Number of departments 

Chi Sq. 
Less than4 departments More than4 departments 

Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) 

1. Preparation for 

planning 

31 33 2 16 49 10 
12.720* 

(21.99) (23.40) (1.42) (11.35) (34.75) (7.09) 

2. Plan formulation 38 25 3 29 38 8 
5.613 

(26.95) (17.73) (2.13) (20.57) (26.95) (5.67) 

3. Plan implementation 39 22 5 28 38 9 
6.668* 

 (27.66) (15.60) (3.55) (19.86) (26.95) (6.38) 

4. Plan monitoring 38 22 6 29 35 11 
5.091 

 (26.95) (15.60) (4.26) (20.57) (24.82) (7.80) 

5. Plan evaluation 34 29 3 25 41 9 
5.880 

 (24.11) (20.57) (2.13) (17.73) (29.08) (6.38) 

6. Plan revision and 

adjustment 

44 20 2 28 39 8 
12.752* 

(31.2) (14.2) (1.4) (19.9) (27.7) (5.7) 

 

Note: *p < .05 

 

Table 4.21 demonstrates that number of departments is related to skills 

in the planning process for human resources risk management of executives of small 

and medium sized hotels in Surat Thani province regarding preparation for planning, 
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plan implementation, plan revision and adjustment with a statistical significance of 

.05, but as for other steps, there is not relationship. 

The researcher indicates the relationship between general information of 

the respondents regarding time of operation and skills in the planning process for 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province in Table 4.22. 
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Table 4.22 The relationship between time of operation of a hotel and skills in the planning process for human resources risk management 

of executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Skills in 

Time of operation of a hotel 

Chi Sq. 

1-8 years 9-16 years 17-40 years 

Low Intermediate High Low Intermediate High Low Intermediate High 

(%) (%) (%) (%) (%) (%) (%) (%) (%) 

1. Preparation for planning 16 28 5 20 21 5 11 33 2 
6.759 

(11.35) (19.86) (3.55) (14.18) (14.89) (3.55) (7.80) (23.40) (1.42) 

2. Plan formulation 19 27 3 24 18 4 24 18 4 
3.305 

(13.48) (19.15) (2.13) (17.02) (12.77) (2.84) (17.02) (12.77) (2.84) 

3.  Plan implementation 20 24 5 27 14 5 20 22 4 
4.309 

(14.18) (17.02) (3.55) (19.15) (9.93) (3.55) (14.18) (15.60) (2.84) 

4.  Plan monitoring 21 22 6 25 15 6 21 20 5 
1.845 

 (14.89) (15.60) (4.26) (17.73) (10.64) (4.26) (14.89) (14.18) (3.55) 

5.  Plan evaluation 16 29 4 24 18 4 19 23 4 
4.100 

 (11.35) (20.57) (2.84) (17.02) (12.77) (2.84) (13.48) (16.31) (2.84) 

6.  Plan revision and adjustment 22 21 6 27 16 3 23 22 1 
5.278 

(15.60) (14.89) (4.26) (19.15) (11.35) (2.13) (16.31) (15.60) (0.71) 

 

Note: *p < .05 
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Table 4.22 exhibits that time of operation of a hotel is not related to 

skills in the planning process for human resources risk management of executives of 

small and medium sized hotels in the touristic islands of Surat Thani province regarding 

preparation for planning, plan formulation, plan implementation, plan monitoring, 

plan evaluation, and plan revision and adjustment. 

4.1.1.5 The relationship between general information and attitudes towards 

the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province 

In the study, the researcher categorized the attitudes towards the 

planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province into 6 aspects 

(steps) which are preparation for planning, plan formulation, plan implementation,   plan 

monitoring, plan evaluation, and plan revision and adjustment.  

The researcher indicates the relationship between general information of 

the respondents regarding area and attitudes towards the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Sura tThani province in Table 4.23. 

 

Table 4.23 The relationship between area and attitudes towards the planning process 

for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province 

 

Attitudes 

Samui Island PhaNgan Island 

Chi Sq. Poor Good Poor Good 

(%) (%) (%) (%) 

1.  Preparation for 

planning 

73 11 26 31 
27.682* 

(51.77) (7.80) (18.44) (21.99) 

2. Plan formulation 70 14 25 32 
24.072* 

(49.65) (9.93) (17.73) (22.70) 

3.  Plan implementation 68 16 25 32 
20.808* 

(48.23) (11.35) (17.73) (22.70) 

4.  Plan monitoring 70 14 27 30 
20.460* 

(49.65) (9.93) (19.15) (21.28) 
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Table 4.23 (Continued) 

 

Attitudes 

Samui Island PhaNgan Island 

Chi Sq. Poor Good Poor Good 

(%) (%) (%) (%) 

5.  Plan evaluation 70 14 25 32 
24.072* 

(49.65) (9.93) (17.73) (22.70) 

6.  Plan revision and 

adjustment 

68 16 27 30 
17.424* 

(48.23) (11.35) (19.15) (21.28) 

 

Note: *p < .05 

 

Table 4.23 shows that area is related to attitudes towards the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding preparation for 

planning, plan formulation, plan implementation, plan monitoring, plan evaluation, 

and plan revision and adjustment with a statistical significance of .05. 

The researcher indicates the relationship between general information 

of the respondents regarding gender and attitudes towards the planning process for 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province in Table 4.24. 

 

Table 4.24 The relationship between gender and attitudes towards the planning 

process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province 

 

Attitudes towards 

Male Female 

Chi Sq. Poor Good Poor Good 

(%) (%) (%) (%) 

1.  Preparation for 

 planning 

36 25 63 17 
6.444* 

(25.53) (17.73) (44.68) (12.06) 

2.  Plan formulation 
35 26 60 20 

4.890* 
(24.82) (18.44) (42.55) (14.18) 

3.  Plan implementation 35 26 58 22 
3.525 

(24.82) (18.44) (41.13) (15.60) 
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Table 4.24 (Continued) 

 

Attitudes towards 

Male Female 

Chi Sq. Poor Good Poor Good 

(%) (%) (%) (%) 

4.  Plan monitoring 37 24 60 20 
3.317 

(26.24) (17.02) (42.55) (14.18) 

5.  Plan evaluation 35 26 60 20 
4.890* 

(24.82) (18.44) (42.55) (14.18) 

6. Plan revision and 

adjustment 

37 24 58 22 
2.210 

(26.24) (17.02) (41.13) (15.60) 

 

Note: *p < .05 

 

Table 4.24 displays that gender is related to attitudes towards the 

planning process for human resources risk management of executives of small and 

medium sized hotels in touristic islands of Surat Thani province regarding preparation 

for planning, plan formulation, plan evaluation with a statistical significance of .05, but 

as for other steps, there is not relationship. 

The researcher indicates the relationship between general information 

of the respondents regarding age and attitudes towards the planning process for 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province in Table 4.25. 
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Table 4.25 The relationship between age and attitudes towards the planning process 

for human resources risk management of executives of small and  medium 

sized hotels in the touristic islands of Surat Thani province 

 

Attitudes towards 

Age 

Chi Sq. 
25-42 years old 43-51 years old Older than 52 

Poor Good Poor Good Poor Good 

(%) (%) (%) (%) (%) (%) 

1.  Preparation for 

planning 
56 14 27 16 16 12 

6.626* 
(39.72) (9.93) (19.15) (11.35) (11.35) (8.51) 

2.  Plan formulation 53 17 25 18 17 11 
4.448 

(37.59) (12.06) (17.73) (12.77) (12.06) (7.80) 

3.  Plan implementation 53 17 25 18 15 13 
6.051 

 (37.59) (12.06) (17.73) (12.77) (10.64) (9.22) 

4.  Plan monitoring 55 15 27 16 15 13 
6.861* 

 (39.01) (10.64) (19.15) (11.35) (10.64) (9.22) 

5.  Plan evaluation 53 17 26 17 16 12 
4.482 

 (37.59) (12.06) (18.44) (12.06) (11.35) (8.51) 

6.  Plan revision and  53 17 26 17 16 12 
4.482 

adjustment (37.59) (12.06) (18.44) (12.06) (11.35) (8.51) 

 

Note: *p < .05  

 

Table 4.25 manifests that age is related to attitudes towards the planning  

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding preparation for 

planning, plan monitoring with a statistical significance of .05, but as for other steps, 

these is not relationship. 

The researcher indicates the relationship between general information of 

the respondents regarding educational level and attitudes towards the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province in Table 4.26. 
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Table 4.26 The relationship between educational level and attitudes towards the planning process for human resources risk management 

of executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Attitudes towards 

Lower than bachelor’s degree Bachelor’s degree Higher than Bachelor’s degree 

Chi Sq. Poor Good Poor Good Poor Good 

(%) (%) (%) (%) (%) (%) 

1.  Preparation for  planning 22 20 59 17 18 5 
9.098* 

(15.60) (14.18) (41.84) (12.06) (12.77) (3.55) 

2.  Plan formulation 20 22 59 17 16 7 
11.145* 

(14.18) (15.60) (41.84) (12.06) (11.35) (4.96) 

3.  Plan implementation 19 23 59 17 15 8 
12.649* 

(13.48) (16.31) (41.84) (12.06) (10.64) (5.67) 

4.  Plan monitoring 20 22 61 15 16 7 
13.435* 

(14.18) (15.60) (43.26) (10.64) (11.35) (4.96) 

5.  Plan evaluation 21 21 58 18 16 7 
8.582* 

(14.89) (14.89) (41.13) (12.77) (11.35) (4.96) 

6.  Plan revision and adjustment 21 21 59 17 15 8 
9.454* 

(14.89) (14.89) (41.84) (12.06) (10.64) (5.67) 

 

Note: *p < .05 
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Table 4.26 reveals that educational level is related to attitudes towards the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of Surat Thani province regarding preparation for 

planning, plan formulation, plan implementation, plan monitoring, plan evaluation, and plan revision and adjustment with a statistical 

significance of .05. 

The researcher indicates the relationship between general information of the respondents regarding experience and attitudes 

towards the planning process for human resources risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province in Table 4.27. 

 

Table 4.27 The relation between experience and attitudes towards the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Attitudes towards 

Experience 

Chi Sq. 
1-8 years 9-16 years 17-24 years More than 24years 

Poor Good Poor Good Poor Good Poor Good 

(%) (%) (%) (%) (%) (%) (%) (%) 

1.  Preparation for 

planning 

39 13 36 21 14 8 10 0 
6.624 

(27.66) (9.22) (25.53) (14.89) (9.93) (5.67) (7.09) (0.00) 

2.  Plan formulation 36 16 34 23 15 7 10 0 
6.478 

(25.53) (11.35) (24.11) (16.31) (10.64) (4.96) (7.09) (0.00) 

3.  Plan implementation 35 17 36 21 13 9 9 1 
3.278 

(24.82) (12.06) (25.53) (14.89) (9.22) (6.38) (6.38) (0.71) 
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Table 4.27 (Continued) 
 

Attitudes towards 

Experience 

Chi Sq. 
1-8 years 9-16 years 17-24 years More than 24years 

Poor Good Poor Good Poor Good Poor Good 

(%) (%) (%) (%) (%) (%) (%) (%) 

4.  Plan monitoring 36 16 38 19 14 8 9 1 
2.492 

 (25.53) (11.35) (26.95) (13.48) (9.93) (5.67) (6.38) (0.71) 

5.  Plan evaluation 35 17 36 21 14 8 10 0 
5.444 

(24.82) (12.06) (25.53) (14.89) (9.93) (5.67) (7.09) (0.00) 

6.  Plan revision and 

adjustment 

37 15 35 22 14 8 9 1 
3.731 

(26.24) (10.64) (24.82) (15.60) (9.93) (5.67) (6.38) (0.71) 

 

Note: *p < .05 

 

Table 4.27 expresses that experience is not related to attitudes towards the planning process for human  resources  risk 

management of executives of small and medium sized hotels in the touristic islands of Surat Thani province regarding preparation for 

planning, plan formulation, plan implementation, plan monitoring, plan evaluation, and plan revision and adjustment. 

The researcher indicates the relationship between general information of the respondents regarding work position and 

attitudes towards the planning process for human resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province in Table 4.28. 
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Table 4.28 The relationship between work position and attitudes towards the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Attitudes towards 

Position 

Chi Sq. 
Hotel owner Hotel executive Owner and executive 

Poor Good Poor Good Poor Good 

(%) (%) (%) (%) (%) (%) 

1.  Preparation for planning 21 23 57 8 21 11 
20.455* 

(14.89) (16.31) (40.43) (5.67) (14.89) (7.80) 

2.  Plan formulation 20 24 53 12 22 10 
15.578* 

(14.18) (17.02) (37.59) (8.51) (15.60) (7.09) 

3.  Plan implementation 18 26 54 11 21 11 
20.781* 

(12.77) (18.44) (38.30) (7.80) (14.89) (7.80) 

4. Plan monitoring 19 25 54 11 24 8 
20.196* 

(13.48) (17.73) (38.30) (7.80) (17.02) (5.67) 

5.  Plan evaluation 19 25 54 11 22 10 
19.035* 

(13.48) (17.73) (38.30) (7.80) (15.60) (7.09) 

6. Plan revision and adjustment 20 24 53 12 22 10 
15.578* 

(14.18) (17.02) (37.59) (8.51) (15.60) (7.09) 

 

Note: *p < .05  

 

Table 4.28 shows that position is related to attitudes towards the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province regarding preparation for planning, plan 
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formulation, plan implementation, plan monitoring, plan evaluation, and plan revision and adjustment with a statistical significance of 

.05. 

The researcher indicates the relationship between general information of the respondents regarding number of rooms and 

attitudes towards the planning process for human resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province in Table 4.29. 

 

Table 4.29 The relationship between number of rooms and attitudes towards the planning process for human resources risk management 

of executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Attitudes towards 

Number of rooms 

Chi Sq. 
1-10 rooms 11-20 rooms 21-30 rooms 31-40 rooms More than40 rooms 

Poor Good Poor Good Poor Good Poor Good Poor Good 

(%) (%) (%) (%) (%) (%) (%) (%) (%) (%) 

1. Preparation for planning 4 12 34 15 25 11 25 1 11 3 
24.498* 

(2.84) (8.51) (24.11) (10.64) (17.73) (7.80) (17.73) (0.71) (7.80) (2.13) 

2. Plan formulation 4 12 33 16 25 11 22 4 11 3 
17.455* 

(2.84) (8.51) (23.40) (11.35) (17.73) (7.80) (15.60) (2.84) (7.80) (2.13) 

3. Plan implementation 4 12 32 17 24 12 22 4 11 3 
16.994* 

(2.84) (8.51) (22.70) (12.06) (17.02) (8.51) (15.60) (2.84) (7.80) (2.13) 

4. Plan monitoring 5 11 34 15 24 12 23 3 11 3 
15.898* 

(3.55) (7.80) (24.11) (10.64) (17.02) (8.51) (16.31) (2.13) (7.80) (2.13) 
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Table 4.29  (Continued) 

 

Attitudes towards 

Number of rooms 

Chi Sq. 
1-10 rooms 11-20 rooms 21-30 rooms 31-40 rooms More than40 rooms 

Poor Good Poor Good Poor Good Poor Good Poor Good 

(%) (%) (%) (%) (%) (%) (%) (%) (%) (%) 

5. Plan evaluation 4 12 35 14 23 13 22 4 11 3 
17.950* 

(2.84) (8.51) (24.82) (9.93) (16.31) (9.22) (15.60) (2.84) (7.80) (2.13) 

6. Plan revision and 

adjustment 

5 11 34 15 23 13 22 4 11 3 
14.103* 

(3.55) (7.80) (24.11) (10.64) (16.31) (9.22) (15.60) (2.84) (7.80) (2.13) 

 

Note: *p < .05  

 

Table 4.29 elaborates that the number of rooms is related to attitudes towards the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of Surat Thani province regarding preparation for planning, 

plan formulation, plan implementation, plan monitoring, plan evaluation, and plan revision and adjustment with a statistical significance 

of .05. 

The researcher indicates the relationship between general information of the respondents regarding number of employees 

and attitudes towards the planning process for human resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province in Table 4.30. 
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Table 4.30 The relationship between number of employees and attitudes towards the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Attitudes towards 

Number of employees 

Chi Sq. 
1-9 employees 10-19 employees 20-49 employees 

Poor Good Poor Good Poor Good 

(%) (%) (%) (%) (%) (%) 

1. Preparation for planning 49 24 18 16 32 2 
14.472* 

(34.75) (17.02) (12.77) (11.35) (22.70) (1.42) 

2. Plan formulation 47 26 17 17 31 3 
13.730* 

(33.33) (18.44) (12.06) (12.06) (21.99) (2.13) 

3. Plan implementation 44 29 17 17 32 2 
16.914* 

(31.21) (20.57) (12.06) (12.06) (22.70) (1.42) 

4. Plan monitoring 48 25 17 17 32 2 
16.065* 

(34.04) (17.73) (12.06) (12.06) (22.70) (1.42) 

5. Plan evaluation 48 25 16 18 31 3 
15.235* 

(34.04) (17.73) (11.35) (12.77) (21.99) (2.13) 

6. Plan revision and adjustment 44 29 19 15 32 2 
14.780* 

(31.21) (20.57) (13.48) (10.64) (22.70) (1.42) 

 

Note: *p < .05 
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Table 4.30 demonstrates that number of employees is related to attitudes 

towards the planning process for human resources risk management of executives of 

small and medium sized hotels in the touristic islands of Surat Thani province regarding 

preparation for planning, plan formulation, plan implementation, plan monitoring, 

plan evaluation, and plan revision and adjustment with a statistical significance of .05. 

The researcher indicates the relationship between general information of 

the respondents regarding time of operation of a hotel and attitudes towards the 

planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province in Table 4.31. 

 

Table 4.31 The relationship between number of departments and attitudes towards 

the planning process for human resources risk management of executives 

of small and medium sized hotels in the touristic islands of Surat Thani 

province 

 

Attitudes towards 

Number of departments 

Chi Sq. 
Less than 4 departments More than 4 departments 

Poor Good Poor Good 

(%) (%) (%) (%) 

1.  Preparation for 

 planning 

40 26 59 16 
5.475* 

(28.37) (18.44) (41.84) (11.35) 

2.  Plan formulation 38 28 57 18 
5.422* 

(26.95) (19.86) (40.43) (12.77) 

3.  Plan 

 implementation 

35 31 58 17 
9.235* 

(24.82) (21.99) (41.13) (12.06) 

4.  Plan monitoring 38 28 59 16 
7.274* 

(26.95) (19.86) (41.84) (11.35) 

5.  Plan evaluation 39 27 56 19 
3.875 

 (27.66) (19.15) (39.72) (13.48) 

6.  Plan revision and 

 adjustment 

35 31 60 15 
11.617* 

(24.82) (21.99) (42.55) (10.64) 

 

Note: *p < .05 
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Table 4.31 shows that number of departments is related to attitudes in 

the planning process for human resources risk management of executives of small and 

medium sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, and plan revision and adjustment 

with a statistical significance of .05, but as for plan evaluation, there is not relationship. 

 

Table 4.32 The relationship between time of operation of a hotel and attitudes towards 

the planning process for human resources risk management of executives 

of small and medium sized hotels in the touristic islands of Surat Thani 

province 

 

Attitudes towards 

Time of operation of a hotel 

1-8 years 9-16 years 17-40 years 

Chi Sq. Poor Good Poor Good Poor Good 

(%) (%) (%) (%) (%) (%) 

1. Preparation for planning 11 38 18 28 15 31 
3.138 

(7.80) (26.95) (12.77) (19.86) (10.64) (21.99) 

2. Plan formulation 12 37 18 28 16 30 
2.458 

(8.51) (26.24) (12.7) (19.86) (11.35) (21.28) 

3. Plan  implementation 12 37 20 26 16 30 
3.827 

(8.51) (26.24) (14.18) (18.44) (11.35) (21.28) 

4. Plan monitoring 12 37 17 29 15 31 
1.780 

(8.51) (26.24) (12.06) (20.57) (10.64) (21.99) 

5. Plan evaluation 12 37 19 27 15 31 
3.052 

(8.51) (26.24) (13.48) (19.15) (10.64) (21.99) 

6. Plan revision and 

adjustment 

11 38 19 27 16 30 
3.982 

(7.80) (26.95) (13.48) (19.15) (11.35) (21.28) 

 

Note: *p < .05 

 

Table 4.32 exhibits that time of operation of a hotel is not related to 

attitudes in the planning process for human resources risk management of executives 

of small and medium sized hotels in the touristic islands of Surat Thani province 

regarding preparation for planning, plan formulation, plan implementation, plan 

monitoring, plan evaluation, and plan revision and adjustment.  
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4.1.1.6 The relationship between general information and knowledge of 

the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province. 

In the study, the researcher categorized the knowledge of the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province into 6 aspects (steps) which 

are preparation for planning, plan formulation, plan implementation, plan monitoring, 

plan evaluation, and plan revision and adjustment. 

The researcher indicates the relationship between general information of 

the respondents regarding area and knowledge of the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province in Table 4.33. 

 

Table 4.33 The relationship between area and knowledge of the planning process for 

human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province 

 

Knowledge of 

Samui Island PhaNgan Island 

Chi Sq. Pass Fail Pass Fail 

(%) (%) (%) (%) 

1. Preparation for planning 3 81 1 56 
0.407 

(2.13) (57.45) (0.71) (39.72) 

2. Plan formulation 4 80 3 54 
0.018 

(2.80) (56.74) (2.13) (38.30) 

3. Plan implementation 39 45 17 40 
3.910 

(27.66) (31.91) (12.06) (28.37) 

4. Plan monitoring 37 47 18 39 
2.219 

(26.24) (33.33) (12.77) (27.66) 

5. Plan evaluation 43 41 23 34 
1.602 

(30.50) (29.08) (16.31) (24.11) 

6. Plan revision and adjustment 23 61 9 48 
2.601 

(16.31) (43.26) (6.38) (34.04) 

 

Note: *p<.05 
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Table 4.33 presents that area is not related to knowledge of the planning 

process for human resources risk management of executives of small and  medium 

sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, plan evaluation, and plan revision 

and adjustment. 

The researcher indicates the relationship between general information of 

the respondents regarding gender and knowledge of the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province in Table 4.33. 

 

Table 4.34 The relationship between gender and knowledge of the planning process 

for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province 

 

Knowledge of 

Male Female 

Chi Sq. Pass Fail Pass Fail 

(%) (%) (%) (%) 

1. Preparation for  planning 1 60 3 77 
0.559 

(0.71) (42.55) (2.13) (54.61) 

2.  Plan formulation 3 58 4 76 
0.000 

(2.13) (41.13) (2.84) (53.90) 

3.  Plan implementation 20 41 36 44 
2.156 

(14.18) (29.08) (25.53) (31.21) 

4.  Plan monitoring 18 43 37 43 
4.077* 

(12.77) (30.50) (26.24) (30.50) 

5.  Plan evaluation 26 35 40 40 
0.756 

(18.44) (24.82) (28.37) (28.37) 

6.  Plan revision and adjustment 7 54 25 55 
7.714* 

(4.96) (38.30) (17.73) (39.01) 

 

Note: *p<.05 

 

Table 4.34 shows that gender is related to knowledge of the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding plan monitoring, 
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and plan revision and adjustment with a statistical significance of .05,but as for other 

steps, there is no relationship. 

The researcher indicates the relationship between general information of 

the respondents regarding age and knowledge of the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province in Table 4.35. 

 

Table 4.35 The relationship between age and knowledge of the planning process for 

human resources risk management of executives of small and  medium sized 

hotels in the touristic islands of Surat Thani province 

 

Knowledge of 

Age 

Chi Sq. 
25-42 years 43-51 years Older than 52 years 

Pass Fail Pass Fail Pass Fail 

(%) (%) (%) (%) (%) (%) 

1.  Preparation for 

planning 

1 69 3 40 0 28 
3.995 

(0.71) (48.94) (2.13) (28.37) (0.00) (19.86) 

2.  Plan formulation 4 66 3 40 0 28 
1.915 

(2.84) (46.81) (2.13) (28.37) (0.00) (19.86) 

3.  Plan 

implementation 

29 41 16 27 11 17 
0.201 

(20.57) (29.08) (11.35) (19.15) (7.80) (12.06) 

4.  Plan monitoring 28 42 18 25 9 19 
0.731 

(19.86) (29.79) (12.77) (17.73) (6.38) (13.48) 

5.  Plan evaluation 34 36 19 24 13 15 
0.208 

(24.11) (25.53) (13.48) (17.02) (9.22) (10.64) 

6.  Plan revision and 

adjustment 

17 53 8 35 7 21 
0.596 

(12.06) (37.59) (5.67) (24.82) (4.96) (14.89) 

 

Note: *p < .05 

  

Table 4.35 reveals that age is not related to knowledge of the planning 

process for human resources risk management of executives of small and medium 

sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, plan evaluation, and plan revision 

and adjustment. 
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The researcher indicates the relationship between general information 

of the respondents regarding educational level and knowledge of the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province in Table 4.36. 

 

Table 4.36 The relationship between educational level and knowledge of the planning 

process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province 

 

Knowledge of 

Lower than 
bachelor’s degree 

Bachelor’s  
degree 

Higher than 
bachelor’s degree 

Chi Sq. 
Pass Fail Pass Fail Pass Fail 

(%) (%) (%) (%) (%) (%) 

1.  Preparation 
 for planning 

1 41 2 74 1 22 
0.234 

(0.71) (29.08) (1.42) (52.48) (0.71) (15.60) 

2.  Plan formulation 1 41 6 70 0 23 
3.179 

(0.71) (29.08) (4.26) (49.65) (0.00) (16.31) 

3.  Plan 
 implementation 

15 27 32 44 9 14 
0.465 

(10.64) (19.15) (22.70) (31.21) (6.38) (9.93) 

4. Plan monitoring 15 27 31 45 9 14 
0.293 

(10.64) (19.15) (21.99) (31.91) (6.38) (9.93) 

5.  Plan evaluation 18 24 35 41 13 10 
1.152 

(12.77) (17.02) (24.82) (29.08) (9.22) (7.09) 

6. Plan revision and 
 adjustment 

7 35 19 57 6 17 
1.251 

(4.96) (24.82) (13.48) (40.43) (4.26) (12.06) 

 

Note: *p < .05 

 

Table 4.36 elaborates that educational level is not related to knowledge 

of the planning process for human resources risk management of executives of small and 

medium sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, plan evaluation, and plan revision 

and adjustment. 

The researcher indicates the relationship between general information 

of the respondents regarding work experience and knowledge of the planning process 

for human resources risk management of executives of small and medium sized hotels 

in touristic islands of Surat Thani province in Table 4.37. 
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Table 4.37 The relationship between work experience and knowledge of the planning 

process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province 

 

Knowledge of 

Experience 

Chi 
Sq. 

1-8 years 9-16 years 17-24 years More than 25 years 

Pass Fail Pass Fail Pass Fail Pass Fail 

(%) (%) (%) (%) (%) (%) (%) (%) 

1.  Preparation for 
 planning 

1 51 2 55 1 21 0 10 
0.776 

(0.71) (36.17) (1.42) (39.01) (0.71) (14.89) (0.00) (7.09) 

2. Plan 
 formulation 

3 49 3 54 1 21 0 10 
0.613 

(2.13) (34.75) (2.13) (38.30) (0.71) (14.89) (0.00) (7.09) 

3.  Plan 
 implementation 

22 30 21 36 8 14 5 5 
0.888 

(15.60) (21.28) (14.89) (25.53) (5.67) (9.93) (3.55) (3.55) 

4.  Plan monitoring 20 32 26 31 6 16 3 7 
2.667 

(14.18) (22.70) (18.44) (21.99) (4.26) (11.35) (2.13) (4.96) 

5. Plan evaluation 25 27 28 29 9 13 4 6 
0.650 

 (17.73) (19.15) (19.86) (20.57) (6.38) (9.22) (2.84) (4.26) 

6. Plan revision 
and  adjustment 

11 41 16 41 4 18 1 9 
2.183 

(7.80) (29.08) (11.35) (29.08) (2.84) (12.77) (0.71) (6.38) 

 

Note: *p < .05 

 

Table 4.37exhibits that work experience is not related to knowledge of 

the planning process for human resources risk management of executives of small and 

medium sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, plan evaluation, and plan revision 

and adjustment. 

The researcher indicates the relationship between general information of 

the respondents regarding position and knowledge of the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province in Table 4.38. 
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Table 4.38 The relationship between work position and knowledge of the planning 

process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of SuratThani province 

 

Knowledge of 

Current position 

Chi Sq. 
Hotel’s owner Hotel’s executive An owner and executive 

Pass Fail Pass Fail Pass Fail 

(%) (%) (%) (%) (%) (%) 

1.  Preparation for 
 planning 

1 43 2 63 1 31 
0.074 

(0.71) (30.50) (1.42) (44.68) (0.71) (21.99) 

2.  Plan formulation 1 43 3 62 3 29 
2.012 

(0.71) (30.50) (2.13) (43.97) (2.13) (20.57) 

3.  Plan 
 implementation 

10 34 31 34 15 17 
7.716* 

(7.09) (24.11) (21.99) (24.11) (10.64) (12.06) 
4.  Plan monitoring 14 30 30 35 11 21 

2.640 
(9.93) (21.28) (21.28) (24.82) (7.80) (14.89) 

5.  Plan evaluation 15 29 33 32 18 14 
4.413 

(10.64) (20.57) (23.40) (22.70) (12.77) (9.93) 

6.  Plan revision and 

 adjustment 

8 36 19 46 5 27 
3.005 

(5.67) (25.53) (13.48) (32.62) (3.55) (19.15) 

 

Note: *p < .05  

 

Table 4.38 manifests that current position is related to knowledge of the 

planning process for human resources risk management of executives of small and 

medium sized hotels in Surat Thani province regarding plan implementation with a 

statistical significance of .05, but as for other steps, these is not relationship. 

The researcher indicates the relationship between general information of 

the respondents regarding number of rooms and knowledge of the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province in Table 4.39. 
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Table 4.39  The relationship between number of rooms and knowledge of the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province 

 

Knowledge of 

Number of rooms 

Chi Sq. 
1-10 rooms 11-20 rooms 21-30 rooms 31-40 rooms More than40 rooms 

Pass Fail Pass Fail Pass Fail Pass Fail Pass Fail 

(%) (%) (%) (%) (%) (%) (%) (%) (%) (%) 

1.  Preparation for planning 0 16 3 46 1 35 0 26 0 14 
3.554 

(0.00) (11.35) (2.13) (32.62) (0.71) (24.82) (0.00) (18.44) (0.00) (9.93) 

2.  Plan formulation 0 16 4 45 1 35 1 25 1 13 
2.473 

(0.00) (11.35) (2.84) (31.91) (0.71) (24.82) (0.71) (17.73) (0.71) (9.22) 

3.  Plan implementation 4 12 19 30 14 22 11 15 8 6 
3.324 

(2.84) (8.51) (13.48) (21.28) (9.93) (15.60) (7.80) (10.64) (5.67) (4.26) 

4.  Plan monitoring 8 8 21 28 11 25 11 15 4 10 
2.959 

(5.67) (5.67) (14.89) (19.86) (7.80) (17.73) (7.80) (10.64) (2.84) (7.09) 

5.  Plan evaluation 9 7 28 21 18 18 14 12 6 8 
1.120 

(6.38) (4.96) (19.86) (14.89) (12.77) (12.77) (9.93) (8.51) (4.26) (5.67) 

6.  Plan revision and 
 adjustment 

12 4 39 10 28 8 19 7 11 3 
0.477 

(8.51) (2.84) (27.66) (7.09) (19.86) (5.67) (13.48) (4.96) (7.80) (2.13) 

 

Note: *p < .05  
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Table 4.39 shows that number of rooms is not related to knowledge of the 

planning process for human resources risk management of executives of small and 

medium sized hotels in Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, plan evaluation, and plan revision 

and adjustment. 

The researcher indicates the relationship between general information of 

the respondents regarding number of employees and knowledge of the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province in Table 4.40. 

 

Table 4.40 The relationship between number of employees and knowledge of the 

planning process for human resources risk management of executives of 

small and medium sized hotels in the touristic islands of Surat Thani 

province 

 

Knowledge of 

Number of employees 

Chi Sq. 
1-9 employees 10-19 employees 20-49 employees 

Pass Fail Pass Fail Pass Fail 

(%) (%) (%) (%) (%) (%) 

1.  Preparation for 

 planning 

4 69 0 34 0 34 
3.835 

(2.84) (48.94) (0.00) (24.11) (0.00) (24.11) 

2. Plan formulation 4 69 2 32 1 33 
0.397 

(2.84) (48.94) (1.42) (22.70) (0.71) (23.40) 

3.  Plan 

 implementation 

30 43 12 22 14 20 
0.366 

(21.28) (30.50) (8.51) (15.60) (9.93) (14.18) 

4.  Plan monitoring 34 39 8 26 13 21 
5.189 

(24.11) (27.66) (5.67) (18.44) (9.22) (14.89) 

5.  Plan evaluation 45 28 9 25 12 22 
13.912* 

(31.91) (19.86) (6.38) (17.73) (8.51) (15.60) 

6.  Plan revision and 

 adjustment 

20 53 5 29 7 27 
2.243 

(14.18) (37.59) (3.55) (20.57) (4.96) (19.15) 

 

Note: *p < .05 
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Table 4.40 expresses that number of employees is related to knowledge 

of the planning process for human resources risk management of executives of small 

and medium sized hotels in the touristic islands of Surat Thani province regarding plan 

evaluation with statistical significance of .05, but as for other steps, there is no relationship. 

The researcher indicates the relationship between general information 

of the respondents regarding number of departments and knowledge of the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province in Table 4.41. 

 

Table 4.41 The relationship between number of departments in a hotel and knowledge 

of the planning process for human resources risk management of executives 

of small and medium sized hotels in the touristic islands of Surat Thani 

province 

 

Knowledge of 

Number of departments in a hotel 

Chi Sq. 
Less than 4 departments More than 4 departments 

Pass Fail Pass Fail 

(%) (%) (%) (%) 

1.  Preparation for 

planning 

3 63 1 74 
1.314 

(2.13) (44.68) (0.71) (52.48) 

2.  Plan formulation 2 64 5 70 
0.984 

(1.42) (45.39) (3.55) (49.65) 

3.  Plan 

implementation 

25 41 31 44 
0.175 

(17.73) (29.08) (21.99) (31.21) 

4.  Plan monitoring 29 37 26 49 
1.269 

(20.57) (26.24) (18.44) (34.75) 

5.  Plan evaluation 33 33 33 42 
0.508 

(23.40) (23.40) (23.40) (29.79) 

6.  Plan revision and 

adjustment 

19 47 13 62 
2.625 

(13.48) (33.33) (9.22) (43.97) 

 

Note: *p < .05 

 

Table 4.41 manifests that number of departments in a hotel is not related 

to knowledge of the planning process for human resources risk management of 

executives of small and medium sized hotels in SuratThani province regarding 
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preparation for planning, plan formulation, plan implementation, plan monitoring, 

plan evaluation, and plan revision and adjustment. 

The researcher indicates the relationship between general information 

of the respondents regarding time of operation of a hotel and knowledge of the 

planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province in Table 4.42. 

 

Table 4.42 The relationship between time of operation of a hotel and knowledge of 

the planning process for human resources risk management of executives 

of small and medium sized hotels in the touristic islands of Surat Thani 

province 

 

Knowledge of 

Time of operation of a hotel 

Chi Sq. 
1-8 years 9-16 years 17-40 years 

Pass Fail Pass Fail Pass Fail 

(%) (%) (%) (%) (%) (%) 

1.  Preparation for 

planning 

0 49 3 43 1 45 
3.770 

(0.00) (34.75) (2.13) (30.50) (0.71) (31.91) 

2.  Plan formulation 2 47 5 41 0 46 
5.884 

(1.42) (33.33) (3.55) (29.08) (0.00) (32.62) 

3.  Plan 

implementation 

23 26 15 31 18 28 
2.045 

(16.31) (18.44) (10.64) (21.99) (12.77) (19.86) 

4.  Plan monitoring 17 32 23 23 15 31 
3.511 

(12.06) (22.70) (16.31) (16.31) (10.64) (21.99) 

5. Plan evaluation 21 28 22 24 23 23 
0.515 

(14.89) (19.86) (15.60) (17.02) (16.31) (16.31) 

6.  Plan revision and 

adjustment 

11 38 10 36 11 35 
0.065 

(7.80) (26.95) (7.09) (25.53) (7.80) (24.82) 

 

Note: *p < .05  

 

Table 4.42 exhibits that time of operation of a hotel is not related to 

knowledge of the planning process for human resources risk management of executives 

of small and medium sized hotels in the touristic islands of Surat Thani province 

regarding preparation for planning, plan formulation, plan implementation, plan 

monitoring, plan evaluation, and plan revision and adjustment. 
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4.1.2 The Results of Studying Behavior in the Planning Process for Human 

Resources Risk Management of Executives of Small and Medium 

Sized Hotels in Touristic Islands of Surat Thani Province 

In the study, the researcher categorized the behavior in the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province into 6 aspects which are preparation for 

planning, plan formulation, plan implementation, plan monitoring, plan evaluation, and 

plan revision and adjustment. The researcher indicates mean, S.D., and level of 

behavior in the planning process for human resources risk management of executives 

of small and medium sized hotels in the touristic islands of Surat Thani province in 

Table 4.43. 

 

Table 4.43 Mean, S.D., and level of behavior in the planning process for human 

resources risk management of executives of small and medium sized 

hotels in the touristic islands of Surat Thani province 

 

Behavior in Mean S.D. Level of behavior 

1. Preparation for planning 3.79 1.42 Somewhat low 

2. Plan formulation 3.54 1.56 Low 

3. Plan implementation 3.48 1.50 Low 

4. Plan monitoring 3.60 1.60 Low 

5. Plan evaluation 3.63 1.55 Somewhat low 

6. Plan revision and 

adjustment 

3.36 1.54 Low 

Total 3.61 1.41 Somewhat low 

 

The level of behavior in the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

SuratThani province, in general, regarding preparation for planning and plan 

evaluation is at a somewhat low level, while regarding plan formulation, plan 

implementation, plan monitoring, and plan revision and adjustment is at a low level 

(Table 4.43). 
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The researcher indicates mean, S.D., and level of behavior in the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding preparation for 

planning in Table 4.44. 
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Table 4.44 Mean, S.D., and level of behavior in the planning process for human resources risk management of executives of small and 

medium sized hotels in touristic islands of Surat Thani province regarding preparation for planning 

 

Behavior in 

Number of employees 

Level of behavior 1-9 employees 10-19 employees 20-49employees Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

1. Preparation for planning 3.67 1.56 3.38 1.23 4.44 1.05 3.79 1.42 Rarely practice 

1.1 Inspiring and building trust in human resources risk 

management for employees 

3.64 1.60 3.32 1.27 4.21 1.34 3.70 1.49 Rarely practice 

1.2 Performance evaluation of employees in a hotel 3.82 1.77 3.47 1.29 4.71 1.17 3.95 1.59 Rarely practice 

1.3 Enhancing performance of employees 3.93 1.70 3.62 1.05 5.06 0.95 4.13 1.50 Rarely practice 

1.4 Knowledge exchange and learning between 

employees and executives of a hotel during work 

3.74 1.85 3.18 1.34 4.50 1.05 3.79 1.63 Rarely practice 

1.5 Creating and developing a database of the 

organization 

3.75 1.73 3.47 1.35 4.62 1.16 3.89 1.57 Rarely practice 

1.6 Reviewing the plans for human resources risk 

management 

3.60 1.77 3.35 1.32 4.18 1.45 3.68 1.61 Rarely practice 

1.7 Analysis of the current situations of the business 4.52 1.93 4.12 1.47 5.29 1.00 4.61 1.69 Often practice 

1.8 Identifying risks in human resources of the hotel 3.42 1.66 3.18 1.45 4.15 1.35 3.54 1.57 Hardly practice 

1.9 Providing understanding of the risks to employees 3.67 1.69 3.24 1.46 4.56 1.33 3.78 1.61 Rarely practice 

1.10 Categorizing groups of risks in human resources of 

the hotel 

3.49 1.70 3.24 1.46 4.38 1.37 3.65 1.62 Rarely practice 

1.11 Prioritizing the risks in human resources of the hotel 3.49 1.71 3.18 1.49 4.29 1.51 3.61 1.65 Rarely practice 
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Table 4.44 (Continued) 

          

Behavior in 

Number of employees 

Level of behavior 1-9 employees 10-19 employees 20-49employees Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

1.12 Conducting an analysis of human resources risk of 

the hotel thoroughly 

3.41 1.65 3.24 1.62 4.09 1.56 3.53 1.64 Hardly practice 

1.13 Providing activities to enhance knowledge in the 

planning process of human resources risk 

management of the hotel 

3.32 1.65 3.24 1.56 4.24 1.44 3.52 1.62 Hardly practice 

 

With regard to the level of behavior in the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province regarding preparation for planning, the average level of behavior is at 

a “rarely practiced” level (x̄ = 3.79, S.D. = 1.42), and when each aspect is considered separately, it is found that the level of behavior of 

executives is at “highly practiced” to “often practiced” levels. By analyzing each behavior that has the lowest mean, it is found that 

providing activities to enhance knowledge in the planning process of human resources risk management of the hotel is at a “hardly 

practiced” level (x̄ = 3.52, S.D. = 1.62) Also, by analyzing each behavior that has the highest mean, it is found that behavior regarding 

analysis of the current situations of the business is at an “often practiced” level (x̄ = 4.61, S.D. = 1.69) (Table 4.44). 

The researcher displays mean, S.D., and level of behavior in the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province regarding plan formulation in Table 4.45. 
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Table 4.45 Mean, S.D., and level of behavior in the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province regarding plan formulation 

 

Behavior in 

Number of employees 

Level of behavior 1-9 employees 10-19 employees 20-49 employees Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

2. Plan formulation 3.34 1.58 3.21 1.43 4.29 1.40 3.54 1.56 Hardly practice 

2.1 Providing activities to enhance knowledge of 

planning for human resources risk management 

of the hotel 

3.23 1.68 3.12 1.55 4.21 1.32 3.44 1.62 Hardly practice 

2.2 Specifying the visions of the hotel 3.58 1.63 3.44 1.33 4.62 1.18 3.79 1.53 Rarely practice 

2.3 Defining the missions of the hotel 3.45 1.78 3.56 1.28 4.29 1.29 3.68 1.59 Rarely practice 

2.4 Determining the purposes/objectives of the 

hotel 

3.66 1.82 3.53 1.37 4.50 1.33 3.83 1.65 Rarely practice 

2.5 Preparing programs to reduce the risks in the 

hotel 

3.48 1.74 3.41 1.67 4.53 1.54 3.72 1.73 Rarely practice 

2.6 Creating programs and projects for human 

resources risk management of the Hotel 

3.23 1.65 3.44 1.72 4.38 1.52 3.56 1.69 Hardly practice 

2.7 Prioritizing the programs and projects for 

human resources risk management of the hotel 

3.40 1.72 3.24 1.70 4.29 1.43 3.57 1.69 Hardly practice 

2.8 Preparing plans for human resources risk 

management of the hotel 

3.38 1.65 3.09 1.60 4.41 1.52 3.56 1.67 Hardly practice 

2.9 Reviewing the plans for human resources risk 

management of the hotel 

3.23 1.70 3.15 1.60 4.35 1.45 3.48 1.68 Hardly practice 
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Table 4.45 (Continued)  

 

Behavior in 

Number of employees 

Level of behavior 1-9 employees 10-19 employees 20-49 employees Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

2.10 Participation in reviewing the plans for human 

resources risk management 

3.07 1.64 3.12 1.34 4.06 1.28 3.32 1.54 Hardly practice 

 

 Regarding the level of behavior in the planning process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding plan formulation of each point/aspect is at “hardly practiced” to 

“barely practiced” levels (x̄ = 3.54, S.D. = 1.56) and when each aspect is considered separately, it is found that level of behavior of 

executives is at “rarely practiced” to “hardly practiced” levels. By analyzing each behavior that has the lowest mean, it is found that 

behavior regarding participation in reviewing the plans for human resources risk management is at a “hardly practiced” level (x̄ = 3.32, 

S.D. = 1.54) and by analyzing each behavior that has the highest mean, it is found behavior regarding determining the purposes/objectives of 

the hotel is at a “rarely practiced” level (x̄ = 3.83, S.D. = 1.65) (Table 4.45).  

 The researcher elaborates mean, S.D., and level of behavior in the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province regarding plan implementation in Table 4.46. 
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Table 4.46 Mean, S.D., and level of behavior in the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province regarding plan implementation 

 

Behavior 

Number of employees 

Level of behavior 1-9 employees 10-19 employees 20-49 employees Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

3. Plan implementation 3.25 1.55 3.24 1.46 4.21 1.20 3.48 1.50 Hardly practice

3.1 Identifying the stakeholders in making plans 

for human resources risk management of the 

hotel 

3.07 1.64 2.91 1.36 3.94 1.32 3.24 1.54 Hardly practice 

3.2 Communication with personnel in the hotel 

regarding human resources risk management of 

the hotel 

3.19 1.65 3.18 1.40 4.15 1.28 3.42 1.56 Hardly practice 

3.3 Identifying the persons who are responsible for 

and those involved in the work of human 

resources risk management of the hotel 

3.26 1.66 3.32 1.45 4.24 1.39 3.51 1.59 Hardly practice 

3.4 Operating the programs to create incentives for 

employees to work 

3.33 1.59 3.47 1.60 4.56 1.28 3.66 1.60 Rarely practice 

3.5 Reviewing plans for human resources risk 

management of the hotel 

3.26 1.56 3.41 1.71 4.24 1.30 3.53 1.58 Hardly practice 

 

For the level of behavior in the planning process for human resources risk management of executives of small and medium sized 

hotels in the touristic islands of Surat Thani province regarding plan implementation in each point and aspect is at “rarely practiced” to 

“hardly practiced” levels (x̄ = 3.48, S.D. = 1.50), and when each aspect is considered separately, it is found that level of behavior of 
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executives is at “rarely practiced” to “hardly practiced” levels. By analyzing each aspect of behavior that has the lowest mean, it is found 

that behavior regarding identifying the stakeholders in making plans for human resources risk management of the hotel isat a “hardly 

practiced” level (x̄ = 3.24, S.D. = 1.54). Also, by analyzing each behavior that has the highest mean, it is found that behavior in operating 

the programs to create incentives for employees to work is at a “rarely practiced” level (x̄ =  3.66,  S.D .= 1.60) (Table 4.46). 

The researcher reveals mean, S.D., and level of behavior in the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province regarding plan monitoring in Table 4.47. 

 

Table 4.47 Mean, S.D., and level of behavior in the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province regarding plan monitoring 

 

Behavior 

Number of employees 

Level of behavior 1-9 employees 10-19 employees 20-49 employees Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

4. Plan monitoring 3.33 1.55 3.38 1.67 4.38 1.44 3.60 1.60 Hardly practice

4.1 Assigning the supervisor for plans for human 

resources risk management 

3.21 1.53 3.38 1.83 4.35 1.23 3.52 1.60 Hardly practice 

4.2 Assigning employees to work with specialists 3.37 1.68 3.29 1.51 4.41 1.58 3.60 1.67 Hardly practice 

4.3 Assigning the executives to supervise staff in 

implementing plans for human resources risk 

management of the hotel 

3.41 1.75 3.44 1.69 4.38 1.56 3.65 1.73 Rarely practice 
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The level of behavior in the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province regarding plan monitoring in each point aspect is at “rarely 

practiced” to “hardly practiced” levels (x̄ = 3.60, S.D. = 1.60), and when each aspect 

is considered separately, it is found that the level of behavior of executives is at “hardly 

practiced” to “rarely practiced” levels. By analyzing each behavior that has the lowest 

mean, it is found that the behavior in assigning the supervisor to plan for human resources 

risk management is at a hardly practiced level (x̄ = 3.52,S.D. = 1.60) Also, by analyzing 

each behavior that has the highest mean, it is found that behavior regarding assigning 

the executives to supervise staff in implementing plans for human resources risk 

management of the hotel is at a “rarely practiced” level (x̄ =3.65,  S.D. = 1.73) (Table 

4.47). 

The researcher exhibits mean, S.D., and level of behavior in the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding plan assessment 

in Table 4.48. 
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Table 4.48 Mean, S.D., and level of behavior in the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province regarding plan evaluation 

 

Behavior 

Number of employees 

Level of behavior 1-9 employees 10-19 employees 20-49 employees Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

5. Plan evaluation 3.36 1.62 3.44 1.40 4.41 1.31 3.63 1.55 Rarely practice 

5.1 Appointing personnel to evaluate overall operation 

of employees in carrying out plans for human 

resources risk management of the hotel 

3.16 1.74 3.38 1.62 3.94 1.54 3.40 1.68 Hardly practice

5.2 Reporting the overall operation of human 

resources risk management of the hotel 

3.04 1.74 3.15 1.58 4.03 1.53 3.30 1.69 Hardly practice

5.3 Monitoring for the performance of the work 

regularly 

3.78 1.62 3.91 1.68 4.97 1.09 4.10 1.59 Rarely practice 

5.4 Assessment of customer satisfaction 3.89 1.93 4.09 1.60 5.12 1.20 4.23 1.77 Rarely practice 

5.5 Communication with personnel within the hotel in 

assessing human resources risk management 

3.30 1.70 3.38 1.52 4.44 1.66 3.60 1.71 Hardly practice

5.6 Participation in the assessment of plans for human 

resources risk management 

3.21 1.73 3.35 1.52 4.09 1.66 3.45 1.69 Hardly practice
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The level of behavior in the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province regarding plan evaluation in each point/aspect is at “rarely practiced” 

to “hardly practiced” levels (x̄ = 3.63, S.D. = 1.55), and when each aspect is considered 

separately, it is found that the level of behavior of executives is at “hardly practiced” to 

“rarely practiced” levels. By analyzing each behavior that has the lowest mean, it is 

found that the behavior regarding reporting the overall operation of human resources 

risk management of the hotel is at a hardly practice level (x̄ = 3.30, S.D. = 1.69). Also, 

by analyzing each behavior that has the highest mean, it is found that behavior 

regarding assessment of customer satisfaction is at a “rarely practiced” level (x̄ = 4.23, 

S.D. = 1.77) (Table 4.48). 

The researcher indicates mean, S.D., and level of behavior in the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding plan revision 

and adjustment in Table 4.49. 
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Table 4.49 Mean, S.D., and level of behavior in the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province regarding plan revision and adjustment 

 

Behavior 

Number of employees 

Level of behavior 1-9 employees 10-19 employees 20-49 employees Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

6. Plan revision and adjustment 3.10 1.57 3.18 1.42 4.12 1.37 3.36 1.54 Hardly practice 

6.1 Reviewing plans for human resources risk 

management 

3.22 1.57 3.41 1.60 4.09 1.46 3.48 1.58 Hardly practice 

6.2 Following the agreements when there are new 

agreements resulting from reviewing the plans for 

human resources risk management 

3.27 1.67 3.35 1.54 4.26 1.40 3.53 1.62 Hardly practice 

6.3 Participation in the process of reviewing plans for 

human resources risk management 

3.16 1.62 3.24 1.46 4.41 1.42 3.48 1.62 Hardly practice 

6.4 Providing knowledge exchange activities in 

planning for human resources risk management of 

the hotel 

3.12 1.67 3.32 1.61 4.15 1.37 3.42 1.63 Hardly practice 
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The level of behavior in the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province regarding plan revision and adjustment in each point/aspect is at a 

“hardly practiced” level (x̄ = 3.36, S.D. = 1.54), and when each aspect is considered 

separately, it is found that the level of behavior of executives is at a “hardly practice” 

level. By analyzing each behavior that has the lowest mean, it is found that the 

behavior in providing knowledge exchange activities in planning for human resources 

risk management of the hotel is at a “hardly practiced” level (x̄ =  3.42, S.D. = 1.63). 

Also, by analyzing each behavior that has the highest mean, it is found that the 

behavior regarding following the agreements when there are new agreements resulting 

from reviewing the plans for human resources risk management is at a “hardly 

practiced” level (x̄ =3.53, S.D. = 1.62) (Table 4.49). 

The researcher displays the results of the analysis of the variance of behavior 

in the planning process for human resources risk management of executives of small 

and medium sized hotels in the touristic islands of Surat Thani province that have 

different number of employees in Table 4.50. 

 

Table 4.50 The results of an analysis of the variance of behavior in the planning 

process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province that 

have different number of employees 

 

Behavior  df SS MS F 

1.  Preparation for planning Between groups  2  21.10  10.54 5.59* 

Within a group  138  260.52  1.89  

Total  140  281.62   

2.  Plan formulation Between groups  2  25.98  12.99 5.73* 

 Within a group  138  313.06  2.27  

 Total  140  339.04   

3.  Plan implementation Between groups  2  23.93  11.96 5.67* 

 Within a group  138  291.24  2.11  

 Total  140  315.16   



167 

Table 4.50 (Continued) 

      

Behavior  df SS MS F 

4. Plan monitoring Between groups  2  27.79  13.90 5.77* 

 Within a group  138  332.17  2.41  

 Total  140  359.96   

5.  Plan evaluation Between groups  2  27.47  13.73 6.13* 

 Within a group  138  309.36  2.24  

 Total  140  336.82   

6.  Plan revision and 

 adjustment 

Between groups  2  25.75  12.88 5.79* 

Within a group  138  306.80  2.22  

Total  140  332.55   

Total Between groups  2  23.77  11.88 6.45* 

 Within a group  138  254.27  1.84  

 Total  140  278.04   

 

Note: * p <.05 

 

Table 4.50 displays that behavior in the planning process for human resources 

risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province that have different number of employees in general 

and each step is different with a statistical significance of .05. So as to indicate the 

difference of each pair, Schaffer’s method is employed as shown in Table 4.51. 

The researcher indicates the results of comparing mean of behavior in the 

planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province that have different 

number of employees in Table 4.51. 
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Table 4.51 The results of comparing mean of behavior in the planning process for 

human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province that have 

different number of employees 

 

Aspects Age Mean 
1-9 

employees 
10-19 

employees 
20-49 

employees 

1.  Preparation for 
planning 

1-9 3.67  0.29 0.77* 

10-19 3.38   1.06* 

20-49 4.44    

2. Plan formulation 1-9 3.34  0.14 0.95* 

 10-19 3.21   1.09* 

 20-49 4.29    

3.  Plan 
implementation 

1-9 3.25  0.01 0.96* 

 10-19 3.24   0.97* 

 20-49 4.21    

4.  Plan monitoring 1-9 3.33  0.05 .1.05* 

 10-19 3.38   1.00* 

 20-49 4.38    

5.  Plan evaluation 1-9 3.36  0.0.9 1.06* 

 10-19 3.44   0.97* 

 20-49 4.41    

6.  Plan revision and 
adjustment 

1-9 3.10  0.08 0.1.02* 

10-19 3.18   0.94* 

20-49 4.12    

 

Note: *p<.05 

 

Table 4.51 shows that behavior in the planning process for human resources 

risk management of executives of small and medium sized hotels in the touristic islands 

of Surat Thani province that have number of employees of 20-29 have a higher level of 

planning process for human resources risk management, compared to small and medium 

sized hotels that have 1-9 employees and 10-19 employees have a statistical significance 

of .05 regarding every step. 
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4.1.3 The results of Assessing the Performance in the Planning Process for 

Human Resources Risk Management by Executives of Small and 

Medium Sized Hotels in the Touristic Islands of Surat Thani 

Province 

In assessing performance in the planning process for human resources risk 

management by executives of small and medium sized hotels in the touristic islands of 

Surat Thani province, the researcher has categorized the performance of executives 

into 3 parts which are skills, attitudes, and knowledge. Therefore, the researcher has 

assessed 3 parts which includes skills, attitudes, and knowledge of the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province. 

4.1.3.1 The results of assessing skills in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province 

The researcher indicates the results of mean, S.D., and level of skills in 

the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province in Table 4.52. 

 

Table 4.52 Mean, S.D., and level of skills in the planning process for human resources 

risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province 

 

Skills Mean S.D. Level of skills 

1. Preparation for planning 3.88 1.27 Somewhat low 

2. Plan formulation 3.54 1.39 Low 

3. Plan implementation 3.59 1.40 Low 

4. Plan monitoring 3.62 1.50 Somewhat low 

5. Plan evaluation 3.67 1.42 Somewhat low 

6. Plan revision and adjustment 3.43 1.48 Low 

Mean 3.63 1.34 Somewhat low 
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The level of skills in the planning process for human resources risk management 

of executives of small and medium sized hotels in the touristic islands of Surat Thani 

province in general, and in steps of preparation for planning, plan monitoring, and 

plan evaluation is at a somewhat low level, while skills regarding steps of plan 

formulation, plan implementation, and plan revision and adjustment is at a low level 

(Table 4.52). 

The researcher reveals mean, S.D., and level of skills in the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province regarding preparation for planning in 

Table 4.53. 
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Table 4.53 Mean, S.D., and level of skills in the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province regarding preparation for planning 

 

Skills 

Number of employees

level of skills 
1-9 employees 10-19 

employees 

20-

49employees 
Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

1. Preparation for planning 3.73 1.37 3.56 1.21 4.53 0.86 3.88 1.27 Somewhat low 

1.1 Inspiring and building trust in human resources risk 

management for employees 

3.68 1.48 3.44 1.19 4.35 0.98 3.79 1.34 Somewhat low 

1.2 Performance evaluation of employees in a hotel 3.88 1.58 3.74 1.11 4.79 0.88 4.06 1.39 Somewhat low 

1.3 Enhancing performance of employees 3.92 1.52 3.62 1.10 4.79 0.91 4.06 1.36 Somewhat low 

1.4 Knowledge exchange and learning between 

employees and executives of a hotel during work 

3.85 1.68 3.38 1.18 4.53 0.96 3.90 1.47 Somewhat low 

1.5 Creating and developing a database of the 

organization 

3.73 1.69 3.56 1.28 4.74 0.99 3.93 1.52 Somewhat low 

1.6 Reviewing the plans for human resources risk 

management 

3.55 1.58 3.44 1.26 4.38 1.18 3.72 1.46 Somewhat low 

1.7 Analysis of the current situations of the business 4.44 1.80 4.15 1.23 5.15 1.05 4.54 1.55 Somewhat low 

1.8 Identifying risks in human resources of the hotel 3.51 1.57 3.29 1.36 4.29 1.14 3.65 1.46 Somewhat low 

1.9 Providing understanding of the risks to employees 3.74 1.59 3.41 1.37 4.53 1.11 3.85 1.48 Somewhat low 

1.10 Categorizing groups of risks in human resources of 

the hotel 

3.58 1.62 3.35 1.39 4.35 1.25 3.71 1.52 Somewhat low 
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Table 4.53 (Continued) 

          

Skills 

Number of employees

level of skills 
1-9 employees 10-19 

employees 

20-

49employees 
Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

1.11  Prioritizing the risks in human resources of the hotel 3.51 1.63 3.38 1.48 4.44 1.26 3.70 1.56 Somewhat low 

1.11 Conducting an analysis of human resources risk of 

the hotel thoroughly 

3.58 1.58 3.44 1.48 4.29 1.29 3.72 1.50 Somewhat low 

1.12 Providing activities to enhance knowledge in the 

planning process of human resources risk 

management of the hotel 

3.33 1.51 3.35 1.43 4.29 1.24 3.57 1.48 Low 

  

The level of skills in the planning process for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province regarding preparation for planning is at a somewhat low level (x̄ = 3.88, S.D. = 1.27), and 

when each aspect is considered separately, it is found that the level of skills of executives is at a low to somewhat low level. By 

analyzing an individual skill that has the lowest mean, it is found that skills in providing activities to enhance knowledge in the planning 

process of human resources risk management of the hotel is at a low level (x̄ = 3.57, S.D. = 1.48), and as for an individual skill that has 

the highest mean, it is found that skills in the analysis of the current situations of the business is at a somewhat low level (x̄ = 4.54, S.D. 

= 1.55) (Table 4.53).  
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The researcher manifests mean, S.D., and level of skills in the planning process for human resources risk management of executives of 

small and medium sized hotels in the touristic islands of Surat Thani province regarding plan formulation in Table 4.54. 

 

Table 4.54 Mean, S.D., and level of skills in the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province regarding plan formulation 

 

Skills 

Number of employees 

level of skills 1-9 employees 
10-19 

employees 

20-

49employees 
Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

2. Plan formulation 3.33 1.48 3.29 1.29 4.24 1.05 3.54 1.39 Low 

2.1 Providing activities to enhance knowledge of 

planning for human resources risk management of 

the hotel 

3.30 1.57 3.38 1.37 4.21 1.15 3.54 1.47 Low 

2.2 Specifying the visions of the hotel 3.49 1.60 3.50 1.33 4.26 .99 3.68 1.44 Somewhat low 

2.3 Defining the missions of the hotel 3.40 1.73 3.47 1.29 4.32 .98 3.64 1.52 Somewhat low 

2.4 Determining the purposes/objectives of the hotel 3.64 1.62 3.44 1.48 4.53 1.05 3.81 1.52 Somewhat low 

2.5 Preparing programs to reduce the risks in the hotel 3.54 1.64 3.50 1.52 4.47 1.38 3.76 1.60 Somewhat low 

2.6 Creating programs and projects for human resources 

risk management of the hotel 

3.36 1.51 3.35 1.59 4.41 1.31 3.61 1.54 Somewhat low 

2.7 Prioritizing the programs and projects for human 

resources risk management of the hotel 

3.29 1.61 3.41 1.69 4.32 1.20 3.57 1.59 Low 
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Table 4.54  (Continued)  

 

Skills 

Number of employees 

level of skills 1-9 employees 
10-19 

employees 

20-

49employees 
Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

2.8 Preparing plans for human resources risk 

management of the hotel 

3.42 1.63 3.32 1.45 4.29 1.22 3.61 1.54 Somewhat low 

2.9 Reviewing the plans for human resources risk 

management of the hotel 

3.25 1.52 3.21 1.45 4.29 1.19 3.49 1.49 Low 

2.10 Participation in reviewing the plans for human 

resources risk management 

3.15 1.52 3.29 1.29 4.24 1.08 3.45 1.43 Low 
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The level of skills in the planning process for human resources risk management 

of executives of small and medium sized hotels in the touristic islands of Surat Thani 

province regarding plan formulation is at a low level (x̄ = 3.54, S.D. = 1.39), and 

when each aspect is considered separately, it is found that the level of skills of executives 

is at a low to somewhat low level. By analyzing an individual skill that has the lowest 

mean, it is found that skill regarding participation in reviewing the plans for human 

resources risk management is at a low level (x̄ = 3.45, S.D. = 1.43), and as for an 

individual skill that has the highest mean, it is found that skill regarding determining 

the purposes/objectives of the hotel is at a somewhat low level (x̄ = 3.81, S.D. = 1.52) 

(Table 4.54). 

The researcher expresses the results of mean, S.D., and level of skills in the 

planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province regarding plan 

implementation in Table 4.55. 
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Table 4.55 Mean, S.D., and level of skills in the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province regarding plan implementation 

 

Skills 

Number of employees 

Level of skills 1-9 employees 10-19 employees 20-49 employees Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

3. Plan implementation 3.41 1.44 3.24 1.35 4.32 1.09 3.59 1.40 Low 

3.1. Identifying the stakeholders in making plans for 

human resources risk management of the hotel 

3.15 1.49 3.21 1.20 4.09 1.19 3.39 1.40 Low 

3.2 Communication with personnel in the hotel 

regarding human resources risk management of the 

hotel 

3.32 1.59 3.32 1.27 4.15 1.23 3.52 1.47 Low 

3.3 Identifying the persons who are responsible for and 

those involved in the work of human resources risk 

management of the hotel 

3.37 1.58 3.15 1.28 4.24 1.21 3.52 1.48 Low 

3.4 Operating the programs to create incentives for 

employees to work 

3.60 2.02 3.41 1.42 4.65 1.15 3.81 1.76 Somewhat low 

3.5 Reviewing plans for human resources risk 

management of the hotel 

3.29 1.58 3.38 1.48 4.35 1.23 3.57 1.53 Low 

  

176 



177 

 The level of skills in the planning process for human resources risk management 

of executives of small and medium sized hotels in the touristic islands of Surat Thani 

province regarding plan implementation is at a low level (x̄ = 3.59, S.D. = 1.40), and 

when each aspect is considered separately, it is found that the level of skills of 

executives is at a low to somewhat low level. By analyzing an individual skill that has 

the lowest mean, it is found that skills regarding communication with personnel in the 

hotel regarding human resources risk management of the hotel and identifying the 

stakeholders in making plans for human resources risk management of the hotel are at a 

low level (x̄ = 3.52, S.D. = 1.47), and as for an individual skill that has the highest 

mean, it is found that skill regarding operating the programs to create incentives for 

employees to work is at a somewhat low level (x̄ = 3.81, S.D. = 1.76) (Table 4.55). 

The researcher exhibits mean, S.D., and level of skills in the planning process for 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province regarding plan monitoring in Table 4.56. 
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Table 4.56 Mean and S.D., and level of skills in the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province regarding plan monitoring 

 

Skills 

Number of employees 

level of 

skills 

1-9 

employees 

10-19 

employees 

20-49 

employees 

Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

4. Plan monitoring 3.37 1.52 3.38 1.58 4.38 1.10 3.62 1.50 Somewhat 

low 

4.1 Assigning the supervisor for plans for 

human resources risk management 

3.36 1.51 3.47 1.66 4.29 1.14 3.61 1.51 Somewhat 

low 

4.2 Assigning employees to work with 

specialists 

3.32 1.54 3.32 1.51 4.38 1.30 3.57 1.54 Low 

4.3 Assigning the executives to supervise staff 

in implementing plans for human resources 

risk management of the hotel 

3.41 1.72 3.44 1.54 4.47 1.19 3.67 1.62 Somewhat 

low 
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The level of skills in the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province regarding plan monitoring is at a somewhat low level (x̄ = 3.62, 

S.D. = 1.50), and when each aspect is considered separately, it is found that level of 

skills of executives is at low to somewhat low levels. By analyzing an individual skill 

that has the lowest mean, it is found that skill regarding assigning employees to work 

with specialists is at a low level (x̄ = 3.57, S.D. = 1.54), and as for an individual skill 

that has the highest mean, it is found that skill regarding assigning the executives to 

supervise staff in implementing plans for human resources risk management of the 

hotel is at a somewhat low level (x̄ = 3.67, S.D. = 1.62) (Table 4.56). 

The researcher indicates mean, S.D., and level of skills in the planning process for 

human resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province regarding plan evaluation in Table 4.57. 
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Table 4.57 Mean, S.D., and level of skills in the planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province regarding plan evaluation 

 

Skills 

Number of employees 

Level of 

skills 

1-9 

employees 

10-19 

employees 

20-49 

employees 
Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D.

5. Plan evaluation 3.40 1.51 3.47 1.38 4.44 .96 3.67 1.42 Somewhat 

low 

5.1 Appointing personnel to evaluate overall 

operation of employees in carrying out plans for 

human resources risk management of the hotel 

3.21 1.56 3.35 1.45 4.15 1.35 3.47 1.53 Low 

5.2 Reporting the overall operation of human 

resources risk management of the hotel 

3.14 1.64 3.24 1.35 4.24 1.37 3.43 1.57 Low 

5.3 Monitoring for the performance of the work 

regularly 

3.75 1.63 3.82 1.68 4.88 1.09 4.04 1.59 Somewhat 

low 
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The level of skills in the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province regarding plan evaluation is at somewhat low level (x̄ = 3.67, 

S.D. = 1.42), and when each aspect is considered separately, it is found that level of 

skills of executives is at low to somewhat low levels. By analyzing an individual skill 

that has the lowest mean, it is found that skill regarding reporting the overall operation of 

human resources risk management of the hotel is at a low level (x̄ = 3.43, S.D. = 

1.57), and as for an individual skill that has the highest mean, it is found that skill 

regarding assessment of customer satisfaction is at a somewhat low level (x̄ = 4.16, 

S.D. = 1.70) (Table 4.57). 

The researcher elaborates mean, S.D., and level of skills in the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding plan revision 

and adjustment in Table 4.58. 
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Table 4.58 Mean, S.D., and level of skills in the planning process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding plan revision and adjustment 

 

Skills 

Number of employees 

Level of 

skills 
1-9 employees 

10-19 

employees 

20-49 

employees 
Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

6. Plan revision and adjustment 3.18 1.50 3.35 1.48 4.03 1.27 3.43 1.48 Low 

6.1 Reviewing plans for human resources risk 

management 

3.30 1.52 3.44 1.52 4.15 1.28 3.54 1.50 Low 

6.2  Following the agreements when there are 

new agreements resulting from reviewing the 

plans for human resources risk management 

3.36 1.57 3.65 1.52 4.21 1.23 3.63 1.51 Somewhat 

low 

6.3 Participation in the process of reviewing 

plans for  human resources risk 

management 

3.19 1.47 3.38 1.48 4.12 1.30 3.46 1.47 Low 

6.4 Providing knowledge exchange activities in 

planning for human resources risk 

management of the hotel 

3.22 1.63 3.41 1.56 4.06 1.32 3.47 1.57 Low 
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The level of skill in the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani 

province regarding plan revision and adjustment is at a low level (x̄ =3.43, S.D. = 1.48), 

and when each aspect is considered separately, it is found that the level of skill of 

executives is at low to somewhat low levels.By analyzing an individual skill that has 

the lowest mean, it is found that skill regarding participation in the process of reviewing 

plans for human resources risk management is at a low level (x̄ = 3.46,  S.D. = 1.47), 

and as for an individual skill that has the highest mean, it is found that skill regarding 

following the agreements when there are new agreements resulting from reviewing 

the plans for human resources risk management is at a somewhat low level (x̄ =3.63, 

S.D. = 1.51) (Table 4.58). 

The researcher displays the results of an analysis of the variance of level of 

skills in the planning process for human resources risk management of executives of 

small and medium sized hotels in the touristic islands of Surat Thani province that 

have different number of employees in Table 4.59. 

 

Table 4.59 The results of an analysis of the variance of level of skills in the planning 

process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province that 

have different number of employees 

 

Skills  df SS MS F 

1.  Preparation for 

planning 

Between 

groups 
 2 19.58  9.79 6.51* 

Within a group  138 207.37  1.50  

Total  140 226.95   

2. Plan formulation 
Between 

groups 
 2 21.75 10.88 6.02* 

 Within a group  138 249.29  1.81  

 Total  140 271.035   
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Table 4.59  (Continued) 

      

Skills  df SS MS F 

3.  Plan 

implementation 

Between 

groups 
 2 24.91 12.46 6.90* 

 Within a group  138 249.23  1.81  

 Total  140 274.14   

 Total  140 283.33   

4.  Plan monitoring 
Between 

groups 
 2 26.25 13.12 6.27* 

 Within a group  138 289.07  2.10  

 Total  140 315.32   

5.  Plan revision and 

adjustment 

Between 

groups 
 2 17.05  8.52 4.09* 

Within a group  138 287.42  2.08  

Total  140 304.47   

Total 
Between 

groups 
 2 25.30 12.65 7.67* 

 
Within a 

group 
 138 227.53  1.65  

 Total  140 252.82   

 

Note: * p<.05 

 

The results of an analysis of the variance of level of skills in the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province that have different number of employees  

in general and in each step are different with a statistical significance of .05 (Table 4.59). 

So as to indicate difference of each pair, Schaffer’s method is employed as shown in 

Table 4.60. 
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Table 4.60 The results of comparing mean of level of skills in the planning process 

for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province that have 

different number of employees 

 

Steps Age Mean 10-19 20-49 

1. Preparation for planning 1-9 3.73 0.17 0.80* 

 10-19 3.56  0.97* 

 20-49 4.53   

2. Plan formulation 1-9 3.33 0.03 0.91* 

 10-19 3.29  0.94* 

 20-49 4.24   

3. Plan implementation 1-9 3.41 0.18 0.91* 

 10-19 3.24  1.09* 

 20-49 4.32   

4. Plan monitoring 1-9 3.37 0.01 1.01* 

 10-19 3.38  1.00* 

 20-49 4.38   

5. Plan evaluation 1-9 3.40 0.07 1.04* 

 10-19 3.47  0.97* 

 20-49 4.44   

6. Plan revision and 

adjustment 

1-9 3.18 0.17 0.85* 

10-19 3.35  0.68* 

 20-49 4.03   

 

Note: * p <.05 

 

As for the results of comparing the mean level of skills in the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province regarding preparation for planning, plan 

formulation, plan implementation, plan monitoring, and plan evaluation, the executives of a 

hotel with 20-49 employees have higher skills than the executives of a hotel with 1-9 
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and 10-19 employees with a statistical significance of .05, and skill regarding plan 

revision and adjustment of executives of a hotel with number of employees of 20-49         

is higher than that of executives of a hotel with 1-9 and 10-19 employees with a statistical 

significance of .05. But there is similarity in other steps (Table 4.60). 

4.1.3.2 The results of assessing attitudes towards the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province 

In the study, the researcher has categorized attitudes towards the planning process for 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province into 6 aspects which are preparation for 

planning, plan formulation, plan implementation, plan monitoring, plan evaluation, 

and plan revision and adjustment.  

The researcher dictates mean, S.D., and level of attitudes towards the 

planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province in Table 4.61. 

 

Table 4.61 Mean, S.D., and level of attitudes towards the planning process for human 

resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province 

 

Attitudes Mean S.D. Level of attitudes 

1. Preparation for planning 6.04 2.52 Good 

2. Plan formulation 6.02 2.60 Good 

3. Plan implementation 5.97 2.64 Good 

4. Plan monitoring 5.96 2.67 Good 

5. Plan evaluation 5.99 2.72 Good 

6. Plan revision and adjustment 5.74 2.75 Good 

Mean 5.97 2.61 Good 

 

The level of attitudes towards the planning process for human resources 

risk management of executives of small and medium sized hotels in the touristic 
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islands of Surat Thani province in general and regarding steps of preparation for 

planning, plan formulation, plan implementation, plan monitoring, plan evaluation, 

and plan revision and adjustment is at a good level (Table 4.61). 

 The research indicates mean, S.D., and level of attitudes towards the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding preparation for 

planning in Table 4.62. 
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Table 4.62 Mean, S.D., and level of attitudes towards the planning process for human resources risk management of executives of small 

and medium sized hotels in the touristic islands of Surat Thani province regarding preparation for planning 

 

Attitudes 

Number of employees 

Level of attitudes 1-9 persons 10-19 persons 20-49 persons Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

1. Preparation for planning 5.85 2.59 5.26 2.70 7.24 1.71 6.04 2.52 Good 

1.1 Measures for inspiring and building trust in human 

resources risk management for employees 

5.64 2.69 5.06 2.74 6.71 2.07 5.76 2.62 Good 

1.2 Performance evaluation of employees in a hotel 6.07 2.72 5.44 2.85 7.15 1.90 6.18 2.63 Good 

1.3 Enhancing performance of employees 6.07 2.85 5.38 2.80 7.32 1.90 6.21 2.71 Good 

1.4 Knowledge exchange and learning between employees and 

executives of a hotel during work 

5.89 2.82 5.41 2.78 7.12 1.79 6.07 2.66 Good 

1.5 Creating and developing a database of the organization 5.89 2.80 5.24 2.79 7.18 2.01 6.04 2.70 Good 

1.6 Reviewing the plans for human resources risk 

management 

5.66 2.75 5.15 2.65 6.85 1.93 5.82 2.61 Good 

1.7 Analysis of the current situations of the business 6.49 2.90 5.71 2.98 7.53 1.96 6.55 2.78 Good 

1.8 Identifying risks in human resources of the hotel 5.88 2.71 5.12 2.48 7.29 1.87 6.04 2.58 Good 

1.9 Providing understanding of the risks to employees 5.85 2.82 5.24 2.62 7.56 1.78 6.11 2.68 Good 

1.10 Categorizing groups of risks in human resources of the 
hotel 

5.34 2.84 5.03 2.63 7.21 1.72 5.72 2.69 Good 
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Table 4.62 (Continued) 

Attitudes 

Number of employees 

Level of attitudes 1-9 persons 10-19  persons 20-49 persons Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

1.11 Prioritizing the risks in human resources of the hotel 5.60 2.62 4.94 2.56 7.35 1.79 5.87 2.57 Good 

1.12 Conducting an analysis of human resources risk of the 

hotel thoroughly 

5.60 2.76 5.26 2.67 7.21 1.94 5.91 2.65 Good 

1.13 Providing activities to enhance knowledge in the planning 

process of human resources risk management of the hotel 

5.62 2.79 5.12 2.77 7.18 1.91 5.87 2.70 Good 

 

 As for level of attitudes towards the planning process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding preparation for planning, the average level of attitudes is at a good 

level (x̄ = 6.04, S.D. = 2.52), and when each aspect is considered separately, it is found that the level of attitude of executives is at a good 

level. By analyzing each point/aspect, it is found that the level of attitude that has the lowest mean is categorizing groups of risks in 

human resources of the hotel, the attitude is at a good level (x̄ = 5.72, S.D. = 2.69), and the aspect of level of attitude that has the highest mean 

is conducting an analysis of human resources risk of the hotel thoroughly, the attitude is at a good level (x̄ = 6.55, S.D. = 2.78) (Table 

4.62). 

 The research displays mean, S.D., and level of attitudes towards the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province regarding plan formulation as shown in 

Table 4.63. 
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Table 4.63 Mean, S.D., and level of attitudes towards the planning process for human resources risk management of executives of small 

and medium sized hotels in the touristic islands of Surat Thani province regarding plan formulation 

 

Attitudes 

Number of employees 

Level of 

attitudes 
1-9 persons 10-19 persons 20-49 persons Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

2. Plan formulation 5.79 2.71 5.18 2.58 7.35 1.84 6.02 2.60 Good 

2.1 Providing activities to enhance knowledge of planning for human resources 

risk management of the hotel 

5.38 2.77 5.09 2.50 6.59 2.12 5.60 2.61 Good 

2.2 Specifying the visions of the hotel 6.03 2.91 5.24 2.49 7.18 2.41 6.11 2.77 Good 

2.3 Defining the missions of the hotel 5.95 2.80 5.15 2.56 7.38 2.03 6.10 2.68 Good 

2.4 Determining the purposes/objectives of the hotel 6.30 2.92 5.24 2.63 7.74 1.91 6.39 2.76 Good 

2.5 Preparing programs to reduce the risks in the hotel 6.04 2.97 5.24 2.51 7.47 1.94 6.19 2.74 Good 

2.6 Creating programs and projects for human resources risk management of the 

hotel 

5.86 2.93 5.24 2.55 7.50 2.09 6.11 2.77 Good 

2.7 Prioritizing the programs and projects for human resources risk management 

of the hotel 

5.79 2.80 5.12 2.46 7.53 1.91 6.05 2.67 Good 

2.8 Preparing plans for human resources risk management of the hotel 5.74 2.85 5.12 2.68 7.71 1.88 6.06 2.78 Good 

2.9 Reviewing the plans for human resources risk management of the hotel 5.45 2.78 5.15 2.64 7.41 1.89 5.85 2.70 Good 

2.10 Participation in reviewing the plans for human resources risk management 5.73 2.75 5.12 2.74 7.41 1.89 5.99 2.69 Good 
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As for the level of attitude towards the planning process for human resources 

risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province regarding plan formulation, the average level of attitude is 

at a good level (x̄ = 6.02, S.D. = 2.60), and when each aspect is considered separately, it 

is found that the level of attitude of executives is at a good level. By analyzing each 

point/aspect, it is found that the level of attitude that has the lowest mean is providing 

activities to enhance knowledge of planning for human resources risk management of 

the hotel, the mean of attitude is at a good level (x̄ =5.60, S.D. = 2.61), and the point/aspect 

that has the highest mean is determining the purposes/objectives of the hotel, the mean 

level of attitude is at a good level (x̄ = 6.39, S.D. = 2.76) (Table 4.63). 

 The research exhibits mean, S.D., and level of attitude towards the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding plan implementation 

in Table 4.64. 
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Table 4.64 Mean, S.D., and level of attitude towards the planning process for human resources risk management of executives of small 

and medium sized hotels in the touristic islands of Surat Thani province regarding plan implementation 

 

Attitudes 
Number of employees 

Level of 

attitudes 
1-9 persons 10-19 persons 20-49 persons Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

3. Plan implementation 5.68 2.74 5.09 2.54 7.47 1.88 5.97 2.64 Good 

3.1. Identifying the stakeholders in making plans for human 

resources risk management of the hotel 

5.40 2.78 4.88 2.42 7.24 1.85 5.71 2.64 Good 

3.2. Communication with personnel in the hotel regarding human 

resources risk management of the hotel 

5.63 2.82 5.06 2.75 7.21 1.93 5.87 2.72 Good 

3.3. Identifying the persons who are responsible for and those 

involved in the work of human resources risk management of 

the hotel 

5.63 2.86 5.06 2.83 7.52 1.84 5.94 2.78 Good 

3.4. Operating the programs to create incentives for employees to 

work 

5.86 2.85 5.24 2.81 7.68 2.06 6.15 2.80 Good 

3.5. Reviewing plans for human resources risk management  5.66 2.80 5.03 2.60 7.41 2.00 5.93 2.71 Good 

 

As for level of attitudes towards the planning process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding plan implementation, the average level of attitude is at a good level 

(x̄ = 5.97, S.D. = 2.64), and when each aspect is considered separately, it is found that level of attitude of executives is at a good level. 

By analyzing each point/aspect, it is found that level of attitude that has the lowest mean is identifying the stakeholders in making plans 

for human resources risk management of the hotel, the mean is at a good level (x̄ = 5.71, S.D. = 2.64), and the point of attitude that has 
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the highest level of mean is operating the programs to create incentives for employees to work, with the mean level of attitude at a good 

level (x̄ =6.15, S.D. = 2.80) (Table 4.64). 

The research indicates mean, S.D., and level of attitude towards the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province regarding plan monitoring in Table 4.65. 

 

Table 4.65 Mean, S.D., and level of attitudes towards the planning process for human resources risk management of executives of 

small and medium sized hotels in the touristic islands of Surat Thani province regarding plan monitoring 

 

Attitudes 
Number of employees 

Level of 

attitudes 
1-9 persons 10-19 persons 20-49 persons Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

4. Plan monitoring 5.64 2.69 5.00 2.58 7.59 1.97 5.96 2.67 Good 

4.1. Assigning the supervisor plan for human resources risk 

management 

5.55 2.73 2.21 2.65 7.35 2.10 5.90 2.69 Good 

4.2. Assigning employees to work with specialists 5.79 2.80 4.97 2.46 7.71 1.99 6.06 2.71 Good 

4.3. Assigning the executives to supervise staff in 

implementing plans for human resources risk management 

of the hotel 

5.67 2.83 4.97 2.65 7.65 1.94 5.98 2.76 Good 
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As for level of attitude towards the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province regarding plan monitoring, the average level of attitude is at a 

good level (x̄ = 5.96, S.D. = 2.67), and when each aspect is considered separately, it 

is found that the level of attitude of executives is at a good level. By analyzing each 

point/aspect, it is found that the level of attitude that has the lowest mean is assigning 

the supervisor for plans for human resources risk management of a hotel, the mean is 

at a good level (x̄ = 5.90, S.D. = 2.69), and the point of attitude that has the highest 

level of mean is assigning employees to work with specialists, with the mean level of 

attitude at a good level (x̄ = 6.06, S.D. = 2.71) (Table 4.65). 

The research reveals mean, S.D., and level of attitudes towards the planning 

process for human resources risk management of executives of small and medium sized 

hotels in the touristic islands of Surat Thani province regarding plan evaluation in Table 

4.66. 
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Table 4.66 Mean, S.D., and level of attitudes towards the planning process for human resources risk management of executives of 

small and medium sized hotels in the touristic islands of Surat Thani province regarding plan evaluation 

 

Attitudes 

Number of employees 

Level of attitudes 1-9 persons 10-19 persons 20-49 persons Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

5. Plan evaluation 5.77 2.72 4.91 2.67 7.56 2.06 5.99 2.72 Good 

5.1 Appointing personnel to evaluate overall operation of 

employees in carrying out plans for human resources 

risk management of the hotel 

5.21 2.78 4.71 2.47 7.35 2.07 5.60 2.73 Good 

5.2 Reporting the overall operation of human resources 

risk management of the hotel 

5.38 2.80 4.79 2.64 7.47 2.18 5.74 2.79 Good 

5.3 Monitoring for the performance of the work regularly 6.01 2.85 4.94 2.73 7.85 2.00 6.20 2.82 Good 

5.4 Assessment of customer satisfaction 6.42 2.93 5.32 2.93 7.82 2.14 6.50 2.88 Good 

5.5  Communication with personnel within the hotel in 
assessing human resources risk management 

5.92 2.93 5.15 2.80 7.62 2.00 6.14 2.83 Good 

  5.6  Participation in the assessment of plans for human    

resources risk management 

5.93 2.98 5.03 2.69 7.41 2.00 6.07 2.81 Good 
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As for level of attitudes towards the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province regarding plan evaluation, the average level of attitude is at a 

good level (x̄ = 5.99, S.D. = 2.72) and when each aspect is considered separately, it is 

found that the level of attitude of executives is at a good level. By analyzing each 

point/aspect, it is found that the level of attitude that has the lowest mean is appointing 

personnel to evaluate overall operation of employees in carrying out plans for human 

resources risk management of the hotel, the mean is at good level (x̄ = 5.60, S.D. = 

2.73), and the point of attitude that has the highest level of mean is assessment of 

customer satisfaction, with the mean level of attitudes at a good level (x̄ = 6.50, S.D. 

= 2.88) (Table 4.66). 

The research shows mean, S.D., and level of attitudes towards the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding plan revision 

and adjustment as shown in Table 4.67. 
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Table 4.67 Mean, S.D., and level of attitudes towards the planning process for human resources risk management of executives of 

small and medium sized hotels in the touristic islands of Surat Thani province regarding plan revision and adjustment 

 

Attitudes 
Number of employees 

Level of 

attitudes 
1-9 persons 10-19 persons 20-49 persons Total 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. 

6. Plan revision and adjustment 5.42 2.93 4.76 2.54 7.41 1.73 5.74 2.75 Good 

6.1 Reviewing plans for human resources risk management 5.48 2.91 5.06 2.76 7.35 1.77 5.83 2.72 Good 

6.2 Following the agreements when there are new 

agreements resulting from reviewing the plans for 

human resources risk management of the hotel 

5.44 2.94 4.71 2.47 7.50 1.88 5.76 2.79 Good 

6.3 Participation in the process of reviewing plans for 

human resources risk management 

5.52 2.88 4.82 2.55 7.38 1.78 5.80 2.72 Good 

6.4 Providing knowledge enhancement activities in 

planning for human resources risk management of the 

hotel 

5.79 3.07 5.03 2.61 7.71 1.84 6.07 2.86 Good 
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Level of attitude towards the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province regarding plan revision and adjustment, the average level of 

attitude is at a good level (x̄ = 5.74, S.D. = 2.75) and when each aspect is considered 

separately, it is found that the level of attitude of executives is at a good level. By 

analyzing each point/aspect, it is found that the level of attitude that has the lowest 

mean is following the agreements when there are new agreements resulting from 

reviewing the plans for human resources risk management of the hotel, the mean 

attitude is at good level (x̄ = 5.76, S.D. = 2.79), and the point of attitude that has the 

highest level of mean is providing knowledge enhancement activities in planning for 

human resources risk management of the hotel, with the mean level of attitude at a 

good level (x̄ = 6.07, S.D. = 2.86) (Table 4.67). 

The researcher displays the results of the analysis of the variance of level of 

attitudes towards the planning process for human resources risk management of executives 

of small and medium sized hotels in the touristic islands of Surat Thani province that 

have different number of employees in Table 4.68. 

 

Table 4.68 The results of an analysis of the variance of level of attitudes towards the 

planning process for human resources risk management of executives of 

small and medium sized hotels in the touristic islands of Surat Thani 

province that have different number of employees 

 

Attitudes  df SS MS F 

1. Preparation for 

 planning 

Between groups  2 71.67  35.83 6.03** 

Within a group  138 820.08  5.94  

Total  140 891.75   

2. Plan formulation Between groups  2 88.31  44.16 7.08** 

 Within a group  138 860.62  6.24  

 Total  140 948.94   

3. Plan implementation Between groups  2 108.93  54.46 8.65** 

 Within a group  138 868.96  6.30  

 Total  140 977.89   
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Table 4.68  (Continued) 

      

Attitudes  df SS MS F 

4. Plan monitoring Between groups  2 128.77  64.39 10.20** 

 Within a group  138 870.98  6.31  

 Total  140 999.75   

5. Plan evaluation Between groups  2 126.83  63.42 9.64** 

 Within a group  138 908.16  6.58  

 Total  140 1034.99   

6. Plan revision and 

adjustment 

Between groups  2 134.62  67.31 10.03** 

Within a group  138 926.19  6.71  

Total  140 1060.81   

Total Between groups  2 105.39  52.70 8.60** 

 Within a group  138 846.49  6.13  

 Total  140 951.89   

 

Note: *p ≤.05 

 

 Table 4.68 elaborates the results of the analysis of the variance of level of 

attitudes towards the planning process for human resources risk management of executives 

of small and medium sized hotels in the touristic islands of Surat Thani province that 

have different number of employees in general and regarding each step are different with 

a statistical significance of .05. So as to indicate the difference of each pair, Schaffer’s 

method is employed as shown in Table 4.69. 
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Table 4.69 The results of comparing the mean level of attitudes towards the planning 

process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province that 

have different number of employees 

 

Aspects Age Mean 1-9 10-19 20-49 

1. Preparation for planning 1-9 5.81  0.58 1.39* 

 10-19 5.23   1.97* 

 20-49 7.20    

2. Plan formulation 1-9 5.82  0.62 1.56* 

 10-19 5.16   2.18* 

 20-49 7.30    

3. Plan implementation 1-9 5.63  0.60 1.79* 

 10-19 5.05   2.38* 

 20-49 7.44    

4. Plan monitoring 1-9 5.67  0.64 1.94* 

 10-19 5.04   2.59* 

 20-49 7.56    

5. Plan evaluation 1-9 5.81  0.86 1.79* 

 10-19 4.99   2.65* 

 20-49 7.58    

6. Plan revision and 

adjustment 

1-9 5.77  0.66 1.99* 

10-19 4.90   2.65* 

20-49 7.48    

 

Note: *p ≤.05 

 

As for the results of comparing the mean level of attitude towards the planning 

process for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province regarding preparation for 

planning, plan formulation, plan implementation, plan monitoring, and plan evaluation, it 

is found that executives of hotels with 20-49 employees have higher attitudes, compared 



201 

to the executives of a hotel with1-9 employees and 10-19 employees with a statistical 

significance of .05. Also, attitudes regarding plan revision and adjustment of executives 

of a hotel with employees of 20-49 employees are higher than those of executives of a 

hotel with 1-9 employees and 10-19 employees with a statistical significance of .05, but as 

for other aspects, there is no difference (Table 4.69). 

The results of assessment of level of knowledge of the planning process for 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province. 

In the study, the researcher categorized the knowledge of the planning process 

for human resources risk management of executives of small and medium sized hotels 

in touristic islands of Surat Thani province into6 aspects which are preparation for 

planning, plan formulation, plan implementation, plan monitoring, plan evaluation, plan 

revision and adjustment. The researcher indicates the level of knowledge of the 

planning process for human resources risk management of executives of small and 

medium sized hotels in the touristic islands of Surat Thani province in Table 4.70. 

 

Table 4.70 Level of knowledge of the planning process for human resources risk 

management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province 

 

Knowledge 
Pass 

(%) 

Fail 

(%) 

1. Preparation for planning 27.84 72.16 

2. Plan formulation 31.91 68.09 

3. Plan implementation 29.31 70.69 

4. Plan monitoring 26.24 73.76 

5. Plan evaluation 26.60 73.40 

6. Plan revision and adjustment 32.62 67.38 

Mean 29.09 70.91 
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For the level of knowledge of the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province, overall, the executives have an average level of knowledge at 

the fail level, a percentage of 70.91, and when each step is considered, all steps: 

preparation for planning, plan formulation, plan implementation, plan monitoring, plan 

evaluation, and plan revision and adjustment are at fail levels (Table 4.70). 

When each question has been considered, the researcher indicates the results 

of level of knowledge of the planning process for human resources risk management 

of executives of small and medium sized hotels in the touristic islands of Surat Thani 

province as shown in Table 4.71. 

 
Table 4.71 Level of knowledge of the planning process for human resources risk 

management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province 

 

Knowledge 
Pass Fail 

Frequency Percent Frequency Percent

1.  To inspire and build trust for 

employees are essential in 

planning for human resources 

risk management for executives 

of a hotel. 

44 31.21 97 68.79 

2. Performance evaluation of 

employees is critical to enhancing 

the performance of the hotel 

employees. 

47 33.33 94 66.67 

3. Knowledge exchange refers to 

transferring knowledge from 

executives to employees only. 

 

34 24.11 107 75.89 
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Table 4.71 (Continued) 

 

Knowledge 
Pass Fail 

Frequency Percent Frequency Percent

4.  Hotels need to analyze the 

external environment to identify 

its weaknesses and strengths of 

the hotel. 

32 22.70 109 77.30 

5.  Risk is the probability of 

happening of adverse events that 

may occur in the future and 

which hinder operation of a hotel 

until it cannot achieve its goals 

and missions. This may provide 

positive effects as well. 

42 29.79 99 70.21 

6.  Identifying human resources 

risk of a hotel is a process in 

which executives and 

practitioners together identify 

risks and risk factors that may 

arise. This process is done so as 

to know situations which are 

considered risks and that may 

affect the achievement of the 

objectives. 

30 21.28 111 78.72 

7.  Executives and workers 

should together analyze and 

prioritize risks that may occur by 

considering an assessment of the 

chances of risks and the severity 

of the impact of the risks to 

achieving the objectives of the  

40 28.37 101 71.63 
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Table 4.71 (Continued) 

 

Knowledge 
Pass Fail 

Frequency Percent Frequency Percent

operation process of the hotel.     

8.  The executives should provide 

knowledge enhancement in the 

field of human resources risk 

management for the staff. 

45 31.91 96 68.09 

9.  Creating plans for human 

resources risk management needs 

analysis of hotel situations, 

visions, missions, and 

identification of objectives of the 

hotel. 

42 29.79 99 70.21 

10. Human resources risk 

management is the responsibility 

of the owner of the hotel, then it 

will be assigned to the Human 

Resources Department for 

further operation. 

50 35.46 91 64.54 

11. In making plans for human 

resources risk management of a 

hotel, programs and projects for 

human resources risk 

management should be created 

and prioritized. 

44 31.21 97 68.79 

12. After the plans for human 

resources risk management of a 

hotel are made, they must be 

reviewed before the actual 

implementation. 

51 36.17 90 63.83 
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Table 4.71 (Continued) 

 

Knowledge 
Pass Fail 

Frequency Percent Frequency Percent

13. Everyone in the hotel needs to 

be aware of the plans for human 

resources risk management of the 

hotel. 

38 26.95 103 73.05 

14. Identifying the persons who 

are responsible and involved in 

making plans for human 

resources risk management is not 

needed for a small hotel. 

45 31.91 96 68.09 

15. Small hotels do not need to 

identify the stakeholders of the 

plans for human resources risk 

management. 

32 22.70 109 77.30 

16. There should be programs for 

motivating employees to work 

for a large hotel. 

47 33.33 94 66.67 

17. The person who operates 

plans for human resources risk 

management of a hotel, the 

person who directs plans and 

evaluates the results should be the 

same person as for the 

understanding of how to operate 

the work. 

37 26.24 104 73.76 
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Table 4.71 (Continued) 

 

Knowledge 
Pass Fail 

Frequency Percent Frequency Percent

18. A hotel should use the results 

of the assessment of customer 

satisfaction in evaluating plans 

for human resources risk 

management of the hotel. 

40 28.37 101 71.63 

19. Hotels must appoint external 

experts/ specialists to evaluate the 

plans for human resources risk 

management of the hotel. 

35 24.82 106 75.18 

20. Every time an employee 

resigns, a hotel is required to 

review its plans for human 

resources risk management so as 

to be up-to-date. 

46 32.62 95 67.38 

Mean 41.05 29.11 99.95 70.89 

 

4.2 The Results of Qualitative Research 

 

4.2.1 General Information of Interviewees 

In this research, the researcher employs a semi-structured interview in order to 

collect data so as to validate and explain quantitative data. By employing this semi 

structured interview, the researcher interviewed 50 executives of small and medium 

sized hotels whose number of employees is under 50 and number of rooms provided is 

under 50, there are 30 interviewees from Samui Island and 10 interviewees from Pha 

Ngan Island. 
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4.2.2 Interview Questions 

The researcher has questions covering different points so as to collect data 

which will be used in validating and explaining the results of quantitative research. The 

collected data is for obtaining the first and the second objectives of the research: to 

study behavior and performance of executives in the process of planning process for 

risk management concerning human resources of small and medium sized hotels in 

touristic islands of Surat Thani province. The questions are divided into different points 

as follows: 

4.2.2.1 Characteristics of hotels 

4.2.2.2 Understanding of risk, human resources risk, and risk management 

4.2.2.3 How does the hotel make a plan for human resources risk 

management? 

4.2.2.4 How is the planning process for human resources risk management 

of the hotel? 

 

Table 4.72 Interview Questions 

 

Point Question 

Point 1 : General information about the 

hotel 

Q1: How many rooms and workers are 

there in the hostel? 

Point 2 : Understanding of risk 

regarding human resources and risk 

management 

Q2: Do you understand what risk, and 

human resource risk are? 

Q3: Do you understand what risk 

management is? 

Point 3: How does the hotel make a 

plan for human resources risk 

management? 

Q4: How does the hotel make a plan for 

human resources risk management? 

Point 4 : How is the planning process 

for human resources risk 

management of the hotel? 

Q5: How is the planning process for 

human resources risk management of 

the hotel? 

Q6: How does the hotel prepare and plan 
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Table 4.72 (Continued) 

 

Point Question 

 for human resources risk management? 

Q6.1: Employee performance evaluation  

Q6.2: Employee performance support 

Q6.3: Knowledge exchange 

Q6.4: Database development and support 

Q6.5: Analysis of business situations  

Q6.6: Human resources risk identification 

Q6.7: Provision of knowledge of risk 

Q6.8:Classification of human resources 

risks 

Q6.9: Grading human resources risk 

Q6.10: Thorough analysis of risk 

Q7: How does the hotel draft the plan for 

human resources risk management? 

Q7.1:To specify visions, missions, and 

goals of  the hotel 

Q8: How does the hotel turn plans for 

human resources risk management into 

action?  

Q8.1: There are communications within the 

hotel.  

Q9: How has the hotel been conducting, 

evaluating, reviewing, and improving the 

plans for human resources risk 

management? 

 

 

 

 



209 

4.2.3 The Results of the Interviews 

The researcher presents the results of the interviews according to questions related 

to different points. The questions concerning each point are as follows:  

1) Point 1 General information of the hotels 

As for the questions related to this point, the researcher has the objective 

to identify characteristics of the hotels, whether they meet the characteristics of a 

hotel set by the researcher.  

The results of the interviews: The hotels participated have no more than 

50 rooms, and the number of staff is no more than 50.     

2) Point 2 Understanding of risk, human resources risk, and risk management  

As for the questions regarding this point, the researcher has the objective 

to test the knowledge and understanding of risk, human resources risk, and risk 

management performed by executives of hotels.   

The research has two questions as follows: 

Q2: Do you understand what risk and human resources risk are? 

Q3: Do you understand what risk management is? 

The results of the interviews are indicated in Table 4.73. 

 

Table 4.73  The results of understanding of risk and human resources risk 

 

Question Interviewees 

Q2:  Do you understand what risk and 

human resources risk are? 

Don’t understand. 

 (MP2, MP5, MP6, MP10)   

Q3:  Do you understand what risk 

management is? 

Don’t understand. 

 (MP2, MP4, MP5, MP6, MP10, MS3)   

 

MS Samui Island hotel managers  

MP Pha Ngan Island hotel managers 
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According to the interviews, it is found that executives of many hotels 

do not have knowledge or understanding of risk and human resources risk. 

Consequently, these executives have come up with questions directed back to the 

researchers which are shown below. 

"... What is human resources risk? Give me examples, please... "(MP2) 

"... Risk management is new knowledge. We haven’t anything about it. 

A seminar on it would be very useful ..." (MP4) 

"... Don’t really understand. Risk management? I don't understand ..." 

(MP5) 

"... I don’t quite understand what risk is ..." (MP6, MP10) 

"... What is risk management? I’ve never heard of it ... "(MS3) 

3) Point 3 How does the hotel make a plan for human resources risk 

management? 

As for the questions regarding this point, the researcher has an objective 

to find out how the hotel makes a plan for human resources risk management. The 

question is as follows:  

Q4:  How does the hotel make a plan for human resources risk 

management? 

The results of the interviews are indicated in Table 4.74. 

 

Table 4.74 The results of the interviews about making a plan for human resources 

risk management 

 

Question Interviewees 

Q4:  How does the hotel make a plan 

for human resources risk 

management? 

There is no plan for human resources 

risk management. 

(MP2, MP4, MP7, MP10, MS3, MS8, 

MS12, MS15, MS16, MS18, MS21, 

MS22, MS23, MS25, MS26, MS27, 

MS28) 

 



211 

According to the interviews, it is found that an executive of several 

hotels has not made any plans for human resources risk management. Besides, the 

interviewees also stated that their businesses are considered as small businesses run 

by family members. In their business, employees are always well supported, so they 

work there for a long time. In addition, some hotels’ executives discovered that they 

cannot do the planning because their business is small. Therefore, they have not done any 

planning and risk analysis. Moreover, the executives of some hotels said that the 

planning for human resources risk management cannot be carried out because when 

an employee wants to leave his job, he just walks away. The hotel cannot control 

them. The parts of the interviews are shown below: 

"... There is no plan. If someone resigned, we just have to look for a new 

employee..." (MP2) 

".... Yes, we haven’t made it concrete. We just have a work plan and 

various administrative matters. We are just a small hotel ... "(MP4) 

"... No, we haven’t done it. The business is run by our own family ..." 

(MP7) 

"... Haven’t done it because we can still deal with it..." (MP7) 

"... No, because we are a family business. We will solve the problem as 

it comes... "(MS3) 

"There is no plan. We work together like a family ..." (MS8) 

"... Haven’t done..." (MS12) 

"... No ..." (MS15) 

"... Haven’t done..." (MS16) 

"... We haven't done it. We manage all the work by ourselves...working 

as a family... "(MS18) 

"... Haven’t done evidently. But we will discuss about it ... "(MS21) 

"... Probably no, but HR has the support for the staff ..." (MS22) 

"... Haven’t done it. The owner takes care of us as we are part of his 

family. If we have a problem, we just have to talk about it... "(MS23) 

"... I have never seen it..." (MS25) 

"... No, we work together as a family ..." (MS26) 

"... No, just have a meeting with other executives..." (MS27) 



212 

"... We are a small hotel. As for the administration, we have a manager, 

receptionist and a small department where everyone helps one another. We work as a 

family ... "(MS28) 

4) Point 4 How is the planning process for human resources risk 

management of the hotel? 

As for the questions regarding this point, the researcher has an objective 

to find out how the planning process for human resources risk management is. The 

question is shown below. 

Q5:  How is the planning process for human resources risk management 

of the hotel? 

As for the questions regarding this point, the researcher has an objective 

to find out how the planning process for human resources risk management is. The results 

of the interviews are indicated in Table 4.75. 

 

Table 4.75 The results of the interviews about the planning process for human 

resources risk management 

 

Question Interviewees 

Q5: How is the planning process for 

human resources risk 

management of the hotel? 

 

Many hotels have not systematically made 

any planning process for human resources 

risk management. (MP4, MP5, MP6, MP7, 

MS1, MS3, MS8, MS26, MS28) 

 

According to the interviews, it is found that many hotels have not 

systematically made any planning process for human resources risk management of 

their hotel. Many executives of these hotels said that their hotel is a small hotel. It is a 

family business. So, they haven’t made any planning process systematically. Also, 

when a problem occurs, they would solve it as it comes. Moreover, the process of 

working is simple which makes the employees happy with their work, and these 

employees are rewarded until they are satisfied and make the best out of each day. 

"... We are a small hotel. We have not done that much. We only 

evaluate, direct, and solve problems..." (MP4). 
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"...Have never talked about it..." (MP5). 

"...No, what we only do is to save money for the future... "(MP6). 

"... We don’t do it. We operate our business as a family ..." (MP7). 

"... What we do can’t really be considered as a process. We try to do our 

best every day. We do not employ principles of managing a hotel as big hotels do ... 

"(MS1). 

"... No, because we are a family business. We will solve the problem as 

it occurs... "(MS3). 

"There is none, we work together as a family..." (MS8). 

"... No, we work as a family ..." (MS26). 

"... It is a small hotel. As for the administration, we have a manager, 

receptionist, and a small department. Everyone helps one another. We are like a family ... 

"(MS28). 

According to the division of the planning process for human resources 

risk management of small and medium sized hotels in touristic islands of Surat Thani 

province, there are six stages: preparation of the plan, plan drafting, converting the 

plan into action, conducting plan, evaluating the plan, reviewing the plan, and improving 

the plan. Therefore, the researcher has come up with questions related to different points 

following various steps as follows. The results of the interviews are indicated in Table 

4.76. 

 

Table 4.76 The results of the interviews about the planning process for human 

resources risk management 

 

Question Interviewees 

Q6: How does the hotel prepare and 

plan for human resources risk 

management? 

Some steps are carried out in the 

preparation and planning process for 

human resources risk management. 

(MP4, MP5, MP6, MP7) 

Q6.1: Employee performance evaluation Many hotels have employee 

performance evaluation. (MP1, MP2,  
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Table 4.76 (Continued) 

 

Question Interviewees 

 MP10, MS1, MS2, MS3, MS4, MS5, 

MS6, 

Q6.2: Employee performance support Many hotels have employee 

performance support. (MP2,  MP4,  

MP5, MP10,  MS1, MS2, MS3,   MS4,  

MS8,  MS9,  MS10,  MS12,  MS16,  

MS22,  MS23, MS27) 

Q6.3: Knowledge exchange There is knowledge exchange between 

employees and executives, but it is 

partially done and not fully systematic. 

(MS8, MS10, MS12, MS25, MS27, 

MS28) 

Q6.4: Database support and 

development 

The hotel has database development 

and support of the hotel. (MP6, MP7, 

MP8, MP9, MP10, MS1, MS2, MS3, 

MS4, MS5, MS6, MS7, MS8, MS10, 

MS12, MS15, MS16, MS18, MS19, 

MS20, MS21, MS22, MS23, MS25, 

MS26, MS28, MS29) 

Q6.5: Analysis of business situations According to the results, some hotels 

have analyzed business situations while 

some have not.  

(MP1, MP4, MP5, MP6, MP7, MP9, 

MP10, MS1, MS2, MS3, MS5, MS7, 

MS9, MS10, MS11, MS12, MS13, 

MS15, MS16, MS17, MS18, MS19, 

MS20, MS21, MS22, MS26, MS27) 
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Table 4.76 (Continued) 

 

Question Interviewees 

Q6.6: Human resources risk 

identification 

Many hotels have not identified the 

human resources risk.  

(MP4,  MP7, MS8, MS9, MS12, 

MS15, MS16, MS17, MS18, MS21, 

MS27, MS28, MS29) 

Q6.7: Provision of knowledge of human 

resources risk 

Many hotels have not provided 

knowledge of human resources risk.  

(MP7, MS1, MS9, MS10, MS13, 

MS19, MS28, MS29) 

Q6.8: Classification of human resources 

risk 

Some hotels have not classified human 

resources risk. (MP4, MP7, MS10, 

MS22) 

Q6.9: Grading human resources risk Many hotels have not graded human 

resources risk. 

 (MP4, MP5, MS4, MS13, MS20, 

MS26, MS29) 

Q6.10:Thorough analysis of human 

resources risk 

Many hotels have not done a thorough 

analysis of human resources risk.  

 (MP4,  MS13, MS15, MS21, MS26, 

MS27) 

Q7:  How does the hotel draft the plan 

for human resources risk management? 

Q7.1: To specify visions, missions, and 

goals of the hotel 

 

Many hotels have not specified their 

visions, missions, and goals. 

(MP10, MS1, MS2, MS6, MS16, 

MS18, MS19, MS21, MS29) 

Some hotels have specified their 

visions, missions, and goals. (MS9, 

MS10, MS20, MS21, MS27) 
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Table 4.76 (Continued) 

 

Question Interviewees 

Q8: How does the hotel turn plans for 

human resources risk management into 

action? 

Q8.1: Is there communication within the 

hotel? 

 

Converting plans into action by 

communicating with heads of 

departments has been done, then the 

heads of departments communicated 

with employees respectively. 

 (MS12, MS13, MS22, MS27) 

Q9: How has the hotel been conducting, 

evaluating, reviewing, and improving 

the plans for the human resources risk 

management? 

There are assessments either through 

the website or directly through the e-

mail of a hotel or through the agency. 

There is also a questionnaire created or 

a direct talk with guests.  

(MS1, MS2, MS4, MS5, MS7, MS8, 

MS9, MS10, MS11, MS15, MS16, 

MS18, MS19, MS22, MS23, MS25, 

MS26, MS27, MS28, MS29) 

 

Q6: How does the hotel prepare and plan for human resources risk 

management? 

As for this question, the researcher aims to find out how the hotel has 

prepared and planned for the planning process for human resources risk management. 

According to the results of the interviews, it is found that only some steps have been made 

in the preparation and planning for human resources risk management because most 

executives do not make a plan for human resources risk management and do not follow the 

planning process for risk management systematically. 

"...Yes, we have not done it evidently. We just have a work plan and 

various administrative matters. It means that we generally do the analysis of the work 

and the staff. As for the individual risk in each department, we did not analyze every 

employee. But we analyze problems found at work and identify the problems of each 

department ... "(MP4) 
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"... Never talked about it. When it comes to high season, we would be 

excited. But when it is a low season, we just go slowly. It always happens this way... 

"(MP5) 

"...No, the only thing we do is to save money for the future... "(MP6) 

"...We have not done it. It’s more like a family business..."(MP7) 

In the process of preparing and planning for the planning process for risk 

management in terms of loss of human resources in small and medium sized hotels, 

the researcher has questions covering minor points which are Q 6.1- Q 6.10 as follows: 

Q6.1: Employee performance evaluation 

As for this question, the researcher aims to find out how the hotel 

evaluates the performance of its employees. According to the results of the interviews, 

it is revealed that most hotels have done employee performance evaluation. Moreover, 

it is found that in small-sized hotels, the executive is the one who is fully responsible 

for the tasks related to loss of human resources. 

As for a system for human resources, these hotels do not operate the 

system completely. There are some simple steps that have been done because these 

steps are convenient and suit their hotel, for example, in the hiring process, only an 

interview and basic personality test are required. 

"... Preliminary interview ..." (MS1) 

"... We observe their appearance, abilities, and personality ..." (MS2) 

"...Interview, observe their personality, and sometimes we go to the 

Department of Labor ..." (MS4) 

"... an interview about previous employment and the reason why an 

applicant left his previous job. We also look at 1) reasons 2) aptitude ... "(MP1) 

When an employee starts working, there is a supervisor who oversees 

and evaluates the performance and potential of that employee. If it is a large-sized 

hotel where departments are clearly divided, the head of a department will assess the 

works. However, the main assessor is the executive of the hotel. Evaluating, an 

agreement, personality, and responsibility are mainly considered. 

"... There is a supervisor overseeing the works, and I visit every Friday 

..." (MS1) 

"... It doesn’t have to be three months ..." (MS2) 



218 

"... After a probationary period of three months, employees will get 

higher pay ..." (MS3) 

"... Evaluate almost every week ..." (MS4). 

"... Other older employees will teach the new ones, and we, sometimes, 

oversee what they do ... "(MS3) 

"... I teach and evaluate them myself, and the evaluation depends on the 

abilities of the employees ..." (MS5) 

"... Assess them myself ..." (MS6) 

"... After beginning to work, they need to practice gradually, to learn 

things one step at a time. I direct everything myself ... "(MP2) 

Also, for the new staff, they are assessed as frequently as every week. 

For those who are quite experienced, they are evaluated monthly or every three 

months. 

"... A trial for a week ..." (MP1) 

"... Probationary period of three months ..." (MP10) 

Q6.2: Employee performance support  

As for this question, the researcher aims to find out how the hotels have 

supported the promotion of employee performance. According to the results of the 

interviews, it is found that many hotels have supported the promotion of employee 

performance. This support is either carried out within the hotel or is operated outside 

the hotel. If the support is inside the hotel, the operation for supporting the promotion 

of employee performance comes in a variety of formats. For example, if it is a hotel 

where there are not many employees, the employees are trained by the executives, or 

the older employees coach and administrator their works. Moreover, the executives 

may also give the responsivities of coaching and overseeing to supervisors. Also, if 

the hotel has a human resources department, this department will be the one operating 

this. 

"... I don’t oversee. If an employee got hired, he just has to practice 

slowly, gradually learning things one step at a time. I direct everything myself ... 

"(MP2) 
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"... We have training. We train our staff during low season for them to be 

prepared for the high season. We have internal training in order to develop our staff. 

We fulfill what they lack... "(MP4) 

"... There is training for all departments ..." (MP5) 

"... Yes, we have. It’s a human resources department ..." (MS1). 

"... Existing staff will teach the new ones ..." (MS4) 

"...Existing staff will teach the new ones ..." (MS8) 

"... We have on-the-job training by the head of each department..." 

(MS9) 

"... Yes, we add that. For example, for some newly-graduated staff with 

no experience, we have a supervisor who will train them prior to on-the-job-training 

at work..." (MS12) 

"... and if it is someone from janitorial department, a gardener, or a 

technician, there would not be much training. But there will be internal training such as 

emergency exit and evacuation safety in case of fire ... "(MS22) 

"... We have experts for our training or maybe a friend who could help... 

"(MS27) 

For conducting training outside the hotel, we will send staff to be trained 

with external agencies, including government agencies such as the Department of 

Skill Development, district, municipality, Department of Tourism, or at hotels. 

"... We used to do that.  If staff are sent to be trained outside, the training 

will not be related to reception but some other areas such as security department. 

Also, staff working in our restaurant will be sent to be trained as well ..." (MS10) 

"... It once existed such as the training with Department of Skill 

Development, emergency exit and evacuation safety training in case of fire, training 

staff for reception, and language training to which we send our staff ... "(MS12) 

"... If there is a letter from Tourism Authority of Thailand, the hotel will 

send staff to be trained by the organization’s training courses, and if there is a meeting 

by the TAT, we will also join ... "(MS16) 

"... Our hotel will send staff to learn new things all the time, for 

example, staff working at the reception or department or ticket reservation will be 

trained with our agent ... "(MS22) 
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"... If the District Office or the Municipality sent us a letter inviting our 

staff to join a training course, we would, therefore, send them to be trained ... 

"(MS23) 

Q6.3:  Knowledge exchange  

As for this question, the researcher aims to find out how hotels have 

done knowledge exchange between employees and executives. According to the 

results of the interviews, it is found that only 15 percent of hotels have done knowledge 

exchange between employees and executives. However, this is partially done and not 

a complete system. Only meetings and talks are held. There is also an exchange in 

terms of computer language. There is also an exchange in terms of experience from 

working with other hotels: how good are those hotels and what they have done. 

"... We have that once a month ..." (MS8). 

"... If any staff did something good, the HR would put their names on a 

board and give them certificate before announcing it to everyone  ... "(MS10) 

"... Some of them came from a chain hotel which have better operation 

than ours. So, these employees would tell the head of their department about things 

that our hotel needs to change, and the head would bring it to a meeting and discuss 

whether those things can be changed. If things can be changed, we will change them. 

Well, these staff provide us with positive info that we can use for improving our hotel 

... "(MS12) 

"... Yes, there is. For example, one of our staff, he is good at using a 

computer but not good with languages. But I am not good at using computer but good 

with languages. So we have our knowledge exchanged ... "(MS25) 

"... We have a meeting on what needs to be improved for each 

department. Employees have to brainstorm. We are very open here. Everyone must be 

a good listener. We take every comment or suggestion into consideration. We told 

them to share their ideas, good ideas. So we can talk and discuss ... " (MS27) 

"... Yes, we do it for real. Everyone needs to help one another ... 

"(MS28) 

Q6.4: Database development and support 

As for this question, the researcher aims to find out how hotels support 

and develop its database. According to the results of the interviews, it is found that 70 
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percent of hotels have supported and developed its database. As for the hotels that 

have implemented its database, the database is just made by simple operation: just 

keeping paper records, not the complete computer system. If they have operated the 

database with a computer, there is only information of employees or simple information, 

except the hotels where there are many staff, a computer system is used for keeping 

data. 

"... We do it with the book and have begun to save them on the computer 

... "(MP6) 

"... We haven’t done it about people. But we have a book for keeping 

data about the weather ... "(MP7) 

"... My kids do it. I don’t know what they do ..." (MP8) 

"... We only have the hard documents ..." (MP9) 

"... We have nothing ..." (M10) 

"... We have a system for keeping records about employees who came to 

work late and who left the work stored on a computer system ... "(MS1) 

"... very rare for foreign staff, but there are records of Thai staff which 

are not stored on a computer ... "(MS2) 

"... We don’t do it. They have their fixed holidays already ..." (MS3) 

"... Yes, we have. But we wrote them down; we didn't store them on a 

computer. For those who came to work late or couldn’t come to work, we are flexible 

with them. They just have to swap their holidays with other staff... "(MS4) 

"... No ..." (MS5) 

"... We made a copy of a passport for some people but didn’t store 

anything on a computer ... "(MS6) 

"... We made a copy of a passport for some people but didn’t store 

anything on a computer ... "(MS7) 

"... We don’t have. We only have binders keeping records of employees ..." 

(MS8) 

"... We have binders for records, and we stored these records on a 

computer. It’s our own database ... "(MS10) 

"... We have a system of our human resources department. There have 

been reports from HR of absence, lateness for a whole month ... "(MS12) 
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"... We have binders and don’t store on a computer ..." (MS15) 

"... Everything is on a computer ..." (MS16) 

"... Just binders, no files on computer ..." (MS18). 

"... No ...we have only the employee application form ..." (MS19) 

"... On a computer ..." (MS20) 

"... There are binders ..." (MS21) 

"... Keep in binders, we don’t have a system ... "(MS22) 

"... Store on a computer ..." (MS23) 

"... We have a book for keeping records of the time that employees 

arrive and leave the hotel. We do have a request form for leave of absence. But we 

don’t store on a computer ... "(MS25) 

"... We collect hard copies of passports, no computer storing. They are 

just hard documents ..." (MS26) 

"... We just arrange them as documents. We don't really fix the time ... 

"(MS28) 

"...No, because we do not have a human resources departments ..." 

(MS29) 

In addition, it is found that all the executives see the importance of 

having a database, but they have not conducted any database seriously. 

Q6.5: Analysis of business situations  

As for this question, this research aims to find out whether hotels have 

analysis on business situations or not. According to the results of the interviews, it is 

found that there are both hotels that have done the analysis of the business situations 

and the hotels that have not. Those hotels that have not done the analysis consider that 

the hotel is their own business or a family business. They can solve problems on their 

own. They also see that hotels on Samui Island or Phangan Island are not affected by 

national political situations. 

"... We have analyzed a bit. We just felt the impact. We have nothing to 

do with the politics ... "(MP1) 

"... I have analyzed a little bit. We did feel the impact. But we are not 

related to the politics ... "(MP5) 
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"... I have never done it. Maybe because we started out as a hotel, and we 

don’t do everything as exactly as they should be done. We handle things when they 

take place. No need to sit and analyze or bring to a meeting ... "(MP6) 

"... No analysis, but we will discuss it ..." (MP10) 

"... No, because we are a family business. We will solve the problem 

when it comes ... "(MS3) 

"... We don’t have ..." (MS5) 

"... Not yet, it is just a talk ..." (MS7) 

"... Overall, there is no formal analysis. We actually set goals for the 

future ... "(MS13) 

"... We have not made it formal. We know what happened, but we just 

don't analyze ... "(MS17) 

"... Never ..." (MS19) 

"... No ..." (MS23) 

"... Haven’t analyzed, but we already know political situations ... 

"(MS26) 

As for hotels that have conducted the analysis of business situations. 

Most of them have mainly analyzed issues related to marketing because their 

executives need all rooms to be occupied. There for, the analysis of marketing was 

done first. The analysis might be done by every department or by only a marketing 

department. But if a hotel has a marketing department, this department will be 

assigned to be responsible to do the analysis. 

"... We have analyzed. We did not see only what happened inside, but 

we also see the situations outside our hotel such as the domestic economy ... "(MP5) 

"... We recorded in a book, but we do not put it on a computer..." (MP7) 

"... We check every day ..." (MP9) 

"... We do not analyze any external factors at all, but we analyze the 

marketing ... "(MS1) 

"... We did. We thought about it but have not made it evidently. We hire 

an agent to help us, they must consult with us first ..." (MS2). 

"... The marketing department will analyze ..." (MS9) 
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"... Yes, we do. It is done yearly. We would analyze, set goals and 

budget ... "(MS10) 

"... I did talk. They are not afraid because the hotel is far and not affected 

much since it is a small hotel ..." (MS11) 

"... Not that much, most ideas are from marketing people ... "(MS12) 

"... Partially, but we have not written them down..." (MS15) 

"... Always analyze ..." (MS16) 

"... We once analyzed but we are not much impacted... "(MS18) 

"... We talked..." (MS20) 

"... Analyze sometimes, but we would talk to the marketing team 

whether there will be a solution or we would be affected. Then we find a solution ... 

"(MS21). 

"... We do SWOT analysis..." (MS22) 

"... Yes, we analyze it. The HR and our team have talked to the owner 

..."(MS27) 

Q6.6: Human resources risk identification 

As for this question, the researcher aims to find out whether hotels have 

identified human resources risk or not. According to the results of the interviews, it is 

found that many hotels have not identified the human resources risk. Incidentally, the 

executives are mainly concerned about work and responsibilities, and they solve 

problems at the time they arise. These executives also focus on issues of marketing. In 

addition, they see their hotel as a small family-run business. So there is no plan for 

risk analysis. 

"... We haven’t done it..." (MP4) 

"... We haven’t done it ..." (MP7) 

"... We don’t have, we work together as a family ..." (MS8) 

"... We haven’t done it yet. But we talked about it, and there is no written 

record ... "(MS9) 

"... Haven’t done it ..." (MS12) 

"... No, we just operate our business simply..." (MS15) 

"... We mainly analyze our administration..." (MS16) 

"... Not really because we are a small hotel ..." (MS17) 
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"... Now, we don’t really have ..." (MS18) 

"... A little bit ..." (MS21). 

"... We don’t make plans for risk analysis because we are a small hotel ... 

"(MS27) 

"... We don’t really focus on that. It will be solving problems as they 

come ... "(MS28) 

"... Mostly no ..." (MS29) 

Q6.7:  Provision of knowledge of human resources risk 

As for this question, this research aims to find out whether hotels have 

been provided with the knowledge of risks concerning loss of human resources or not. 

According to the results of the interviews, it is found that many hotels do not have the 

provision of knowledge of human resources risk. 

"... We don’t do it ..." (MP7) 

"... We haven’t talked about it. For some certain things, we don’t tell 

our employees ..." (MS1) 

"... No ..." (MS19) 

"... Mostly it is understanding of financial matters and business ... 

"(MS29) 

Moreover, it is found that the executives give priority to talking to 

supervisors and department heads, rather than talking to employees. 

"... We cannot grade how much each person understands. However, 

supervisors will have to tell them and monitor all matters ... "(MS9) 

"... We mainly tell the heads, not the employees ... "(MS10) 

"... Haven’t talked, mainly talked to the heads ..." (MS13) 

"... We explain things such as reasons for resignation ..." (MS28) 

Q6.8: Classification of human resources risks 

As for this question, this researcher aims to find out whether hotels have 

classified human resources risk or not. According to the results of the interviews, it is 

revealed that some hotels have not classified the human resources risk. This is because 

many executives mainly focus on the work, prioritization of tasks, and assigning 

personnel for those tasks. 

"... We don’t do it, we only prioritize the tasks ..." (MP4) 
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"... Not for persons. We do the classification for other things ... "(MP7) 

"... We don’t classify, but we mainly solve problems ..." (MS10) 

"... Since I started working here, we haven’t done it..." (MS22)  

Q6.9: Grading human resources risk 

As for this question, this research aims to find out whether hotels have 

graded human resources risk or not. According to the results of the interviews, it is 

found that many hotels have not graded human resources risk. This is due to the fact 

that the executives are more concerned about the work, prioritization of tasks, and 

assigning personnel for those tasks. Also, they all mentioned about the quality of 

employees, their safety, and their quality of life. 

"... We really do not identify them. We focus on the work, what is 

important, what should be done first and later, and what each person is responsible 

for. If there are weaknesses, we will assess and recommend how to improve ... 

"(MP4) 

"... I talked to the owner that if we want to provide better service, we 

must develop our staff until they are good enough ... "(MP5) 

"... It is mainly about personality such as honesty, rather than capability 

... "(MS4) 

"... We are not that clear on what is most important, but we mostly 

targeted the welfare. It is about the future and well-being of employees ... "(MS13) 

"... Most of it is safety which is about 70 per cent..." (MS20) 

"... The labor turn-over..." (MS26). 

"... Yes, there is, in terms of staff resignation ..." (MS29) 

Q6.10: Thorough analysis of human resources risk 

As for this question, the researcher aims to find out whether hotels have 

a thorough analysis of human resources risk or not. According to the results of the 

interviews, it is found that many hotels do not carry out a thorough analysis of human 

resources risk because the executives see that their hotel is a small hotel run as a 

family business. There is no need to carry out a thorough analysis of human resources 

risk. 

"... Yes, we have not done that much. We just do the evaluation, 

supervision, and amendment ... "(MP4) 
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"... Overall, the formal analysis was not done. We just set goals for the 

future ... "(MS13) 

"... This is more like a family business. Rules are not very clear as in 

large hotels ... "(MS15) 

"... We have done some analysis. We are a small hotel, like a family 

business. So, we haven’t identified things officially. But there is a discussion 

among the executives... " (MS21) 

"... No, we work as a family ..." (MS26) 

"... We are a small hotel, so we haven’t made a plan for risk analysis ... 

"(MS27) 

Q7: How does the hotel draft the plan for human resources risk 

management? 

As for this question, this research aims to find out how hotels have 

drafted plans for human resources risk management. The researcher has questions 

related to visions, missions, and goals of the hotels. 

According to the results of the interviews, it is found that many hotels 

have not specified their visions, missions, and goals from the involvement of the 

employees. Besides, it can be seen that the employees see the importance of the 

tasks and responsibilities for their work and do not focus on specifying the visions, 

missions, and goals of the hotels. They may see this as the responsibility of the 

executives only. 

"... Not yet ..." (MP10). 

"... Employees are involved, but not much. Well, employees cooperate in 

doing their duties as well as possible ... "(MS1) 

"... We haven’t done that much..." (MS2) 

" ... No, we just go slowly, don’t really worry about it ..." (MS6) 

"... Staff are not involved in this. The executives manage it themselves ... 

"(MS16) 

"... We haven’t done it..." (MS18) 

"... Not yet, we might do it soon ..." (MS19) 

"... Mostly done by the executives ..." (MS21) 

"... No ..." (MS29) 
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For hotels that have set their visions, missions, and goals from the 

involvement of employees, there is only a preparation of a document or just talking, 

but there is no written evidence. 

"... Yes, we have done. I’m not sure we have the documents ..." (MS9) 

"... There will be a manual for all employees ..." (MS10) 

"... We wrote everything down ..." (MS20) 

"... The marketing team is going to talk to an agent ..." (MS21) 

"... We have no written record, but we discuss it often ... "(MS27) 

Q8: How does the hotel turn plans for human resources risk management 

into action? 

As for this question, the research aims to find out how hotels convert 

their plans for human resources risk management into action. The researcher has a 

question regarding communications for human resources risk management within hotels. 

According to the results of the interviews, it is found that many hotels 

have implemented plans by communicating through the heads of departments. These 

heads will consequently communicate with personnel within their department. In 

addition, some hotels have a meeting every morning to provide every staff with news. 

"... We mostly talk to a department’s head first. Then the head will 

inform staff ... "(MS12). 

"…We do not talk. We mostly talk to departments’ heads ... "(MS13) 

"... They talk among themselves, and we have a meeting every morning. 

Everyone is going to know about what’s going on ... "(MS22) 

"... We will announce it in the morning ..." (MS27) 

Q9: How has the hotel been conducting, evaluating, reviewing, and 

improving the plans for the human resources risk management? 

As for this question, the researcher has an objective to find out how the 

hotel has been directing, evaluating, reviewing, and improving the plans for human 

resources risk management. The researcher used questions to assess customer satisfaction. 

According to the results of the interviews, it is found that the assessment 

by customers is done through websites such as www.booking.com, www.agoda.com, 

www.tripadvisor.com, or the customers will e-mail the hotel directly. Also, the evaluation 
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through the agency. Moreover, there are questionnaires created to get an assessment 

from the customers, and the hotel talks to the customers directly. 

"... There are guests who leave comments in the hotel’s room ..." (MS1) 

"... They will leave comments on Agoda, or sometimes through the 

agent. I look at those comments by myself, but not every day ..." (MS2) 

"... The guests leave comments on the internet ..." (MS4) 

"... We found some comments and talked to our employees. There is a 

meeting, a formal one, in which we discuss how to help one another other. We do it 

like a family ..."(MS5) 

"... Through Agoda..." (MS7) 

"... There are comments left in a room or on the website ..." (MS8) 

"... We have a questionnaire for guests. A score report is done every 

month ..." (MS9) 

"... Yes, there is ..." (MS10). 

"... We have not done it. But in booking.com, we can see rating from our 

guests. They were actually satisfied ... "(MS11) 

"... Yes, there is. But we have not done a questionnaire with a range of 

questions, we will get to see comments from our agents ..." (MS15) 

"...We provide an assessment form in our rooms..." (MS16) 

"... No, but there are comments on the internet ..." (MS18) 

"... No, we don’t have. But guests are mostly from agoda, so we mainly 

see comments there..." (MS19) 

"... Yes. Every time our guests come, we will have them write comments 

for us. But in their room, they can leave comments on a book ... "(MS22) 

"... In Agoda..." (MS23) 

"... There is an assessment form in their room; they can leave comments 

there ..." (MS25) 

"... Some guests also leave comments through the agency ..." (MS26) 

"... We do not have a form. We got comments from e-mails or some 

from online -booking sources, or from Agoda. So far, we think things went well ..." 

(MS27) 

"... Mainly in Agoda..." (MS28) 



230 

"... Yes. We look at comments in Trip Advisor..." (MS29) 

 

4.3 Discussion 

 

The research titled “A Model of the Development of Executives’ Behavior in 

the Planning Process for Risk Management Concerning Loss of Human Resources in 

Small and Medium Sized Hotels in the Touristic Islands of Surat Thani Province” is 

both quantitative and qualitative with objectives of the study as follows:  

1) To study the behavior in the planning process for human resources 

risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province. 

2) To evaluate the performance in the planning process for human 

resources risk management by executives of small and medium sized hotels in the 

touristic islands of Surat Thani province. 

3) To synthesize the planning process for human resources risk 

management of small and medium sized hotels in the touristic islands of Surat Thani 

province. 

4) To create a model of the development of executives’ behavior in the 

planning process for risk management concerning loss of human resources in small 

and medium sized hotels in touristic islands of Surat Thani province.  

According to the aforementioned objectives, the research has research 

questions for each objective as follows: 

1) Objective1: To study the behavior in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province. The researcher has a question as follows: 

(1) What is the behavior in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani Province? 

2) Objective2: To evaluate the performance in the planning process for 

human resources risk management by executives of small and medium sized hotels in 

the touristic islands of Surat Thani province, the researcher has the following questions: 
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 (1) What are the skills used in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province? 

 (2) What are the attitudes towards the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province? 

 (3) What is the knowledge of the planning process for human resources 

risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province? 

3) Objective3: To synthesize the planning process for human resources 

risk management of small and medium sized hotels in the touristic islands of Surat 

Thani province. The researcher has a question as follows: 

 (1) What is the planning process for human  resources  risk management 

in small and medium sized hotels in the touristic islands of Surat Thani province? 

4) Objective4: To createa model of the development of executives’ 

behavior in the planning process for risk management concerning loss of human 

resources in small and medium sized hotels in touristic islands of Surat Thani province. 

The researcher has a question as follows: 

 (1) What is the model of the development of executives’ behavior in 

the planning process for risk management concerning loss of human resources in 

small and medium sized hotels in touristic islands of Surat Thani province? 

From the research questions above, the researcher has discussed the 

research results according to 6 research questions, the discussion of the results are 

presented in order of objectives of the study as follows:   

 

4.3.1 Objective 1: To Study The Behavior in The Planning Process for 

Human Resources Risk Management of Executives of Small and 

Medium Sized Hotels in The Touristic Islands of Surat Thani 

Province 

4.3.1.1 What is the behavior in the planning process for human resources 

risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province? 
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According to the research results, the respondents have not properly followed 

the steps and processes in planning for human resources risk management resulting in 

the overall behavior of executives in the planning process for human resources risk 

management regarding all 6 steps being at a somewhat low level x̄ = 3.61, S.D.= 1.40. 

All 6 steps have the practice behavior at low and somewhat low levels. The steps that 

have practice behavior is at a somewhat low level including preparation for planning 

x̄  = 3.79, S.D.= 1.41, plan evaluation x̄ = 3.63, S.D.= 1.55, and the steps that have 

practice behavior at low levels include plan formulation x̄ =3.54,S.D.=1.55, plan 

implementation x̄ = 3.48, S.D. = 1.50, plan monitoring x̄ = 3.60, S.D.=1.60, and plan 

revision and adjustment x̄ = 3.36,S.D. = 1.54. 

The results of the research specify that the executives of small and medium 

sized hotels have behavior in planning for human resources risk management at low and 

somewhat low levels. This is because of administration by family, executives lacking 

skills in planning and solving problems immediately. Moreover, it is due to the fact 

that these executives always focus on marketing more than other aspects of work as 

can be seen from the interview results below. 

There is no plan. Employees leave their job whenever they want. (MP2) When 

there is a problem, we would try to solve it. But we don’t have any systems. (MP4) 

We have no plan because we are a family business. (MP7, MS1, MS3) We operate 

things together as a family. We help one another. This is why we work together for a 

long period of time. (MP8) solve problems by ourselves (MS3) We don’t have any 

processes for planning. We only think about satisfaction that all of us will have. 

(MS8)We don’t have plans for human resources risk management. (MS16, MS18) We 

have never seen. (MS25) 

However, from research and studies regarding risk management, it is discovered 

that small and medium sized businesses often lack planning. Risk management has     

a direct relation to planning system of business by the owner or the manager solely and 

linkage between planning and risk management. This shows that small and medium 

sized businesses still lack proper development, Jayathilake (2012). Besides, 

administrating a family business always involves decision making by only the owner 

and lacks a system for planning and management, Peters & Buhalis (2004). This is in 
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line with Ogawa (1994) Zimmerer & Scarborough (2008) who specified that small-

sized businesses always have an unofficial administrative structure and lack systems 

and effectiveness. Therefore, these businesses must encounter all sorts of obstacles 

within their organization because the owner has not planned things continuously. 

While Scarborough (2012); Drucker (2007); Mike and Dimitrios (2004) provided 

their opinion that small-sized businesses are operated by contacts among people. 

Drucker (2007) states that efficiency stems from personnel being able to see results of 

the work and results of decision making whether it follows planned directions. Also, 

Mike and Dimitrios (2004) mentioned that a family business is flexible and very 

responsive to changes. Moreover, they see that a family business is a business that 

operates its work unofficially and lacks planning because of having flexible work 

operations and being responsive. So, the business is run and managed unsystematically. 

Moreover, Ronnachit Mahatthanapharit (2008) states that risk management in a hotel 

such as having plans for hotel management should be continued. But most small  and 

medium sized hotels always employ unofficial methods and have no systems and 

plans in managing risks encountered the business, Jayathilake (2012). 

When the details of each step are considered, it is found that in the step of 

preparation for planning regarding an analysis of current situations of the business, the 

practice is at a somewhat high level (x̄ = 4.61, S.D. = 1.69) because operating a business, 

in general, the executives must carry out an analysis of current situations of the business 

so as to know the latest happenings of the business which will lead to specifying strategies 

for operating the business in the future. This is related to Parnell A. (2014) who said 

that a SWOT analysis is when internal and external factors are combined and explained. 

The SWOT analysis is the beginning step in determining strategies. Moreover, Aldehayyat 

S. Jehad; AlKhattab A. Adel and Anchor R. John (2011) stated that one of the benefits 

of using tools for planning strategies is the increase in the awareness of business 

environments, strategic content, opportunities, and obstacles. This will correctly reduce 

risks in decision making. Djatna and Luthfiyanti (2015) also mentioned about designing 

and analyzing systems according to system of life development cycle of a supply 

chain of pineapples and small and medium sized enterprise products in the Digital 

Business Ecosystem (DBE).The first step that must be designed is specifying problems 

and limitations of problems, goals, wanted and unwanted inputs, related parties, 
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wanted and unwanted products, resources, rules and roles as well as weaknesses of the 

system.   

 

4.3.2 Objective 2: To Evaluate Performance in The Planning Process for 

Human Resources Risk Management of Executives of Small and 

Medium Sized Hotels in The Touristic Islands of Surat Thani 

Province 

In this study, as for evaluating performance in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province, the researcher has categorized performance of 

executives into 3 aspects which are skills, attitudes, and knowledge. Therefore, the 

researcher evaluates the three aspects mentioned earlier in the planning process for 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province 

4.3.2.1 What are the skills in the planning process for human resources 

risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province? 

According to Table 4.51, level of skills in the planning process for 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province in general and regarding steps of 

preparation for planning, plan monitoring, and plan evaluation is at a somewhat low 

level, but skills regarding steps of plan formulation, plan implementation, and plan 

revision and adjustment is at a low level, as shown in Figure 4.2. 
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“…still do not understand about risks”  (MP6, MP10) 

“…What is risk management? I have never heard of it.” ( MS3) 

“…We have not done it. We operate as a family business…” (MP7) 

“…No, because we work as a family. We solve problems as they come…” 

(MS3) 

“… No, because we work more as a family…” (MS8) 

 “…Haven’t done it. We operate things by ourselves, mostly as a 

family…” (MS18) 

“…No, we work as a family…” (MS26) 

“…just a small-sized hotel. We have a manager who administers things, 

along with the help from receptionists and other people from our small departments. We 

work together as a family…” (MS28) 

The results of this study are related to the study of Jaafar, Abdu-Aziz, 

Maideenand Mohd (2011) who mention that owners and executives of small and 

medium sized hotels lack knowledge of and skills in administrating a hotel. This is in 

line with the study by Nuntsu, Tassiopoulos and Haydam (2004) who found that small 

hotel owners in South Africa lack creativity and skills in administration. They also 

indicate that a continuous development of skills is a key to success in business 

administration. Besides, Hillson and Murray-Webster (2007) stated that having 

employees who have skills and experiences and participate in risk processes is one of 

many factors for success in successful risk management. 

Moreover, Bartal, Tein, Sharma, Ritson and Scott-Ladd (2009) mentioned 

that obstacles in planning is one matter occurring from the fact that executives lack 

knowledge and skills in planning. This is related to the study by Suksiwong (2007) 

which shows that a number of executives want to do planning but lack necessary 

knowledge, abilities, experience, and skills in planning. Also, Kaewchamnong (2007) 

stated that an important factor that prevents operation according to plan from being 

effectively successful are the executives, along with those who work after plans and 

the employees in an organization who are responsible for planning, having no 

knowledge, abilities, and skills in management. In addition, Chanthadansuwan (2010) 

also stated that one of the limitations in planning comes from executives who lack 

knowledge, abilities, understanding, and experience in planning. 
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From the research results, the respondents have level of attitudes 

towards the planning process for human resources risk management at a good level in all 

steps which is in line with the interview results as seen in examples below: 

“… in an intermediate level…” (MP7) 

“… I think it’s in an intermediate level…” (MS21) 

The aforementioned information is related to the results of the study of 

risk management in small and medium sized hotels of Jayathilake (2012) who indicated 

that risk management depends on the planning system of the business and its owner. 

Therefore, the correlation between risk management and planning process in small 

and medium sized hotels has not been developed effectively. Moreover, attitudes of 

executives and hotel business owners play an extremely important role in systematic risk 

management. So, building awareness through training and developing programs is 

significant. Besides, Islam, Tedford & Haemmerle (2008) and Sparrow (1999) mentioned 

in their studies that risk management in small and medium sized businesses is 

inevitably related to beliefs and attitudes of the owners. 

4.3.2.4 What is the knowledge of the planning process for human resources 

risk management of executives of small and medium sized hotels in the touristic islands 

of Surat Thani province? 

According to Table 4.69, level of knowledge of the planning process for 

human resources risk management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province in general, the executives fail, as indicated in 

Figure 4.4. 
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“…What is risk management? I have never heard of it...” ( MS3) 

Similarly, many scholars have shown that groups of hotels in Thailand 

are well aware and trying to manage risks appropriately in each one of the hotels. 

However, there is so little advancement seen because of lack of understanding of risks 

and related matters, Mahatthanapharit (2008). Meanwhile, Henchel (2008) presented the 

results of his study in which he found that small and medium sized businesses always 

lack specific knowledge of systematic and standardized risk management. Hence, lack 

of knowledge and specialty of small and medium sized hotels creates huge risks in 

business. In addition, the lack of knowledge in risk management also comes from lack 

of experience or having inadequate experience of previous situations. Moreover, the 

knowledge and experience of an owner and a manager are crucial for risk management of 

small and medium sized businesses, Jayathilake (2012). Ribaric (2012) mentioned an 

obstacle regarding implementation of risk management which is lack of knowledge 

and understanding of risk management. Additionally, Bartal, Tein, Sharma, Ritson 

and Scott-Ladd (2009) state that obstacles in planning is one matter occurring from 

the fact that executives lack knowledge and skills in planning. This is related to the 

study by Suksiwong (2007) which shows that a number of executives want to do 

planning but lack the necessary knowledge, abilities, experience, and skills in 

planning. Also, Kaewchamnong (2007) stated that an important factor that prevents 

operation according to plan from being effectively successful are the executives, 

along with those who work after plans and the employees in an organization who are 

responsible for planning have no knowledge, abilities, and skills in management. In 

addition, Chantha dansuwan (2010) also stated that one of the limitations in planning 

comes from executives who lack knowledge, abilities, understanding, and experience 

in planning. As for the research results obtained regarding level of skills in, attitudes 

towards, and knowledge of the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani 

province, the researcher has concluded and presented them with details of each step as 

shown in Table 4.75. 
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Table 4.77 Level of skills in, attitudes towards, knowledge of and the planning process 

for human resources risk management of executives of small and medium 

sized hotels in the touristic islands of Surat Thani province 

 

Steps 7 levels of skills 10 levels of attitudes Knowledge 

1.  Preparation for planning 3.88 somewhat low 6.04 good fail 72.16 % 

1.1 Inspiring and building trust 

in human resources risk 

management for employees 

1.2 Performance evaluation of 

employees in a hotel 

1.3 Enhancing performance of 

employees 

1.4 Knowledge exchange and 

learning between employees 

and executives of a hotel 

during work 

3.79somewhat low 

 

 

4.06somewhat low 

 

4.06somewhat low 

 

3.90somewhat low 

 

5.76good 

 

 

6.18good 

 

6.21good 

 

6.07good 

 

 

1.5 Creating and developing a 

database of the organization 

1.6 Reviewing the plans for 

human resources risk 

management 

1.7 Analysis of the current 

situations of the business 

1.8 Identifying risks in human 

resources of the hotel 

1.9 Providing understanding of 

the risks to employees 

1.10 Categorizing groups of risks 

in human resources of the 

hotel 

1.11  Prioritizing the risks in 

human resources of the hotel 

1.12 Conducting an analysis of 

human resources risk of the 

hotel thoroughly 

1.13  Providing activities to 

enhance knowledge in the 

planning process of human 

resources risk management 

of the hotel 

3.93somewhat low 

 

3.72somewhat low 

 

 

4.54somewhat low 

 

3.65somewhat low 

 

3.85somewhat low 

 

3.71somewhat low 

 

 

3.70somewhat low 

 

3.72somewhat low 

 

 

3.57low 

 

6.04good 

 

5.82good 

 

 

6.55good 

 

6.04good 

 

6.11good 

 

5.72good 

 

 

5.87good 

 

5.91good 

 

 

5.87good 
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Table 4.77  (Continued) 

 

Steps 7 levels of skills 10 levels of attitudes Knowledge 

2.  Plan Formulation 3.54 low 6.02good fail68.09 % 

2.1 Providing activities to 

enhance knowledge of 

planning for human resources 

risk management of the hotel 

2.2 Specifying the visions of the 

hotel 

3.54low 

 

 

 

3.68somewhat low 

5.60good 

 

 

 

6.11good 

 

2.3 Defining the missions of the 

hotel 

2.4 Determining the 

purposes/objectives of the 

hotel 

2.5 Preparing programs to reduce 

the risks in the hotel 

2.6 Creating programs and 

projects for human resources 

risk management of the hotel 

2.7 Prioritizing the programs and 

projects for human resources 

risk management of the hotel 

2.8 Preparing plans for human 

resources risk management of 

the hotel 

2.9 Reviewing the plans for 

human resources risk 

management of the hotel 

2.10 Participation in reviewing the 

plans for human resources risk 

management 

3. Plan Implementation 

3.1 Identifying the stakeholders in 

making plans for human 

resources risk management of 

the hotel 

3.2 Communication with 

personnel in the hotel 

regarding human resources 

risk management of the hotel 

3.64somewhat low 

 

3.81somewhat low 

 

 

3.76somewhat low 

 

3.61somewhat low 

 

 

3.57low 

 

 

3.61somewhat low 

 

 

3.49low 

 

 

3.45low 

. 

 

3.59 low 

3.39 low 

 

 

 

3.52 low 

6.10good 

 

6.39good 

 

 

6.19good 

 

6.11good 

 

 

6.05good 

 

 

6.06good 

 

 

5.85good 

 

 

5.99good 

 

 

5.97 good 

5.71 good 

 

 

 

5.87 good 
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Table 4.77  (Continued) 

 

Steps 7 levels of skills 10 levels of attitudes Knowledge 

3.3 Identifying the persons who 

are responsible for and those 

involved in the work of human 

resources risk management of 

the hotel 

3.4 Operating the programs to 

create incentives for 

employees to work 

3.5  Reviewing plans for human 

resources risk management of 

the hotel 

3.52low 

 

 

 

 

3.81somewhat low 

 

 

3.57low 

5.94good 

 

 

 

 

6.15good 

 

 

5.93good 

 

4.  Plan Monitoring 3.62somewhat low 5.96  good fail73.76 % 

4.1 Assigning the supervisor for 

plans for human resources risk 

management 

4.2 Assigning employees to work 

with specialists 

4.3 Assigning the executives to 

supervise staff in implementing 

plans for human resources risk 

management of the hotel 

5. Plan Evaluation 

5.1   Appointing personnel to 

evaluate overall operation of 

employees in carrying out 

plans for human resources risk 

management of the hotel 

5.2   Reporting the overall 

operation of human resources 

risk management of the hotel 

5.3   Monitoring for the 

performance of the work 

regularly 

5.4  Assessment of customer 

satisfaction 

 

 

 

3.61somewhat low 

 

 

3.57low 

 

3.67somewhat low 

 

 

 

3.67 somewhat low 

3.47 low 

 

 

 

 

3.43 low 

 

 

4.04somewhat low 

 

 

4.16somewhat low 

 

5.90good 

 

 

6.06good 

 

5.98good 

 

 

 

5.99 good 

5.60 good 

 

 

 

 

5.74 good 

 

 

6.20good 

 

 

6.50good 

 

 

 

 

 

 

 

 

 

 

fail73.40 % 
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Table 4.77  (Continued) 

 

Steps 7 levels of skills 10levels of attitudes Knowledge 

5.5   Communication with 

personnel within the hotel in 

assessing human resources 

risk management 

5.6   Participation in the assessment 

of plans for human resources 

risk management 

3.65somewhat low 

 

 

 

3.56low 

6.14good 

 

 

 

6.07good 

 

6.  Plan revision and adjustment 3.43 low 5.74 good fail67.38 % 

6.1   Reviewing plans for human 

resources risk management 

6.2   Following the agreements 

when there are new 

agreements resulting from 

reviewing the plans for human 

resources risk management 

3.54  low 

 

3.63somewhat low 

 

 

5.83good 

 

5.76good 

 

 

 

6.3 Participation in the process of 

reviewing plans for human 

resources risk management 

3.46 low 

 

5.80good 

 

 

6.4 Providing knowledge 

exchange activities in planning 

for human resources risk 

management of the hotel 

3.47 low 

 

6.07good 

 

 

 

4.3.3 Objective 3 

To synthesize the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani 

Province, the researcher has the following questions: 

4.3.3.1 What is the planning process for human resources risk 

management of small and medium sized hotels in the touristic islands of Surat Thani 

province? 

Objective 3: To synthesize the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province, the results obtain a model of the planning process for human 

resources risk management of executives of small and medium sized hotels in the 
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The research results for each step have the details as follows:  

1) Preparation for planning 

In this step, the details consist of 13 steps as follows: 

(1) Inspiring and building trust in human resources risk management 

for employees 

(2) Performance evaluation of employees in a hotel 

(3) Enhancing performance of employees 

(4) Knowledge exchange and learning between employees and 

executives of a hotel during work 

(5) Creating and developing a database of the organization 

(6) Reviewing the plans for human resources risk management 

(7) Analysis of the current situations of the business 

(8) Identifying risks in human resources of the hotel 

(9) Providing understanding of the risks to employees 

(10) Categorizing groups of risks in human resources of the hotel 

(11) Prioritizing the risks in human resources of the hotel 

(12) Conducting an analysis of human resources risk of the hotel 

thoroughly 

(13) Providing activities to enhance knowledge in the planning 

process of human resources risk management of the hotel 

2) Plan Formulation 

In this step, the details consist of 10 steps as follows: 

(1) Providing activities to enhance knowledge of planning for 

human resources risk management of the hotel 

(2) Specifying the visions of the hotel 

(3) Defining the missions of the hotel 

(4) Determining the purposes/objectives of the hotel 

(5) Preparing programs to reduce the risks in the hotel 

(6) Creating programs and projects for human resources risk 

management of the hotel 

(7) Prioritizing the programs and projects for human resources 

risk management of the hotel 
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(8) Preparing plans for human resources risk management of the 

hotel 

(9) Reviewing the plans for human resources risk management of the 

hotel 

(10) Participation in reviewing the plans for human resources risk 

management 

3) Plan Implementation 

In this step, the details consist of 5 steps as follows: 

(1) Identifying the stakeholders in making plans for human resources 

risk management of the hotel 

(2) Communication with personnel in the hotel regarding human 

resources risk management of the hotel 

(3) Identifying the persons who are responsible for and those 

involved in the work of human resources risk management of the hotel 

(4) Operating the programs to create incentives for employees to 

work 

(5) Reviewing plans for human resources risk management of the 

hotel 

4) Plan Monitoring 

In this step, the details consist of 3 steps as follows: 

(1) Assigning the supervisor for plans for human resources risk 

management 

(2) Assigning employees to work with specialists 

(3) Assigning the executives to supervise staff in implementing plans 

for human resources risk management of the hotel 

5) Plan Evaluation 

In this step, the details consist of 6 steps as follows: 

(1) Appointing personnel to evaluate overall operation of employees 

in carrying out plans for human resources risk management of the hotel 

(2) Reporting the overall operation of human resources risk 

management of the hotel 

(3) Monitoring for the performance of the work regularly 
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(4) Assessment of customer satisfaction 

(5) Communication with personnel within the hotel in assessing 

human resources risk management 

(6) Participation in the assessment of plans for human resources 

risk management 

6) Plan revision and adjustment 

In this step, the details consist of 4 steps as follows: 

(1) Reviewing plans for human resources risk management 

(2) Following the agreements when there are new agreements 

resulting from reviewing the plans for human resources risk management 

(3) Participation in the process of reviewing plans for human 

resources risk management 

(4) Providing knowledge exchange activities in planning for human 

resources risk management of the hotel 

According to the research results, level of behavior in the planning process for 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province and the evaluation of performance in the 

planning process for human resources risk management of executives regarding skills, 

attitudes, and knowledge of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province are presented as in Figure 4.6, 4.7, 4.8, 4.9, 

4.10, 4.11. 
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Figure 4.6 A model of the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat 

Thani province regarding preparation for planning 
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Figure 4.7 A model of the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat 

Thani province regarding plan formulation 
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Figure 4.8 A model of the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat 

Thani province regarding plan implementation 
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Figure 4.9 A model of the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat 

Thani province regarding plan monitoring 
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Figure 4.10 A model of the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat 

Thani province regarding plan evaluation 
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Figure 4.11 A model of the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat 

Thani province regarding plan revision and adjustment 
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4.3.4 Objective 4 To Create A Model of The Development of Executives’ 

Behavior in The Planning Process for Risk Management Concerning 

Loss of Human Resources in Small and Medium Sized Hotels in 

Touristic Islands of Surat Thani Province 

The research questions as follows: 

4.3.4.1 What is the model of the development of executives’ behavior in 

the planning process for risk management concerning loss of human resources in 

small and medium sized hotels in the touristic islands of Surat Thani province? 

After synthesizing a model of the planning process for risk management of 

small and medium sized hotels in the touristic islands of Surat Thani province, it was 

found that the overall executives’ behavior in the planning process for human resources 

risk management in hotels is at a rarely practice level. The performance of executives in 

the planning process for human resources risk management which includes 3 aspects: 

skills, attitudes, and knowledge. It was found that the overall level of skills of 

executives is at a somewhat low level. As for attitudes, it was found that the executives 

have overall attitudes towards the planning process for human resources risk 

management in good level. Also, it was found that executives’ knowledge of the 

planning process for human resources risk management is in fail level in all 6 steps. The 

researcher has reviewed literature to present a proper model of the development of 

executives’ behavior in the planning process for risk management concerning loss of 

human resources in small and medium sized hotels in the touristic islands of Surat Thani 

province.  

After carrying out literature review, the researcher presents a proper 

model of the development of executives’ behavior in the planning process for risk 

management concerning loss of human resources in small and medium sized hotels in the 

touristic islands of Surat Thani province that suits the executives of hotels below: 
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Figure 4.12 Behavior in a model of the development of executives’ behavior in the planning process for risk management concerning loss of 

human resources in small and medium sized hotels in the touristic islands of Surat Thani province. (before small-group 

discussions regarding preparation for planning step) 
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Figure 4.13  Skills for a model of the development of executives’ behavior in the planning process for risk management concerning loss 

of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-group 

discussions regarding preparation for planning step) 
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Figure 4.14 Attitudes for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding preparation for planning step) 
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Figure 4.15  Knowledge for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding preparation for planning step) 
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Figure  4.16 A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small- group discussions 

regarding preparation for planning step) 
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Figure 4.17 Behavior in a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding plan formulation step) 
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Figure 4.18 Skills for a model of the development of executives’ behavior in the planning process for risk management concerning loss 

of human resources in small and medium sized hotels in the touristic islands of Surat Thani province (before small- group 

discussions regarding plan formulation step) 
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Figure 4.19 Attitudes for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding plan formulation step) 
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Figure 4.20 Knowledge for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province  (before small-

group discussions regarding plan formulation step) 
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Figure 4.21 A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-group discussions 

regarding plan formulation step) 
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Figure 4.22 Behavior in a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province  (before small-

group discussions regarding plan implementation step) 
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Figure 4.23  Skills for a model of the development of executives’ behavior in the planning process for risk management concerning loss 

of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-group 

discussions regarding plan implementation step) 
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Figure 4.24  Attitudes for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding plan implementation step) 
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Figure 4.25  Knowledge for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province  (before small-

group discussions regarding plan implementation step) 
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Figure 4.26  A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-group discussions 

regarding plan implementation step) 

3.1 Seminar 

3.2 Focus group 

3.10 Reviewing plans  
for risk management 

 (x̄) = 3.53, S.D. = 1.58 

 

3.3 Identifying the  
stakeholders in making plans  

(x̄) = 3.42, S.D. = 1.54 

3.5 Focus group 

 
3.6 Communication with 

personnel in the hotel  
(x̄) = 3.42, S.D. = 1.56 

 

3.7 Brainstorming 

 

3.8 Operating the  
programs to create incentives for 

employees to work 
(x̄) = 3.66, S.D. = 1.60 

3.10 Brainstorming 

3 
Plan implementation 

3.4 Identifying  
the person who are responsible  

for and those involved in the work 
(x̄) = 3.51, S.D. = 1.59 

272 



273 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4.27  Behavior in a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding plan monitoring step) 
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Figure 4.28  Skills for a model of the development of executives’ behavior in the planning process for risk management concerning loss 

of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-group 

discussions regarding plan monitoring step) 
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Figure 4.29  Attitudes for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding plan monitoring step) 
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Figure 4.30 Knowledge for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding plan monitoring step)  
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Figure 4.31  A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-group discussions 

regarding plan monitoring step) 
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Figure 4.32  Behavior in a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding plan evaluation step) 
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Figure 4.33  Skills for a model of the development of executives’ behavior in the planning process for risk management concerning loss 

of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-group 

discussions regarding plan evaluation step) 
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Figure 4.34  Attitudes for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province  (before small-

group discussions regarding plan evaluation step) 
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Figure 4.35  Knowledge for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding plan evaluation step) 
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Figure 4.36  A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-group discussions 

regarding plan evaluation step) 
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Figure 4.37  Behavior in a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding plan revision and adjustment step)  
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Figure 4.38  Skills for a model of the development of executives’ behavior in the planning process for risk management concerning loss 

of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-group 

discussions regarding plan revision and adjustment step)  
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Figure  4.39  Attitudes for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding plan revision and adjustment step)  
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Figure 4.40  Knowledge for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-

group discussions regarding plan revision and adjustment step)  
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Figure 4.41  A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani province (before small-group discussions 

regarding plan revision and adjustment step) 
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After the researcher obtained a proper model of the development of executives’ 

behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani 

province from conducting literature review, the researcher carried out focus group 

sessions with hotel executives to listen to their opinions and obtain their suggestions 

to acquire a proper model of the development of executives’ behavior in the planning 

process for risk management concerning loss of human resources in  small and 

medium sized hotels in the touristic islands of Surat Thani province which is truly 

suitable and applicable to the hotels in the areas. 

 

 

 

 

Figure 4.42  Steps for operating a model of the development of executives’  behavior in 

the planning process for risk management concerning  loss of human 

resources in small and medium sized hotels in the  touristic islands of 

Surat Thani province 
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According to focus group sessions, a proper model of the development of 

executives’ behavior in the planning process for risk management concerning loss of 

human resources in  small and medium sized hotels in the touristic islands of Surat 

Thani province. 
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Figure 4.43  Behavior in a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding preparation for planning step) 
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Figure 4.44  Skills for a model of the development of executives’ behavior in the planning process for risk management concerning loss 

of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding preparation for planning step) 
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Figure 4.45  Attitudes for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding preparation for planning step) 
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Figure 4.46  Knowledge for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding preparation for planning step)  
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Figure 4.47  A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group discussions 

regarding preparation for planning step)  
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Figure 4.48  Behavior in a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan formulation step)  
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Figure 4.49  Skills for a model of the development of executives’ behavior in the planning process for risk management concerning loss 

of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan formulation step)  
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Figure 4.50  Attitudes for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan formulation step)  
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Figure 4.51 Knowledge for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan formulation step)  
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Figure 4.52  A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group discussions 

regarding plan formulation step)  
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Figure 4.53  Behavior in a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan implementation step)  
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Figure 4.54  Skills for a model of the development of executives’ behavior in the planning process for risk management concerning loss 

of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan implementation step)  
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Figure 4.55  Attitudes for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan implementation step)  
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Figure 4.56  Knowledge for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province  (after small-group 

discussions regarding plan implementation step)  
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Figure 4.57  A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group discussions 

regarding plan implementation step06 
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Figure 4.58  Behavior in a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan monitoring step)  

 
4.2 Assigning the 

supervisor for plans 
 (x̄) = 3.52, S.D. = 1.60 

 

 

4.3 Assigning employees  
to work with specialists 
(x̄) = 3.60, S.D. = 1.67 

 

4.5 Assigning the 
executives to supervise 
staff in implementing 

plans (x̄) = 3.65,  
S.D. = 1.73 

 
4 

Plan monitoring 

4.1 Unofficial meeting 

4.4 Unofficial meeting 

306 



307 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4.59  Skills for a model of the development of executives’ behavior in the planning process for risk management concerning loss 

of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan monitoring step)  
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Figure 4.60  Attitudes for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan monitoring step)  
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Figure 4.61  Knowledge for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan monitoring step)  
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Figure 4.62  A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group discussions 

regarding plan monitoring step)  
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Figure 4.63  Behavior in a model of the development of executives’ behavior in the planning process for risk management concerning loss of 

human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan evaluation step)  
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Figure 4.64  Skills for a model of the development of executives’ behavior in the planning process for risk management concerning loss 

of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan evaluation step)  
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Figure 4.65 Attitudes for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan evaluation step)  
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Figure 4.66  Knowledge for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan evaluation step)  
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Figure 4.67  A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group discussions 

regarding plan evaluation step)  
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Figure 4.68  Behavior in a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan revision and adjustment step)  
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Figure 4.69  Skills for a model of the development of executives’ behavior in the planning process for risk management concerning loss 

of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan revision and adjustment step)  
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Figure 4.70  Attitudes for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan revision and adjustment step)  

 
6.4 Following new agreements 

(x̄) = 3.53, S.D. = 1.62 
 

6.2 Reviewing plans for risk 
management 

 (x̄) = 3.48, S.D. = 1.58 
 

6.7 Workshop 

 
6.8 Knowledge enhancement 

 regarding plan for risk management 
 (x̄) = 3.42, S.D. = 1.63 

 

6.6 Participation in reviewing  
plans for risk management 

 (x̄) = 3.46, S.D. = 1.74 

 
 

6 
Plan revision and adjustment 

 
6.1 Unofficial meeting 

 
6.3 Unofficial meeting 

 
6.5 Unofficial meeting 

318 



319 

 

 

 

 

 

 

 

 

 

Figure 4.71  Knowledge for a model of the development of executives’ behavior in the planning process for risk management concerning 

loss of human resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group 

discussions regarding plan revision and adjustment step)  
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Figure 4.72  A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in  small and medium sized hotels in the touristic islands of Surat Thani province (after small-group discussions 

regarding plan revision and adjustment step) 
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CHAPTER 5 

 

CONCLUSION AND SUGGESTIONS 

 

5.1 Introduction 

 

In this chapter, the summary results of the research will be presented. The 

researcher will present the summary according to the objectives, and at the end of this 

chapter, the suggestions from the researcher will also be presented for future studies.  

 

5.2 Conclusion 

 

The objectives of this study include 1) to study the behavior in the planning 

process for human resources risk management of executives of small and medium 

sized hotels in touristic islands of Surat Thani province, 2) to evaluate the performance 

in the planning process for human resources risk management by executives of small 

and medium sized hotels in touristic islands of Surat Thani province, 3) to synthesize 

the planning process for human resources risk management of small and medium sized 

hotels in touristic islands of Surat Thani province, and to create a model of the development 

of executives’ behavior in the planning process for risk management concerning loss 

of human resources in small and medium sized hotels in touristic islands of Surat Thani 

province, and 4) to create a model of the development of executives’ behavior in the 

planning process for risk management concerning loss of human resource in small and 

medium sized hotels in the touristic islands of Surat Thani province. 

To fulfill the objectives of the study, the researcher used both quantitative and 

qualitative research in collecting data. As for completing objective1and objective 2, 

the researcher employed both quantitative and qualitative research. The researcher 

collected quantitative data by using a questionnaire as a tool for collecting data. After 

that, the qualitative data were collected to support the quantitative data collected 
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earlier by using semi-structured interviews for collecting data. Also, to complete 

objective 3 and objective 4, the researcher synthesized the obtained results into            

a model of the planning process for human resources risk management of executivesin 

small and medium sized hotels in the touristic islands of Surat Thani province and 

developed it into a model of the development of executives’ behavior in the planning 

process for loss of human resources risk management of small and medium sized 

hotels in the touristic islands of Surat Thani province. Thus, the researcher assessed 

the acquired model regarding its appropriateness by carrying out focus group sessions 

with the executives of small and medium sized hotels in the touristic islands of     

Surat Thani province. 

The population used in this research is 218 hotel owners or hotel general 

executives or the hotel owners and general executives of small and medium sized 

hotels in the touristic islands of Surat Thani province which have less than 50 employees 

and less than 50 rooms. The sample group of 141 persons was randomized by the 

methods of purposive sampling and simple random sampling. The research tool 

included a questionnaire. The data were analyzed using descriptive statistics which 

included frequency, mean, S.D., Chi-square table and distribution, and one way ANOVA. 

As for qualitative data, the data were collected by conducting semi-structured interviews 

and analyzing the data by doing content analysis. Moreover, the semi-structured 

interviews were employed to obtain data for creating a questionnaire and supporting 

the results of the quantitative research from 40 executives of small and medium sized 

hotels in the touristic islands of Surat Thani province. The data were analyzed by 

performing content analysis and conducting focus group sessions. These were done to 

acquire a model of the development of executives’ behavior in the planning process for 

risk management concerning loss of human resources in small and medium sized hotels 

in the touristic islands of Surat Thani province. 

 

 

 

 

 

 



324 

 

5.2.1 Research Results 

The general information of the respondents is presented followed by the 

research results aligned to the objectives; it can be concluded as follows:  

5.2.1.1 The general information of the respondents 

The general information of the respondents shows that the respondents 

include 84 people from the area of Samui Island, a percentage of 59.6 and 57 people 

from the area of Pha Ngan Island, a percentage of 40.4. Also, 80 respondents are 

female, a percentage of 56.7 and 61 respondents are male, a percentage of 43.3. There 

are 49 respondents who are between 34 to 42 years old, a percentage of 34.8. The next 

group is the 43 respondents who arebetween 43 to 51 years old, a percentage of 30.5. 

Moreover, 76 respondents, a percentage of 53.9 hold a bachelor’s degree, and 23 

respondents, a percentage of 16.3 have higher than a bachelor’s degree. There are 57 

respondents with experience in working in a hotel between 9 to 16 years, a percentage 

of 40.4, while 52 respondents have experience in working in a hotel between 1 to 8 

years, a percentage of 36.9. There are 65 respondents who are an executive of a hotel, 

a percentage of 46.1, 44 respondents are an owner of a hotel, a percentage of 31.2, 

and 32 respondents who are an owner and executive of a hotel, a percentage of 22.7. 

There are 49 hotels which have between 11-20 rooms, a percentage of 34.75, 36 hotels 

with 21-30 rooms, a percentage of 25.53, and 27 hotels with between 31- 40 rooms,      

a percentage of 19.15. There are 73 hotels with 1-9 employees, a percentage of 51.8, 

34 hotels with 10-19 employees, a percentage of 24.1, 34 hotels with 20-49 employees,   

a percentage of 24.1. Also, 67 hotels have 4-7 departments, a percentage of 47.5, 66 

hotels have 0-3 departments, a percentage of 46.8. Moreover, 49 hotels have1-8years 

of time of operation of a hotel, a percentage of 34.8 and 46 hotels with between 9-16 

years of time of operation, a percentage of 32.6. 

5.2.1.2 Objective 1was to study the behavior in the planning process for 

human resources risk management of executives of small and medium sized hotels in 

the touristic islands of Surat Thani province 

The data depicted that behavior in the planning process for human 

resources risk management of executives in total is at a “rarely practice” level. As for 

steps of preparation for planning, plan evaluation, the level of behavior in total is data 

“rarely practice” level. For steps of plan formulation, plan implementation, plan 
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monitoring, and plan revision and adjustment, the level of behavior in total is at            

a “hardly practice” level. 

5.2.1.3 Objective 2 was to evaluate the performance in the planning 

process for human resources risk management by executives of small and medium 

sized hotels in the touristic islands of Surat Thani province 

The performance in the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province consists of 3 aspects which are skills, attitudes, and knowledge. 

In terms of skills in the planning process for human resources risk management of 

executives, the level of skills in total is at a somewhat low level. For preparation for 

planning and plan evaluation, the level of skills in total is at a somewhat low level. 

While for the plan formulation, plan implementation, plan monitoring, and plan 

revision and adjustment steps, the level of skills in total is at a low level.  

Regarding the attitudes towards the planning process for human 

resources risk management of executives, the level of attitudes in total is at a good 

level. Mentioning the steps of preparation for planning, plan formulation, plan 

implementation, plan monitoring, plan evaluation, and plan revision and adjustment, 

the level of attitudes in total is at a good level. 

In terms of knowledge, it is found that knowledge of the planning 

process for human resources risk management of executives fails in all 6 steps, a 

percentage of 70.91. 

5.2.1.4 Objective 3was to synthesize the planning process for human 

resources risk management of small and medium sized hotels in the touristic islands 

of Surat Thani province 

The research results revealed that the planning process for human 

resources risk management of small and medium sized hotels in the touristic islands of 

Surat Thani province consists of 6 Steps: 1) preparation for planning 2) plan formulation 

3) plan implementation 4) plan monitoring 5) plan evaluation, and 6) plan revision 

and adjustment (Table 5.1). 
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Table 5.1 The planning process for human resources risk management of small and 

medium sized hotels in the touristic islands of Surat Thani province 

 

Steps Details 

1. Preparation for 

planning 

1.1   Inspiring and building trust in human resources risk 

management for employees 

1.2   Performance evaluation of employees in a hotel 

1.3   Enhancing performance of employees 

1.4   Knowledge exchange and learning between 

employees and executives of a hotel during work 

1.5   Creating and developing a database of the 

organization 

1.6 Reviewing the plans for human resources risk 

management 

1.7   Analysis of the current situations of the business 

1.8   Identifying risks in human resources of the hotel 

1.9   Providing understanding of the risks to employees 

1.10  Categorizing groups of risks in human resources of the 

hotel 

1.11 Prioritizing the risks in human resources of the 

hotel 

1.12 Conducting an analysis of human resources risk of 

the hotel thoroughly 

1.13 Providing activities to enhance knowledge in the 

planning process of human resources risk 

management of the hotel 

2. Plan formulation 2.1  Providing activities to enhance knowledge of 

planning for human resources risk management of 

the hotel 

2.2   Specifying the visions of the hotel 

2.3   Defining the missions of the hotel 

2.4   Determining the purposes/objectives of the hotel 
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Table 5.1 (Continued) 

 

Steps Details 

 2.5 Preparing programs to reduce the risks in the hotel 

2.6   Creating programs and projects for human 

resources risk management of the hotel 

2.7   Prioritizing the programs and projects for human 

resources risk management of the hotel 

2.8   Preparing plans for human resources risk 

management of the hotel 

2.9   Reviewing the plans for human resources risk 

management of the hotel 

2.10 Participation in reviewing the plans for human 

resources risk management 

3. Plan implementation 3.1 Identifying the stakeholders in making plans for 

human resources risk management of the hotel 

3.2 Communication with personnel in the hotel regarding 

human resources risk management of the hotel 

3.3 Identifying the persons who are responsible for and 

those involved in the work of human resources risk 

management of the hotel 

3.4 Operating the programs to create incentives for 

employees to work 

3.5 Reviewing plans for human resources risk 

management of the hotel 

4. Plan monitoring 4.1 Assigning the supervisor for plans for human 

resources risk management 

4.2   Assigning employees to work with specialists 

4.3   Assigning the executives to supervise staff in 

implementing plans for human resources risk 

management of the hotel 
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Table 5.1 (Continued) 

 

Steps Details 

5. Plan evaluation 5.1   Appointing personnel to evaluate overall operation 

of employees in carrying out plans for human 

resources risk management of the hotel 

5.2 Reporting the overall operation of human resources 

risk management of the hotel 

5.3  Monitoring for the performance of the work 

regularly 

5.4  Assessment of customer satisfaction 

5.5   Communication with personnel within the hotel in 

assessing human resources risk management 

5.6  Participation in the assessment of plans for human 

resources risk management 

6. Plan revision and 

adjustment 

6.1   Reviewing plans for human resources risk 

management 

6.2   Following the agreements when there are new 

agreements resulting from reviewing the plans for 

human resources risk management 

6.3   Participation in the process of reviewing plans for 

human resources risk management 

6.4   Providing knowledge exchange activities in 

planning for human resources risk management of 

the hotel 

 

5.2.1.5 Objective 4 was to create model of the development of executives’ 

behavior in the planning process for risk management concerning loss of human 

resources in small and medium sized hotels in the touristic islands of Surat Thani 

province 

According to the performance in the planning process for human 

resources risk management of executives of small and medium sized hotels in the 
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touristic islands of Surat Thani province in terms of skills, attitudes, and knowledge, it 

is found that the executives have a weaknesses in many aspects. Therefore, to enhance 

the performance of the executives of small and medium sized hotels in the touristic 

islands of Surat Thani province, this research has created a model of the development 

of executives’ behavior in the planning process for risk management concerning loss 

of human resources in small and medium sized hotels in the touristic islands of Surat 

Thani province which is suitable for executives of small and medium sized hotels in 

the touristic islands of Surat Thani province. The details of the model development 

are indicated in Table 5.2. 
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Table 5.2 A model of the development of executives’ behavior in the planning process for risk management concerning loss of human 

resources in small and medium sized hotels in the touristic islands of Surat Thani province 

 

Steps Details Behavior Skills Attitudes Knowledge 

1. Preparation for 

planning 

1.1 Inspiring and building trust in human 

resources risk management for employees 

1.2   Performance evaluation of employees in a 

hotel 

1.3   Enhancing performance of employees 

 

1.4   Knowledge exchange and learning between 

employees and executives of a hotel during 

work 

1.5 Creating and developing a database of the 

organization 

1.6   Reviewing the plans for human resources 

risk management 

1.7   Analysis of the current situations of the 

business 

1.8   Identifying risks in human resources of the 

hotel 

1.9   Providing understanding of the risks to 

employees 

Unofficial 

meeting 

Workshop 

 

Workshop 

 

Unofficial 

meeting 

 

Workshop 

 

Brainstorming 

 

Brainstorming 

 

Brainstorming 

 

Brainstorming 

Unofficial meeting 

 

Workshop 

 

Workshop 

 

Unofficial meeting 

 

 

Unofficial meeting 

 

Manuals and 

Workshop 

Coaching 

 

Coaching 

 

Coaching 

Unofficial meeting 

 

Workshop 

 

Workshop 

 

Unofficial meeting 

 

 

Workshop 

 

Brainstorming 

 

Brainstorming 

 

Brainstorming 

 

Brainstorming 

Workshop, 

Workshop manuals
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Table 5.2  (Continued) 

 

Steps Details Behavior Skills Attitudes Knowledge 

 1.10 Categorizing groups of risks in human 

resources of the hotel 

1.11 Prioritizing the risks in human resources of 

the hotel 

1.12 Conducting an analysis of human resources 

risk of the hotel thoroughly 

1.13 Providing activities to enhance knowledge in 

the planning process of human resources risk 

management of the hotel 

Brainstorming 

 

Brainstorming 

 

Brainstorming 

 

Brainstorming 

Coaching 

 

Coaching 

 

Coaching 

 

Coaching 

 

Brainstorming 

 

Brainstorming 

 

Brainstorming 

 

Brainstorming 

 

 

2. Plan formulation 2.1 Providing activities to enhance knowledge of 

planning for human resources risk 

management of the hotel 

2.2  Specifying the visions of the hotel 

2.3   Defining the missions of the hotel 

2.4   Determining the purposes/objectives of the 

hotel 

2.5   Preparing programs to reduce the risks in the 

hotel 

Workshop 

 

 

Brainstorming 

Brainstorming 

Brainstorming 

 

Brainstorming 

Workshop 

 

 

Coaching 

Coaching 

Coaching 

 

Coaching 

Workshop 

 

 

Brainstorming 

Brainstorming 

Brainstorming 

 

Brainstorming 

Workshop, 

Workshop manuals 
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Table 5.2  (Continued) 

 

Steps Details Behavior Skills Attitudes Knowledge 

 2.6   Creating programs and projects for 

human resources risk management of 

the hotel 

2.7   Prioritizing the programs and projects 

for human resources risk management of 

the hotel 

2.8   Preparing plans for human resources 

risk management of the hotel 

2.9   Reviewing the plans for human 

resources risk management of the hotel 

2.10 Participation in reviewing the plans for 

human resources risk management 

Brainstorming 

 

Brainstorming 

 

 

Brainstorming 

 

Brainstorming 

 

Unofficial meeting 

Coaching 

 

Coaching 

 

 

Coaching 

 

Coaching 

 

Workshop 

Brainstorming 

 

Brainstorming 

 

 

Brainstorming 

 

Brainstorming 

 

Unofficial meeting 

 

3.  Plan 

implementation 

3.1 Identifying the stakeholders in making 

plans for human resources risk 

management of the hotel 

3.2 Communication with personnel in the 

hotel regarding human resources risk 

management of the hotel 

Unofficial meeting 

 

 

Unofficial meeting 

 

Morning 

conversation 

 

Morning 

conversation 

 

Unofficial meeting 

 

 

Unofficial meeting 

 

Workshop, 

Workshop manuals 
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Table 5.2  (Continued) 

 

Steps Details Behavior Skills Attitudes Knowledge 

 3.3  Identifying the persons who are 

responsible for and those involved in the 

work of human resources risk 

management of the hotel 

3.4   Operating the programs to create 

incentives for employees to work 

3.5   Reviewing plans for human resources risk 

management of the hotel 

Unofficial meeting 

 

 

 

Unofficial meeting 

 

Unofficial meeting 

Morning 

conversation 

 

 

Coaching 

 

Consultancy 

Unofficial meeting 

 

 

 

Brainstorming 

 

Unofficial meeting 

 

4. Plan monitoring 4.1   Assigning the supervisor for plans for 

human resources risk management 

4.2   Assigning employees to work with 

specialists 

4.3   Assigning the executives to supervise staff 

in implementing plans for human 

resources risk management of the hotel 

Unofficial meeting 

 

Unofficial meeting 

 

Unofficial meeting 

Coaching 

 

Coaching 

 

Consultancy 

Unofficial meeting 

 

Unofficial meeting 

 

Unofficial meeting 

Workshop, 

Workshop manuals 

5. Plan evaluation 5.1   Appointing personnel to evaluate overall 

operation of employees in carrying out 

plans for human resources risk 

management of the hotel 

Unofficial meeting 

 

Workshop 

 

Unofficial meeting 

 

Workshop, 

Workshop manuals 
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Table 5.2  (Continued) 

 

Steps Details Behavior Skills Attitudes Knowledge 

 5.2   Reporting the overall operation of human 

resources risk management of the hotel 

5.3   Monitoring for the performance of the work 

regularly 

5.4   Assessment of customer satisfaction 

5.5   Communication with personnel within the 

hotel in assessing human resources risk 

management 

5.6   Participation in the assessment of plans for 

human resources risk management 

Unofficial meeting 

 

Unofficial meeting 

 

Workshop 

Unofficial meeting 

 

 

Unofficial meeting 

Workshop 

 

Workshop 

 

Workshop 

Morning 

conversation 

 

Workshop 

Unofficial meeting 

 

Unofficial meeting 

 

Unofficial meeting 

Unofficial meeting 

 

 

Unofficial meeting 

 

6. Plan revision and 

adjustment 

6.1   Reviewing plans for human resources risk 

management 

6.2   Following the agreements when there are 

new agreements resulting from reviewing 

the plans for human resources risk 

management of a hotel 

Unofficial meeting 

 

Unofficial meeting 

 

Consultancy 

 

Consultancy 

 

 

Unofficial meeting 

 

Unofficial meeting 
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Table 5.2  (Continued) 

 

Steps Details Behavior Skills Attitudes Knowledge 

 6.3   Participation in the process of reviewing 

plans for human resources risk management 

6.4   Providing knowledge exchange activities in 

planning for human resources risk 

management of the hotel 

Unofficial meeting 

 

Workshop 

Workshop 

 

Workshop 

Unofficial meeting 

 

Workshop 
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5.3 Suggestions 

 

5.3.1 In reference to the research results, knowledge of executives of small 

and medium sized hotels of the planning process for human resources risk management  

is considered failing regarding every step, and level of behavior and level of skills in 

total are at somewhat low and in rarely practice levels. The executives need to be developed 

in terms of knowledge. Moreover, the results from focus group sessions show that 

these executives need training and be provided with knowledge of these matters as 

well. This is related to the research by Ribaric (2012) who mentions that the steps that 

will lead to success in risk management include developing the awareness of risks in a 

hotel, specifying risks within a hotel according to risk management system, developing 

cultures of risk management of a hotel, calculating capital of controlling risks, determining 

that risk management is a work of an organization, and reviewing activities related to 

knowledge management. Besides, one of the obstacles in implementing is lack of 

knowledge and understanding of risk management. The solution for this obstacle that 

has been presented is that the hotel owners should exchange knowledge and understanding 

of risk management and should make understanding of risk management a normal 

issue in their organization. Therefore, the researcher’s study of the development of 

executives’ behavior in the planning process for human resources risk management of 

small and medium sized hotels in the touristic islands of Surat Thani province can be 

applied to risk management regarding other issues besides loss of human resources or to 

other businesses, but this will depend on the context and cultures of each organization.  

5.3.2 The results of the research indicate that most hotels are administered 

with a family-business system. This creates lack of planning process and proper 

administration. Therefore, building awareness of the importance of planning process and 

administration should be done for the executives.   

5.3.3 Most hotels lack a database system. Hence, the government should 

support them by providing training regarding creating a database system for learning 

as well as database usage within a hotel. 

5.3.4 Hotels are challenged by lack of knowledge and understanding of risk 

management. The executives should provide training sessions to their employees to 
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provide them with knowledge so that the hotels can deal with occurring risks or 

prevent ones coming into existence. 

 

5.4 Suggestions for Future Researches 

 

5.4.1 There should be studies of risk management in the hotel business, 

whether it is a small-sized hotel, a medium-sized hotel, a large-sized hotel, a chain of 

hotels, or a local hotel. 

5.4.2 Risk management regarding other areas such as finance and administration 

and risks stemming from natural disasters should be studied.  

5.4.3 Development of proper risk management in the hotel business both in 

regional and provincial level should be researched.   

 

5.5 Limitation of the Study 

  

5.5.1 There was no database of small and medium sized hotels in the touristic 

islands of Surat Thani province, so the researcher created a new database.  

5.5.2 There were some difficulties in meeting with executives. 

5.5.3 The areas are islands. Therefore, there are difficulties in traveling.  
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Appendix A 

 

Questionnaire 

 

A model of the development of the planning process for human 

resources risk management in small and medium sized hotels in 

the touristic islands of Surat Thani province 

 

Instructions. Tools used in the survey regarding the information about behavior, 

knowledge, skills, and attitudes towards the planning process for human resources 

risk management of executives of small and medium sized hotels in the touristic 

islands of Surat Thani province include; a questionnaire about the level of behavior 

and level of attitudes as well as a test of knowledge and skills in the planning process 

for human resources risk management of executives of small and medium sized hotels 

in the touristic islands of Surat Thani province. Please answer every question 

truthfully so the researcher can use the data to develop a model of the development of 

the planning process for human resources risk management of small and medium sized 

hotels in the touristic islands of Surat Thani province. All the information given by 

you and the respondent will be kept confidential and will be used solely in the study 

for a doctor of philosophy degree. 

 The questionnaire consists of four parts as follows: 

Part 1 General information 

Part 2  Behavior and skills in the planning process for human resources risk 

management of executives of small and medium sized hotels in the touristic islands of Surat 

Thani province 

Part 3 Attitudes towards the planning process for human resources risk management 

of executives of small and medium sized hotels in the touristic islands of Surat Thani province 

Part 4 Knowledge of the planning process for human resources risk management of 

executives of small and medium sized hotels in the touristic islands of Surat Thani province 
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Please put a tick  in the  or provide answers that are most related to you.  

Part1 General information 

 Samui Island   Pha Ngan Island  

  

Personal information 

1. Gender  Male  Female 

2. Age………..years old 

3. Educational level 

 Secondary school    High school or equivalent 

 High vocational school or equivalent  Bachelor’s degree  

 Higher than bachelor’s degree 

4. Experience in administrating hotel…………..years 

5. Current position 

 Owner   Hotel executive  Owner/Hotel executive 

6. Number of rooms in the hotel……..…..rooms 

7. Number of employees in the hotel………..persons 

8. Number of departments in the hotel………….departments 

9. Length of time of operation of the hotel………….years 
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Part 2 Behavior and skills in the planning process for human resources risk 

management of executives of small and medium sized hotels in the 

touristic islands of Surat Thani province  

 

Instructions: The questions in this part are related to your behavior and skills 

 for each stated step. Please put a tick  in the space most related 

 to you. 

 

 

 

 

 

 

 

 

 

 

Behavior in planning for human 

resources risk management 

Level of behavior  Level of skills 

1 2 3 4 5 6 7  1 2 3 4 5 6 7 

Preparation for planning    

1.1 You have provided measures to 

create inspiration and trust in 

human resources risk 

management to employees. 

               

1.2 You have evaluated the 

performance of the hotel staff. 

               

1.3 You have enhanced the 

performance of employees in the 

hotel. 

               

1.4 You have arranged activities for 

knowledge exchange for the work. 

               

1.5 You have created and developed 

a database of the organization. 

               

                

Level of behavior 

1. Never practice 

2. Barely pracetice 

3. Hardly practice 

4. Rarely practice 

5. Often practice 

6. Always practice 

7. Practice regularly 

Level of skills 

1. No 

2. Lowest 

3. Low 

4. Somewhat low 

5. Somewhat high 

6. High 

7. Highest 
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Behavior in planning for human 

resources risk management 

Level of behavior  Level of skills 

1 2 3 4 5 6 7  1 2 3 4 5 6 7 

1.6 You have reviewed the plans for 

human resources risk management. 

               

1.7 You have analyzed the current 

situations of the business. 

               

1.8 You have identified risks in 

human resources of the hotel. 

               

1.9 You have provided understanding 

of the risks to employees. 

               

1.10 You have categorized groups of 

risks in human resources of the 

hotel. 

               

1.11 You have prioritized the risks in 

human resources of the hotel. 

               

1.12 You have conducted an analysis 

of human resources risk of the 

hotel thoroughly. 

               

1.13 You have provided activities to 

enhance knowledge in the 

planning process of human 

resources risk management of the 

hotel. 

               

Plan Formulation    

2.1  You provide activities to enhance 

knowledge of planning for human 

resources risk management of the 

hotel. 

               

2.2  You have specified the visions of 

the hotel by having employees 

involve. 

               

2.3  You have defined the missions of 

the hotel by having employees 

involve. 

               

2.4  You have determined the 

purposes/objectives of the hotel 

by having employees involve. 
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Behavior in planning for human 

resources risk management 

Level of behavior  Level of skills 

1 2 3 4 5 6 7  1 2 3 4 5 6 7 

2.5 You have prepared programs to 

reduce the risks in the hotel. 

               

2.6  You have created programs and 

projects for human resources risk 

management of the hotel. 

               

2.7  You have prioritized the programs 

and projects for human resources 

risk management of the hotel. 

               

2.8  You have prepared plans for 

human resources risk 

management of the hotel. 

               

2.9  You have managed sessions for 

reviewing the plans for human 

resources risk management of the 

hotel. 

               

 2.10 You have managed to have 

employees participate in 

reviewing the plans for human 

resources risk management. 

               

Plan Implementation    

3.1  You have identified the 

stakeholders in making plans for 

human resources risk 

management of the hotel. 

               

3.2  You have managed to have 

communication with personnel in 

the hotel regarding human 

resources risk management of the 

hotel. 

               

3.3  You have identified the persons 

who are responsible for and those 

involved in the work of human 

resources risk management of the 

hotel. 
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Behavior in planning for human 

resources risk management 

Level of behavior  Level of skills 

1 2 3 4 5 6 7  1 2 3 4 5 6 7 

3.4  You have operated the programs 

to create incentives for 

employees to work. 

               

3.5  You have reviewed plans for 

human resources risk 

management of the hotel. 

               

Plan Monitoring    

4.1  You have assigned the supervisor 

to plan for human resources risk 

management. 

               

4.2  You have assigned employees to 

work with specialists. 

               

4.3  You have assigned the executives 

to supervise staff in implementing 

plans for human resources risk 

management of the hotel. 

               

Plan Evaluation    

5.1  You have appointed personnel to 

evaluate overall operation of 

employees in carrying out plans 

for human resources risk 

management of the hotel. 

               

5.2  You managed to have reports on 

the overall operation of human 

resources risk management of the 

hotel. 

               

5.3  You have provided monitoring 

for the performance of the work 

regularly. 

               

5.4  You have done assessment of 

customer satisfaction. 

               

5.5  You have provided communication 

to personnel within the hotel in 

assessing human resources risk 

management. 
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Behavior in planning for human 

resources risk management 

Level of behavior  Level of skills 

1 2 3 4 5 6 7  1 2 3 4 5 6 7 

5.6  You have assigned employees to 

participate in the assessment of 

plans for human resources risk 

management. 

               

Plan revision and adjustment    

6.1  You have reviewed plans for 

human resources risk 

management. 

               

6.2  When there are new agreements 

resulting from reviewing the 

plans for human resources risk 

management, you follow those 

agreements. 

               

6.3  You have assigned employees to 

participate in the process of 

reviewing plans for human 

resources risk management. 

               

6.4  You have provided knowledge 

exchange activities in planning 

for human resources risk 

management of the hotel. 
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Part 3 Attitudes towards the planning process for human resources risk management 

of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province 

 

Instructions: The questions in this part are regarding your level of attitudes towards 

 each stated step. Please put a tick  in the box most related to you.  

 

The boxes represent different meanings as follows: 

 

  1  = Of no importance    10  =  The most important 

 

Attitudes towards the planning process for human 

resources risk management 

Level of attitudes 

Of no importance The most important 

1 2 3 4 5 6 7 8 9 10 

Preparation for planning           

1.1 Inspiring and building trust in human resources risk 

management for employees 

          

1.2   Performance evaluation of employees in a hotel           

1.3   Enhancing performance of employees           

1.4  Knowledge exchange and learning between 

employees and executives of a hotel during work  

          

1.5  Creating and developing a database of the organization           

1.6   Reviewing the plans for human resources risk 

management 

          

1.7 Analysis of the current situations of the business           

1.8   Identifying risks in human resources of the hotel           

1.9 Providing understanding of the risks to employees           

1.10  Categorizing groups of risks in human resources of 

the hotel 

          

 1.11 Prioritizing the risks in human resources of the hotel           

1.12  Conducting an analysis of human resources risk of the 

hotel thoroughly 

          

1.13  Providing activities to enhance knowledge in the 

planning process of human resources risk 

management of the hotel 
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Attitudes towards the planning process for human 

resources risk management 

Level of attitudes 

Of no importance The most important 

1 2 3 4 5 6 7 8 9 10 

Plan  Formulation           

2.1 Providing activities to enhance knowledge of planning 

for human resources risk management of the hotel 

          

2.2 Specifying the visions of the hotel            

2.3 Defining the missions of the hotel           

2.4 Determining the purposes/objectives of the hotel           

2.5 Preparing programs to reduce the risks in the hotel           

2.6 Creating programs and projects for human resources 

risk management of the hotel 

          

2.7 Prioritizing the programs and projects for human 

resources risk management of the hotel 

          

2.8 Preparing plans for human resources risk management 

of the hotel 

          

2.9 Reviewing the plans for human resources risk 

management of the hotel 

          

2.10 Participation in reviewing the plans for human 

resources risk management 

          

Plan Implementation           

3.1 Identifying the stakeholders in making plans for 

human resources risk management of the hotel 

          

3.2 Communication with personnel in the hotel regarding 

human resources risk management of the hotel 

          

3.3 Identifying the persons who are responsible for and 

those involved in the work of human resources risk 

management of the hotel 

          

3.4 Operating the programs to create incentives for 

employees to work 

          

3.5 Reviewing plans for human resources risk 

management of the hotel 

          

Plan Monitoring           

4.1  Assigning the supervisor for planning of human 

resources risk management 

          

4.2  Assigning employees to work with specialists           
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Attitudes towards the planning process for human 

resources risk management 

Level of attitudes 

Of no importance The most important 

1 2 3 4 5 6 7 8 9 10 

4.3  Assigning the executives to supervise staff in 

implementing plans for human resources risk 

management of the hotel 

          

Plan Evaluation           

5.1 Appointing personnel to evaluate overall operation of 

employees in carrying out plans for human resources 

risk management of the hotel 

          

5.2 Reporting the overall operation of human resources 

risk management of the hotel 

          

5.3 Monitoring for the performance of the work regularly           

5.4 Assessment of customer satisfaction           

5.5 Communication with personnel within the hotel in 

assessing human resources risk management 

          

5.6 Participation in the assessment of plans for human 

resources risk management 

          

Plan revision  and adjustment           

6.1 Reviewing plans for human resources risk 

management 

          

6.2 Following the agreements when there are new 

agreements resulting from reviewing the plans for 

human resources risk management 

          

6.3 Participation in the process of reviewing plans for 

human resources risk management 

          

6.4 Providing knowledge exchange activities in planning 

for human resources risk management of the hotel 
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Part 4  Knowledge in the planning process for human resources risk management 

of executives of small and medium sized hotels in the touristic islands of 

Surat Thani province  

 

Instructions:  The questions in this part are regarding your level of knowledge for 

 each stated statement. Please put a tick in front of the statement that 

 you agree with and put  in front of the statement that you do not agree. 

 

___ 1. To inspire and to build trust are essential to planning for human 

resources risk management for executives of a hotel. 

___ 2. Performance evaluation of employees is critical to enhancing the 

performance of the hotel employees. 

___ 3. Knowledge exchange refers to transferring knowledge from executives 

to employees only. 

___ 4. Hotels need to analyze the external environment to identify its 

weaknesses and strengths. 

___ 5. Risk is the probability of happening of adverse events that may 

occur in the future and which hinder the operation of a hotel until it 

cannot achieve its goals and missions. This may provide positive 

effects as well. 

___ 6. Identifying human resources risk of a hotel is a process in which 

executives and practitioners together identify risks and risk factors 

that may arise. This process is done so as to know situations which 

are considered risks and that may affect the achievement of the 

objectives.  

___ 7. Executives and workers should together analyze and prioritize risks 

that may occur by considering an assessment of the chances of risks 

and the severity of the impact of the risks to achieving the objectives 

of the operation process of the hotel. 

___ 8. There should be knowledge enhancement in the field of human 

resources risk management for the staff.  



367 

___ 9. Creating plans for human resources risk management needs analysis 

of hotel situations, visions, missions, and identification of objectives 

of the hotel. 

___10. Human resources risk management is the responsibility of the owner 

of the hotel, then it will be assigned to the Human Resources 

Department for further operation. 

___11. In making plans for human resources risk management of a hotel, 

programs and projects for human resources risk management should 

be created and prioritized. 

___12. After the plans for human resources risk management of a hotel are 

made, they must be reviewed before the actual implementation.  

___13. Everyone in the hotel needs to be aware of plans for human 

resources risk management of the hotel. 

___14. Identifying the persons who are responsible and involved in making 

plans for human resources risk management is not needed for a 

small hotel. 

___15. Small hotels do not need to identify the stakeholders of plans for 

human resources risk management. 

___16. There should be programs for motivating employees to work for a 

large hotel.   

___17. The person who operates plans for human resources risk 

management of a hotel, the person who directs plans and evaluates 

the results should be the same person as for the understanding of 

how to operate the work. 

___18. A hotel should use the results of the assessment of customer 

satisfaction in evaluating plans for human resources risk 

management of the hotel. 

___19. Hotels must appoint external experts/specialists to evaluate the plans 

for human resources risk management of the hotel.   

___20. Every time an employee resigns, a hotel is required to review its 

plans for human resources risk management so as to be up-to-date. 
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Suggestions 

………………………………………….……………………………………………….

..…………………………………………………………………………………………

…………………………………………………………………………………..……… 

 

---- Thank you for your kind cooperation---- 

 



Appendix B 

 

Interview form 

 

1. How many rooms and employees are there in the hotel? 

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

……………………………………………………………………………………… 

 

2. Do you understand risk and human resources risk? 

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

……………………………………………………………………………………… 

 

3. Do you understand risk management? 

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

……………………………………………………………………………………… 
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4. How does the hotel make plans for human resources risk management? 

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

……………………………………………………………………………………… 

 

5. What is the planning process for human resources risk management of the hotel? 

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

…………………………………………………………..……………………..…… 

 

6. How does the hotel prepare and plan for human resources risk management? 

…………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

……………………………………………………………………………………… 
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6.1:  Employee performance evaluation 

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

 

6.2:  Employee performance support 

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

 

6.3:  Knowledge exchange 

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 
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6.4:  Support and development of database 

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

 

6.5:  Analysis of business situations  

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

 

6.6:  Identifying human resources risk 

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 
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6.7:  Providing knowledge of risk 

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

 

6.8:  Categorizing human resources risk 

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

 

6.9:  Prioritizing human resources risk 

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 
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6.10: Analyzing risk thoroughly 

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

 

7. How does the hotel draft plans for human resources risk management? 

7.1: Specifying visions, missions, and objectives of the hotel 

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………… 

 

8. How does the hotel convert plans for human resources risk management into action?  

8.1: Communication within the hotel 

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………… 
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9.  How does hotel direct, assess, review, and improve plans for human resources risk 

management? 

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

……………………………………………………………………………………… 

 

 



 

Appendix C 

 

Interview Results 

 

Pha Ngan Island 

 

P1 

A: As for plans for risk management, planning process, and risk management in a 

hotel, some employees could not work for a long period of time because they resigned 

after 3-4 months of working. Burmese employees usually worked for about 2 to 5 

years. If it was a Thai employee, he or she would work for a short period of 1 or 2 

months because they didn’t get to travel. If it was an employee who has a family to 

take care of, he would stay longer. Also, if an employee was a local, resignation could 

be seen easily and people from other places would not work for so long as well.  

B: How do you conduct the planning process for risk so as to reduce risks?  

 

A: We would try to solve any problems by asking our employees about how 

much time they would need to work. We would also pay them during holidays which 

would be okay for them. The employees do not spend much. They don’t have to pay 

for their accommodation, electricity supply, and water supply.  

B: Have the executives discussed solutions for problems? 

 

A: We have discussed this sometimes with some hotels. We would agree on not 

hiring employees who resigned from one another’s hotels. 

B: In this hotel, there is a housekeeping department, kitchen department, and 

department of restaurant as seen in other hotels. 
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A: Are there any other problems besides this one? 

B: There is no problem. But if there is, the toughest problem is the fact that the 

employee cannot work for a long period of time. We have looked for employees from 

the Department of Employment. Some of them were working with other organizations 

before and came to work with us to experience new ambience. Well, they could only 

stay for two months. In the third month, they wanted to resign. Anyway, before 

leaving, they would have to let us know a month before, and cost of insurance won’t 

be given back. 

 

A: Do you mention about incentives or do the analysis? 

B: We do everything. If the rooms are fully reserved by foreigners, the employees 

would be provided with a bonus. Most bungalows here are for rent. If employees of 

any departments resigned, employees from other departments would be ready to 

substitute. If we hired employees from Thailand’s neighboring countries, there will be 

more spending. It would be 50,000 Baht in total for an alien resignation card and 

work permit before getting social security for them.     

 

A: Do you assess the potential of alien employees to see whether they fit the 

jobs? 

B: We interview them about their previous jobs and ask for the reasons why they 

left their previous jobs. 1) we consider the reasons. 2) we consider skills and make 

them probationary employees for a week. 

 

A: Do you have a process for probation? 

B: We ask customers whether they are satisfied with services from our new 

employees. We also ask their colleagues such as a janitor whether he or she approves 

their performance. 
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A: Do you plan for human resources each year? If yes, do you conduct any 

analysis? 

B: We don’t plan. If someone resigns, we would just hire a new employee. Any 

resigning employees would have to tell us 1 month prior to their leave. Anyway, we 

would let them go even though we could hire no-one. 

 

A: If there is an unexpected situation, would you do any analysis? 

B: Foreigners came to travel quite late this year. Our customers cancelled their 

reservation.  

 

A: Have you analyzed business conditions? 

B: We are not involved with politics. We do the analysis sometimes. But we 

actually don’t analyze. We just feel that we are affected. As for now, there aren’t as 

many customers as we expected. As for Yuletide, rooms should be fully reserved. But 

it’s really quiet this year. Everything is affected. Economy is going down. 

Transportation is slow. Luckily, we do have several means of transportation provided 

by many companies. But after the full moon, some rooms were still unreserved. There 

were less tourists and not many foreigners coming in. However, we could survive and 

tried to take care of our employees and all the expenses. As for the 5th, the rooms 

became more available. Thai people don’t travel at this time because they would go to 

Bangkok. Normally, there should be lots of tourists during the full moon, but this year 

there seems to be less. The Hat Yao zone is still not popular. We don’t hire many 

employees here, and we don’t hire many staff for the restaurant either. We focus on 

hiring people for the rooms. We are improving our rooms to look good. Most of our 

guests are elderly people. We accentuate the room rates. We are a resort, so we don’t 

really think about food. We don’t earn much from food. Sometimes, foreigners don’t 

know where Pha Ngan is.  
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P2 

A: What are the processes for managing and planning for risks in hotel and 

employees? 

B: We hire employees simply. We don’t categorize departments. We train them 

by ourselves. We really have simple recruitment process. 

 

A: Do you have a planning process for human resources? 

B: Employees come and go, we don’t have any plan. 

 

A: Do you check employees’ potential? 

B: No, if they start working with us, we will let them practice doing one thing at a 

time. I supervise everything. 

 

A: Do you build incentives or inspire them? 

B: There is nothing in particular. Some of employees work for us for a long time. 

We don’t have many rooms, so we don’t hire many employees. 

 

A: How many rooms are there? 

B: We have about 20 rooms, it’s a family system. Every member helps one another. 

 

A: There is a political problem at the moment, does it affect your business? 

B: We just keep running the business. It does affect us sometimes. But we don’t 

do any marketing, we just keep going. 

 

A: Do you think that you should have it? 

B: I don’t think so. There is no need to plan that much. If it’s okay, it’ll be okay.   

We can do anything by ourselves. We just take care one another as we are a family, so 

there is no risk. Also, we don’t provide our employees with many benefits. 

 

A: Do you talk and exchange problems with your employees? 

B: Never, if it’s a small problem, we just let it go. We don’t want to talk about it 

too much. We want the employees to keep working with us. We’d better work as a 
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family. We don’t have that many systems. Our employees may resign quickly. The 

recruitment process of big hotels is better than ours. Those hotels can recruit people 

simply since they have systems, and they gain more qualified employees to whom they 

will provide better benefits.   

 

P3 

A: Are you tired of training people here? 

B: Yes, now employees want higher pay, so they leave for other hotels. 

 

A: It seems that things also work well here because you improve the problem by 

employing brother-sister relationship system. So, employees will keep working for a long 

period.  

B: But somethings will not have the quality as that of the larger hotels does. As 

for some, we might also overlook them. But as you know, large-sized hotels have 

more choice. Large-sized hotels, such as five-star hotels have HR systems. 

 

A: How much does staff salary start? 

B: Maids will get 7,000 baht (alien workers). Thai people won't work as a maid 

nowadays because they want 300 baht per day (9,000 baht or more per month), but their 

work performance is the same as that of alien workers. Well, Thai staff are 

problematic. 

 

A: Do you obtain any cards for alien workers? 

B: Some employees do have alien registration card, and some don’t have because 

they continuously move back and forth from their countries. They don’t work with us 

for a long period of time. They resign after they obtain the card, and they are not 

patient because other hotels offer them a higher salary. We want to them to keep 

working for us. But large-sized hotels sometimes help them get the card. Sometimes 

we provided them with everything, no matter how much salary they wanted. We tried 

our best to give them the amount they asked. But if they asked for a salary that is way 

too high, we couldn’t really afford it. Occasionally, some of them told us that they 
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could do several things, but eventually, it was found that Thai workers could work 

better. 

 

A: Are the rooms fully booked? 

B: Not yet, not even during the New Year’s Day, and now we are having a political 

situation.  

 

P4 

A: What is your planning process? 

B: Hotels in Pha Ngan Island in general 

1) The owners did the process by themselves. Later on, they developed their 

businesses by having managers help them. They would have a complete 5-star system 

which means after having a main company, 4-star and 5-star ones will follow. Mostly 

the owners would run the business by themselves. This means that the parents might 

have a coconut orchard with empty land, and then they would build bungalows. After 

that their children would transform the bungalows into hotel rooms. They would do 

the marketing by having the help of their employees. After that their descendants 

would hire managers in the hotel. Then, there will be reception, marketing, housekeeping, 

and restaurant. Some of the hotels don't need to have a restaurant. They can just sell 

only their rooms. Therefore, it's really hard for a hotel in Pha Ngan Island to have 

everything or to provide a complete service. 

2) The owner who invests doesn't have the right understanding because  he 

thinks that having a house for rent can already earn him money from foreigners when in 

fact, servicing is not perfect, for example in terms of personnel, investing system, 

administration, and the budget. Well, they just don't have the system or form of 

management that is systematic or good enough. They use all the budget that they have, 

and this is the risk of a hotel which makes a hotel to be under-standard. So, as for the 

people who come to work in a hotel whether it be an executive, a manager or other 

departments, they would feel that it's difficult to work. 

2.1) The owners don’t understand work system. 

2.2) There is no freedom at work, and administration must be done 

according to the owners’ order. The target is to get the expected amount of income on 



382 

time. Every room must be sold. There should be no complaints from customers. 

Personally, systems and processes are not one hundred per cent yet. But the 

outstanding points of Pha Ngan are its good location, nice views, and the 

administration as a family business which is private, not as a form of a company. So, 

things go smoothly because it’s up to the owners. As for the structure of the 

bungalows, it is totally up to the owner. This is actually good because the bungalows 

would have a unique style. It's better than hiring an architect because the form or the 

structure of a bungalow created by an architect must be fixed. They are all the same 

from one hotel to the others. Of course, the room designed by an architect will be of a 

normal standard, but it lacks charisma of the hotel. In this case, having charisma means 

being local, having good location, having beauty, containing fresh air, and having 

services provided by ordinary personnel which are Burmese. This is the place where 

the staff don't have much knowledge and are not serious about economy as well as 

working under the idea of a sufficient economy with the owner, as a family. 

Foreigners who come to the island like this kind of idea which portrays chickens 

cooing in the morning, dogs running around, and guests doing whatever they want. 

These guests don't want a 5-star hotel, and this is the charm or the characteristic and 

strength of Pha Ngan Island. Also, this is a good choice for tourists because if the 

tourists want to stay in luxurious hotels and be well-serviced, they need to pay a high 

premium, from booking their flights to booking their trips. As for ours, it's very 

comfortable and very private. There are not many Thai and Chinese guests or those 

who love to speak really loud. This is the outstanding part of this place. As for the 

government system, if they are not really serious, the aim is that the owner receive 

benefits and the customers and staff are happy. Besides if the cost of living is 

acceptable, then everyone will be okay. However, this type of hotel still needs a lot of 

improvement because the customers need more services. This means more training is 

required. Well, there are many professionals who have done this after there were more 

investments. 

 

A: High competition? 

B: Yes, and there are more than 200-300 hotels in Pha Ngan Island. There is a 

professional competition mostly in terms of marketing. Nowadays, foreigners would 
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pick their hotel from Entecoet, and the randomizing like that done by backpacker is 

less because the customers will look at details, for example, reviews and comments 

which would make them choose a hotel. As for ours, we used to have happy 

customers who stayed with us, for a long time, as our family. But those who come for 

the full moon, we were not really happy with them because they just came to drink, to 

get involved with women, and wanted to stay close to the parties, like they could 

jump in the party at any time. Their complaints are very nonsense. 

1) Near parties 

2) Have to walk up the staircase to the mountain, but they don't like it. 

Well, the customers actually have the opportunity to choose everything. But we have the 

target group because some of the customers cannot choose, for example, at the Rin 

beach.  

2.1) expensive 

2.2) The hotels want them to stay 5 days, but they didn't want to pay a 

lot.  

2.3) They were really slow in terms of reservation, so they came here 

to stay with us unwillingly. They just came here, left their backpacks, and took a 

shower. Then they complained badly about the services which affects the reality and 

the owners. 

So this means that we considered things by looking at customers’ 

comments only, but we didn't look at the management. Well, the administration of a hotel 

means that the owner only thinks of the effectiveness, targets, incomes, and the success 

of the organization while the managers who have been hired merely think of the 

system, so these managers are able to show the effectiveness and provide services as 

well as provide benefits to their employees. For them, the whole system must be 

ultimately perfect. But as for the target of the hotel, if the product is good, we will be 

able to do the marketing. But if the product is poor, for example, the rooms are so 

worn out, food is not good, and the employees scold the guests, there’s no use to do 

marketing. So, as a manager who is responsible for administrating the hotel, we would 

consider these things as important matters. This is different from the owners because 

the owners only think of how they can make money or get more customers or what 

can be done to prevent problems within the hotel. But the problem of the people on 
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the island is that don’t have money or the capital, but these owners do have the capital 

which are the expensive lands. So they can use these lands to get bank loans and 

mortgages so that they can do the business. This means they are really stressed about 

this because they would be responsible for the interest charges. Also, in Pha Ngan, 

there is one risk which is the fact that there are 6 months of high season and 6 months 

of low season here. Of course, everyone get the benefits, but the word “low” means 

that we are only able to maintain the business and take care of our expenses, not like 

other places which are the hotels in a town or in a city where there would be 

customers all the time. Therefore, the administration of hotels in the southern part of 

Thailand in the touristic islands of Samui and Pha Ngan would be different from those 

in major cities because we have low and high season, half and half. During the low 

season, we really need to tell ourselves to be calm because there will be no guests. 

Some of the restaurants and hotels closed. The solution is that we need to reduce the 

capital by letting all our employees have days off or go home without paying any 

salary. This is one of the methods which is employed by the owners of businesses. Also, 

the owners would be stressed during the period of low season because they wouldn’t 

be able to get any money since it’s not a traveling season. It’s not a high season, and it’s 

not their responsibility. So in the case study of Pha Ngan Island in terms of administration 

of a business, it would be a really unique and different thing because even the person 

who is really good at hotel management, they would be really stressed to face a situation 

like this because no matter how good their marketing skills are, they wouldn’t be able 

to control it. It is like when they are a lot of fish in the sea, you can catch as many as 

you want. But if there’s none of the fish in the sea, you are not able to catch any of 

them because there is none. There’s no fish. So, if you cannot do things, you can't. No 

matter what. 

 

A: As an executive, what is the planning process for risk that you have, and how 

would you manage risks? 

B: We need to know the facts and the reality of this island first. Also, we need to 

find the data to see which month has the highest number of guests, for example this is the 

peak season, so the reservation is 80 - 100%. So we need to follow the plans. 

Therefore, as for the preparation for the peak season, the management means we need to 
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be prepared before the high season. We need to prepare all of our products, and the 

personnel also need to be arranged. 

 

A: So, how do you plan? 

B: If the high season is approaching, we need to better our products which means 

the products need to be improved, repaired, added with more things that are 

necessary. We do this with every product we have, whether it is our building or 

bungalows because before the high season, there are not many guests. So, what we do 

won’t disturb our guests. This is the time to develop our resort and improve 

everything. It is normally from September to November. 

A: How about things related to human resources, how do you plan for them? 

B: We have training and plans for assigning personnel to meet the number that 

each department needs. There must be human resource rate that we must arrange.  

 

A: Do you analyze rate of human resources? 

B: Yes, we do, for example during the low season, if it’s not necessary, we won’t 

hire any more staff, but during the high season in November we would employ 

people.  

 

A: Have you analyzed human resources and the work in advance? 

B: Yes, then it will be training. During the low season, training is done to be 

prepared for the high season. Our training includes training sessions by outside 

organizations to which we send our staff or the ones held by teachers or associations. 

But as for our own training, we will develop whatever else our personnel lack, and 

then we plan our human resources for each department. In general, a small-sized hotel 

would not hire a lot of people. However, one can control multiple positions so as to 

make good use out of one person. 

 

A: Have you made plans for everything? 

B: Yes, we have made plans for our reception of each period. In case there are 

many problems regarding lack of human resources on this island. Half of employees 

will be Burmese people who would work as a janitor and a gardener, or in an 
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unimportant position, like an assistant. They are all Burmese people. All resorts have 

more Burmese employees than the Thais. We would have laborers who are at least of 

low quality and can’t manage things that require a higher level of skill. But we need 

them because Thai employees don’t work for such positions.  

 

A: Could you follow the plans right away, or was there any interrupting situation?  

B: Everything is not one hundred percent. I mean: 

1) The problem that a hotel's owner limits number of employees which 

doesn’t reach the full capacity, so every person must bear the burden of each 

department, such as a restaurant which should have eight people, but the owner would 

give only five or six people, so we would have to arrange their schedules. 

2) It is not workable to work according to shifts like that of a big standard 

factory. Well, at those universal organizations, employees come to work in the morning 

and can leave in the morning. But for ours, employees have to have a break or go for 

lunch. We have a lot of customers in the evening and the afternoon. If there are not many 

things to be done, some employees would be allowed to take a break. So, there will be a 

few of them left to work. In the evening, as many employees as possible should come 

to work and be prepared to service guests who come to the restaurant. This will be 

different because if we have enough money. As for the restaurant, there needs to be 

10 people, so there will be two shifts, a morning shift and an evening one for 

employees. 

 

A: If you followed the plans, but things went differently, how would you take 

care or control things? 

B: We need to improve the plans. There should be plan 2 and plan 3 that needs to 

be prepared to support the previous plans and to be put to use at any time. For 

example, as for plan 2, existing employees couldn’t work or couldn’t work hundred 

percent, we need to switch them with others.   

 

A: Have you planned the second and third plans while you were setting up the 

first plan or the second and third plan will be set after you are faced with immediate 

problems? 



387 

B: There are things that we have pre-set which is part of a big plan. Some of it is 

an emergency plan for a situation that we do not think it will happen. We will 

improve things at the time of any immediate situations. We would talk about how to 

employ those pre-set plans. We would do brainstorming regarding what to do, for 

example, taking personnel from other departments to help. 

 

A: Do you ask for help from the heads of departments when carrying out 

brainstorming? 

B: We have a meeting every morning, every day, amongst the heads of all levels. 

It is a daily morning talk of 15 minutes. As for the main issues, we will meet one time 

per week. It takes about 2-3 hours for the meeting about things that need to be 

planned ahead. For example, the New Year festival in which we will organize a gala 

dinner. We have several meeting for a whole month, and the meetings are based on 

progress and sharing responsibilities. This is our plan. As for Christmas today, we had a 

meeting at 11 o’clock, we then followed up to see who is doing what or how far things 

go. Well, one thing that we like for the hotel is that we talk to one another every day. So 

if something is missing, we would be able to take care of it immediately. People can 

discuss or propose amendments. This is not a daily task, and it is a project that needs to 

be prepared in advance. 

 

A: Have you provided the agencies responsible for human resources risks? Have 

you worked on this issue at all? 

B: We are a small-sized hotel. I take care of all my staff, whether it be recruiting 

them, assigning them to jobs, taking care of clothing, providing training as well  as 

monitoring and evaluating. If there are problems, I would ask employees to come and 

talk to me. 

 

A: You planned everything on your own, so what have you communicated with 

people within the organization so as to let them know? 

B: Our communication system 

1) The executives will convene. 



388 

2) The conclusion or direction obtained from meetings would be distributed to 

the various department heads. These heads will set a meeting again every morning. 

What we have discussed would be announced by the heads. For example, we created              

a culture of sky-high things in which everyone must put their hands together as in 

Thai culture so as to show respect to the guests. After we concluded this plan. We 

informed department heads to put it into practice. If they didn’t do it well, we would 

set a rule so as to drive them, for example, if you salute the manager when seeing him, 

you will be given 1 point, if you don’t, 1 point will be deducted. Later on, if they still 

don't do it, we will try to encourage them to make it successful. So, this is something 

we have done. 

 

A: Have you identified human resources risk in the organization? or has each 

department brainstormed about this? or does the manager do it himself? 

B: If we put this policy into use, there would be some problems with some 

departments that even the heads couldn't take care of. So, I would go talk to them and 

meet with every department myself so that I could make them understand and know 

how the policy works. Actually, I particularly have had a meeting with a group of 

Burmese employees so as to talk to them. Since not everyone understands Thai 

language, there would be an interpreter who would help me. As for groups of Thai 

employees, it depends on the heads of departments. Besides talking to the heads, I would 

go talk to individual groups and have a meeting with them. 

 

A: Does each department analyze human resources risk? 

B: We will assign each department’s head to be responsible for this. The head 

would have to evaluate personnel in his department. Then, he will report the results to 

me. In the meantime, each individual and each department would have to write a 

report on their feeling or the work in which that they think employees are not being 

cooperative, or a problem in that department. But sometimes, if there are problems I 

would talk with them privately. The problems may include coordination, relationship 

between colleagues, or the relationship between employees and executives. 
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A: Has each department prioritized risks, like which risk should be taken care of 

now and later? 

B: Indeed, we have not identified risks. We focus on the work more. We think of 

the importance of each task. We know what should come first, and what each person 

is responsible for. Where there are weaknesses, we will assess and recommend how to 

adjust. 

 

A: But you have not specified human resources risks? 

B: Yes, we have not. 

 

A: You only take care of the importance of the work? 

B: Yes. 

 

A: As for GM, have you managed to specify human resources risk?  

B: I would do the assessment, but I don’t specify risks. If I see anything which 

has a problem or will cause problems, I’ll take care of it, edit, and make it smooth. 

But I don’t do this systematically or evidently. 

 

A: But you haven’t really analyzed human resources risks? 

B: Yes, we have not really done it. We just do the evaluation, supervision, and 

improvement. 

 

A: So, you don’t have any plans for human resources risk at all? 

B: Yes, we have not made any plans evidently. We have only planned for our 

work and administration. 

 

A: So, it means you have been doing a general analysis on work, personnel, and 

the job. But as for human resources risk of each department, you have not analyzed 

individual employees, but you analyzed the problems of the work? Also, what are the 

plans for each department, and what are your suggestions regarding human resources 

risk of this planning process? 
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B: Our human resources problem is the unemployment rate. As for an overview 

of the workers, we still need a lot of qualified workers because competitors in an 

association of hotels mention that they need employees, at least ones that work for the 

reception department.  The problem is that first of all, persons who apply for jobs are 

those who don’t have qualifications that match the jobs. One of their problem is 

having poor English skills, no matter where they have graduated from either Bangkok 

or other provinces. They all do not use English. Well, we are not really concerned about 

their degree now. The first condition is that you must speak English, and the second 

one is you are service-minded. By having these two qualities, we are okay since we 

can train them for other things. Also, they do not have to hold a high degree. Thus, 

workers in Pha Ngan Island are very rare. We have hired those who hold a bachelor's 

degree many times. They did not have the confidence to work in tourism because they 

do not speak English.  As for receptionist or even the restaurant staff in order to 

receive orders, they need to speak English. So language skills are really important. Well, 

this is a general condition. As for the risk in hotel in general, the problem   is a shortage 

of Thai employees who are competent. It is really difficult to communicate with 

Burmese employees. If we tell Burmese employees to do something, we are more 

tired than telling Thai employees, and we have to follow them to conduct them and 

supervise their work. We tell them to do this and they would do the opposite. So it is 

really about quality of personnel, and we really have very little. Also, it is likely to be 

a conflict between the people of different nationalities within the organization if you 

cannot control them well. It can be haters, looking down on others, or racism among 

people of different nationalities. We are fortunate that we have not met these kinds of 

segregation. But we have two groups from different cities of Myanmar, they dislike 

each other because they do not speak the same language. For example, Karen people 

and the people from bigger Burmese city. They come here and don’t get along well 

with the opposite group. So, we have problems in management since we have to separate 

them to work in different departments. As for Thai personnel, there will be groups of 

personnel from the South and from the North East. They look down on each other. 

Additionally, other problems are quite common as all organizations have. We don't 

really have many problems because we can manage and take care of them. Ours 

focuses on the family issues and convenience. If there are problems, we will not keep 
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any of them. We believe that we have to love each other when we live together. As 

for risk management, it is still a new aspect of knowledge for us, so we have not done 

it. If there are seminars on this, it will be more beneficial to us. 

 

P5 

B: As for human resources risk in Pha Ngan Island now, I think that the majority 

of risks are from the fact that business owners still do not accept having a system. They 

still have the thought that when doing this business, everyone must dedicate their life to 

it. They do not think of their own advancement as those in the past did. Also, 

employee welfare is still poor in Pha Ngan Island. So, we can’t really find people who are 

competent in Pha Ngan. Most employees are alien workers. As for the advancement of 

the profession, there are no rules of raising salary or promoting positions. Perhaps the 

positions have changed according to a feeling of an owner, mostly. In this planning, the 

main problem is the perception of a business owner. If the owner can accept humanity. 

We are able to adjust time and the work and can build confidence that the outside 

labor market has for us regarding coming to work in Pha Ngan. But no matter how 

many times  I tell them, they will not come because working can be for more than 9 

hours or 10 hours a day, not as set by the law or working as long as an owner wants. 

This is the main problem. 

 

A: As for risk management, do you, people in your organization, or the owners 

have knowledge of this, especially risks in terms of personnel? Knowledge and skills, 

do you have them?  

B: We need to accept that for the labor market, the business owners would think 

of it when there are a lot of customers. When they are not many customers, they are 

just not being serious about it. Also, for them, risk management is not understood yet. 

They think employees are important when there are a high volume of customers, 

about 50-60 percent or when there is lots of work to be done that they are afraid they 

can’t sell well. Sometimes they find more employees and plan two months ahead before 

the time that customers flow in. But before the high season, there was no concrete 

plan.    
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A: So, any human resources risks here? 

B: Very few, at an intermediate level. 

 

A: Almost at a low level? 

B: Basically bending towards the low level. 

 

A: So, as for risk management, do the owners or executives know? Do they know 

what it is, or how necessary it is?  

B: They don’t really understand it. If they don’t approve, things couldn’t be done, 

for example, preparation or searching for personnel in leading roles. Sometimes, they 

think the heads didn’t work well enough. Sometimes, it’s more like a policy.  

 

A: Does the hotel do anything about human resources risk at the moment? 

B: Now, I have just hired another employee since we are now preparing our 

personnel. We need to prepare things from October for customers who will come 

during the high season. But when the quality of employees’ benefits doesn’t meet 

employees’ expectations. They would only stay for two months, and when the high 

season comes, none of the hotels here want more employees. They would resign. As for 

me, I have prepared things for about three months.  I have prepared employees to take 

care of customers. If the employees are ready and can provide excellent services, most 

of the time, their benefits would be improved. But sometimes when I hired someone, 

but they didn’t get what they wanted they would just resign.  

 

A: As for preparing for this, have the executives built any trust or inspiration for 

it? 

B: This has never been discussed. Well, when it comes to the high season, they 

will be awake, but when the low season approaches, they just go slowly. Then, they 

would be awake again during the next high season. It always goes like this.  
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A: You don’t have the process of risk management or even planning? 

B: I used to think of planning for something like this. But when there were only a 

few customers, the owners said that they wouldn’t be able to take care of the expenses. 

They couldn’t take care of employees if we didn’t rely on alien workers.   

 

A: Have you assessed the abilities and the performance of the hotel’s employees?  

B: Yes, we have. We are aware that employees don’t work well or can’t work. 

But for limitations, we have no rule.  

 

A: After assessment, have you enhanced anything for them? 

B: We provide training for every department. But there are laborers, not general 

employees. As we trained them, we felt that we were training alien workers. We 

taught them how to do something today, but they wouldn’t be able to do it by 

tomorrow. It’s just that we had to monitor them all the time so that they could really 

be trained. It eventually works partially.  

 

A: Have you analyzed current business situations, for example, sales volume and 

environment that affects factors within your organization? 

B: Yes, we have. But we didn’t analyze only internal issues because we also covered 

external situations such as country’s economy.  

 

A: As for when you did an analysis, did you find any problems arising from personnel 

within your organization? 

B: Yes, there were, such as a high turnover. 

 

A: Have you been encountered by any risks, and have you tried to wrap your 

head around them? 

B: No. 
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A: Have you prioritized matters? 

B: I have talked to the owner that if we want to give an excellent service, we need 

to develop the quality of our personnel so that they can be sufficiently qualified. But 

we always argue. 

 

A: As for attitudes towards the planning process for risk management, how do 

you feel? 

B: For every matter, planning would provide goals and the ability to see problems 

in the future, in case we prepared human resources and other things in advance. Also, as 

for any problems, planning is a major factor.  

 

A: Do you have any suggestions? 

B: It is problematic that the owner still doesn’t understand this. But I want to 

develop. If there are too many employees, there would be high expenses. This 

large amount of money would be a problem. So, marketing would be the only 

thing concerned. As for employees, if they are talented, I would try to convince 

them to keep working here. But if things don’t meet their expectations, they 

will go. Sometimes, they are under pressure by wording of others and 

colleagues. 

 

P6 

A: How is the process of risk management?  Do the owners or executives understand 

risk management? How about the employees, do they know? Have you talked about 

this or do you know this? 

B: The hotel’s human resources risk is the personnel, for example, a high turnover 

and employees of lower than expected quality. 

 

A: So, do you understand risk? How about risk management? Besides you and the 

owner, do the employees know anything about this? Do you build awareness of this 

matter and also the planning process? 

B: As for Burmese staff, when they approach us, we already know that they come 

for a higher salary. For example, during the low season, they could not find a job. But 
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we would hire them. Our management is that we would charge our Burmese 

employees 500 baht a month for two months for insurance in advance, with a condition 

that if they want to resign, they can, but they need to inform us one month in advance. 

If they just want to resign without noticing us, they won't get the money. This case 

happened mostly when we had not had this measure. Back then, after they got their 

pay, they just resigned. So, sometimes, they resigned right at the time when we 

needed many people during the high season when there was not enough number of 

employees. Therefore, we have come up with this measure. If one tells us in advance, 

then they can get their salary for the last month, and 1,000 baht will be returned to 

them as well. We do not know any other ways to handle this. Therefore, we have to 

do so. But as for Thai staff, we do not ask them for that 1,000 Baht because we have 

never experienced any case that an employee just pack and go. So, there are Burmese 

employees who are likely to do this since they feel lazy to talk to us. They just come 

and go simply. Now, employees from Thailand are not enough because working on an 

island provides salary below standard. There will only be customers during the full 

moon. Outside the full moon period, only a few customers come, and we also reduce 

the price of the room. 

 

A: Have you prepared anything for the planning process for human resource risk 

management? 

B: No, what we only have is asking for money in advance. 

 

A: Have you planned, prepared for plans, built inspiration and trust in employees, 

or assessed the performance or the abilities of your employees? 

B: We would have same amount of salary at the beginning level. Everyone who 

just began working here would get the same rate. After three months, we would 

reconsider. If an employee works really well and we want him to stay, we will raise 

the salary to the amount that meets his abilities. 

 

A: As for the owner, to what extent does he understand risk management? 

B: The owner doesn’t understand risk well. 
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A: What are the factors that affect you each year, those that affect you economically? 

B: There is no factor affecting us. This may be because we started out as a hotel 

in which our system is not fixed as it should be. We do things according to what 

would happen. We don’t have to analyze anything or bring problems to a meeting as 

well as set up a meeting. We don’t do things officially. So, as we are working this 

way, things might not be exactly as it should be.  

 

A: Suggestions regarding risk management? 

B: I think it’s actually important. Because New Year’s Day is approaching, we 

have hired many employees, as if we are saving them for a rainy day. We also train 

them during this period. From November to December, there are not many guests, but 

we still hire employees so as to train them and get them ready for the New Year 

festival period. If any employees want to leave for other hotels that offer higher 

salary, they would go. But we still have another group of employees who will 

continue working for us. 

 

A: What are some other suggestions?  

B: We may need to have knowledge exchange with other hotels so that we can 

adapt some knowledge to our business.  

 

A: What if you proposed an idea to the owner? 

B: As for some ideas, they will have to mull them over first, but for others, they 

can decide right away. 

 

P7 

A: Do you understand the process of risks or risk management? Do you understand 

the planning process, plan formulation, business analysis? Have you done anything in 

terms of human resources?  

B: No, we are a family business. 
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A: Have you analyzed human resources risk at all, for example, turnover or qualified 

employees? 

B: We have not done anything because turnover is quite normal. But as for those 

who work with us for a long time, it is because we are friendly and use governing rules 

like those of a family.  

 

A: In the planning process for employee’s resignation, do you let other employees 

know about this? How would you communicate with them? How would you solve the 

problem? 

B: If an employee resigned, we would find a new one which would be from our 

family. This is because if we have a new set of employees, we need the old set to train 

them, and they need a head to train them. Also, if we have a new set of employees, we 

would not know who they really are from inside, we need one employee who has been 

with us long enough.  

 

A: Have you analyzed those who resigned, have you prepared anything? 

B: We have analyzed regarding their resignation. We do prepare things in advance 

which include finding new employees. Things need to start again. 

 

A: What have you prepared? 

B: The owner must be able to do anything because it’s a family business. We are 

just a small group of bungalows. The owner needs to be able to help guests with their 

luggage or do the reception. In case an employee resigned, the owner would have to be 

able to work in his position for a certain period of time until a new one is hired.   

 

A: What have you done regarding human resources risk management? 

B: The manager will be able to solve this problem. 

 

A: What are the steps involved in the planning process for reducing risks? 

B: We will divide the process into 4 trimesters, and during high season and low 

season, we need to plan according to our customers. We must plan according to the 
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employees for 3 months, the three months before high season. We have operated our 

hotel for a long time, so we know what to do. 

 

A: Do you assess the abilities of your employees?  

B: We must assess them. We employ psychology. There are 3 employees, with 

one head. We trust the head, so we allow him to take care of the assessment of other 

three employees. He would have to inform us about the assessment. Then, we would tell 

them to try to be more active or improve their performance.   We talk to them nicely. 

 

A: In case, one of these three got 10 points, the other one got 8, and the third one 

got 6 scores out of 10 after the assessment, what would you do? 

B: We would ask the head to take care of this. 

 

A: Do you have any plans for human resources risk? 

B: No. 

 

A: Do you have a database of people resigning or newly employed on a computer 

system? 

B: No. 

 

A: Have you analyzed any impacts of Thailand’s politics or economy or any other 

things?  

B: We wrote them in a book but don’t store them on a computer, for example 

situation of tidal currents. 

 

A: As for hotel employees, do you specify risks? 

B: No. 

 

A: Do you provide understanding of risks to your employees? 

B: No. 
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A: So, you haven’t done anything about human resources risk, but you have taken 

care of other risks, well, how do you feel about preparation for plans for risks?  

B: If I have to score, it would be in an intermediate level. 

 

A: As for categorizing risks in hotel and analyzing risks in hotel employees, what 

is your opinion about it? 

B: Normal. 

 

A: How many employees and rooms are there? 

B: 3 employees23 rooms. 

 

P8 

A: How many employees are there in your hotel? 

B: There are 6 employees. We run our hotel as a family business. Every employee is 

Thai. 

 

A: Are there any problems in communication between your Thai employees and 

foreign tourists? 

B: No, they have been working here for more than 10 years. 

 

A: Do you send your employees to be trained? 

B: Yes, we do. Most training sessions are held at Pha Ngan Hotel or at the community 

hall occasionally. 

 

A: Don’t you feel afraid that if you let them go home, they wouldn’t return? 

B: No, I’m not afraid. 

 

A: Is it easy to find employees? 

B: Very difficult, most of them are Burmese. 
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A: What have been improved so far? 

B: We thought of improving things, but we lack money. We didn’t get bank loan. 

The reason we wanted to improve is that our hotel is quite old. We just wanted to do 

some decoration.  

 

A: Are there any problems when 6 people work together? 

B: Our old customers are very flexible, but new customers are picky. So, we mostly 

provide services to our old customers.  

 

A: Do you have a website? 

B: No, we don’t. But we want to have one actually. 

 

A: Any advertisements?  

B: Yes, in a guide book.  

 

A: Do you use a computer at all? 

B: My kids use it, but I don’t know what they do on a computer.  

 

A: Do you raise salary for your employees every year? 

B: Yes, we do but not much. Anyway, we provide them with 3 meals and comfortable 

accommodation.  

 

A: Anyone applying for a job at your hotel? 

B: Yes, but we didn’t really want to hire them because we didn’t really understand 

what they said. 

 

A: What do you look for in an applicant?  

B: We would ask whether they are married or have children and the salary they 

want. We would put them on a 3 month probationary period. If it works, they 

can continue working with us as a long-term employee. All employees here 

work for a long time.  
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A: What is the focus of this hotel? 

B: Sanitation. 

 

A: What if your staff couldn’t clean well? 

B: We have hired someone else from outside to do cleaning as well. 

 

A: Were there any employees who worked here untidily?  

B: No. 

 

A: In case your employees wanted to be absent so as to go home, would you find 

someone to work in place of them while they are away? 

B: No. If there were a few foreign guests, we would let them go. But if there were 

many foreign guests, they must be here to help throughout. 

 

A: Was there anything stolen or lost? 

B: Yes, there were, during a full moon, but we have CCTV cameras. 

 

A: Who have you assigned to be responsible for employees’ work?  

B: We will help one another, no one is particularly responsible for it. 

 

P9 

A: How many employees are there? 

B: There are 2 Thai employees and 4 Burmese employees, 6 in total.  

 

A: Do they have clear responsibilities? 

B: Bow does everything, whether it is reservation, marketing, maintenance, internet, 

computer, housekeeping, spa, or sales. This hotel is our house. We are a family. 

We are a small organization where everyone does things together.  

 

A: Could you find any Thai employees at all? 

B: Yes, we could, but they wouldn’t work for us for a long period because they 

are both high and low hotels here. The employees would go to hotels that pay 
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well. In general, if the employees have great skills, someone will approach 

them and ask them to work for them. The hotel is kind of multifunctional. If 

you leave, we can still go on, something like that. We are ready to teach new 

staff. Some Burmese employees started out with nothing. They didn’t even 

know how to take an order from customers. So, we trained them by ourselves. 

 

A: What are the problems related to laborers in Pha Ngan? 

B: Those who come to work here are not the locals, so some of them may miss 

home. So, they would go home and come back later because they know that 

it’s very difficult to find employees on Pha Ngan Island. Also, in the rural area, 

all the contracts are bought, people mostly don’t stay for a long period of time.  

 

A: Do you make any plans? 

B: Yes, we do. Thai employees just come and go whenever they want, so we need 

rules. But they don’t really follow. But Burmese employees are very enthusiastic 

and always ready to help. 

 

A: Measures for punishment? 

B: We can’t punish anyone because it’s really difficult to find new employees. 

 

A: Having been faced by a situation like this, have you planned anything in 

advance? 

B: Employees want us to raise their salary, so we just find employees from other 

places or tell our relatives to find someone for us. Sometimes, some employees 

told us that they could do everything, but they couldn’t in reality. Whatever, 

they dared to tell us so, so we would just have to train them. Well, employees 

here can do anything.  

 

A: How about raising employees’ salary? 

B: It’s up to the level of work. We give them willingly, not according to government’s 

standard. It all depends on the employees and their ability. Tips are also shared.  
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A: Do you have a database of employees? 

B: We only have documents. 

 

A: When there are problems, would you talk to your employees? 

B: Yes, I would. I would talk to them directly. But if an employee couldn’t 

communicate with customers, I would go and help him.  

 

A: Do you have the data evidently? 

B: We have a book on which employees’ behavior is recorded. 

 

A: Do you analyze the current situation? 

B: We check every day, for example, if there aren’t many foreign tourists in the 

season, we would change our plans, or we would adjust our price every second. 

 

A: Do you have an assessment form? 

B: We haven’t made it. But we have Facebook and reservation through booking.com. 

 

A: Have you talked to your employees about when they can have days off or 

when there are lots of tourists, for example, they can’t leave during the New 

Year festival? 

B: They actually know by themselves. 

 

P10 

A: How many employees and rooms are there? 

B: 12 employees 33 rooms. 

 

A: Does everyone have clear responsibilities?   

B: We have kitchen, bar, reception, front desk, and housekeeping. 

 

 

 

 



404 

A: Is there a tendency for hiring more employees? 

B: We have to see what the old employees are like first because we work together 

as a family which doesn’t require any system, unlike large-sized hotels where 

computer system is needed. 

 

A: As for risk management, what are the matters that you have? 

B: A high turnover. 

 

A: Do executives have the knowledge of risk? 

B: Yes, they do, since we work according to shifts. 

 

A: Have you planned for risk regarding this matter? 

B: We haven’t got that far because we are still able to deal with things.  

 

A: Do you assess the employees? 

B: No. 

 

A: Do you have database of employees? 

B: No, we have nothing. 

A: How many rooms and employees are there in another hotel? 

B: There are 48 rooms 39 employees, and there is a system for everything. 

 

A: How do you recruit your employees? 

B: We let them apply online. Then, there will be interviews by an officer from 

HR, followed by a head of department, and then me. 

 

A: Do they have an analysis of human resources there? 

B: Yes, they have. 

 

A: What type of training do they have there? 

B: I think they should actually have training and orientation. 
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A: Probation period? 

B: 3 months. 

 

A: Who is responsible for the assessment?  

B: Heads of a department will do the first assessment every two months, and then 

they will do the second assessment in the third month. 

 

A: Have you discussed that risks have occurred? 

B: We mostly talked with HR, but we haven’t planned it formally. We just talked 

and tried to find solutions. 

 

A: Do you have training? 

B: We mostly don’t have any training, but if there are training sessions, we would 

send our employees to join. We used to contact those who arrange the training 

such as the Tourism Authority of Thailand. 

 

A: Have you analyzed any situations that happened during each year, such as 

situations related to economy or the weather? 

B: We haven’t analyzed, but we talked about them. 

A: Do you allow employees to participate in setting visions and missions of the 

hotel? 

B: Not yet. 
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Samui Island 
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A: How many rooms and employees are there in the hotel? 

B: 40 rooms 48 employees. 

 

A: Are they all Thai employees or from other countries as well? 

B: Most employees are Thai, and there are 8 Burmese employees. 

 

A: How do you divide departments here? 

B: We divide our departments clearly which are accounting department, reception 

department, restaurant department, spa department, housekeeping department, 

and human resources department.  

 

A: Regarding issues related to human resources risks in your hotel, what are they? 

B: They will be newly-opened hotels because employees want to experience new 

things. They would go there and come back. Typically, employees work for us 

for a long time, so risks in employees haven’t occurred yet.  

 

A: So, do you have a planning process for this? 

B: What we have is not really a process, but we try to do our best today. What we 

are doing is that we do everything that would make employees want to come 

to work or want to work with us as long as possible because here, the salary 

and benefits provided to employees cannot be compared to those of large-

sized hotels. But we employ psychological principals which make them feel 

that they are working with their family, that there is no pressure, and that they 

are happy to work every day.    

 

A: Is accommodation provided? 

B: Yes, we provide our employees with accommodation, particularly for those 

moving here from other areas. As for us, we don’t have administrative principles 

as large-sized hotels have, for example, the reception in large-sized hotels 
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would be solely responsible for welcoming guests, but our reception would be 

able to do anything, all in one, depending on skills that each employee has.    

If any employee is very skilled or talented, raising salary for him would be 

considered. 

 

A: How about a recruitment process? 

B: Not very complicated, the process mostly involves word-of-mouth advertising, 

from friend to friend. 

 

A: How do you test your new employees? 

B: We do a basic interview. The employees that want to work with us must be 

able to live simply and have skills needed for their job.  

 

A: In case you decided to hire him, but his performance doesn’t meet the goal 

you have set, what would you do? 

B: We would let him practice for 3 months, and there would be the head of a 

department who would train him. Also, we would suggest the weaknesses he 

has to the head. 

 

A: Do you have any incentives for the employees? 

B: We do have for some months. It is staff-of-the-month project by which we 

give 2,000 baht to an employee who has been working hard. 

 

A: Do you send employees to training? 

B: Yes, we have sent employees from human resources department. 

 

A: How about training for other departments? 

B: No. 

 

A: What would happened if they didn’t clean customers’ rooms well? 

B: There would be a supervisor who would watch them closely, and I will go check 

by myself every Friday. 
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A: Who does the assessment of the work? 

B: It’s mostly me. I would focus on every detail. If I had any questions, I would 

talk to the head first.  

 

A: Whenever there are problems, do you exchange or learn about them with your 

employees?  

B: Yes, we do, for example, when an employee found a purse which had been 

forgotten by our guest, and he returned it to the guest, we would award him 

and announce this to everyone. 

 

A: As for risks, do you talk to your employee about this? 

B: No, we don’t. We don’t talk about some matters to our employees. 

 

A: Do you have employees’ profiles? 

B: We have system for lateness and absence as well as employees’ profiles stored 

on a computer. So, we do have a system by which we can check when someone is 

late or absence because we have a scanner. 

 

A: Have you made a plan for managing this particular risk? 

B: No, we haven’t. 

 

A: Do you have any activities that strengthen your relationship with employees? 

B: Yes, we do have it during Songkran Festival. We let employees have as much 

fun as they want. It’s a staff party. We also invite our guests to join so that 

employees can celebrate and do activity in the hotel.  

 

A: As for political situations happening at the moment, do you analyze them?  

B: We don’t do any analysis regarding external factors. We only analyze internal 

factors in terms of marketing. 

 

A: Have you done anything regarding guests’complaints? 

B: We have a form for guests to comment in their room. 
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A: After you received guests’ comments, what would you do next? 

B: If the matters are under our control, for example, complaints about employees, 

we would order and manage things by ourselves. 

 

A: When it comes to checking employees’ performance, do you do this yourself? 

B: Yes, I do this by myself every day, and I communicate to employees to let 

them know, for example, in terms of cleanliness, I would let them know right 

the way. 

 

A: Do you set visions and missions? 

B: Yes, but the employees don’t really participate in this. Well, the employees 

cooperate by doing their best. As for the mission, I would like us to be number 

one in the market, and we did it. Actually we want to create a need that the 

customers have for us since we are a small-sized hotel. Without making a 

reservation a year in advance, a guest won’t be able to come and stay here. We 

build needs in customers, and this is our set goal. Today, we are the number 

one in the German market and in the area of Lamai. 

 

A: Do you understand risk management? 

B: From my point of view, there is almost no risk, so we haven’t planned anything. 

Especially for an organization, after AEC is fully open, human resources will 

come easily, and we must add more skills since there is competition in the 

market.  
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A: What is your method? 

B: We observe their behavior in spending money and their living. 

 

A: How is risk management for these two matters? 

B: We provide them good salary and the best living conditions. We let them work 

with us comfortably. 
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A: How many rooms and employees are there? 

B: 21 rooms 8 employees. 

 

A: Are there any alien workers? 

B: There are 4 Cambodians and 4 Thais. 

 

A: What is your planning process? 

B: We observe from their behavior at the very beginning, then we have them 

work in the positions that suit them.  

 

A: How do you select employees? 

B: We ask our old employees to find new employees for us. They would help us 

choose as well. 

 

A: How do you test employees? 

B: We look at their appearance, abilities, and personality. 

 

A: How do you take care of the employees you are hiring? 

B: It’s no need to be that long, three months is too long. 

 

A: Do you have a binder to keep employees’ records? 

B: We don’t have records of alien workers, but we do have some records of Thai 

ones. Also, we don’t store them on a computer. 

 

A: As for work performance, whether it is good or not, who takes care of this? 

B: I am responsible for this, not looking for anything in particular. 

 

A: What if the housekeeping department didn’t work well? 

B: I would tell them to do the cleaning again. I would do everything by myself 

and teach them all the work. I even joined housekeeping training by myself. 
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A: If something got stolen or lost, would you talk to your employees about this?  

B: We talk to our employees before something get lost. We tell them what they 

should do before. We used to test them by hiding a camera in a room where 

they work. Then, we let them clean the room. We saw what they would do. 

We tested them like this without them being aware of it.  

 

A: Do you analyze the current situation that has happened? 

B: Yes, we do think about it. But we haven’t done it evidently. We let our agent 

help us, but they need to talk and make agreements with us first. 

 

A: Are there any risks regarding personnel here, and do you analyze them? 

B: We used to think about it but not very often. 

 

A: Do you let guests leave comments on a form in their room? 

B: They will leave comments in Agoda or sometimes through agents. I read those 

comments by myself but not every day. 

 

A: Do you set visions and missions? 

B: We haven’t done that much. Most of our previous customers are from 

Germany. They were very impressed by our services. 
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A: How many rooms and employees are there? 

B: 20 rooms 7 employees. 

 

A: How about risks in the hotel’s employees? 

B: Very risky. Sometimes, if they want to leave, they will just leave because they 

are alien workers. If they left, we would just find new employees.  

 

A: Have you ever planned for risks regarding this issue? 

B: We couldn’t do anything because if they wanted to leave, they would just leave. 
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A: What is the recruitment process? 

B: We find employees from agencies.  

 

A: How do you select employees? 

B: Mostly, we don’t get to choose them. Well, we would look at their appearance. 

We send our agencies the qualifications that we want. After that, they would 

send someone to us. For example, we said we wanted someone who is quite 

good-looking and looks neat. When the agency sent the employee to us, we 

didn’t do any interview, and we just hired him right away because what they 

do is solely labor. 

 

A: Who assesses the employees? 

B: If they could get through three months of probationary period, we would raise 

their salary constantly after that.  

 

A: Who teaches the employees to work? 

B: Old employees will teach them, and I will supervise sometimes. 

 

A: Do you keep employees’ records? 

B: We don’t do that because they have their own holidays already. 

 

A: Have you analyzed the current situation?  

B: No, we haven’t done it because we are a family business. We solve problems 

as they come. 

 

A: Do you leave any forms for guests to complain in their room? 

B: No. 

 

A: How do you take care of them? 

B: We certainly provide accommodation and food. We work as a family. 
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A: How many rooms and employees are there? 

B: 20 rooms 5 employees. 

 

A: Do most employees work with you for a long time? 

B: There are always new faces.  

 

A: What are the human resources risks in a hotel that you have here? 

B: It would be the lack of personnel. It’s really difficult to find employees. Also, 

since we are a small-sized hotel, we hire our cashier for only 10,000 baht, 

while other places pay 15,000 baht.  

 

A: Have you ever analyzed risks in hotel employees?  

B: We have found problems involving dishonest employees and employees stealing 

guests’ valuables. 

 

A: What do you consider more important? 

B: Personnel is more important, for example, honesty over qualifications, because 

our business mainly involves guests.  

 

A: Have you made a planning process for this matter? 

B: Things go automatically such as employee selection which is the most important 

thing in our opinion. We want to hire those who won’t drive us crazy. 

 

A: What is your recruitment process? 

B: We let any staff-to-be come to our office and apply directly. Then we carry 

out an interview during which we observe their personality. Sometimes, we go 

to the Department of Employment.  

 

A: How do you train your staff? 

B: Old staff will be training the new ones. 
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A: Who does the assessment? 

B: We do the assessment by ourselves, so we see things for ourselves. 

 

A: Do you assess employees’ work performance often? 

B: Almost every week. 

 

A: Do you have employees’ records? 

B: Yes, we do, but we write them down. We don’t store them on a computer. 

Also, we are flexible with lateness and absence. Employees just swap their 

shift or day with their friends.  

 

A: Do you exchange or talk about any problems with employees? 

B: Yes, we do this every day. 

 

A: Have you done customer satisfaction? 

B: Guests would leave their comments on the internet. There are guests from all 

over the world. Some of them wrote their opinions in Russian. But our guests 

rarely leave comments since we don’t do online booking. We have walk-in 

reservation because we want our guests to come and see the room first so as 

they can decide whether they want to stay in our hotel.  
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A: What are the problems related to the employees here? 

B: Employees’ absence. 

 

A: How many rooms and employees are there in this hotel? 

B: 35 rooms and 10 employees. 

 

A: Where do your employees come from? 

B: Some of them are locals, and some are from other places. There are some alien 

workers. They work together. 
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A: How are the working skills? 

B: The employees work well. They follow our instructions. There is no problem 

seen.  

 

A: Have you done assessment of customer satisfaction? 

B: We haven’t done it. 

 

A: What are the ways that most guests make their reservation by? 

B: Some by walk-in reservation, some by using Agoda. 

 

A: Have you got any complaints from customers? 

B: Yes, we have. We would then talk to our staff. We do have unofficial meetings in 

which we discuss what we can do to help one another. We work together as a 

family. 

 

A: Is there a high turnover here? 

B: No. Most employees work for us for a long period of time. 

 

A: How do you recruit employees? 

B: Mostly our employees will tell their friends about the vacancies. If an employee 

resigns, he would tell us in advance. Then, we would tell him to ask their 

friend or find someone else to work for us. We don’t post online. 

 

A: How do you select employees? 

B: We only carry out an interview. 

 

A: How do you train them to work? 

B: We teach and assess them by ourselves. We don’t raise salaries systematically. 

We will raise it according to their abilities. If they work well enough, we would 

raise the salary step by step.  

 

 



416 

A: Do you keep employees’ records? 

B: No, we don’t. 

 

A: Were there any resignations from employees who serviced picky guests? 

B: There was no resignation, very rare. We work as a family. Our employees work 

with us for a long period of time. 

 

A: Are there any risks? 

B: No, there have never been any risks. 

 

A: For how long has this hotel been operated? 

B: For more than 20 years. 

 

A: Do you analyze current situations? 

B: No, we don’t. 

 

A: You understand risks in hotel’s employees, right? 

B: Yes, I understand, but my understanding is not in-depth. So, we haven’t done 

any analysis. 
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A: How many rooms and employees are there in this hotel? 

B: 45 rooms and about 20 employees. 

 

A: Do you prioritize risks in employees of the hotel here? 

B: We don’t. 

A: What would you do when an employee resigned?  

B: A resigning employee would let us know in advance before he leaves. We don’t 

set any rules about this. 

 

A: Do the employees often resign? 

B: Not often, most of them work for us for many years. 
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A: What are the nationalities of your employees? 

B: There are more Burmese employees than Thai employees. 

 

A: How do you select employees? 

B: We don’t do interviews. We just see whether they could work or not during 

the first two days. Everyone would together see how well these new employees 

work. 

 

A: In case they could work well, what is the process of teaching and coaching 

them for their job?  

B: There will be a head of each department who will be responsible for teaching 

and coaching them. 

 

A: Do you keep records of employees? 

B: We have made a copy of passport of some of them. We don’t store their records 

on a computer.  

 

A: Do you do the assessment by yourself? 

B: Yes, I do. I would see how well employees work, and I will raise the salary of 

those who work well. I do the assessment once a year.   

 

A: Do you talk to your employees about guests’ complaints? 

B: We used to talk about that. We would tell them to improve their work. 

 

A: Do you listen to employees’ new ideas? 

B: Yes, we do. We mostly listen to them and write on a board what we have discussed. 

 

A: Have you analyzed current situations? 

B: We have never talked about it. 

 

A: As for risks in employees in the hotel, do you understand? 

B: My understanding of this is so-so.  
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A: Have you ever assessed the abilities of your employees? 

B: We have done it. We assess by ourselves because we are a small-sized hotel. 

We see everything by ourselves every day. 

 

A: Do you set visions and missions here? 

B: No, we don’t. We just go slowly, and we aren’t serious about this. 

 

A: Do you have participation of employees? 

B: Yes, we do. If employees got any new ideas, they would let us know. 
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A: How many rooms and employees are there in your hotel? 

B: 31 rooms, 12 employees. 

 

A: As for risks in employees of the hotel, what are they?  

B: There is no risk in terms of burglary, but there are risks in terms of lack of 

responsibility. 

 

A: Do employees resign often? 

B: There was a group of employees who just resigned all at the same time. Also, 

as for Burmese employees, they resigned right after getting their salary without 

letting us know in advance. We actually has a rule stating that before leaving 

their job, employees need to inform us a month in advance. But the employees 

wouldn’t follow the rule. 

 

A: How do you manage an issue like this one? 

B: We need to hire a new employee by word-of-mouth advertisement. There is no 

recruitment system. 
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A: How do you recruit employees? 

B: We do have interviews, discussions, and we ask them what they can do, whether 

they can write in English or talk to foreigners or how many languages they can 

speak. 

 

A: How long is a probationary period? 

B: 3 months. We assess whether they would help their colleagues, how well they 

take care of customers. We also check whether they are enthusiastic enough to 

greet the customers.  

 

A: Who assesses? 

B: We do it by ourselves? 

 

A: If the employees you just hire don’t meet the aimed standard, what would you 

do? 

B: We need to talk to them first, then we probably send them to be trained at Burirasa. 

 

A: Do you have employees’ record? 

B: We made a copy of their passport. We don’t store on computer. 

 

A: Do you analyze current situations? 

B: Not yet, but we will talk about it. We got affected fairly. 

 

A: Have you done assessment of customer satisfaction? 

B: Through Agoda. 

A: Do you assess employees often? 

B: We do the assessment in October and in April. 

 

A: If you got complaints from customers, how would you let the employees know? 

B: We would talk to them. 
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A: How many rooms and employees are there? 

B: 23 rooms 33 employees. 

 

A: What are the matters regarding human resources risk of this hotel? 

B: Most employees here are Burmese. We only have 4-5 Thai employees. Our 

foreign boss will take care of and manage any risks by himself. 

 

A: How about the turnover, is it high? 

B: Not really, but there will always be new employees coming. 

 

A: How do you manage human resources risk? 

B: We mostly provide them with benefits so as to protect them. As for most 

employees, if they are satisfied with the benefits, they would definitely be able 

to stay.  

 

A: How do you recruit employees? 

B: Employees would send out their application according to their ability, if there 

are positions available, we would ask them to join for an interview.  

 

A: How do you create measures for building incentives with employees? 

B: The boss will take care of this systemically.  

 

A: About the new employees, how would you assess them? 

B: We let them try to work for about a week so that we could see if they can really 

work here. During this testing of five days, we would give them the money, 

and if they could work well, we would hire them immediately.  

 

 

 

 



421 

A: If the assessment shows that they passed, but it’s not as you have set the standard, 

what would you do?  

B: They might be a probationary period of about 2-3 months, and then we would 

raise their salary to that of a long-term employee and make them our long-

term employees.  

 

A: How do you train the employees here? 

B: Old employees will teach the new ones.  

 

A: If there are problems, what will you do? 

B: We will solve each problem depending on how it occurs. 

 

A: How often do you do knowledge exchange? 

B: Yes, once a month. 

 

A: Do you assess customer satisfaction? 

B: We get comments from their rooms and through our website. 

 

A: Do you have a database of employees? 

B: No, just a binder keeping employees’ record. 

 

A: Have you analyzed the current situation?  

B: Yes, we have. Mostly, there is no walk-in reservation. Guests will come according 

to reservation that has been made in advance. 

 

A: Have you specified any risks? 

B: No, because we work together as a family. 

 

A: Have you set visions and missions? 

B: Never. 
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A: How many rooms and employees are there? 

B: 45 rooms, 47 employees. 

 

A: What are the matters related to human resources risk in hotel here? 

B: It would be the turnover. We actually want quality employees to work with us, 

and keep these quality employees with us. But if we couldn’t find any quality 

employees we wanted, we would have to find those who can work. So, we 

could teach them how to work at the level that is considered workable. But if 

there are none of them, we would have to find real laborers to work for us. 

 

A: How do you select employees? 

B: We both post an advertisement and publish our post online as well as word-of-

mouth. Then, we look at their profile. After that we would have an interview 

at the related department that they applied for.  

 

A: Who are included in the judging panel for recruiting employees?  

B: HR manager, head of department, and the administrator. 

 

A: How do you assess a probation? 

B: Every 30 days, 60 days, 90 days, and 120 days, and head of each department 

will be the one who does the assessment. 

 

A: What would you do when an employee who has just been employed didn’t match 

your set target? 

B: We would have on-the-job training by the head of his department. 

 

A: Have you analyzed the current situation? 

B: We have a plan, and the marketing team will take care of the analysis. 

 

A: Have you set missions and visions of your hotel? 

B: Yes, we have. But I’m not sure whether we have a document about it. 



423 

A: Do the employees participate?  

B: It’s mainly the responsibility of the executives who would see how the directions 

should be set. 

 

A: If a problem occurred, how would you solve it?  

B: We will inform the employees and together try to solve the problem.  

 

A: Have you planned for human resources risk management, and how would you 

manage it? 

B: We have a meeting every day and try to solve any occurring problems every 

day. Also, we keep updating any atypical situations daily. 

 

A: Do you specify the importance of risk? 

B: Not yet. We have talked about it, but we have not done it evidently.  

 

A: Do employees mostly understand what risk is? 

B: We cannot rank the level of each employee’s understanding of risk. But a head 

of department will inform us and monitor everything. He would also talk to 

employees.  

 

A: Have you assessed customer satisfaction? 

B: We have a guest questionnaire form and we do score reporting every month. 
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A: How many rooms and employees are there? 

B: 40 rooms, 25 employees. 

 

A: What are the issues related to human resources risk in this hotel? 

B: It would be the issue regarding employees with lack of quality and patience. 

They are not ready to learn. They think other hotels are better than ours. Another 

issue is a high turnover. Also, some personnel do not work seriously and have 

improper behavior.    
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A: Do the employees here have the knowledge of risks in hotel employees? 

B: Yes, they have. 

 

A: How have you managed risks regarding this matter?  

B: In terms of benefits, if they can work for us for a long time, we would provide 

them with benefits. Well, we are disadvantaged compared to large-sized hotels. 

 

A: How have you prepared for risks? 

B: As for steps of preparation for planning and planning, they are almost the same 

step. We are a small-sized hotel. We cannot hire any additional employees because 

wages are higher and the economy has become worse.  

 

A: If an employee resigned, what would you do? 

B: We use multifunction concept, one employee can work different jobs within a 

department. 

 

A: How do you recruit employees? 

B: Through the internet. 

A: How do you select employees? 

B: Interview with a head of department. As for first step, the HR will consider an 

employee’s way of thinking. If he passed, he would have to be interviewed by 

a head of department regarding work and experience. At our hotels, the process is 

not done after meeting with HR because if the position is high, the manager 

will interview an employee too. 

 

A: Who teaches work to employees? 

B: The HR will hold an initial orientation, then employees will be sent to heads 

of departments to be trained and assess by them. 
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A: How is the assessment done? 

B: If an employee has no prior experience, we frequently assess him. We check 

every week. But if an employee has worked for other places before, we assess 

them monthly. 

 

A: What if an employee does not meet your set standard? 

B: If he is a laborer, we would teach them how to work and might guide them the 

ways to do things. 

 

A: Have employees here been sent to receive any training? 

B: Yes, they have. If it was to be training outside our hotel, it wouldn’t be related 

to the front office, for example, there were security department and restaurant 

department that we have sent to be trained outside. 

 

A: Do you exchange ideas or knowledge with your employees? 

B: If an employee has done something good, the HR will post his name on a board 

and give him a certificate as well as let everyone know about his good deed.  

 

A: Do you keep employees’ records? 

B: We have them in binders as well as in our database on computer. 

A: Have you made plans for risks? 

B: We have our guideline for them, but we have not written them down evidently.  

 

A: Have you analyzed the current situation? 

B: Yes, we have. Normally, we do the analysis annually. We analyze, set goals, 

and calculate the budget.  

 

A: Are the employees allowed to participate? 

B: We let the heads in high positions plan by themselves. 

 

A: Have you set visions and mission? 

B: We have a manual for every employee who will come and work with us.  



426 

A: Have you arranged the groups who have risks?   

B: No, we have not. But we mostly try to solve problems. We provide training 

sessions. Then, we will let the HR find solutions, and talk to them.  

 

A: Will employees know this risk? 

B: Employees in general always know this. 

 

A: Do employees know about risk management? 

B: We mostly tell heads, not employees.  

 

A: Have you made a customer satisfaction form? 

B: Yes, we have. 

 

A: How often do you yield the results of an assessment of employees? 

B: Every 3 months approximately. 

 

A: As for employees’ participation, what have you done about it? 

B: As for the front office and benefits, the employees themselves will choose the 

committee who will be responsible for their benefits.  
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A: How many rooms and employees are there?  

B: 14 rooms, 1 employee, and he is Cambodian.  

 

A: If there isn’t enough human resource? 

B: We will find some other people to help.  

 

A: Does the employee work for you for a long period of time?  

B: Yes, for 8 years already because we take care of him, we are working as a family. 
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A: What if he resigned, have you planned for this? 

B: We need to tell him that if he wanted to resign, he would need to find someone 

else for us, and he must tell us 1 month in advance so that he could train the 

new one before he leaves.  

 

A: What are the risk in employees? 

B: Stealing guests’ valuables. This is the only thing we are concerned about. 

There aren’t any other risks. 

 

A: So, how do you manage this matter? 

B: We try to talk psychologically, like, if the guest didn’t come back to get their 

stuff within a month, you are allowed to take it.  

 

A: Have you analyzed the current situation? 

B: Yes, we talked about it. But he is not afraid. The situation takes place far away 

from us. It doesn’t really affect a small-sized hotel. 

 

A: Who does the assessment? 

B: I do. 

 

A: How often is the assessment? 

B: I actually never check, but all customers were satisfied. 

 

A: Do you have a customer satisfaction form? 

B: No, we only have it in Booking.com. We check the score that guests have given 

us there, and they seem to be satisfied.  
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A: How many rooms and employees are there in this hotel? 

B: 28 rooms, 46 employees. 
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A: What are the matters related to human resource risks here? 

B: As for the human resource here, we lack services. There are many hotels. It’s 

risky that every hotel seems to need employees at the same time. Employees 

would go to work for a hotel that provides them with more benefits. It’s really 

hard to find an employee during the high season. Also, our place is located 

deep in the street. There are rarely any employees walking in and looking for a 

job. We are a normal hotel, not a chain, so, an employee can choose. 

 

A: Have you made sure that your employees understand about this? 

B: We make sure they understand everything. As for salary, we pay them the 

amount that we told them. As for benefits, we tell them we don’t have anything 

and no accommodation.  

 

A: When employees resign often, do you talk to your employees so that they 

understand this?  

B: As for the team of executives, we always talk about this, especially with HR. 

We talk about where we can find employees during the high season. But as for 

those at a lower level, there is nothing to talk about. They already know everything. 

 

A: If employees resigned, how would you find new ones? 

B: Through the internet. 

 

A: How do you select your employee? 

B: Language skills, educational certificate, experiences, and their profile will be 

taken into consideration and then we will interview them.  

 

A: Who interviews? 

B: HR first, then the head of department. But if the position is at a level of supervisor, 

the executives will carry out the interview themselves. 
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A: If an employee is employed, how would you assess him? 

B: We assess every 120 days. The head assesses every month whether he passes 

or not. The third month will be compared with the previous ones. If everything 

is okay, he will pass the assessment.   

 

A: After an employee started working with you, have you enhanced his ability? 

B: We have. For example, some employees are newly graduated and have no 

experience, we would let a supervisor doon-the-job training first. This way       

a supervisor will teach them during the work. But for those who are quite 

experienced, they will be able to be trained quickly. But we do teach them 

how we do things here since their old workplaces may teach them to do things 

differently. For example, when cleaning a room, some of them clean the restroom 

before the bedroom while some of them do the opposite. As for ours, we do 

things 1 2 3 4 5, so we have steps to follow.  

 

A: Do you send your employees to get trained outside? 

B: We used to, for example a training by the Department of Skill Development, 

training sessions about fire and reception. We always send them to receive 

language training as well. 

 

A: As for human resources risk management in a hotel, have you talked to your 

employees about this?   

B: We talk about this all the time, initially with heads of departments. 

 

A: Do you keep employees’ records? 

B: We have a system which belongs to HR. We have a report from HR about 

employees’ lateness or leave of absence of an entire month. We would send 

this to a head of department to assess. 

 

A: Have you analyzed the current situation of your business? 

B: We have not done that much. Sales persons mostly think about this. 

 



430 

A: Have you specified groups of risks in this matter? 

B: No, we will not interview, but we will ask them about their reasons for resigning. 

Most employees would not cooperate, and the reasons are mostly related to 

money. But they wouldn’t tell us. They would just inform us that they got a 

new job.   

 

A: Do you assess your employees every month? 

B: If they are our new employees, we would assess them monthly, but if they are 

our old ones, we only carry out annual assessment.  

 

A: Have you made plans for risks in hotel employees? 

B: No. 

 

A: Are employees allowed to participate? 

B: Mostly, we talk to the heads first, then they will inform the employees. 

 

A: Have employees presented any good ideas to you, so that both employees and 

you can learn from one another? 

B: Some of them came from chain hotels. They would tell us how things are done 

at other hotels. If they think something can be done better and saves a lot of 

time at ours, they would tell the head of their department. The head would 

bring their suggestions to a meeting so that we can see whether we can change 

or adjust anything. We are willing to adjust what we can since they bring good 

ideas and suggestions to us.    
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A: How many rooms and employees are there? 

B: 32 rooms, 45 employees. 

 

A: What are the matters related to human resources risk here? 

B: There are fewer matters nowadays. 
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A: Do you analyze risks? 

B: Overall, we don’t carry out an official analysis, we mostly set our goals for the 

future.  

 

A: Have you prioritized risks? 

B: We don’t do things that evidently, so we haven’t considered which one is the 

most important. But we think the top issue should be employees’ benefits since it 

deals with employees’ well-being and future. 

 

A: Have you talked to your employees about risks? 

B: No, we have not. We mostly talk to the head of department. 

 

A: Does the hotel make plans for risk?  

B: No. 
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A: How many rooms and employees are there? 

B: 33 rooms, 45 employees. 

 

A: How do you find employees? 

B: We announce on the internet or post an advertisement around here. It’s quite 

difficult to find employees in this area because the hotel’s location is quite far. 

Most employees send their profile to us and wait for us to call them in for an 

interview. 

 

A: Who are the interviewers? 

B: Direct interview with head of department. We don’t have HR. We ask them 

whether they can speak English and have knowledge of the area they are 

applying for. If their profile is okay. They will pass and get tested.  

 

A: What are the steps involved in the testing? 

B: We are not strict about training. We have 3 month probation.  
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A: How many employees are there? 

B: 40 employees. 

 

A: As for matters regarding human resources risks here, what are they? 

B: Like when we hire an employee, we don’t know whether he is reliable or not. 

 

A: Have you analyzed sources of risks? 

B: Here, employees work for a long time because we are living as a family. We 

don’t have strictly fixed rules like large-sized hotels. 

 

A: Do you specify the safety of employees? 

B: No, we work together simply. 

 

A: How do you recruit employees? 

B: We post a sign in front of the street? 

 

A: How do you select your employees? 

B: We check their educational and working background. We check by ourselves. 

 

A: You have a probationary period for them? 

B: Yes, we will have a questionnaire for head of department. They will have to 

give 100 points to an employee. The 100 points indicates punctuality, obedience, 

friendliness towards colleagues, and being well-dressed. After 3 months, the 

score will be calculated. The final result will indicate whether an employee 

passed the probation or not or what level their score is at, nearly fail or grade 

A. The salary will depend on their performance.  

 

A: How about those who almost failed, would you do anything to enhance their 

performance? 

B: We would tell them that they almost failed, so they need to improve themselves 

and their probation period is not over because we would add another three 
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months to it. If after the next three months they could perform better, we would 

make them our long-term employee. But if nothing developeds, we would 

probably let them go.  

 

A: Have you sent your long-term employees to get training outside? 

B: Rarely. 

 

A: Do you have employees’ records? 

B: We have them in a binder but not on a computer.  

 

A: Have you analyzed the current situation? 

B: Sometimes, but we don’t do it evidently. We just have a meeting on why the 

economics goes down and guests are from middle class. 

 

A: Have you set visions and missions? 

B: No, we haven’t. 

A: Do the employees do knowledge exchange together?  

B: No. 

 

A: Do you make plans for risks? 

B: No. 

 

A: Do you have any plans for preventing risks? 

B: We have to see first for why they are unhappy staying with us. Most issues are 

related to money.  

 

A: Do you assess customer satisfaction? 

B: Yes, we do. But we don’t have a form with questions for them to answer. We 

have the assessment from every agent, and we look at the reviews from them. 
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A: Do you assess employees often? 

B: Not often, but we would ask our guests whether they were happy with our 

services. Most of the guests were happy. 
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A: As for the matters regarding risks in employees in the hotel, what are they? 

B: The employees’ work is not concerned because we always plan for it and we 

talk to the executives about the employees’ duties. We also provide health 

insurance to all employees, and for their welfare or benefits, there is no problem. 

 

A: Do you specify and categorize risks? 

B: We will mainly analyze the administration to see what is at risk or what is not 

workable. As for employees’ welfare or benefits, the executives and the division 

have given the responsibility to each department’s head. If an employee is 

sick, we will certainly take care of them as part of their benefits, and we also 

provide the commissions. Also, every week, we discuss problems. But most of 

the time, they do not have any problems. 

A: Is there a high turnover? 

B: Not very high. If we provide them with enough benefits, they would continue 

working for us. The executives here take care of them very well as well as 

respect them. Also, we do the assessment all the time and award those who 

work well by having a vote.  

 

A: How do you carry out an assessment? 

B: The executives and other staff will together do the assessment. Each month, 

they assess to see who is the best employee, and at the end of each year, that 

employee who has been working hard and doing quality service will be awarded.  

 

A: Do you send employees out to be trained? 

B: Yes, if there is a letter from Tourism Authority of Thailand, we would send 

our employees to be trained, or practice. If there are meetings, we will also 

send them to join. 
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A: Who assesses the employees? 

B: Head of department. 

 

A: Do you have employees’ records? 

B: We have them on a computer. 

 

A: Have you analyzed the current situation? 

B: We analyze it all the time, for example, percentage we got during this summer. 

Since there is a crisis affecting us, there will only be 70 percent obtained. But 

as for Samui, it’s not been affected yet. If we sit still and don’t struggle, we 

will be heavily impacted.  

 

A: Has the hotel set its visions and missions? 

B: We aren’t involved in this. It’s mostly done by the executives. 

 

A: Do you assess customer satisfaction? 

B: We have an assessment form in their room. 

 

A: Plans for risk management? 

B: No. 
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A: How many employees and rooms are there? 

B: 7 employees, 28 rooms. 

 

A: Any risks related to employees? 

B: Not really, because we are a small hotel. 

 

A: How about turnover, is it high?  

B: No. 
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A: How do you administer the hotel? 

B: Family business. 

 

A: How do you find employees? 

B: We post an advertisement in front of our hotel. 

 

A: Who get trained at work? 

B: Most employees know what to do at the very beginning. 

 

A: Have you analyzed the current situation? 

B: We don’t do the analysis officially. Well, we are aware of the situation, but we 

don’t analyze it.  
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A: How many rooms and employees are there? 

B: 30 rooms, 30 employees. 

 

A: What are matters regarding human resources risks found here in the hotel?  

B: There is actually no risk now, but 2-3 years ago, we faced risks often in terms 

of lack of personnel and turnover. 

 

A: Have you done anything to manage human resources risks?  

B: No. 

 

A: There was high turnover in the past, but now this problem is gone, so what are 

the administrative methods?  

B: We administer our business by ourselves. There is no need to hire a GM.     

We provide our employees with accommodation, good food, and high tips.  

We mostly work as a family. 

 

A: Do you assess the work performance by yourself? 

B: Yes, but head of each department would help us as well.  
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A: How do you control, supervise, and take care of your employees? 

B: I check them every day because this is a small-sized hotel. 

 

A: How do find employees? 

B: Word of mouth, if employees have relatives, they can ask them to join us. 

 

A: Do you have employees’ records? 

B: We have them in binders but don’t store anything on a computer.  

 

A: Have you analyzed the current situation? 

B: We used to do the analysis, but we don’t get affected that much. 

A: Do you specify missions and visions? 

B: No. 

 

A: Have you done assessment of customer satisfaction? 

B: No, but there are reviews on the internet. 

 

A: Do you exchange or learn things with your employees? 

B: Yes, during New Year festival, we hold a party.  
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A: How many employees are there? 

B: 24 employees, almost 50 percent of them are Burmese. 

 

A: What are the matters related to risks in employees here? 

B: Ours is a small-sized hotel. It’s a family business. There are barely any risks. 

We are close to our employees, so they work with us for a long period of time, 

both Thai and Burmese employees.  

 

A: How about employees’ security? 

B: There is no risk at all. 
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A: Do you analyze risks and make plans for risks? 

B: Not at all because we have social security. 

 

A: Do you clearly divide departments here?  

B: We have finance, accounting, reception, mechanical engineering, housekeeping, 

kitchen, and restaurant. 

 

A: Where do you get your employees? 

B: If it is a Thai employee, we would find someone we know. We also post 

advertisements and tell our friends to find someone for us. But if we want 

foreign employees, we would get them though agencies. 

A: How do you select employees? 

B: We are not really picking when it comes to selecting employees, we only see 

whether they really want to work because coming to work here means they 

have to learn things again.  

 

A: Who does the assessment? 

B: I do it myself. 

 

A: Do you do assessment frequently? 

B: Periodically. 

 

A: Do you keep employees’ records? 

B: No, we only have application forms. 

 

A: Have you analyzed the current situation? 

B: Never, because Samui Island is not really affected.  

 

A: Do you specify visions and missions here? 

B: No, we don’t, but we might do in the future. 
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A: Do you have a customer satisfaction assessment form? 

B: No, we don’t. But most of our guests are from Agoda, so we mainly check 

reviews on the site. 

 

A: Do employees get to exchange knowledge among themselves? 

B: No, because our business mainly sticks to reception, restaurant, and housekeeping. 

We normally get complaints about food, so we would try to make it better. 

 

A: Are employees allowed to share their ideas? 

B: Yes. We have a meeting in which we would ask them whether there are 

problems related to their work. 

A: Have you provided employees with knowledge and understanding of risks? 

B: No. 
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A: How many employees? 

B: 20 employees, they are Thai. 

 

A: What are the risks in employees here? 

B: Every employee who we have now hired has no quality. Some of them don’t 

know how to do anything but want a high salary. Well, we can give them but 

would they dare to risk working for us. They have to really show us their ability, 

and if something is broken, they have to compensate.  

 

A: What else? 

B: Some of them really pay their attention at work but still can’t work well so we 

help them. 

 

A: Do the employees resign often? 

B: Yes, they do. 
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A: For each year, have you analyzed what are the risks your hotel has? 

B: About 70% of risks is related to safety. 

 

A: How do you make your employees keep working for you? 

B: We would see which employee is honest or which one really wants to work for 

us then we would teach them the work. 

 

A: How do you find employees? 

B: Through the internet, walk-in application, and also friends’ recommendation. 

 

 

A: How do you select them? 

B: Interview and experience. 

 

A: Do you clearly assign who the heads of each department are? 

B: Clearly. 

 

A: Who chooses? 

B: The executives. 

 

A: If they are hired, how would you assess their work performance? 

B: We would tell them that we give 8,000 per month first, with a one-month 

period of probation. If they get through the probation, we would add another 

1,000 or 9,000 plus service charge.  

 

A: Who is responsible for this? 

B: Head of department. 

 

A: Do you have employees’ records? 

B: Yes, on a computer. 
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A: Have you analyzed the current situation? 

B: We talked about it.  

 

A: Do you have missions and visions of the hotel? 

B: Yes, we have them evidently. 

 

A: Do you prioritize them? 

B: Yes, my kids do. 
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A: How many employees are there? 

B: 20 employees. 

 

A: What are the risks in employees of the hotel? 

B: Turnover and maybe employees’ behavior that is not wanted. As for turnover, 

we must hire new employees. If the new ones we hire are experienced, that 

would be nice. But if they are inexperienced, they have to start everything 

again. 

 

A: Do you analyze the risk regarding this matter?  

B: We do sometimes, we would do the analysis together with the main branch. 

 

A: Do you prioritize risks? 

B: We are a small-sized hotel, and it’s a family system, so we have not officially 

specified risks. But we have talked about it with the executives. 

 

A: Have you made plans for risks in employees? 

B: We must consider several factors and what the sources of risks are, whether 

the employees are uncomfortable working here, their salary, their colleagues, 

or psychological. If we knew the sources of risks, we would find a solution for 

them. 

 



442 

A: How do you recruit employees? 

B: Recruiting employees is the responsibility of HR. We would inform them 

officially from our office. After selection the process is done, they send the 

new employees to us. 

 

A: How long is the probationary period? 

B: 3 months. 

 

A: Who does the assessment? 

B: A head of department will take care of it. 

 

A: How do you teach your employees to work? 

B: We let the heads teach them. 

 

A: Do you allow employees to participate in activities? 

B: Every department must provide activities for all employees to join in to create 

harmony.  

 

A: Do you have employees’ records? 

B: Yes, in a binder. 

 

A: Have you analyzed the current situation? 

B: Yes, we have, sometimes. We talk to the marketing team about ways to solve 

things, effects of the situation, and we would find the ultimate solution. 

 

A: Have you set visions and missions? 

B: Marketing will talk to an agent by themselves. 

 

A: Do the employees participate in this? 

B: Most of those involved are the executives and heads at level 8 or higher. 
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A: Have you made plans for risk management? 

B: We have not made them clearly and officially. But we talked about it. 

 

A: How often do you assess employees here? 

B: Not official done. 

 

A: How about providing understanding of risk management? 

B: Sometimes, if it’s a really huge problem, we would arrange a meeting with our 

employees again because we mostly get feedback from the heads of departments 

first. At last, we put everyone together in a meeting. 

 

A: What is your level of understanding of risks in employees of a hotel? 

B: Intermediate. 
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A: How many rooms and employees are there in the hotel? 

B: Now, we have 49 rooms, but we don’t sell them all because some of the rooms 

are under maintenance, and we have more than 30 employees. 

 

A: What are the matters related to risks in employees? 

B: A high turnover, for example employees from housing department and waiters 

who always leave their job. The reason might be dealt with the work or the 

communication between the employees of the first and the second floor which 

might not be clear enough, so problems among colleagues occurred and they 

didn’t discuss them.   

 

A: Has the hotel analyzed risks in hotel employees at all? 

B: I’m not sure whether we have done this. But as for risks in terms of safety, we 

have provided training. For example, some positions need equipment for 

protection or we have to have at least two technicians, along with all sorts of 

safety equipment. Also, for the maids, if they are exposed to chemical substances, 
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they need protection. As for the front office, they might not be at risk since 

they don’t have to touch anything dangerous.   

 

A: So, you have arranged groups of the employees who are at risk in terms of 

safety, how about the turnover, have you analyzed it or identified the risks 

about it? 

B: Since I started working here we have not done it. But I’m not sure whether the 

hotel has done it in the past. 

 

A: Has the hotel made plans for the management regarding risks in hotel employees? 

B: Probably not. But HR have a policy regarding support for employees. 

 

A: As for analyses, are employees allowed to participate?  

B: They will have to complete questionnaires, for example, questionnaire about 

their satisfaction regarding food and accommodation. 

 

A: There are crises at the moment, have you analyzed anything? 

B: We do SWOT analysis. 

 

A: Are employees allowed to participate in the analysis? 

B: No, mostly it will only be the executives. 

 

A: Has the hotel set its visions, missions, and purposes according to the aforementioned 

theory? 

B: The hotel focuses on the green concept, so we emphasize nature and reduce 

global warming. We will do things which affect the nature the least. So this is 

both our mission and vision since the owner wants the hotel to be a green 

hotel.  

 

A: So, do you let employees participate in this? 

B: Not in theory, but they participate by their actions. 
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A: Since the turnover here is high, what are the methods of recruiting employees? 

B: Through the internet and a post in front of our hotel. 

 

A: Who chooses the employees? 

B: The HR and the manager, so there will be 2 rounds of interviews. 

 

A: Are the heads of departments involved? 

B: Yes, they actually are. So there is the HR and the head who would take an 

employee around the hotel so that an employee can see whether he is okay 

with the workplace.  

 

A: Who trains or tests the work of an employee? 

B: Heads of departments. 

 

A: Who does the assessment? 

B: A head of department needs to talk to HR during the 3-month probation. If an 

employee has worked for a month, but things don’t work. The hotel will not 

allow him to pass the probation. We assess twice, after the first month and 

after the third month.  

 

A: Have you sent employees out to receive training with other organizations?  

B: It depends on each case. For example, the spa department which the spa manager, 

Miss Noi, will always send her subordinates out to receive training when they 

have the opportunity. While the employees from the front office and the booking 

division will receive training from agents. But as for janitors, gardeners, and 

technicians, we don’t provide much training for them. They will only be an 

internal seminar on emergency evacuation in case of fire.   

 

A: A head will carry out on-the-job training? 

B: Yes, it is the head of department, for example, housekeeping department, the 

head will tell its subordinates about the list of things that they have to do when 
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cleaning a room. The head will train them right away, and there will be a checklist 

which the head will have to check again when things are done. 

 

A: Who assesses the employees? 

B: The head. 

 

A: Do you do the assessment often? 

B: Not often. 

 

A: How about a customer satisfaction form, do you have it here? 

B: Yes, we do. For example, at our spa, we have spa feedback service which we 

receive feedback every time a customer comes to get our service by having the 

customers’ write their comments. Also, there are blocks on a form for a customer 

to tick to indicate whether our service is excellent, good, or poor. As for the 

hotel room, we let the customer register and then write their comments in a 

book.  

 

A: Do you put employees’ records on a computer?  

B: We have them in binders, and we still have not set up a system. They are recorded 

manually, and we save them. 

 

A: Have you made any plans for risk management such as for turnover? What is 

your plan for this? 

B: No, we have not. It’s basically a policy. We just want to know their requests 

which will be different from one employee to the other. Each employee will be 

in their assigned zone. Miss Noi will talk to them individually. There is no plan 

since we are a small hotel. 

 

A: Do employees know that the hotel has a risk in turnover? 

B: Yes, they know. 
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A: How do they know? 

B: They talk to one another, and we actually have a meeting every morning. So 

everyone knows. 
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A: How many rooms and employees are there in Tango? 

B: 36 rooms and about 40-50 employees. 

 

A: What are the risks here in this hotel? 

B: There is no risk, just some small accidents, and a turnover which is not very 

high. 

 

A: What are the techniques you employed that prevent a high turnover?  

B: First of all, the owner takes care of everyone as he is taking care of his family. 

Also, any problems can be discussed here, for example, employees can take 

their salary in advance before the due date, if necessary. 

 

A: Is the owner a local? 

B: Yes. 

 

A: Have you made plans for risks and analyzed risks in employees?  

B: No. 

 

A: What are the means of recruiting employees? 

B: Through internet and broadcasting on cable TV. 

 

A: How do you select employees? 

B: We look at their work experience because some of them are recommended to 

come and work here by their relatives.   

 

A: Who does the assessment? 

B: The head of department will assess whether an employee passes or not. 
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A: Do the heads of departments teach employees the work? 

B: Yes. 

A: There are many employees here, how do you make your data base? 

B: Store on a computer. 

 

A: How often do you assess your employees? 

B: We assess an employee during the 3-month probation, and after an employee 

has passed the probation, for about 3-4 months, we will conduct an assessment 

again to see how well he or she works. 

 

A: What about the old employees, do you assess them often? 

B: Not often, once a year. Mostly at the time before we adjust their salary. 

 

A: How do you develop employees? 

B: When the district or the municipality sends us a letter stating that they provide 

training, we will send our employees to receive that training.  

 

A: There are many problems happening at the moment, do you analyze them? 

B: No. 

 

A: Do you have a customer satisfaction form? 

B: Yes, in Agoda. 

 

A: Do employees participate in activities? 

B: Yes, they do. 

 

A: If employees received training, would there be any knowledge exchange? 

B: Yes, there is knowledge exchange by talking to the MD about the problems or 

issues that we have to see whether the MD thinks something needs to be 

improved. 
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A: How many rooms and employees are there? 

B: We have 17 rooms and 7 employees. 

 

A: Is the owner a local? 

B: Yes, he is from Samui, his name is……………. 

 

A: What are the risks here in this hotel? 

B: Employees don’t leave their job often. Most of them work here for at least two 

years. The owner is not really bossy, so employees can work here for a long 

time. 
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A: Employees’ safety? 

B: Not really. 

 

A: Do you have any employees who are under your standard? 

B: No, not really. Most of them work for a long time. 

 

A: Have you ever made any plans for risks here? 

B: I have never seen. 

 

A: What is your recruitment process? 

B: We post a sign in front of the hotel, or if one employee wanted to resign, he 

would have to let us know 1 month in advance and also have to find another 

person to replace him for us.  

 

A: What if an employee suddenly resigned, would you return a deposit or anything 

to him? 

B: Yes, we would return it to them because the deposit or insurance would have 

to be given to us at the time we first hired them. The amount of a deposit depends 
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on the position of each individual employee. If a resignation is done properly, 

the deposit will be given back. 

 

A: If people want to apply for a job here, how would you choose them? 

B: We look at the qualifications, educational background and language skills. The 

manager will ask basic questions to see whether they can communicate with 

foreigners. If they can converse with foreigners directly, we would hire them 

right away.  

 

A: If an employee is hired, how would you develop him? 

B: They will have to memorize airport codes and some other codes, and we will 

try to peek to see how they are doing. 

  

A: Are there any training sessions outside? 

B: No. 

 

A: Do you carry out assessment during probationary period, and who does the 

assessment? 

B: Yes, we have assessment. The manager will be responsible for it for about 

three months. 

 

A: Is assessment done often? 

B: There will be an assessment during the time of raising salary each year. 

 

A: Does the manager allow employees to participate in sharing ideas and opinions?  

B: The manager is very approachable, so he would normally listen to our ideas 

and opinions. 

A: Are there any knowledge exchange activities? 

B: Yes, there are, for example, one employee is good at using a computer but his 

language skills are poor. As for me, my language skills are okay, but I know 

very little about computers. So we would exchange our knowledge.  
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A: Do you put employees’ records on a computer? 

B: We have a book for them to sign after work is done each time, and we have 

letter of leave of absence as well. But we don’t put anything on a computer. 

 

A: As for the hotel, do you have visions, missions, and objectives? 

B: They may have them at the main branch, but I have never seen it here. 

 

A: Do you have a customer satisfaction form? 

B: We have notepaper for our guests to leave comments on in their room. 

 

A: Do you clearly divide departments here? 

B: Yes, there is gardening, housekeeping, reception, management, and security. 
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A: How many rooms and employees are there? 

B: We have Lucky 1 and Lucky 2, 48 rooms in total, just for this part, and we 

have 15 rooms upstairs. We have 8 Burmese employees and no Thai employees. 

 

A: Risks in employees here? 

B: A turnover. Employees keep changing their job. They have so much choice.  

 

A: Do you analyze risks? 

B: No, we work as a family. 

 

A: Have you prioritized things, what is the most important?  

B: A turnover. 

A: You haven’t evidently recorded the number of people being newly-hired and 

leaving the job, right? 

B: No. 

 

A: Do you have employees’ records? 

B: We keep passports, but nothing’s on a computer; it’s all in documents. 
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A: How do you recruit employees? 

B: We post a sign in front of our hotel. 

 

A: What is the method in reducing risks regarding employees’ resignation? 

B: Since it is really difficult to get new employees, we may raise their salary. But 

some employees still won’t stay because they have so much choice. Some 

hotels offer them 12,000 Baht, but they still reject the offer. Some employees 

ask us for 15,000, but we can’t really give them that amount. So we just do the 

work by ourselves. 

 

A: Besides posting a sign in front of the hotel, do you have other ways of recruiting 

people such as friends’ recommendation? 

B: As for housekeeping department, our maids will often find their friends to 

come and work for us. They keep coming. These Burmese employees have 

lots of friends. If they don’t work well, we will warn them. 

 

A: Who selects the employees?  

B: We select our employees by ourselves by looking at their appearance and way 

of behaving. We wouldn’t hire someone messy, too dressed up, or a guy with 

earrings or a guy who smokes. 

 

A: Who teaches work to new employees? 

B: Old staff will teach housekeeping, but we don’t have a kitchen department here. 

 

A: Who supervises and takes care of employees’ work? 

B: I take care of that myself. If they have done something, I would go check whether 

the work was nicely done. But I don’t check every day.   

 

A: Do you have a questionnaire for guests in their room? 

B: No. 
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A: Are the complaints given through an agency? 

B: Yes, some of our guests wrote comments through our agencies. 

 

A: The economy was good last year, but now there is a demonstration in Bangkok, 

have you analyzed the situation?  

B: No, we have not. But we are aware of the situation which reduces the number 

of tourists. 

A: Do you have plans for risk analysis here? 

B: No, we don’t. We work as a family so staff continue to work for our business. 

We provide accommodation and food. Employees live conveniently with us. 
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A: How many rooms and employees are there in your hotel? 

B: 32 rooms and19 employees, it’s a semi-family business. 

 

A: What are the risks regarding employees that you have here? 

B: Employees change their job often. Our employees won’t work with us for a 

long period of time. They told us that the reason is that other organizations 

provide them with better benefits. We are a 3-star hotel. Some of the employees 

who wanted to work with us are inexperienced; they just graduated. We gave 

them the chance to work with us and to learn about the work in a department 

in the hotel industry that they are skilled at. But when they were experienced 

enough, they just moved to another hotel. Anyway, we are not serious about 

that. We always provide them with chances. As for the salary and benefits,   

we do provide monthly salary and other services, as other hotels do. 

 

A: Do you have other issues beside a high turnover? 

B: I don’t think we have. 

 

A: How about the employees’ profile?  

B: We hire employees through different organizations, whether it is the Ministry 

of Labor, the able, notices, or word-of-mouth advertising. 
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A: How do you select employees? 

B: We look at their educational level, experience, and age. 

 

A: Do you analyze risks in employees here? 

B: We don’t do it in a form of a report. We do it by ourselves by providing 

employees with a leave of absence form, and we keep this forms in a binder 

without storing data on a computer. 

 

A: Do you specify any risks particularly or are there any risks that are regarded 

very important? 

B: We don’t have any reports; we analyze things by ourselves. 

 

A: Do employees participate in idea sharing? 

B: Mostly there are heads of departments who participate. We have a meeting to 

find out the causes of problems twice a month depending on everyone’s 

convenience.  

 

A: If you hired an employee, but later his qualifications do not meet your 

requirements, what would you do? 

B: First of all, there will be a training session for him. We will train him language 

skills, but for things that are related to his responsibility, the head of his department 

will train him. 

 

A: Do you send your employees to be trained outside? 

B: No, we don’t. But we may invite some specialists or our friends to come and 

conduct training in the hotel. 

 

A: How often do you assess your employees? 

B: We assess those who are in a period of probation every month. But if they are 

our long-term employees, we would have a head of a department do the 

assessment for us, but not every month, at least.  
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A: Do you analyze the current political situation in this hotel? 

B: Yes, we do. We, human resources department, discuss this with the owner or 

the GM. We do change something due to the situation. As for reservation in 

general, it is also affected. We then assess how much it has been affected here. 

But the reservation in our hotel isn’t really impacted because customers are 

certain about the information we gave them. For example, as for our old customers 

who have been in a good relationship with us and contacted us through Facebook 

regularly, they are certain that they would be safe if they came here. 

 

A: Have you determined the visions and missions of your hotel? 

B: We don’t have official records. We normally sit and talk.  

 

A: Do you have knowledge exchange with employees here? 

B: We have meetings in which we discuss what each department has to improve 

and what are the promotions. We let the employees help with creating new 

ideas. We are quite open here. We must listen to one another and adjust things 

that we can. We always say that they can share their opinions and ideas and 

feel free to talk.  

 

A: Do you talk to your employees about risks? 

B: We would inform them about this right at the time they started working here. 

Today employees are not similar to those in the past, for example, their 

patience. If they aren’t satisfied with something, they would just leave such as 

when they are warned by their head after customers complained or reprimanded 

them. This is because they think that other organizations will be ready to hire 

them. Also, service charge is important to them as well.  

 

A: Do you enhance knowledge of risks? 

B: We let the heads of all departments do it. They would discuss issues that employees 

can understand easily.  
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A: Do you make plans for risk management? 

B: No, we just discuss it with all executives. 

 

A: How can you obtain information on customer satisfaction? 

B: We don’t have customer satisfaction form. We got it from our email, reviews 

from online booking sites, and Agoda. As far as we know, the customer satisfaction 

is at a good level. 

 

B: Our hotel is a small-sized hotel, so we haven’t made any plans for risk analysis. 

We mostly talk and discuss things with the GM, particularly regarding trends 

and directions in customers. We focus on marketing here. We have several 

types of customers: 1) existing customers, 2) the owner’s customers or customers 

from word-of-mouth advertising, 3) customers from online booking, 4) customers 

who visit our website, and 5) customers from our agents. 
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A: How many rooms and employees in your hotel? 

B: We have 22 rooms, 15 employees with a Thai owner who is from the mainland 

commuting back and forth. 

 

A: Are there any risks stemming from employees here? 

B: Not many, as for coming to work or going back home, most employees live on 

the hotel’s premises.   

 

A: Was there a high turnover? 

B: Not often, most employees work for us for a long period of time. 

 

A: How do you manage to keep employees to work with you for a long period of 

time? 

B: This is a small-sized hotel. We have a manager administrating things along 

with the help from receptionists, and other employees from other small departments. 

We work together as a family. 
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A: How do you focus on risk management? 

B: Well, we look at preparedness of each employee regarding their mind since 

they are certainly away from their home or family. We take care of one another.  

If someone get lonely or isolated, someone else will go talk to him. But we 

don’t have any official plans. 

 

A: Have you conducted risk analysis? 

B: No. 

 

A: Is there anything that you focus on in particular?  

B: We don’t really focus on anything. We solve a problem as it comes. 

 

A: How do you look for employees? 

B: We have to know who they really are. Hiring someone is difficult here.             

We won’t publicly announce our recruitment because only our employees know.  

 

A: Do you keep employees’ records here? 

B: We have the records in Bangkok. Documents would be sent to Bangkok.          

We manage things in documents. Here, we do not really fix a time of clocking 

in that will be considered late. 

 

A: Who will decide whether to hire someone? 

B: The owner. 

 

A: Who assess the employees? 

B: The manager. 

 

A: Do you carry out the assessment formally? 

B: No, we don’t. It depends on their intention, responsibility, and diligence. 

 

A: Are the employees sent to be trained, here? 

B: No. 
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A: What has been developed? 

B: We have developed only 3-4 departments. For example, we took staff from 

our kitchen department to other restaurants to try their food, and the cooks will 

try to cook new menu so as to create special formula. As for housekeeping, we 

focus on cleanliness and try to meet the standard. 

 

A: Has the hotel assessed the SWOT of the business? 

B: The owner records rates of number of guests for each month. 

 

A: Do you set visions and missions? 

B: We are not that serious. 

 

A: Do employees participate in sharing ideas? 

B: Yes, they do because before anything is done, we would ask them first. For 

example, as for the janitors, we would ask them whether they want anything or 

as for the reception, we would discuss what need to be improved with the 

employees. 

 

A: As for knowledge exchange, do you do it on the job training and how? 

B: Yes, we let them do it for real. For example, there are a few Thai tourists and 

many guests from other countries. Then, everyone needs to help one another. 

 

A: Do you talk to your employees about risks? 

B: We do explain about risks to them. For example, we tell them the causes of 

resignation of any employees because they won’t understand if one employee 

just left without knowing the causes. Also, we talk to them about risks in 

electrical equipment because Samui is really at risk for this. We would tell our 

experienced employee to take care of this by having him find electricians to 

come and check everything.     
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A: Do employees understand risks in hotel? 

B: I don’t even understand it myself, but it would be nice to learn about it so that 

we can protect ourselves. Well, the employees don’t know about it.  

 

A: How about the assessment of customer satisfaction? 

B: Mostly in Agoda. 
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A: How many rooms and employees does your hotel have? 

B: 15 employees and 24 rooms. 

A: What are included as risks in employees of a hotel? 

B: There is nothing, mostly. But if the employees that we hire cannot work well 

enough as we want, we will be able to train them. 

 

A: Have you categorized risks? 

B: No, we haven’t done it. It’s a family business. 

 

A: Do you prioritize things in terms of risks? 

B: Yes, in terms of employees’ resignation. But here, we give our employees 

many chances. For example, during the low season, if an employee wants to 

resign, we will not allow him to do so. But we will hire the employee to do 

something else, like maintenance, and we do pay them the salary.  

 

A: Where do you find employees? 

B: Mostly from doing walk-in recruitment. We also have job advertisement. 

Some of the employees come from Samui Cable where there is an English test 

for employees and an interview in English with an owner of a business as well 

as fundamental knowledge testing. 

 

A: Who does the assessment? 

B: We do it by ourselves. 
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A: For how long have they worked with you?  

B: For 17 to 18 years. 

 

A: What are the techniques you used in keeping the employees in the hotel to 

work with you?  

B: We do not set many rules. We have a house for them to live. We pay for their 

meals. They can have their meals at any time as long as they are comfortable. 

For example, the employees working in a housekeeping department, they won’t 

have their lunch at the same time as others do because guests will check out at 

noon. These employees would eat during their free time.   

 

A: If an employees shared his idea, would you exchange the idea with him or do 

the knowledge exchange? 

B: We have never done that. 

 

A: Do you have records of your employees? 

B: We don’t have since there is no human resources department. 

 

A: Do you assess the work of the employees often? 

B: We assess them every three months. If we are not satisfied with their performance, 

we will warn them. 

 

A: Do you specify visions and missions of the hotel? 

B: No, we don’t. 

 

A: Have you made any plans for risk management? 

B: No, we haven’t. We move on slowly. 

 

A: Do you allow the employees to share their opinions? 

B: Yes, we do. There would be a meeting in which the employees can share their 

ideas or opinions, or tell us what they want or want to do. We let them speak 
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openly. Apparently, most of the things that have been shared in a meeting are 

related to their salary. 

 

A: Do you discuss risks with the employees?  

B: We mostly provide them with understanding of finance and the business. 

 

A: Can you create customer satisfaction? 

B: Yes, we can, and this can be seen in Tripadvisor.com  
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A: An employee started working here and his performance was not okay, would 

you train him yourself? 

B: Yes, I would train him myself, and later on, if he wanted to resign, I will let 

him train the new one that I will be hiring before he leaves. 

 

A: Do you keep employees’ records?  

B: We only keep a copy of their passport. 



 

Appendix D 

 

The Results of IOC of the Questionnaire and the Objectives  

 

ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

Part I         

1. Gender 1 1 1 1 1 5 5/5 1.00 

2. Age 1 1 1 1 1 5 5/5 1.00 

3. Education 1 1 1 1 1 5 5/5 1.00 

4. Experience 1 1 1 1 1 5 5/5 1.00 

5. Current position 1 1 1 1 1 5 5/5 1.00 

6. Number of rooms 1 1 1 1 1 5 5/5 1.00 

7. Number of employees 1 1 1 1 1 5 5/5 1.00 

8. Number of departments 1 1 0 1 1 4 4/5 0.80 

9. Total time of operation of a 

hotel 

1 1 0 1 1 4 4/5 0.80 

Part II         

1.1  You have provided 

measures to create 

inspiration and trust in 

human resources risk 

management to your 

employees 

1 1 1 1 1 5 5/5 1.00 

1.2   You evaluate the 

performance of employees 

in the hotel. 

 

0 1 1 1 1 4 4/5 0.80 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

1.3   You can enhance the 

performance of employees 

in the hotel. 

0 1 1 1 1 4 4/5 0.80 

1.4   You arrange activities for 

employees to exchange 

their knowledge during the 

work. 

0 1 1 1 1 4 4/5 0.80 

1.5   You have created and 

developed a database of 

your organization. 

1 1 1 1 1 5 5/5 1.00 

1.6   You have reviewed the 

plans for human resources 

risk management. 

1 1 1 1 1 5 5/5 1.00 

1.7 You have analyzed the 

current situation of the 

business. 

1 1 1 1 1 5 5/5 1.00 

1.8  You have identified risks 

in human resources of the 

hotel. 

1 1  1 1 4  0.80 

1.9 You provide understanding 

of the risks to employees. 

1 1 1 1 1 5 5/5 1.00 

1.10 You manage groups of 

human resources risks of 

the hotel. 

1 1 1 1 1 5 5/5 1.00 

1.11  You prioritize the human 

resources risks of the hotel. 

1 1 1 1 1 5 5/5 1.00 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

1.12  You have conducted an 

analysis of human 

resources risks of the hotel 

thoroughly. 

1 1 0 1 1 4 4/5 0.80 

1.13  You provide activities to 

enhance knowledge of the 

planning process for 

human resources risk 

management of the hotel. 

1 1 1  1 4 4/5 0.80 

2.1  You provide activities to 

enhance knowledge of 

planning for human 

resources risk management 

of the hotel. 

0 1 1 1 1 4 4/5 0.80 

2.2 You have specified the 

visions of the hotel by 

having employees 

involved. 

1 1 1 1 1 5 5/5 1.00 

2.3 You have defined the 

missions of the hotel by 

having employees 

involved. 

1 1 1 1 1 5 5/5 1.00 

2.4 You have determined the 

purposes/objectives of the 

hotel by having employees 

involved. 

1 1 1 1 1 5 5/5 1.00 

2.5 You have prepared 

programs to reduce the 

risks in the hotel. 

1 1 1 1 1 5 5/5 1.00 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

2.6 You have created programs 

and projects for human 

resources risk management 

of the hotel. 

1 1 1 1 1 5 5/5 1.00 

2.7 You have prioritized the 

programs and projects for 

human resources risk 

management of the hotel. 

1 1 1 1 1 5 5/5 1.00 

2.8 You have prepared plans 

for human resources risk 

management of the hotel. 

1 1 1 1 1 5 5/5 1.00 

2.9 You have managed 

sessions for reviewing the 

plans for human resources 

risk management of the 

hotel. 

0 1 1 1 1 4 4/5 0.80 

2.10 You have managed to have 

employees participate in 

reviewing the plans for 

human resources risk 

management. 

0 1 1 1 1 4 4/5 0.80 

3.1  You have identified the 

stakeholders in making 

plans for human resources 

risk management of the 

hotel. 

1 1 1 1 1 5 5/5 1.00 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

3.2 You have managed to have 

communication with 

personnel in the hotel 

regarding human resources 

risk management of the 

hotel. 

1 1 1 1 1 5 5/5 1.00 

3.3 You have identified the 

persons who are 

responsible for and those 

involved in the work of 

human resources risk 

management of the hotel. 

1 1 1 1 1 5 5/5 1.00 

3.4 You have operated programs 

to create incentives for 

employees to work. 

1 1 1 1 1 5 5/5 1.00 

3.5  You have reviewed plans 

for human resources risk 

management of the hotel. 

1 1 1 1 1 5 5/5 1.00 

4.1 You have appointed a 

supervisor to plan for 

human resources risk 

management. 

1 1 1 1 1 5 5/5 1.00 

4.2 You have assigned 

employees to work with 

specialists. 

1 1 1 1 1 5 5/5 1.00 

4.3 You have assigned the 

executives to supervise 

staff in implementing plans 

for human resources risk 

management of the hotel. 

1 1 1 1 1 5 5/5 1.00 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

5.1    You have appointed 

personnel to evaluate 

overall operation of 

employees in carrying out 

plans for human resources 

risk management of the 

hotel. 

1 1 1 1 1 5 5/5 1.00 

5.2  You managed to have 

reports on the overall 

operation of human 

resources risk management 

of the hotel. 

1 1 1 1 1 5 5/5 1.00 

5.3  You have provided 

monitoring for the 

performance of the work 

regularly. 

1 1 1 1 1 5 5/5 1.00 

5.4  You have done 

assessments of customer 

satisfaction. 

1 1 1 1 1 5 5/5 1.00 

5.5 You have provided 

communication to 

personnel within the hotel 

in assessing human 

resources risk management. 

1 1 1 1 1 5 5/5 1.00 

5.6   You have assigned 

employees to participate in 

the assessment of plans for 

human resources risk 

management. 

1 1 1 1 1 5 5/5 1.00 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

6.1 You have reviewed plans 

for human resources risk 

management. 

1 1 1  1 5 5/5 1.00 

6.2 When there are new 

agreements resulting from 

reviewing the plans for 

human resources risk 

management, you follow 

those agreements. 

1 1 1 1 1 5 5/5 1.00 

6.3  You have assigned 

employees to participate in 

the process of reviewing 

plans for human resources 

risk management. 

0 1 1 1 1 4 4/5 0.80 

6.4 You have provided 

knowledge exchange 

activities in planning for 

human resources risk 

management of the hotel. 

0 1 1 1 1 4 4/5 0.80 

Part III         

1.1   You have provided 

measures to create 

inspiration and trust in 

human resources risk 

management to employees. 

1 1 1 1 1 5 5/5 1.00 

1.2 You have evaluated the 

performance of the hotel 

staff. 

1 1 1 1 1 5 5/5 1.00 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

1.3   You have enhanced the 

performance of employees 

in the hotel. 

1 1 1 1 1 5 5/5 1.00 

1.4   You have arranged 

activities for knowledge 

exchange for the work. 

1 1 1 1 1 5 5/5 1.00 

1.5   You have created and 

developed a database of the 

organization. 

1 1 1 1 1 5 5/5 1.00 

1.6   You have reviewed the 

plans for human resources 

risk management. 

0 1 1 1 1 4 4/5 0.80 

1.7  You have analyzed the 

current situations of the 

business. 

1 1 1 1 1 5 5/5 1.00 

1.8 You have identified risks 

in human resources of the 

hotel. 

1 1 1 1 1 5 5/5 1.00 

1.9 You have provided 

understanding of the risks 

to employees. 

1 1 1 1 1 5 5/5 1.00 

1.10 You have categorized 

groups of risks in human 

resources of the hotel. 

1 1 1 1 1 5 5/5 1.00 

1.11 You have prioritized the 

risks in human resources of 

the hotel. 

1 1 1 1 1 5 5/5 1.00 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

1.12 You have conducted an 

analysis of human 

resources risk of the hotel 

thoroughly. 

1 1 1 1 1 5 5/5 1.00 

1.13 You have provided 

activities to enhance 

knowledge in the planning 

process of human resources 

risk management of the 

hotel. 

0 1 1 1 1 4 4/5 0.80 

2.1  You provide activities to 

enhance knowledge of 

planning for human 

resources risk management 

of the hotel. 

1 1 1 1 1 5 5/5 1.00 

2.2 You have specified the 

visions of the hotel by 

having employees 

involved. 

1 1 1 1 1 5 5/5 1.00 

2.3 You have defined the 

missions of the hotel by 

having employees 

involved. 

1 1 1 1 1 5 5/5 1.00 

2.4 You have determined the 

purposes/objectives of the 

hotel by having employees 

involved. 

1 1 1 1 1 5 5/5 1.00 

2.5 You have prepared 

programs to reduce the 

risks in the hotel. 

1 1 1 1 1 5 5/5 1.00 



471 

ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

2.6 You have created programs 

and projects for human 

resources risk management 

of the hotel. 

1 1 1 1 1 5 5/5 1.00 

2.7 You have prioritized the 

programs and projects for 

human resources risk 

management of the hotel. 

1 1 1 1 1 5 5/5 1.00 

2.8 You have prepared plans 

for human resources risk 

management of the hotel. 

1 1 1 1 1 5 5/5 1.00 

2.9 You have managed 

sessions for reviewing the 

plans for human resources 

risk management of the 

hotel. 

0 1 1 1 1 4 4/5 0.80 

2.10 You have managed to have 

employees participate in 

reviewing the plans for 

human resources risk 

management. 

0 1 1 1 1 4 4/5 0.80 

3.1 You have identified the 

stakeholders in making 

plans for human resources 

risk management of the 

hotel. 

1 1 1 1 1 5 5/5 1.00 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

3.2 You have managed to have 

communication with 

personnel in the hotel 

regarding human resources 

risk management of the 

hotel. 

1 1 1 1 1 5 5/5 1.00 

3.3 You have identified the 

persons who are 

responsible for and those 

involved in the work of 

human resources risk 

management of the hotel. 

1 1 1 1 1 5 5/5 1.00 

3.4 You have operated the 

programs to create incentives 

for employees to work. 

1 1 1 1 1 5 5/5 1.00 

3.5 You have reviewed plans 

for human resources risk 

management of the hotel. 

0 1 1 1 1 4  0.80 

4.1 You have assigned the 

supervisor to plan for 

human resources risk 

management. 

1 1 1 1 1 5 5/5 1.00 

4.2 You have assigned 

employees to work with 

specialists. 

1 1 1 1 1 5 5/5 1.00 

4.3 You have assigned the 

executives to supervise 

staff in implementing plans 

for human resources risk 

management of the hotel. 

1 1 1 1 1 5 5/5 1.00 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

5.1 You have appointed 

personnel to evaluate 

overall operation of 

employees in carrying out 

plans for human resources 

risk management of the 

hotel. 

1 1 1 1 1 5 5/5 1.00 

5.2  You managed to have 

reports on the overall 

operation of human 

resources risk management 

of the hotel. 

1 1 1 1 1 5 5/5 1.00 

5.3 You have provided 

monitoring for the 

performance of the work 

regularly. 

1 1 1 1 1 5 5/5 1.00 

5.4 You have done 

assessments of customer 

satisfaction. 

1 1 1 1 1 5 5/5 1.00 

5.5 You have provided 

communication to 

personnel within the hotel 

in assessing human 

resources risk management. 

1 1 1 1 1 5 5/5 1.00 

5.6 You have assigned 

employees to participate in 

the assessment of plans for 

human resources risk 

management. 

1 1 1 1 1 5 5/5 1.00 

         



474 

ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

6.1   You have reviewed plans 

for human resources risk 

management. 

1 1 1 0 1 4  0.80 

6.2   When there are new 

agreements resulting from 

reviewing the plans for 

human resources risk 

management, you follow 

those agreements. 

1 1 1 1 1 5 5/5 1.00 

6.3  You have assigned 

employees to participate in 

the process of reviewing 

plans for human resources 

risk management. 

1 1 1 1 1 5 5/5 1.00 

6.4 You have provided 

knowledge exchange 

activities in planning for 

human resources risk 

management of the hotel. 

0 1 1 1 1 4 4/5 0.80 

Part IV         

1. To inspire and to build trust are 

essential to planning for human 

resources risk management for 

executives of a hotel. 

1 1 0 1 1 4 4/5 0.80 

2. Performance evaluation of 

employees is critical to enhancing 

the performance of the hotel 

employees. 

1 1 1 1 1 5 5/5 1.00 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

3. Knowledge exchange refers to 

transferring knowledge from 

executives to employees only. 

1 1 1 1 1 5 5/5 1.00 

4. Hotels need to analyze the 

external environment to identify 

its weaknesses and strengths. 

1 1 1 1 1 5 5/5 1.00 

5. Risk is the probability of 

adverse events that may occur in 

the future and which hinder 

operation of a hotel until it 

cannot achieve its goals and 

missions. This may provide 

positive effects as well. 

1 1 1 1 1 5 5/5 1.00 

6. Identifying human resources 

risk of a hotel is a process in 

which executives and 

practitioners together identify 

risks and risk factors that may 

arise. This process is done so as 

to identify situations which are 

considered risks and that may 

affect the achievement of the 

objectives. 

1 1 1 1 1 5 5/5 1.00 

7. Executives and workers should 

together analyze and prioritize 

risks that may occur by 

considering an assessment of the 

chances of risks and the severity 

of the impact of the risks to 

achieve the objectives of the 

operation process of the hotel. 

1 1 1 1 1 5 5/5 1.00 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

8. There should be knowledge 

enhancement in the field of 

human resources risk 

management for the staff. 

1 1 1 1 1 5 5/5 1.00 

9. Creating plans for human 

resources risk management 

needs analysis of hotel 

situations, visions, missions, 

and identification of objectives 

of the hotel. 

1 1 1 1 1 5 5/5 1.00 

10.  Human resources risk 

management is the responsibility 

of the owner of the hotel, then 

it will be assigned to the 

Human Resources Department 

for further operation. 

1 1 1 1 1 5 5/5 1.00 

11.  In making plans for human 

resources risk management of a 

hotel, programs and projects 

for human resources risk 

management should be created 

and prioritized. 

1 1 1 1 1 5 5/5 1.00 

12.  After the plans for human 

resources risk management of a 

hotel are made, they must be 

reviewed before the actual 

implementation. 

1 1 1 1 1 5 5/5 1.00 

13.  Everyone in the hotel needs to 

be aware of plans for human 

resources risk management of 

the hotel. 

1 1 1 1 1 5 5/5 1.00 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

14. Identifying the persons who are 

responsible and involved in 

making plans for human 

resources risk management is 

not needed for a small hotel. 

1 1 1 1 1 5 5/5 1.00 

15. Small hotels do not need to 

identify the stakeholders of 

plans for human resources risk 

management. 

1 1 1 1 1 5 5/5 1.00 

16. There should be programs for 

motivating employees to work 

for a large hotel. 

1 1 1 1 1 5 5/5 1.00 

17. The person who operates plans 

for human resources risk 

management of a hotel, the 

person who directs plans and 

evaluates the results should be 

the same person as for the 

understanding of how to 

operate the work. 

1 1 1 1 1 5 5/5 1.00 

18. A hotel should use the results 

of the assessment of customer 

satisfaction in evaluating plans 

for human resources risk 

management of the hotel. 

1 1 1 1 1 5 5/5 1.00 

19. Hotels must appoint external 

experts/specialists to evaluate 

the plans for human resources 

risk management of the hotel. 

1 1 0 1 1 4 4/5 0.80 
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ITEM 
Experts’ opinions 

 R  R / N IOC 
1 2 3 4 5 

20. Every time an employee 

resigns, a hotel is required to 

review its plans for human 

resources risk management so 

as to be up-to-date. 

1 1 0 1 1 4 4/5 0.80 

 



 

Appendix E 

 

Lists of Hotels 

 

Phangan Island 

 

No. Hotel District 

1. Thong Sara Guesthouse Phangan Island 

2. Buakao Inn Guest House Phangan Island 

3. Phangan Bungalow Phangan Island 

4. Phangan Villa Phangan Island 

5. Beck's Resort Phangan Island 

6. Baan Manali Resort Phangan Island 

7. Island View Cabana Resort Phangan Island 

8. Sea Sunset Resort Phangan Island 

9. Cyana Beach Resort Phangan Island 

10. Beer Bungalow Phangan Island 

11. Thong-Yang-Bungalow Phangan Island 

12. Star Light  Bungalow Phangan Island 

13. Niramon Villa Phangan Island 

14. Chaloklum Bay Resort Phangan Island 

15. E.Z.Y Thai Grop Phangan Island 

16. Mandalai Hotel Phangan Island 

17. Malibu Beach Bungalows Phangan Island 

18. Cookies's Salad Resort Phangan Island 

19. Tantawan Resort Phangan Island 

20. Haad Yao Villa Phangan Island 

21. SeeThrough Boutique Resort Phangan Island 

22. Haad Yao Resort Phangan Island 
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No. Hotel District 

23. Haad Yao Bungalow Phangan Island 

24. Haad Yao Over Bay Resort Phangan Island 

25. Absolute Island Phangan Island 

26. Baan Haad Yao Villas And Guesthouse Phangan Island 

27. Jungle Hut Bungalow &Hotel Phangan Island 

28. Sea Flower Phangan Island 

29. Ibiza Bungalow Phangan Island 

30. Seetanu Bungalows Phangan Island 

31. Jinda Bay Resort Phangan Island 

32. Green Papaya Resort Phangan Island 

33. Seaboard Bungalow Phangan Island 

34. Phangan Paragon Resort & Spa Phangan Island 

35. Sea Garden 2 Phangan Island 

36. Sandy Bay Bungalows Phangan Island 

37. Loy Fah Natural  Resort Phangan Island 

38. Long Bay  Resort Phangan Island 

39. NiramonSunview Resort Phangan Island 

40. Silver Beach Bungalow Phangan Island 

41. Bounty  Resort Phangan Island 

42. Haadlad Prestige Resort & Spa Phangan Island 

43. High Life Bungalow Resort Phangan Island 

44. Lucky  Resort Phangan Island 

45. Suan Inn Bungalow Phangan Island 

46. Ananda Yoga Resort Phangan Island 

47. Bancha Sramanorah Resort Phangan Island 

48. Bantai Resort Phangan Island 

49. S.P. Resort Phangan Island 

50. First Villa Phangan Island 

51. Triangle Lodge Phangan Island 

52. Pinks Bungalows Phangan Island 
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No. Hotel District 

53. Tanouy Garden Bungalow Phangan Island 

54. Royal Nature Resort & Spa Phangan Island 

55. Jamaica Inn Bungalow Phangan Island 

56. Phangan Lodge Phangan Island 

57. Sansee Resort Bungalow Phangan Island 

58. Green Peace Bungalows Phangan Island 

59. Milky Bay Resort Phangan Island 

60. Bankai Beach Phangan Island 

61. Phangan Rainbow Bungalows Phangan Island 

62. Dew Shore Resort Phangan Island 

63. Rasananda Resort Phangan Island 

64. Baan Panburi Village Phangan Island 

65. Thongtapan Resort Phangan Island 

66. Pen Bungalow Phangan Island 

67. White Sand Bungalow Phangan Island 

68. Ping Jan Resort Phangan Island 

69. Nice Beach Bungalow Phangan Island 

70. Star Light Resort Phangan Island 

71. Longtail Beach Resort Phangan Island 

72. Rin Bay View Resort Phangan Island 

73. Perty Sun Cliff Phangan Island 

74. Best Western Phanganburi Resort Phangan Island 

75. HaadRin Beach Phangan Island 

76. Phuwadee Resort & Spa Phangan Island 

77. Coconut Residence Phangan Island 

78. Delight Resort Phangan Island 

79. Phangan Bayshore Resort Phangan Island 

80. Rainbow Bungalows Phangan Island 

81. Family House Bungalow Phangan Island 

82. Sun Beach Bungalows Phangan Island 
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No. Hotel District 

83. Bird Bungalows Phangan Island  

84. Rin Beach Resort Phangan Island 

85. Palita Lodge Phangan Island 

86. Sea Garden Resort & Spa Phangan Island 

87. Tommy Resort Phangan Island 

88. Orchard House Phangan Island 

89. Sandy Bay Bungalows Phangan Island 

90. Sarikantang resort and spa Phangan Island 

91. Phangan Island View Hotel Phangan Island 

92 Havana  Beach  Resort Phangan Island 

93 Mera  Mare Phangan Island 

94 Santhiya  Resort  &  Spas Phangan Island 
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Samui Island 

 

No. Hotel District 

1. Am Samui Resort Samui  Island 

2. Emerald Cove Bungalow Samui Island 

3. Elements Boutique Resort & Spa Samui Island 

4. Zazen Boutique Resort & Spa Samui Island 

5. Calm Beach Resort Samui Island 

6. Phromcharoen Hotel Samui Island 

7. Sareeraya Villas & Suites Samui Island 

8. Papillon Resort Samui Island 

9. Malibu Beach Resort  Samui Island 

10. Buri Rasa Village Samui Island 

11. Chaweng Bay View Resort Samui Island 

12. Kirikayan Boutique Resort Samui Island 

13. MaryooSamui Hotel Samui Island 

14. O.P. Bungalow Samui Island 

15. Kings Garden Resort Samui Island 

16. Your Place Resort Samui Island 

17. Baan Chaweng Beach Resort & Spa Samui Island 

18. Evergreen Resort Samui Island 

19. Baan Haad-Ngam Boutique  Resort & Spa Samui Island 

20. Lucky Mother Bungalow Samui Island 

21. The Laem Din Hotel Samui Island 

22. Chaweng Beach Hotel Samui Island 

23. Tango Beach Resort Samui Island 

24. Nora Lakeview Hotel Samui Island 

25. MuangKulaypan Hotel Samui Island 

26. Chaweng Tara Hotel Samui Island 

27. Samui Paradise Chaweng Beach Resort Samui Island 
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No. Hotel District 

28. Sans Souci Samui Samui Island 

29. First Residence Hotel Samui Island 

30. Samui Lagoon Bay Hotel Samui Island 

31. Samui  Bayview Villa & Resort Samui Island 

32. Poppies Samui Hotel Samui Island 

33. Blue Diamond Lodge Samui Island 

34. Punnpreeda Hip Resort Samui Island 

35. Saboey Resort & Villas Samui Island 

36. Kinnaree Resort Samui Island 

37. Beach House Samui Hotel Samui Island 

38. Samui Boat Lagoon Resort Samui Island 

39. Absolute Sanctuary Samui Island 

40. Chat Kaeo Resort Samui Island 

41. Island View Bungalow Samui Island 

42. White House Beach Resort & Spa Samui Island 

43. Samui Honey Cottages Hotel Samui Island 

44. P.S Thana Resort Samui Island 

45. City Hotel Samui Island 

46. Silver Sand Beach Resort Samui Island 

47. Green Guesthouse Samui Island 

48. Chaweng Nui Beach Samui Island 

49. Jessekut Samui Island 

50. Villa Nalinnadda  Hotel Samui Island 

51. Lazy Day’s Samui Beach Resort Samui Island 

52. Samui Tonggad Resort Samui Island 

53. Rocky’s Boutique Resort Samui Island 

54. Floral House Samui Island 

55. ShaSa Resort & Residences Samui Island 

56. T and T House Samui Island 

57. Ban Karnjana Samui Island 
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No. Hotel District 

58. SuanTalay Resort Samui Island 

59. Koeng Bungalow Samui Island 

60. Bonny Hotel Samui Island 

61. Sawassdee House Samui Island 

62. Rummana Boutique Resort Hotel Samui Island 

63. Samui Bungalow Samui Island 

64. Rich Resort  Samui Island 

65. Sea Breeze Bungalow Samui Island 

66. Utopia Resort Samui Island 

67. Sunrise Bungalow Samui Island 

68. Manita Resort Samui Island 

69. Noname Bungalow Samui Island 

70. Tapi Bungalow Samui Island 

71. Crystal Bay Beach Resort Samui Island 

72. Sukasem Bungalows Samui Island 

73. The Kala Samui Hotel Samui Island 

74. Cinnamon Beach Villas Samui Island 

75. Samui Yacht Club Samui Island 

76. Lamai Resort Samui Island 

77. Hi Coral Cove Bungalow Samui Island 

78. La Mer  Samui Resort Samui Island 

79. Beverly Hills Boutique Resort Samui Island 

80. Sand Sea Resort & Spa Samui Island 

81. Samui Orchid Resort Samui Island 

82. The Spa Resorts Samui Island 

83. Grand Thai House Resort Hotel Samui Island 

84. Near Sea Resort Samui Island 

85. SR Bungalow Samui Island 

86. Hutcha Resort Samui Island 

87. New Lapaz Villa Samui Island 
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No. Hotel District 

88. Samui  Buri Beach Resort Samui Island 

89. Baan Fah Resort Samui Island 

90. Maenam Village Samui Island 

91. Lolita Bungalows Samui Island 

92. Mae Nam Villa Samui Island 

93. Moonhut Bungalows Samui Island 

94. Kirikayan Luxury Pool Villas & Spa Samui Island 

95. Amarin Victoria Resort Samui Island 

96. Baan Chock Chai Samui Island 

97. Baan Mae Mai Samui Island 

98. O.K Village Samui Island 

99. Home Bay Resort Samui Island 

100. Phalarn Inn Resort Samui Island 

101. Harry'S Bungalows Samui Island 

102. Shangrilah Bungalow Samui Island 

103. Phaninn 33 Samui Island 

104. Maenam Resort Samui Island 

105. Jom Thong Samui Island 

106. The Sea Hotel Samui Island 

107. Koh  Samui Resort Samui Island 

108. Hell Oasis Resort Samui Island 

109. Panalee Resort Samui Island 

110. Natural Wing Health Spa & Resort KohSamui Samui Island 

111. Seaso Bungalow Samui Island 

112. Seaso 2 Samui Island 

113. Infoo Palace Samui Island 

114. Nikki Beach Resort Samui Island 

115. The Lipa Lovely Resort Samui Island 

116. The Siam Residence Deluxe Samui Island 

117. Sawai Home Bungalow Samui Island 
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No. Hotel District 

118. Sea Valley Hotel and Spa Samui Island 

119. Yoka  Retret Thailand Samui Island 

120. Nathon Residence Samui Island 

121. Damrong Town Hotel Samui Island 

122. Sea Side Palace Samui Island 

123. Win Hotel Samui Island 

124. Jinta City Hotel Samui Island 
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