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ABSTRACT 

 

Title of Dissertation Employability in Transforming Careers: A Comparison  

between Public and Private Sectors in Thailand 

Author Miss Sunisa Chorkaew 

Degree Doctor of Philosophy (Development Administration) 

Year   2013 

 

 

The  objectives  of  this  research  were  to identify the expected  and  perceived 

employability of contract employees in the public and private sectors in Thailand and 

to  analyze  and compare  the  differences  of  a  set  of  HRD  practices  that  influence the 

employability  of contract  employees in  the  public  and  private  sectors. Based  on  the 

objectives of the study, a theoretical linkage between employability and HRD, which 

consists  of  training,  organization  development  interventions (OD),  and  career 

development interventions (CD), were explored.  

The  research methodology  was  mainly  based  on  quantitative  analysis, where 

Ordinary  Least  Squares Regression was mainly  used  for  analyzing  the  impacts  of 

HRD interventions on  employability. The  primary  data were mainly  based  on  the 

cross-sectional data collected  from the public and private organizations investigated. 

As for the public sector, the units consisted of 127 departments and 60 organizations 

at the departmental  level. For the private  sector, the  units  consisted of  441  listed 

companies on the  Stock  Exchange  of  Thailand.  The  representation  of  each 

organization was a  person  whose  position was director  of  a human  resource 

management/development  unit. Furthermore,  in-depth interviews were  carried  out 

with scholars in  public  management  and  HR  professionals in  order  to gain  deeper 

information pertaining  to  short-term  employment,  HRD  interventions,  and 

employability. 

The research findings showed that the highest score of expected employability 

in both the public and private sectors was responsibility (personal qualifications). The 
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second highest score  in both  sectors was teamwork and  interpersonal skills  (people-

related skills). The findings further indicated that the public and private sectors had an 

average high score on expected employability but an average low score on perceived 

employability. This means  there were the  gaps  between  the  expected  and  perceived 

employability in  both the public  and  private  sectors,  especially gaps in  fundamental 

skills and conceptual thinking skills.  

The results further showed that among the HRD factors, training and OD had a 

positive and significant effect on employability in both the public and private sectors. 

When  including the control  variables  (total  number  of  workforce,  total  number  of 

contract employees, education and experience of  the contract employees), OD had a 

greater effect on employability in both sectors. Surprisingly, the study found that the 

CD in both public and private sectors had no effect on employability at all.  

Based  on  the  research  findings, both the public  and  private  sectors  were 

recommended  to  pay  attention  to  the  gaps in employability in  terms  of  personal 

attributes and  people-related  skills. Integrating the common  goal  of  personal  and 

organizational  learning  into  OD  and  informal  training was  also  recommended  as an 

appropriate  intervention for both  sectors. As  for  the  fundamental  skill  gaps,  both 

sectors should cooperate with educational institutions in order to fill the gaps. 
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CHAPTER 1 

 

INTRODUCTION 

 

1.1 Problem Statement and Significance of the Study 

 

Since 2002, the concept of New Public Management (NPM) has increasingly 

dominated the Thai public sector. This model was developed around the 1980s in the 

United Kingdom and the two countries that adopted this model early were Australia 

and  New  Zealand (Barzelay,  2001). Seven  elements  of NPM  are  professionalism, 

performance stands  and  measures,  result-oriented management, breaking  up the 

public  sector  into corporatized  units,  competitive  pressure  within the public  sector, 

using management techniques and practices from the private sector, and cost-cutting 

(Hood,  1991). During  the 1990s,  Osborne  and  Gaebler  (1992)  proposed  another 

compatible concept called “reinventing government.” This concept nicely emphasizes 

the  entrepreneurial style, which  is result-oriented  and mission-driven. Nevertheless, 

many  scholars have argued that  implementing NPM  results  in the  reduction  of the 

workforce and an increase in contract employees, who are less likely to be loyal to the 

organization (O’Brien and O’Donnell, 1999;  Yates,  1998;  Aucoin,  1995;  Slattery, 

Selvarajan and Anderson, 2006). 

In the Thai context, the government launched a public sector reform in 2002 

by enacting two important laws. The first one, the Act of Amending the Ministry, the 

Sub-Ministry,  and  the  Department B.E.  2545  (2002), resulted  in bureaucratic 

expansion instead of the reduction of public organizations. The number of ministries 

increased from 14 to 20. The second was the Royal Decree on Criteria and Procedures 

for  Good  Governance  B.E.2546  (2003),  underpinned by  the  concept  of  NPM, 

especially  the idea of  result-based  and performance-based  management, and mission 

driven, effectiveness, and decreasing unnecessary steps of work.  

According  to  the  Royal  Decree  on  Criteria  and  Procedures for  Good
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Governance, the Cabinet resolution on 26th August 2003 passed a proposal for using 

the  phrase  “government employee” instead  of “permanent  employees”  and 

“temporary  employees.” The  types  of  manpower  in the Thai  civil  service, therefore, 

have changed in number and in form of employment (see table 1.1).  

 

Table 1.1 Number of Civil Service Employees in the Thai Public Sector Classified by 

Types of Employment 

Types of 

employees 

Number of employees (million persons) 

2004 2005 2006 2007 2008 2009 2010 2011 

Government 

officials  

(civil servants) 

1.21 1.22 1.26 1.28 1.27 1.28 1.29 1.27 

Permanent 

employees 

0.27 0.26 0.26 0.25 0.24 0.22 0.21 0.21 

Temporary 

employees 

- 0.44 0.20 0.20 0.28 0.28 0.38 0.48 

Government 

employees 

- 0.06 0.09 0.09 0.10 0.11 0.11 0.12 

Local temporary 

employees 

- - 0.11 0.12 0.15 0.15 0.12 0.18 

Total 1.48 1.98 1.92 1.94 2.04 2.04 2.11 2.26 

Source: data from the Office of Civil Service Commission (OCSC 2004, 2005, 2006, 

2007, 2008, 2009, 2010, 2011) 

 

The Office of Civil Service Commission mentioned in the document “Civilian 

Workforce  in  Thailand  of  the  year  2007,  2008,  2009  and 2010” that,  in  the  near 

future, there would be a trend of increasing numbers of government employees.  

It can be  said  that short-term  and  various  forms of  employment illustrate 

incrementally-transforming careers in  the  Thai  public  sector. Careers  have  moved 

from  hierarchical  to  multidirectional paths, by  which workers can pursue  higher 

positions in  their current organization  or  move  to  another  one. In the public  sector, 

short-term  employment, increasing flexibility  of  organizations, and decreasing 
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security of employment are by-products of NPM. To alleviate such negative impacts, 

employability is probably a solution as some scholars in career theory (Baruch, 2001, 

2003, 2004,  2006;  Fugate  and  Kinicki,  2008; Hallier,  2009; Ghoshal  et  al.,  1999) 

state—that  since  organizations  have  tried  to  become  more  flexible  and  effective, 

employment  security  tends  to be  replaced by  employability. This  trend  includes  the 

use of knowledge workers (Neumark and Reed, 2002).  

The  employability concept has  been studied  from  different  levels,  i.e. 

individual,  organizational,  and  national,  by  different academic disciplines such  as 

human  resource  management, human  resource  development,  psychology,  and 

educational  science  (Thijssen,  Heijden  and  Rocco,  2008).  Human  resource 

development (HRD) is the concept of a win-win situation between the individual and 

the organization  (Nadler  and  Wiggs, 1986;  Smith, 1988;  Nadler  and  Nadler,  1989; 

Garavan, 1991; Harrison and Kessels, 2004; McGoldrick et al., 2002; Jones, 1981), as 

the systematic  expansion  of  people’s  abilities  focuses on  the  attainment  of  both 

organizational and  personal  goals  (Jones,  1981).  This  study, therefore, particularly 

focuses  on  HRD practices and their impact on  the employability  of contract 

employees.  

 

1.2 Research Questions 

 

In this study, there are three main research questions as follows: 

1) What are the gaps between the expected and perceived employability of the 

contract employees in the public and private sectors in Thailand? 

2) What are  the HRD factors that could be used for enhancing employability 

of contract employees in the public and private sectors in Thailand? 

3) What are the differences in the HRD factors that enhance the employability 

of the contract employees in the public and private sectors in Thailand? 

 

1.3 Research Objectives 

 

1) To identify the expected and perceived employability of contract employees 

in public and private sectors in Thailand 
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2)  To  analyze  a  set  of  HRD  practices  that  influence the employability  of 

contract employees in public and private sectors in Thailand 

3) To compare the differences of a set of HRD practices that could be used for 

enhancing the employability of contract employees in the public and private sectors in 

Thailand 

 

1.4 Scope of the Study  

 

There  are  various  kinds  of  employability,  for  instance,  employability  of 

undergraduate  students,  employability  of young  workers,  and  employability  of  elder 

workers. This  study focuses  on  employability  underpinned  by the  concept  of 

transforming  careers, in  which a  factor, affecting  the employability  of short-term  or 

contract  employees, is greatly  emphasized. Within the  scope  of the concept,  a 

theoretical linkage between  employability  and  HRD,  which consists  of  training 

interventions, organization development interventions (OD), and career  development 

interventions (CD) (McLagan and Suhadolnik, 1989; Swanson, 1995), is focused on. 

 This  study places more  emphasis  on employability from  an  organizational 

perspective.  The unit  of  analysis  is the organizational  level, which  is classified  into 

two  groups.  The first  group, the public sector, consists  of  127  departments  and  60 

organizations at the departmental level (OCSC, 2009). The second group, the private 

sector,  consists  of 441 listed  companies on the Stock  Exchange  of Thailand  (SET, 

2011). 

 

1.5 Limitations of the Study 

 

 Some limitations in conducting this research need to be faced. First, this study 

does  not  focus  on the  self-perceived  employability of  individual  workers. The 

analyses of  this  study  will  reflect the employer  aspect  of  employability.  Although 

various stakeholders, including some workers, will be interviewed, the interview is a 

supplementary method. The second limitation is due to the concept that is quite new 

in Thailand because, generally, employability is studied in terms of employability of 
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undergraduate or graduate students rather  than employability of the existing workers 

in the organizations. Another  limitation  pertains to  model  testing, where each 

proposed  model  was  tested  by  separating  each  individual HRD variable.  The  model 

included each independent variable, together with the control variables. 

 

1.6 Definition of Terms 

 

Employability refers to the skills and abilities that assisting workers in finding 

employment,  remaining  employed, or in  obtaining new  employment if  required 

(Hillage and Pollard, 1998). From this perspective, the difficulty is that the skills and 

abilities  necessary  for  the  current  job  may  not  satisfy  the requirement  of  the future 

job.  

Since  employability  is  closely  related to the concept  of  careers,  which has 

changed  from  long-term  hierarchical  careers  and  promised  job  security  or  lifetime 

employment  to  multidirectional  careers  that  promote  flexibility  and  short-term 

contracts of employment, Baruch’s framework of transforming careers (Baruch, 2004) 

was adopted for this research. The idea of employability in transforming careers arose 

from  so-called  protean  careers  (Hall  and  Mirvis,  1996;  Hall  and  Moss,  1998), 

boundaryless  careers  (Arthur,  1994;  DeFillippi  and  Arthur,  1994;  Bagshaw,  1996; 

Atkinson,  2004), the new  deal  (Herriot  and  Pemberton,  1995),  and the  new 

psychological contract (Rousseau, 2004).  

Careers are undergoing shifts and transitions (Baruch, 2006). Workers therefore 

need  to  gain  employability  rather  than  secure  employment  (Ghoshal  et  al.,  1999; 

Baruch, 2001) and new “psychological contracts” rather than security of employment 

(Baruch, 2006).  

 The  “new deal”  (Herriot  and  Pemberton,  1995)  and  the  “new  psychological 

contracts”  (Arthur and  Rousseau,  1996)  are  the  new  agreements and  commitments 

between organizations and workers. Instead of the agreement to secure  employment, 

organizations are expected to provide development opportunities for workers (Arthur 

and Rousseau, 1996; Baruch, 2004). At the organizational level, employability could 

be defined as employers providing interesting jobs and opportunities to develop skills 
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for  a  mobile  career  (Pearce  and  Randel,  2004).  Therefore,  this  research defined 

employability in transforming one’s career in terms of the competencies of workers to 

perform tasks, remain employed, and obtain new employment. 

 

1.7 Benefits of the Study 

 

This study is expected to contribute to human  capital theory, the  concepts of 

human resource development and employability, and to make practical contributions 

to policy making in Thailand. 

 

1.7.1 Theoretical and Conceptual Contributions  

Most studies of employability, particularly at the organizational level, focus on 

certain or direct programs that enhance employability. This study, however, expands 

the former research and  concepts of  employability by  testing  the  linkage  between 

employability  and the  whole  set  of HRD interventions (training,  OD  and CD). The 

results  are  expected  to reveal whether HRD  interventions create a win-win  situation 

for both  workers  and  organizations. It  assumes  that  during  the  period when  the 

individual  works for an  organization, his  or  her ability should increase rather  than 

decrease.  Especially through  HRD  interventions,  workers  should  have sufficient 

abilities to perform tasks, remain employed, and obtain new employment if  required 

(Hillage and Pollard, 1998; Garavan, 1999; Fugate, Kinicki and Ashforth, 2004; Van 

der Heijde and Van der Heijden, 2006). The results are expected to further widen the 

success of HRD interventions; that is, not only in terms of a return to organizations, 

but also the ability of workers to obtain employment. These elements will contribute 

to human capital theory by which an investment in HRD will increase employability 

(Garavan, Morley, Gunnigle, and Collins, 2001). Considering human capital from this 

perspective,  the  notion  of  employability can  be  seen  to  play a  role in  the  positive 

externalities of HRD interventions. 

 

1.7.2 Contributions to Policy Making in the Thai Public Sector 

Based  on  the  research  questions, not  only  will the practical  contributions of 

this research be recommended to the public sector, but benefits will also be gained by 
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the  private sector,  including the  workers  of  both  sectors  in  Thailand. The  first 

contribution is  related  to revealing the  gaps  between the expected  and perceived 

employability of the workers in the public and private sectors. Second, the model and 

the factors affecting the employability of the workers will be proved. Third, the gaps 

in employability  between  workers  in the public  and  private  sectors  will be  shown 

from different angles pertaining to the employability in different sectors. 

The findings from this study will also bring about several benefits to the Thai 

public  agencies  that  make  an  attempt  to employ  the  concept of  NPM.  This  research 

will point out the negative impact of short-term employment, and it will propose an 

alternative  model  for this  type  of  employment.  Moreover, the lessons learned  from 

each sector will provide capable practices to each other.  

 

1.8 Summary 

 

In the notion of short-term employment makes the public sector more effective 

and flexible. However, the impact is uncertainty in employment. Employees have to 

take  responsibility  for  their own careers. To  alleviate  such  negative  impacts, 

employability is a solution. HRD interventions (training, OD and CD) are assumed to 

be  factors  that  can  be  used to enhance employability. In this study, there  were three 

main research questions concerning: the gaps in employability, the effects of HRD on 

employability, and the differences in the HRD factors uses in the public and private 

sectors. The  scope of  the  study  is  limited  to  the  perspective  of  the  organizations 

regarding their  contract  employees,  comparing  the  public  and  private  sectors. The 

research findings are expected to confirm the positive effects of HRD interventions on 

the employability of contract workers. 
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CHAPTER 2 

 

LITERATURE REVIEW 

 

As  discussed  in  Chapter  1, the  public  reform  in  2002 was a  major  cause  of 

transforming careers in the Thai public sector. Regarding this matter, the flexibility of 

organizations increased,  but  security  of  employment was, of  course, in  decline. 

Accordingly,  to gain a win-win  situation between individuals and  organizations, 

employability was assumed  to  be  achieved through  the  process  of human  resource 

development. 

This chapter,  therefore, examines the literature  on the  concept  underpinning 

employability and  definition,  human  capital  theory  and  its  implications for 

employability,  employability in  transforming  careers as  a dependent  variable, 

followed  by  the  causal  relations of  human  resource  development  and employability. 

Accordingly, the contents in this chapter are organized and presented as follows: 

2.1 Concepts underpinning employability 

2.2 Definition of employability 

2.3 Human capital theory and employability 

2.4 Employability as a significant domain in organizations 

2.5 Employability in transforming careers: marketability and internal and   

       external employability 

2.6 KSAOs comprising employability 

2.7 Training and employability 

2.8 Organization development and employability 

2.9 Career development and employability 

2.10 Proposed conceptual framework and hypotheses 

2.11 Summary 
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2.1 Concepts Underpinning Employability  

 

In  the  early  1800s, jobs  were activities  linked  to somewhat changing  tasks 

rather  than  specific  positions  with  clearly-defined  boundaries  (Clarke,  2007). Thus, 

craftsmen  and  itinerant  workers had  responsibility  for  their  own  employability, 

moving around, seeking work, and updating their skills as required (Bagshaw, 1997). 

Contracts, therefore, tended to be short-term and for the duration of a particular piece 

of work.  

The  emergence  of  the  organizational  career  resulted  from the growth  in  the 

manufacturing and  finance  sectors. In  these  organizations, jobs  became  more 

structured and roles became more defined (Clarke and Patrickson, 2007), and longer-

term  employment  contracts began.  Employees expected that the organization  would 

offer job security for their life. In turn, they were expected to pay on-going loyalty to 

the organization (Arthur and Rousseau, 1996). Employees invested themselves in the 

organization  and  in  return  the  organization  provided  job  and  career  security (see 

figure 2.1). 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.1 Evolution of the Concepts Underpinning Employability 

Source: Data taken from Clarke, 2007; Bagshaw, 1997; Arthur and Rousseau, 1996; 

Cascio, 1993; Baruch, 2006 
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Due  to  job  security,  careers  were  dominantly  managed  by  the  employer and 

were hierarchical  and  relatively  secure.  Employability  under  job  security  focuses  on 

somewhat quantifiable criteria, such as having appropriate qualifications, a particular 

job  title,  identification  with  an  organization,  and  years  of  experience  in  a  certain 

company or in a specific field (Clarke, 2007).  

However,  around the  end  of  the  twentieth  century, career  and  employment 

patterns changed significantly due to the ongoing downsizing and restructuring of the 

organization in order to respond to severe competitive pressure (Cascio, 1993). Under 

this circumstance, organizations were  not able to promise  job security  as they could 

before. Since then, lifetime employment has been replaced by shorter-term contracts.  

On the one side, it could be seen that employability is not a brand-new concept 

because  it was  revealed in the  early  1800s  and  came  back  again at the  end  of  the 

twentieth  century.  The  contemporary  view  of  employability seems  to have moved 

back to a pre-industrial era, where individual has to take responsibility for his or her 

employability and  career  success (Baruch,  2006). During  the ongoing  shift of  career 

circumstances,  individuals secured themselves by updating  their  skills  and  making 

them  much  more marketable. They were expected  to  manage  their  own  career  and 

develop  their  employability  (Bates  and  Bloch,  1996).  On  the  other hand, 

employability in the twentieth first century was quite different from the previous one 

because  of the system in which  organizations operated.  Of course,  in  the  era  of 

organizations  in  an  open  system,  workers  rather  faced the  changes  in  the  global 

market, with more competitors, various kinds of emerging careers, and more changes 

in marketable skills than in the past. 

 

2.2 Definition of Employability 

 

Research and  practices in  employability  have increased  specifically  in  the 

United  Kingdom  and in Europe  in  terms  of  social  policy (McQuaid  and  Lindsay, 

2005), and in the United States in terms of individual skill development (Thijssen et 

al., 2008). The origination of the contemporary concept of employability was due to 

the  changes  in organizational  structure,  which required  flexibility  in  structure  and, 
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therefore,  in the  contracts of  employment.  Consequently,  emerging  career  patterns 

and decrement of  job  security  have  led  to  an  increasing  emphasis  on  employability 

(Garavan,  1999). Since the so-called “new  deal” emerged,  individual have  been 

encouraged to move around, seeking work where it was available and updating their 

skills  as  required.  Organizations have  to  maintain  and enhance  individual 

employability rather  than  try  to  retain workers with  firm-specific  skills. Another 

aspect of employability  is that workers  are  only  guaranteed  a  job,  not their careers, 

while  the  organization  has a  need for specific  and  general skills (Arthur  and 

Rousseau,  1996). Jobs  are  more likely  to  be short-term  financial  relationships 

requiring flexible and highly-skilled workers (Atkinson, 2004). 

Some scholars (Hillage and Pollard, 1998) have suggested that employability 

is comprised  of  the skills  and  abilities  necessary  to  find  employment, to remain  in 

employment, or to obtain  new  employment. From  this  perspective,  the  difficulty 

conerns the fact  that  the skills  and abilities necessary  for  the  current  job  may  not 

satisfy one’s future  job.  Continuous lifelong  learning is  the  key  factor  determining 

employability (Fugate et al., 2004). Van der Heijde and Van der Heijden (2006) have 

explained that employability can be defined as follows. 

 

Employability  is the  continuous  fulfilling,  acquiring  or  creating  of 

work  through the  optimal  use  of  competences (Van  der  Heijde  and 

Van der Heijden, 2006: 453). 

 

 Employability not  only refers  to skills  and  abilities,  but  includes  personal 

attributes and  other  characteristics  that  are  valued  by  current  and  prospective 

employers  and, thus, encompasses  an  individual’s  career  potential. One  of  the 

important  employability  competencies  is  adaptability  to  change  and  to remain 

employed in  the  internal  and  external organizations (Fugate  et  al.,  2004;  Van  der 

Heijde  and  Van  der  Heijden,  2006). It can be  noticed that  competency  to  perform 

tasks is implied by functional competency, but competency to remain employed and 

to obtain new employment are more or less related to personal competency, especially 

learning ability and flexibility. 
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Although  the  concept  of  employability places more  emphasis  on the 

individual, it has been studied at the individual, organization and national levels. AT 

the individual level of employability, focus is on individual dispositions and behaviors 

(Forrier  and  Sels,  2003; Fugate and  Ashforth, 2003; Fugate  et  al., 2004; Fugate  and 

Kinicki,  2008). At  the a  national  level,  it  rather  focuses  on  the labor  market, and 

unemployment and literacy rates (Tin, 2006). At the organizational level (e.g., Nauta 

et  al.  2009;  Scholarios  et  al.,  2008; De  Vos,  Hauw,  and Van  der  Heijden,  2011), 

employability  refers  to  human  resource  practices  aimed  at using  and  developing 

employees in  order  to  increase individual  potential  and  boost  organizational 

flexibility.  For  this  study,  employability  is  studied from  the  organizational 

perspective.  Employability  gaps  and the effectiveness  of  HRD  practices  are  the 

expected implications of this study. 

 

2.3 Human Capital Theory and Employability 

 

Investment  in  human  capital  leads to  higher workforce mobility.  Human 

capital  theory  implies that when  employees  participate  in  training  and  development 

programs, they would be able to learn new skills, be able to perform tasks, and share 

their new knowledge with others. It could be said that the labor market will be more 

flexible due to human capital investment (Groot and Maasen, 2000). Accordig to the 

logical  consequences  of  investment  in  human  capital,  employability  is  increased  by 

human resource development.  

In a  research entitled  “predicting  perceived employability: human capital  or 

labor market opportunities” conducted by Berntson, Sverke, and Marklund (2006), it 

was found  that education  is  one  of the key  successes  in  employability. Meanwhile 

other  studies  have  shown that work  experience is  also  a  condition  of  employability 

(Becker, 1993;Judge and Bretz, 1994; Berntson et al., 2006). 

However,  a  study conducted  by  Groot  and  Maasen (2000)  found that  only 

formal  training had a significant  positive  impact  on  employability,  while variables 

such  as education  level  and  tenure did not  impact  employability. This implies the 

roles of the organization as the investor in its employees’ employability.  
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According  to Garavan,  Morley,  Gunnigle,  and Collins (2001)  in  their  article 

“human  capital accumulation: the  role  of  human  resource  development,” the 

conceptualization  of  HRD  surrounding  organizational  strategy  through  both 

individual  and  organizational  perspectives. The  notions  of  employability, 

performance, and career development are of most concern in terms of increasing the 

capabilities of  employees.  The  core  competencies  and  the  tacit  knowledge  or  social 

community  perspective  are  developed  in  people via  education  and  experience,  who 

argues that human capital accumulation is a key outcome of HRD.  

Having networks inside and outside the work environment is concerned with 

values in terms of human capital accumulation. Building networks is considered to be 

one  of  the important elements  of  employability. Having  said  that  employability  is 

more or less underpinned by social capital theory, the differences in networks produce 

inequality with respect to career attainment (Garavan et al., 2001). 

Another  related  issue  of  human  capital  theory  and  employability  is 

competence development, or in other words, how the accumulation of human capital 

determines  employability. Regarding this  point,  Judge  and  Bretz  (1994) gave  an 

explanation that training, experience, and other types of human resource development 

may affect higher compensation and  better  chances to be promoted. It could be said 

that human  capital would increase through work  experience due  to  formal  and 

informal development. This implies that tenure is one of the human capital factors that 

affect compensation and promotion opportunities or career status. 

Based  on  the  above-mentioned  theoretical  perspective  of  human  capital 

accumulation, education, competency development, and job experience will be crucial 

paths for increased employability. People, therefore, may perceive themselves  as  the 

human  capital whose investment in  themselves in  some  ways  would  create  their 

potential chance for employment or reemployment if required (Berntson, Sverke, and 

Marklund, 2006).  

One of the predominant works on employability is “Employability: a psycho-

social  construct,  its  dimensions,  and  applications” written by  Fugate,  Kinicki  and 

Ashforth  (2004). In  their  work, the  conceptual  foundation of the  construct  of 

employability is a combination of three dimensions; that is, career  identity,  personal 

adaptability, and social and human capital (see figure 2.2). They asserted that in the 



14 
 

 
 

context of  careers  and  work,  employability  captures  the  aspects  of  each  of  the  three 

dimensions  that  facilitate  the  identification  and recognition of  career development 

within and across organizations. They further explain that career identity is a coherent 

representation of career goals and experiences as follows: 

 

In the  career  context,  ‘‘who  I  am  may  include  goals,  hopes,  and 

fears;  personality  traits;  values,  beliefs,  and  norms;  interaction 

styles; time horizons; and so on.The career identity is not the sum of 

work experiences  but  the  assimilation  of  the  experiences  into 

meaningful  or  useful  structures.’’  Similarly,  the  cognitive-affective 

nature of career identity melds the other individual differences (e.g., 

dispositions,  knowledge,  skills,  and  abilities)  that  comprise 

employability  and  facilitate  the  identification  and  realization  of 

career opportunities (Fugate et al., 2004: 17). 

    

 

Figure 2.2 Heuristic Model of Employability 

Source: Fugate et al., 2004: 19 
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 In  the  heuristic  model  of  employability,  personal  adaptability  is  one  of  the 

three dimensions embedding employability. This means the ability of the individual to 

adapt to changing situations surrounding their career (Chan, 2000). The propensity to 

learn  is  a  foundation for adaptability because people  with  high  employability  will 

have  job  search abilities and  learn  what  skills,  knowledge, and  experiences are 

needed.  They  will  then be able  to  compare  the  market  opportunities  with  their 

expectations and their qualifications (Fugate et al., 2004). 

Social  and  human  capital, a third  dimension  of the  heuristic  model  of 

employability, implies that individuals and organizations invest in social and human 

capital for the probability of future or long-term returns (Jackson and Schuler, 1995). 

On  the social  capital side, an interpersonal  relationship empowers  individuals more 

influence  via  his/her  networks  (Adler  &  Kwon,  2002). The  benefits  of such social 

capitals and  its  influence  on  employability assist  individuals  in their job  search 

behaviors since  it extends an  individual’s  ability  to search for, identify, and  realize 

opportunities among organizations, across industries, and over entire careers (Fugate, 

et al., 2004).  

 Increasing employability or the opportunity to be employed not only relies on 

social  capital,  but  also  depends on  the  factors  called  human  capital. Some  scholars 

point out  that  there  are  some  certain  human  capital  factors  that  affect employability 

(see table 2.1). 

 

Table 2.1 Human Capital Factors Affecting Employability 

Human Capital 

Factors 

Effects to Employability Scholars 

Age and education The increase in education and experience through 

the work-life span of individuals has been found 

to be the most important factor influencing 

employability. 

  

Wanberg, 

Watt, and 

Rumsey, 

1996 
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Table 2.1 (Continued) 

Human Capital 

Factors 

Effects on Employability Scholars 

Work experience 

and training  

 

Increasing levels of proficiency and tacit 

knowledge are obtained though work experience. 

It makes an individual more valluable and 

attractive to his/her prospective employers. 

Anderson (2001) explains that experience is 

signified by those so-called portable skills rather 

than by industries or organizations. Portable skills 

are transferable skills consisting of knowledge, 

skills, abilities, and other characteristics (KSAOs).  

 

Becker, 

1993 

Job performance  Job performance represents an individual’s ability 

to meet organizational attainment or expectation 

regarding a given job/task. 

Forbes and 

Piercy, 

1991  

 

Emotional 

intelligence 

This human capital factor contributes to both 

individual and organizational adaptability.  

 

Wong and 

Law, 2002 

Cognitive ability in 

career self-

management 

Cognitive ability means recognizing ourselves by 

addressing “who I am or want to be’’ in a work 

domain. Knowing personal career goals and 

means (conditions for career success) is also 

included in this factor.  

 

Tharenou, 

1997 

Source: Summarized from Fugate et al., 2004 

 

Although  investment  in  human  capital  potentially  increases  employability,  it 

expenses  as  the organization’s  costs,  which  are quite  high  (Clarke  and Patrickson, 

2008).  In  other  words,  organizational  implementation  of  employability  is  not  cheap 

and  there  is  no  guarantee  that  those that complete  their development  will  stay  or 
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leave. Under changing employment conditions, organizations which were not able to 

promise  job  security  as  they  could  before  have  to  begin employability in  order  to 

attract the  workers  (Rousseau,  2004). This  is  one  of the conditions  of the new 

psychological contract between employers and employees. 

 

2.4 Employability as a Significant Domain in Organizations 

 

Employability  programs  are  one  of  the  significant  domains  in  organizations 

(Houtzagers,  1998). The  success of  employability  programs  depends  on the 

collaboration among  three layers  of stakeholders:  individuals, organizations,  and the 

government  sector  (Fugate  et  al.,  2004;  IBM  Global  Services,  2001).  Generally,  the 

types of  employability  programs are about  training  and  learning  programs  (Carbery 

and Garavan, 2005). Since this kind of the program is underpinned by the theories and 

concepts of new careers, it is likely to involve the CD of workers.  

Employability is much more applied in the organizations located in the United 

Kingdom (UK) and  Europe  (McQuaid  and  Lindsay,  2005).  In  the United  Kingdom, 

enterprise education  has  been  taught  in  many  UK  university  courses  as  well  as 

internationally,  with  a  wide  diversity  of  approaches  (Hannon,  2005).  Driving the 

success of employability programs, leadership is required to connect the activities and 

facets  of  employability  across  institutions  (Rae,  2007), as  it can be  seen that the 

initiating agencies  in the UK, such  as  Enterprise  in  Higher  Education,  Science 

Enterprise  Challenge,  and  Centers  for  Excellence  in  Teaching  and  Learning,  have 

enabled many institutions to develop enterprise education.  

In  the  document “Employability Challenge” written  by  the UK  Commission 

for Employment and Skills or UKCES (2009), it was reported that the progress of the 

employability  program  in the UK was based  on  the  contributions  of  just  over  200 

organizations active in the program. Twenty of these organizations were picked up as 

case  studies, in  which the Deloitte  Employability  Initiative was  focused  on as  a 

distinct project. Nine Deloitte Employability Centers have been proposed to carry  a 

program called “train the trainer course.” The targeted number of the trainers was up 

to 800. These new Deloitte employability trainers had to teach up to 40,000 people in 

the Deloitte employability course by 2011.  
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In  Europe,  there  are  the  two  important  groups  of  private  companies which 

have  played important  roles  in  the program: the  IBM  Foundation and  Career-Space. 

Both have  a  focus  on  Information  Communication  Technology- (ICT) related 

employment. The IBM  foundation  competencies  for  IBM  non-management 

employees  are  communication,  problem-solving,  adaptability, a client  focus,  driving 

to  achievement,  passion  for  the  business,  taking  ownership,  trustworthiness, 

collaboration, and teamwork. The IBM program involved the participation of around 

27,000  people  worldwide  (IBM  Global  Services,  2001). Meanwhile,  Career-Space 

was  established  by  a  collection  of  nine  major  ICT  companies: Microsoft  Europe, 

Cisco Systems, IBM Europe, Intel, BT, Philips Semiconductors, Siemens AG, Nokia, 

Thales  and  EICTA,  and  the  European  Information,  Communications  and  Consumer 

Electronics  Industry  Technology  Association  with  the  support  of  the  European 

Commission.  Career-Space  cooperated with  over  twenty  educational  institutions  in 

Europe in  order  to  develop a new  ICT  curriculum  framework  and  guidelines 

(McQuade and Maguire, 2005). 

Comparing the employability programs in Ireland and the United Kingdom, it 

could be noted that both of them rather focus on the employability of people working 

in the manufacturing  sector.  Accordingly  in the whole  picture,  the  programs  in  the 

two countries are not much different. The similarities and some detailed differences of 

the cases are reviewed and summarized in the table below (table 2.2). 

 

Table  2.2 Comparison  of  the  employability  programs  in  Ireland  and the United 

Kingdom 

Dimension Ireland Model United Kingdom Model 

1. Underpinning 

concepts 

Short-term employment and 

changes in the nature of the job  

Short-term employment and 

changes in the nature of the job 

 

2. Major 

problems  

Increases in Foreign Direct 

Investment (FDI)  

Mismatch between corporate 

needs and the subject areas or 

vocations of UK students 
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Table 2.2 (Continued) 

Dimension Ireland Model United Kingdom Model 

3. Model  Emerging Enterprise Models 

(Program for University-Industry 

Interface or PUII) 

 

Institutional Connectivity of 

Employability and Enterprise 

4. Target group Mature, adult, second-chance, 

employed and unemployed people 

with at least a basic third level 

education, particularly in ICT and 

related disciplines 

 

Students particularly that are 

studying in university 

5. Responsible 

Agencies 

Department of Trade, Enterprise 

and Employment; a group of  ICT 

corporations; and educational 

institutions 

UK Commission for Employment 

and Skills; a group of various 

segments of corporations; and 

higher education institutions 

6. Outstanding 

projects 

IBM Foundation; and Career-

Space, which was established by a 

group of nine major ICT companies 

The Deloitte Employability 

Initiative 

Source: data were  obtained from  McQuaid  and  Lindsay,  2005;  Hannon,  2005;  Rae, 

2007; UKCES, 2009; IBM Global Services, 2001 

 

As for the lessons learned according to the table above, the driving success of 

employability programs and the human resource management at  entire whole country 

and  individual  organization  levels  should be reinvented in  order  to  tackle  the 

problems  of  employment,  which are now  sensitive  to  an  increase  in  an integrating 

economy. At  the country  level, the skill-gap  widening in workforce  demands  and 

supplies  in  terms of  skill  quality  and  quantity  would  probably  be  a  major  concern. 

Meanwhile, at  the organization  level, the major  concerns  are  on  the  existing 

workforce and the forward emphasis on the new prospective workforce. Accordingly, 

human  resource  management and  development  system  should  be  designed  for 

responding to the changing employment contracts and individual career perspectives, 
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which are now going beyond the boundary of the organization or even the boundary 

of the country.  

The  two  cases  show  an  advancement in the  programs  that  have  been  largely 

implemented  by  the  groups  of  organizations,  especially  the  groups  of  multi-national 

companies.  The  cases  will  be  more  or  less of benefit  to  Thailand  since  the  country 

will  try to  integrate  with  other  ASEAN  member  countries  in  2015.  At the  very 

beginning  of  the  study concerning employability  in  the  context  of  Thailand,  this 

research, therefore, places more emphasis on the individual organizational capacity in 

terms of HRD and its functional effects on employability. 

As  the  title  indicates,  It  is  noteworthy that  it was  mentioned  in  the  early 

statement  of  this  title  that employability  is  one  of  the  significant  domains  in  an 

organization (Houtzagers,  1998).  To  clarify  this  statement,  Houtzagers’s  model  of 

employability management explains that employability is the whole system of people 

management.  That implies that all  of the people  management  processes,  which 

include  performance  appraisal,  training,  career  development, and potential  appraisal, 

are integrated (see figure 2.3).   

 

Figure 2.3 Employability Management 

Source: Houtzagers, 1998: 192 
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Based  on  the  model  above,  organizations  will  set  up  performance  targets  of 

teams, groups, and individuals and try to maintain these elements as a part of training. 

Another development activity enhancing employability is career development, which 

can be executed by the employee and the organization (Houtzagers, 1998).  Executing 

by  the  employee  means  increasing the internal  and  external  employability of the 

employee. With external  employability,  the  employee  could  remain on  the  job  and 

find  new  employment, if  required.  Meanwhile,  executing  by  the  organization  also 

includes potential and performance appraisals and succession planning. This supports 

the flow of suitable people that fit with organizational demands. 

Although  the  emphasis  of  employability  is  now  on an individual’s 

responsibility  for,  and  engagement  with,  employability  as  a  precondition  to  career 

success (Bagshaw, 1996; Baruch, 2006, 2004, 2003), this research focuses on the role 

of organizations as the provider of programs that assist workers in remaining on the 

job and in obatining new employment. With this role, organizations have to enhance 

the careers of workers by communicating the mission, policies, and procedures (these 

are some  of the organizational  development  activities),  providing  training  and 

development opportunities, and offering a variety of career development options (Otte 

and Hutcheson, 1992).  

 

2.5 Employability  in  Transforming  Careers: Marketability  and Internal 

and External Employability 

 

Employability  is  closely  related  with  the  concept  of a  career,  which has 

changed  from  long-term  hierarchical careers and  promised  job  security or lifetime 

employment to multidirectional  careers  that  promote  flexibility  and  short-term 

contracts of  employment (Baruch, 2004; Hall  and Mirvis,  1996; Arthur, 1994;  Bird, 

1994; Bagshaw, 1996;  Waterman  et  al., 1994;  Atkinson,  2004). Baruch  (2004) calls 

this situation transforming careers.  
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Within  the  dynamic  nature  of labor markets,  career  systems  have 

witnessed  major changes  in  recent  decades…..manifest  a  trend  in 

career  systems  and their  meaning  and  implications  for  individuals, 

organizations and  society.  This  trend  may  be  portrayed  as  a 

transition  from  what  may  be  labeled  linear  career  system into  a 

multidirectional career system (Baruch, 2004: 58). 

 

Baruch’s  framework  of  transforming  careers derived from  the so-called 

protean  careers (Hall and  Mirvis, 1996;  Hall and  Moss, 1998),  boundaryless  careers 

(Arthur, 1994; DeFillippi and Arthur, 1994; Bagshaw, 1996; Atkinson, 2004), the new 

deal (Herriot  and  Pemberton,  1995)  and  the new  psychological  contract (Rousseau, 

2004). 

DeFillippi and Arthur (1994) are among the predominant scholars whthato use 

the  term  “boundaryless  careers.” This  term  is  a  byproduct  of  boundaryless 

organizations and changes in the nature of jobs. Achieving a career success is beyond 

a hierarchical career path in an organization. In other words, the boundary of careers 

is blurred and more open, but less structured, and career success tends to be controlled 

by workers that can  move from  one  organization  to  another according  to their 

competency and preferences. In boundaryless careers, however, careers are not totally 

controlled  by the workers—the process  of  employment  depends  on the choices  and 

bargaining power of organizations and workers. 

Another concept of contemporary careers is Hall’s framework of the “protean 

career” (Hall and Mirvis, 1996; Hall and Moss, 1998; Hall, 2002). He focuses on the 

individual and  lifelong  career  process  of  personal  life  rather  than  the  roles  of the 

organization.  Individuals  grow through  their  careers and  this  depends on  personal 

choices and self-fulfillment. 

All of  the above-mentioned concepts reflect what  Peiperl  and  Baruch  (1997) 

called the  “post-corporate  career.” Careers  are  undergoing  shifts  and transitions 

(Baruch, 2006)., and workers therefore need to gain employability rather than secure 

employment  (Ghoshal, et  al., 1999;  Baruch,  2001), and  new  psychological  contract, 

rather than security of employment (Baruch, 2006).  
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 The  “new deal” (Herriot  and  Pemberton, 1995)  and  the “new  psychological 

contracts”  (Arthur  and Rousseau,  1996) are  the  new  agreements and  commitments  

between organizations and workers. Instead of the agreement to secure  employment, 

organizations are expected to provide development opportunities for workers (Arthur 

and Rousseau, 1996; Baruch,  2004). At an organizational  level, employability  could 

be  defined in  terms  of employers  provideing interesting  jobs  and  opportunities  to 

develop skills for a mobile career (Pearce and Randel, 2004).  

In  the multidirectional  careers  context, flexibility  and  short-term  contract  of 

employment are dominant themes. Therefore, this research develops employability in 

transforming careers further as:  

1) The competencies of workers to perform tasks 

2) The competencies of workers to remain employed, and 

3) The ompetencies of workers to obtain new employment, if required. 

All in all, transforming careers does not refer to a total change of career forms. 

Careers  are  undergoing  shifts  and  transitions  rather  than  a  complete  change  of 

traditional  career  paths  to new  ones.  Baruch’s  concept  encourages  organizations  to 

invest  in  employability  and  promotes  individual,  organizational, and  national 

responsibility for managing  careers  in  the  future  (Baruch,  2004).  Accordingly, 

investing  in  HRD  has  to  be  strengthened  in  order  to  provide  workers  with 

opportunities to develop and achieve the skills to meet current and possible future job 

demands  (Werner  and  DeSimone,  2006)—not  only  the  demands  from  inside  an 

organization but also the demands on the individual to remain employed. 

Since the concept of careers has become transformed, employability has been 

linked to the word so-called “marketability.” This  word can  be defined  as the belief 

that one is valuable to the current or to other prospective employers (Eby, Butts and 

Lockwood,  2003). De  Vos et  al.  (2011) differentiated  marketability from 

employability.  The latter comprises  the  employee’s  competencies  (KSAOs) that can 

help  him  or  her fulfill,  acquire, or  create  new employment,  if  required. Meanwhile, 

marketability refers to the perceptions of one’s added value for the internal or external 

labor market. Consequently, marketability is an important criterion for career success 

(Arthur and Rousseau, 1996). It could be said that: 
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Perceived internal marketability (beliefs that one is valuable to his or 

her  current  employer)  and  perceived  external  marketability  (beliefs 

that one is valuable to other employers) are two additional indicators 

of career success (Eby, Butts and Lockwood, 2003: 690). 

 

In the  aspect  of human  capital  theory, an investment in employability will 

increase people’s value in the marketplace (Becker, 1993). Fugate et al. (2004) further 

explain the point  that investing  in  people’s  knowledge  and  skills,  especially the 

knowledge  and  skills  that are generalizable  and  transferable,  will  lead  to greater 

employee job mobility within and among organizations. 

Organizations can assist their employees in developing employability through 

training  and  development.  Some  scholars  (e.g.,  Rousseau,  2004;  Clarke  and 

Patrickson, 2008) point out that training and development are crucial variables in the 

psychological contract: 

 

To minimize feelings of breach, organizations will need to consider 

both the  level and  nature of  training and  development that  they  are 

willing to offer, and will need to ensure that employees know what 

they  can  expect  to  receive.  Although  the  purpose  and  nature  of 

training and development may now differ from what was offered in 

the  past  it  will  continue  to  be  important  in  terms  of  maintaining 

employee  commitment  towards  the  organization  and  levels  of  job 

satisfaction (Clarke and Patrickson, 2008: 135). 

 

In  the  article  “The New  Covenant  of  Employability,”  Clarke  and  Patrickson 

(2008)  focus much  their  discussion  on  the  roles  of  organizations  in  developing 

employability as a new  covenant between  employers and  employees. A  wide  variety 

of  generic  and  transferable  skills, such  as  communication  skills,  teamwork  and 

interpersonal  skills, should  be  promoted  and arranged  in organizations.  Moreover, 

certain specific  skills  focused on certain  types  of  firm  or  industry also  need to  be 

promoted. A focus on assisting the employees in developing his or her employability 
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is called self-evaluation and self-promotion. This means that employees have to learn 

how to evaluate themselves and how to be marketable.  

There are several ways to become employable and marketable. Employability 

can  be  promoted  by organizational  policy  and  practices. Another  indirect  way of 

developing employability is by working with a well-known organization or joining a 

well-known project (Baruch, 2001). 

 

Employers  who  are  willing  to  offer  developmental  opportunities  to 

help  employees  come  to  an  understanding  of  what  it  means  to  be 

employable  will  be  winners  in  the labor market.  They  will  become 

employers  of  choice  rather  than  struggling  to  find  and  retain good 

staff.  They  will  be  helping  to  create  a  more  employable  workforce. 

At  the  same  time,  individuals  who  accept  their  role  in  managing 

employability  will  have  far  more  choice  in  the labor market.  They 

will know who they are, what they have to offer, and how to market 

their  skills  to  prospective  employers.  They  will  be  able  to 

demonstrate initiative and maturity rather than an immature reliance 

on an employer (Clarke and Patrickson, 2008: 136). 

 

2.6 KSAOs Comprising Employability 

 

Employability constitutes a set of work skills and competencies. International 

Labor  Organization  (ILO) strengthened that the  important  employability  is 

competence  in  reading,  writing  and  computing, effective  listening  and  oral 

communication  skills  (ILO, 2003). Another  example  of  skills  comprising 

employability  at  the  national  level  is  a  series of  skills defined  by  the Singapore 

Workforce  Development  Agency  (WDA,  2012),  which has  established  the skills 

nessary for employability fulfillment.  These skills include  basic  academic  skills 

(literacy,  numeracy and IT skills) and other skills (problem solving, decision making 

and  better  communication). Meanwhile Clarke  (1997)  from  the  Industry  and 

Parliament Trust, London, has asserted that the employable person is motivated, self-

confident, committed, adaptable, and flexible. 
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The  definition  of the skills  comprising  employability  can  refer  to the 

competency concept. The Conference Board of Canada (2003) has, therefore, initiated 

a list of employability skills. This skill list comprises three categories of competency: 

fundamental,  teamwork, and  personal  management  skill  categories.  These 

competencies  include  communication,  problem  solving,  positive  attitudes  and 

behaviors,  adaptability,  working  with  others,  and  science,  technology  and 

mathematics  skills.  In  general,  the  identified  employability  skills  comprise  both  soft 

and interpersonal  skills (for  example, communication,  teamwork, flexibility  and 

positive thinking) and technical skills or fundamental skills (for example, literacy, IT 

skills and numeracy). 

Employability  is argued  to be more  than  just  having  the  skills  to  enter  the 

workforce.  It  also  means  having  the  skills  and  abilities to  progress  within  an 

organization (McLeish, 2002). From an organizational perspective, this is associated 

with the competencies of employees to demonstrate a range of soft skills and personal 

competencies,  such  as  loyalty,  commitment,  enthusiasm,  reliability  and  adaptability, 

as  well  as  relevant  and  technical or  functional competencies (Dench,  1997). A 

compatible argument asserts that employability is seen as an outcome of professional, 

discipline-specific  knowledge, and the  ability  to  demonstrate  broader  skills  such  as 

communication,  problem solving, and  interactional  skills (Leckey  and  McGuigan, 

1997).  

Another interesting study is Clarke’s report on a survey of 40 companies in the 

UK.  It was found  that organizations tended  to  see  employability  in  terms  of  an 

employee’s  communication,  problem-solving, and  decision  making  skills. Although 

employees  have  been  treated  with  shorter-term  employment  contracts,  they are 

expected to demonstrate customer-focused behavior and a commitment to the highest 

quality (Clarke, 1997).  

Not  only the above-mentioned  knowledge  and  skills,  but some  other 

qualifications  are  considered, such  as  reliability,  punctuality,  adaptability, 

communication  skills,  and the ability  to  meet  deadlines  (Ranzijn,  Carson  and 

Winefield, 2002). Some research (e.g., Ranzijn et al., 2002; Scholarios and Lockyer, 

1999) also found that, among KSAOs, employers were rather interested in “Os” (other 



27 
 

 
 

characteristics  or  qualifications  of  the  applicants). That  means that skills  and 

knowledge are necessary but not sufficient for employabiity. 

Discussion  on the skill  sets and  qualifications of  those that possess 

employability, some scholars (e.g., Rousseau, 2004; Clarke and Patrickson, 2008; De 

Vos  et  al.,  2011) have focused on  both  generic  and industry-specific  skills.  Having 

examined human  resource  management in  Thailand,  Wedchayanon  (2011),  on  the 

other  hand,  points  out  that employability  does  not  merely  refer  to technical or  job-

specific skills.  Employability  skills are rather  generic in  nature,  and  employability, 

therefore, cuts across all types of industries and all levels of employment. In her case 

study about employability (Wedchayanon, 2011), the skills comprising employability 

were proposed (see table 2.3). 

 

Table 2.3 Skills Comprising Employability 

Definition/ 

Skill Set 

Employability 

Basic Academic 

Skills 

Conceptual Skills Personalities 

Definition These kind of skills 

are baseline 

competences. 

Employees are 

expected to possess 

these skills at some 

minimum level of 

proficiency becaue 

they are needed in 

order to be ready to 

deal with given tasks.  

 

Conceptual thinking 

skills affect 

employee’s work and 

performance. These 

kind of skills drive 

employees to control, 

manage and develop 

themselves in their 

job roles. 

Personalities or 

personal attributes 

are important 

characteristics 

enabling performance 

with good 

relationships with 

others. 

 

 

 

 



28 
 

 
 

Table 2.3 (Continued) 

Definition/ 

Skill Set 

Employability 

Basic Academic 

Skills 

Conceptual Skills Personalities 

Skills 

Comprising 

Employability 

- reading 

- writing 

- science 

- mathematics 

- oral 

communication 

- learning 

- reasoning 

- creative thinking 

- decision making 

- problem solving 

- team spirit 

- social skills 

- integrity 

- cooperative 

inclinations 

- responsibility 

- self-control 

- honesty 

- adaptability and 

flexibility 

- good grooming 

- self-management 

Source: Summarized from Wedchayanon, 2011 

 

According  to Table  2.3, the skills  comprising  employability  consist  of three 

kinds. The first one is a set  of basic  academic  skills, which  is a  necessary condition 

for basic tasks, given in a certain job role.  The second one is a set of conceptual skills 

which are relevant  to the mentality and  discipline of  individual in managing  and 

developing themselves. The last one is the personality needed to work with others and 

to be able to adapt to a changing environment.  

It can be seen that all of the above-mentioned skills comprising employability 

are not only skills, but also knowledge, abilities, and other characteristics. When the 

compositions  of employability are  mentioned in  this  research,  all  of the KSAOs 

pertaining to the three competencies are combined and captured as follows (see table 

2.4). 
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Table 2.4 Compositions of Employability in Transforming Careers 

Employability  Definition KSAOs comprising 

Employability 

Scholars/ 

Organizations 

Competency to 

perform tasks 

or functional 

competency 

 

A set of 

competen-

cies which 

support the 

successful 

accomplish-

ment of the 

task-based 

activities 

central to 

any job role 

 

Basic/fundamental skills, 

such as literacy, numeracy, 

capability to use 

technology and language 

proficiency  

Gibb, 2004; 

Wedchayanon, 2011; 

WDA, 2012; the 

Conference Board of 

Canada, 2003 

 

People-related skills, such 

as communication, 

interpersonal, teamwork 

and service skills 

 

Gibb, 2004;  

WDA, 2012; Fugate et 

al., 2004;  the 

Conference Board of 

Canada, 2003; Dench, 

1997; Ranzijn, Carson 

and Winefield, 2002 

 

Conceptual thinking skills, 

such as collecting and 

organizing information, 

problem solving, planning, 

thinking innovatively and 

creatively, systems 

thinking 

 

Gibb, 2004; 

Wedchayanon, 2011; 

Clarke, 1997; Fugate et 

al., 2004; the 

Conference Board of 

Canada, 2003 

 

Personal skills and 

attributes, such as being 

responsible, resourceful 

and flexible, and  

having self-esteem 

Gibb, 2004; 

Wedchayanon, 2011; 

ILO, 2003; Fugate et 

al., 2004; WDA, 2012;  

the Conference Board 

of Canada, 2003;  
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Table 2.4 (Continued) 

Employability  Definition KSAOs comprising 

Employability 

Scholars/ 

Organizations 

  Conceptual thinking skills, 

such as collecting and 

organizing information, 

problem solving, planning, 

thinking innovatively and 

creatively, systems 

thinking 

 

Gibb, 2004; 

Wedchayanon, 2011; 

Clarke, 1997; Fugate et 

al., 2004; the 

Conference Board of 

Canada, 2003 

 

  Personal skills and 

attributes, such as being 

responsible, resourceful 

and flexible, and  

having self-esteem 

Gibb, 2004; 

Wedchayanon, 2011; 

ILO, 2003; Fugate et 

al., 2004; WDA, 2012;  

the Conference Board 

of Canada, 2003; 

Dench, 1997 

 

Competency to 

remain 

employed or 

personal 

competency, 

especially 

learning and 

adaptability 

 

A set of 

competen-

cies to adapt 

to different 

situations 

and the 

varied 

demands of 

employment 

within an 

organization 

Self-management in 

developing strategies and 

learning new skills to 

adapt to workplace and 

environmental changes 

 

Precision Consultancy 

and the Department of 

Education, Science and 

Training, Australian 

Government, 2006;  the 

Conference Board of 

Canada, 2003; Fugate et 

al., 2004; Dench, 1997 
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Table 2.4 (Continued) 

Employability  Definition KSAOs comprising 

Employability 

Scholars/ 

Organizations 

  Self-promotion in 

obtaining and relaying 

information to maintain 

awareness of working 

conditions 

Precision Consultancy 

and the Department of 

Education, Science and 

Training, Australian 

Government, 2006;  the 

Conference Board of 

Canada, 2003; Fugate et 

al., 2004; Dench, 1997 Learning ability, which 

contributes to ongoing 

improvement in, and 

expansion of, operations 

and outcomes 

 

Competency to 

obtain new 

employment or 

personal 

competency, 

especially 

marketability 

and  

transferability 

A set of 

competen-

cies that 

demonstrate 

understand-

ing of 

effective 

opportunity-

search 

strategies to 

find new 

employment  

Ability to search for 

opportunity for new 

employment 

(marketabiity) 

Martin, R., Villeneuve-

Smith, F.,  Marshall, L. 

and McKenzie, E. 

2008; Arthur and 

Rousseau, 1996; Fugate 

et al., 2004 
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Table 2.4 (Continued) 

Employability  Definition KSAOs comprising 

Employability 

Scholars/ 

Organizations 

  Self-promotion in 

obtaining a new 

employment 

(marketability) 

 

Ability to transfer and 

adapt to a new workplace 

(transferability) 

Precision Consultancy 

and the Department of 

Education, Science and 

Training, Australian 

Government, 2006; 

Arthur and Rousseau, 

1996; Fugate et al., 

2004 

 

 Table 2.4 illustrates employability in transforming careers. The first set is a set 

of  competencies  that  supports the  successful  accomplishment  of  the  task-based 

activities central to any job role. The compositions of the task-based competencies are 

basic  or  fundamental,  people-related, conceptual  thinking,  and  personal  skills. Next, 

in order to remain employed, the set of competencies to adapt to different situations 

and the varied demands of employment within an organization are self-management, 

self-promotion, and  learning  ability.  The  last  one  is  a  set  of  competencies  that 

demonstrate  understanding  of  effective  opportunity-search  strategies  to  find  a  new 

employment. The compositions of this are the ability to search for the opportunity for 

new  employment,  self-promotion  in  obtaining  new  employment,  and the ability  to 

transfer and adapt to a new workplace. 

 

2.7 Training and Employability 

 

From  the contemporary  career point  of  view,  workers’ expectations  include 

the  responsibility  of  organizations to  offer training  and  development  programs  or 

activities that  support or  improve their employability. Many  scholars  argue that 

training has the  possibility  of  a  direct  association with employability  and  career 
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success (De Grip et al., 2004; Bagshaw, 1996; Thijssen et al., 2008; Hallier and Butts, 

1999; McQuaid and Maguire, 2005; Ng et al., 2005).  

The role of supporting employability requires organizations to think about the 

process  of people  development  for  future  jobs  in  the  current and/or other 

organizations. To  improve the competency  of  workers,  the  methods  of  training 

include  both formal  training  in the  classroom (off-the-job  training) and  on-the-job 

experiences or  informal  training (Nadler  and  Wiggs,  1986). With these  two  main 

methods of training, Baruch (2004) argues that the informal programs that include on-

the-job training are more workable than formal ones. On the other hand, the study by 

Van der Heijden, Boon, Klink and Meijs (2009)  found that formal training provides 

much  more  employability  because the networking  among  the  participants in  the 

training  program  supports their  ability  to  perform  tasks  and  to find  a  new  job  if 

needed (see figure 2.4). 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.4 Employability Enhancement 

Source: Van der Heijden, Boon, Klink and Meijs (2009) 

 

Another agreement about training and employability concerns participating in 

both formal and informal learning activities that will  encourage  the workers to have 

self-perceived  employability  (Van  der Heijden et  al.,  2006;  Van  der  Heijden  et  al., 

2009). In a  study entitled  “Competency  development  and  career  success:  the 

mediating  role  of employability” by De  Vos et  al. (2011), who  conducted a  survey 

Employee 

characteristics 

(control factors) 

Organizational 

factors 

Formal 

 job-related 

learning 

Informal 

 job-related 

learning 

 

Employability 
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research among a sample of 561 employees of a large financial services organization, 

it  was hypothesized that  self-perceived  employability  will  mediate  the  relationship 

between competency development and career success. For their research, competency 

development was a central theme in enhancing employability. They gave a definition 

of  competency  development  as “all  activities held by  the  organization  and  the 

employee to enhance the employee’s functional, learning and career competencies.” 

Participation  is  a  key to  the success  of  competency  development  (De  Vos  et 

al.,  2011;  Van  der  Heijden  et  al.,  2006).  This  means engaging employees in  the 

different types of developmental activities offered by their organization. The research 

shows that: 

 

Employee  participation  in  competency  development initiatives  as 

well as perceived support for competency development is positively 

associated  with  workers’  perceptions  of  employability.  Moreover, 

self-perceived  employability  appeared  to  be  positively  related  with 

career satisfaction and perceived marketability (De Vos et al., 2011: 

1). 

 

The implication of De Vos’s research is that individuals and organizations can 

affect  subjective  career  success.  The  roles  of the manager  in  supporting the 

psychological  perception  of  the  workers  are  very  important. As  for  the  methods  of 

training  practices  they investigated in  their  questionnaire,  they  were classified  into 

two  main  methods.  The  first  method was the  formal  method,  for  example,  training 

devoted to the improvement of general skills, such as communication.  The latter one 

was on-the-job training, especially the coaching method.  

Another research related to the association between training and employability 

was presented  by  Carbery  and  Garavan  (2005).  Their  study  focuses  on the 

employability  of  those tbat have  survived the organizational  restructuring  and 

downsizing  process.  The  samples were six professional  employees working  for  the 

company where the headquarters of the multinational were based in the U.S., but the 

subsidiary of the parent multinational was in Ireland. At the time of the study, all of 
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the  samples had  been employed by  the organization for at  least eight years  after  the 

restructuring and downsizing were initiated.  

The  findings  imply that  the  ability  of the individual  to  learn  is  much  more 

important  than  the  development  programs  provided  by  the  organization.  The 

individuals  accumulated  and  developed  their  skills  and  experiences in  order  to 

survive. This  also  implies  that  on-the-job  training  by  looking  and  learning  provided 

much  more  value for their  employability. Hence, the rotation  from  a  production 

environment  to  an  administrative  context  was  a  workable  method  of  competency 

development. It also depended on the ability to learn and transfer their knowledge and 

experience to the  jobs (ibid).  The  findings  also  indicated that  there  was little 

participation in the formal training process. One of the respondents explained: 

 

Most was very informal and based on the current job at the time. Very 

little formal development and training was given……At higher levels 

in the organization there tends to be support for development training 

beyond  just  getting  the  job  done.  It  is  more  difficult  (almost 

impossible) to get development training (beyond the job) for the lower 

levels in the organization (Carbery and Garavan, 2005: 501). 

 

Nevertheless, one  of  the  findings  found  by  Carbery  and  Garavan  (2005) was 

consistent with those found by Van der Heijden et al. (2009). Their finding was that 

the network is the key of individual development, as mentioned in the following: 

 

Some  are  very  necessary  to  the  management  function  and  some  are 

nice  to  have.  But  in  general  I  found  the  greatest  learning  came  from 

my  colleagues  who  were  already  in  the  business  for  some  years 

(Carbery and Garavan, 2005: 501). 

 

The  above-mentioned  study  shows the perspective  of the  worker  on their 

employability. This research,  however, aims  at answering the questions according to 

the roles  and perspectives of  the employers  regarding the employee’s  employability. 

With this attempt, the formal training activities (Van der Heijden et al., 2009; Groot 
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and Maasen Van, 2000) and the participation level in the formal training activities (De 

Vos  et  al., 2011;  Van  der  Heijden  et  al.,  2006) are  still  questions concerning the 

accomplishment  of employability. Another  component  measured  in  this  study is 

related to the networking among the participants in the formal training activities (Van 

der Heijden et al., 2009; Carbery and Garavan, 2005). The next two components are 

related  to  the  informal  training  activities.  One  is learning  the value  of  the  job  or 

attainment  of  skills  in  the  work  process  (Van  der  Heijden  et  al.,  2009;  Carbery  and 

Garavan, 2005). Further, since the perspective on the employability is on the contract 

employees whose  positions are  normally  not  more  than at the  middle  stage  of 

theircareer, the  roles  of the supervisor  in training  activities (Van  der  Heijden,  et  al, 

2009),  therefore,  are  questioned concerning their  effects on  the employees’ 

employability. 

 

2.8 Organization Development and Employability 

 

Broadly defined, organization  development  (OD) is  about managing  planned 

change in the strategy structure or processes of an entire system in an organization. It 

is based  on  the  knowledge  and  practices  of  behavioral science (Cummings  and 

Worley, 1997). Another broad conceptual definition of OD was proposed by McLean 

(2006).  He  argues  that,  based  on  the  behavioral  sciences, OD  comprises many 

processes or activities that have the potential to develop in an organizational setting, 

enhancing the desired  outcomes  for the individual,  group,  and organization,  and  the 

entire nation. From McLean’s perspective, it can be implied that OD has an effect on 

employability in the short  and  long  run.  In the short  run,  it likely enhances 

knowledge,  expertise,  satisfaction, and  productivity.  In the long  run,  it  benefits  the 

whole of humanity. 

When OD emerged in the 1960s, it focused primarily on individual and group-

level interventions (Rothwell, Sullivan and McLean, 1995). Later, the field expanded 

to include organizational-level interventions and strategic change (Chapman, 2002). 

In  1997, Cummings  and  Worley  classified the  types OD  interventions as 

human  process  issues (interpersonal  relations,  meeting and  conference),  technology 

and structure issues (changed programs and formal structure), human resource issues 
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(goal setting,  performance  appraisal  and employee wellness), and strategic  issues 

(culture  change  and transorganizational  development). In  2005, Cummings  and 

Worley suggested that OD was difficult to define in terms of its boundaries since they 

were blurred  by  a  wide  variety  of  techniques.  Consideration  of  OD  definitions, 

however, still includes a  strategic and  entire  system  orientation  (Cummings  and 

Worley, 2005).  

From the above-mentioned perspectives,  organizational  learning  has  become 

an  important  OD  intervention  by  which  to  transform  organizations (Cummings and 

Worley, 2005; McLean, 2006). The process of how to learn occurs in organizations in 

order  to  facilitate greater fit  among strategies,  culture,  and the competitive 

environment of an organization.  

In addition to the OD boundary, recent research carried  out by Gillon (2011) 

elaborated a  wide  variety of  OD  practices  as  change  management,  consultancy 

orientation, cultural issues, effectiveness, HR, interpersonal skills, leadership, learning 

and  development, OD,  organizational  learning  orientation,  organization-wide 

perspective,  partnership  issues, and  strategic  approach.  The  findings  imply  that the 

three important functions of OD are “strategic roles,” “change management,” and the 

roles of “learning and development”.  

The findings of Gillon are in accordance with two issues of OD interventions 

proposed  by  Cummings  and  Worley  (1997) since  strategic  roles  and  change 

management are consistent with strategic issues, and technology and structure issues. 

However,  the interesting finding  from  Gillon’s  study was  that learning  and 

development should be categorized as an important part of OD. It could be explained 

that  OD  is a  planned  change  approach  to help  organizations  improve their 

performance.  In  order  to  do  so,  organizations  try to  enhance  their  employees’ 

competency to deal with change. From this perspective, organizational learning (OL) 

has become an important OD intervention in which continuous learning is a key issue 

in organizations (Cummings and Worley, 2005; McLean, 2006; Lien, 2007).  

The  research  presented  in Purdie’s  study (1994) explains that the  schematics 

of  the future  organization—the  trend  of  using  supplemental  employees—is  on  the 

rise.  These  are  employees with  shorter-term contracts that can  be  dismissed  at  any 

time. Purdie therefore asked “What this means is the inevitable trend of disappearing 
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core  positions  in  today’s  corporate organizations?’  To  answer  this  question, 

organizations  have  to initiate  the reorganization  of  tasks  and  functions  to  improve 

labor efficiency. 

The reason  for  supporting  the  assumption  of  the  direct  association  between 

OD and employability can be seen to be related to learning issues. 

 

Where  the  mandated  programs  of  learning  is  perceived  as  a 

commitment  by  the  organization  to  focus  on  new  skills,  enhance 

employability and/or move in a different direction, learners will likely 

be  highly  motivated  to  learn. Therefore  it  is  arguable  that  a  learning 

process, which is part of a wider organizational change initiative, can 

be perceived as part of a management commitment towards skills and 

performance improvement. The perceived  importance of the  learning 

intervention  is  therefore  important  in  the  context  of  a  major  change 

initiative (Carbery and Garavan, 2005: 493). 

 

This implies that one of the important assumptions of OD is that organizations 

will be  successful if  their  employees  are  able  to  learn  quickly.  The  organizations 

encourage  their  continuous  learning  by  developing,  cultivating, and  providing 

feedback and sharing knowledge throughout the organization (Rampersad, 2004). On 

the  other  hand, the  increase in  organizational  learning also  reflects an increase  in 

employees’ learning. 

 In general,  the  measurement  of  the  effects  of  OD on employability and  CD 

can be classified into three sub-issues. The measurement is partly different from that 

classified by Cummings and Worley (2005). The first measurement is the integration 

of Cummings  and  Worley  (2005), called human  process  issues  and  technology  and 

structure  issues. This  research  uses  the  terms  “structure  and  process issues” which 

promote  continual  learning for  everyone in  the  organization  and balance  individual 

and team  learning (Rampersad, 2003; Cummings and Worley, 2005; McLean, 2006; 

Lien, 2007; Gillon, 2011). The second one is “human resource issues,” by which the 

organizations are expected to align feedback and their development system and try to 

provide feedback to  improve actions (Rampersad,  2003;  Cummings  and  Worley, 
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2005). The last one is the strategic issues that promote high commitment to a learning 

culture (Rampersad,  2003; Cummings  and  Worley,  2005;  Van  der  Heijden,    Boon,  

Klink  and  Meijs,  2009;    Gillon,  2011;  McLean,  2006;  Lien,  2007)  and  continual 

improvement of the job (Rampersad, 2003; Gillon, 2011).  

It is noteworthy that there are no learning issues discussed in the OD activities. 

However,  all  three issues mentioned are  embedded in learning  issues  as  a  central 

theme of OD. 

 

2.9 Career Development and Employability 

 

CD  is  a  concept  related  to  career  transition.  Career  transition  is  defined  as  a 

movement  of the job  or  profession  within an organization  and/or external  transition 

(Ebberwein et al., 2004; Sun and Wang, 2011).  Accordingly, it could be said that CD 

can be defined as a lifelong fulfillment (Dessler 2003). 

 First, CD is  perceived as  the identity  development  of a  complex  process  of 

changes in the individual’s life and environment. In this aspect, careers are conceived 

as the sequence of occupational positions through the life span. That is, the position 

that  signifies a  profession or  a  reputation  depends  on the  self-perception of  each 

individual (Bosma and Kunnen, 2001). Second, CD is perceived as the formation of 

career  significance fed  by results  and  reputation (Hoekstra,  2011). In  the  second 

perspective  on  CD,  organizations  invest  in  careers  because  of  the  values that  the 

careers  hold  for  them. That  is, the  contributions of  careers are expected  to  be  made 

over  time  to  the  goals  valued by  the  organization. Third,  CD  is  explained as  the 

acquisition  of  career  roles.  A person  may  have professional  roles, a single  role,  or 

multiple  roles  (ibid). Career  roles,  moreover,  will  bring about career  identity  and 

significance to individual and his/her position.  

Some studies (e.g., McArdle,Waters, Briscoe and Hall, 2007) have mentioned 

that  the  concept of  employability  is  about  adaptability  and the  enabling  of 

standardized measurement of employability as a differentiated construct independent 

of the nature of professions, jobs, and labor market sectors. Some research identified 

the association between CD and/or career success and training (Ng et al., 2005; Burke 

and  McKeen,  1994; De  Vos, Dewettinck, and  Buyens,  2009; Kristof-Brown., 
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Zimmerman, and Johnson, 2005);  and there is research that supports the  association 

between CD and OD (Cummings and Worley, 1997; Rothwell et al., 1995).  On the 

one  hand,  CD  is  a  major  responsibility  of  individuals.  On  the  other  hand, CD is 

defined and claimed to be the role of an organization in enhancing the careers of the 

workers by, for example, providing career information and career programs (Otte and 

Hutcheson, 1992).  

The possibilities for the enlargement of employability are determined by two 

types  of  conditions:  personal  conditions, that  is,  the  presence  of  personal  learning 

competencies  (for  example,  the  capability  and  willingness  to  acquire  new  job 

qualifications  during  a  formal  training  program), and/or  contextual  conditions  (for 

example,  training  facilities  that  are  offered  at  an organization  level  or  even  at the 

national level).  

As was mentioned in the scope of the study, that this research aims at studying 

the roles of organizations in supporting the employees’ employability, the perspective 

with regards to CD is therefore focused on contextual conditions rather than personal 

conditions. To  strengthen  the  roles  of  organizations  to  support the CD  of  their 

employees, there has been research that has revealed and extended this point. That is, 

the research  conducted  by Barnett  and Bradley (2007), entitled “The  impact  of 

organizational  support  for  career  development  on  career satisfaction,”  proposed  the 

so-called Organizational Support for Career Development (OSCD). They defined the 

concept of OSCD as follows: 

 

It is organizational career management or organizational sponsorship 

and  refers  to  the  programs,  processes  and  assistance  provided  by 

organizations  to  support  and  enhance  their  employees’  career 

success (Barnett and Bradley 2007: 622).  

 

The above-mentioned study  examines the impacts  of OSCD  on employees’ 

career management behavior  and employees’  career satisfaction.  They collected  data 

from  those that  were Australian  public- and  private-sector  employees (N=90).  Their 

findings  imply  that organizational  investment in OSCD will enhance  employees’ 

career  satisfaction  and that employees can  enhance  their  own  career satisfaction  by 
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participating  in  career  management.  Examining  the causal  relation in  which OSCD 

positively  affects an employee’s career satisfaction will  better  help  organizations  tp 

design career  development activities to  achieve  desired  outcomes (Barnett  and 

Bradley 2007).  

Insight  the  OSCD, the  activities  that  are  likely  to increase  desired the 

outcomes  of  career  development  are  classified  into  formal  and  informal strategies 

(ibid). The  formal strategies include  career  planning  programs,  career  training 

programs,  career  assessment  centers and  career  counseling  programs (Barnett and 

Bradley 2007; Hoekstra, 2011; Dessler 2003; Bosma and Kunnen 2001; Rampersad, 

2003). Next, the informal ones comprise support, such as providing career mentoring 

and career networking opportunities (Barnett and Bradley 2007; De Vos et al., 2011; 

Hoekstra,  2011;  Dessler  2003). These  factors  will  support  career  mobility  and the 

transition of employees.  

 

2.10 Proposed Conceptual Framework and Hypotheses 

 

Based  on the  above-mentioned  literature  and  relevant studies,  the  conceptual 

framework and hypotheses are postulated as follows (see figure 2.5). 
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Figure 2.5 Proposed Conceptual Framework of Employability in Transforming 

Careers 

 

Based on the framework (figure 2.5), this study proposes research hypotheses 

that  support  a  positive association  between the independent  variables  (training,  OD 

and CD) and dependent variable (employability). They are: 

Hypothesis  1  (H1):  Training  has  a  positive  effect  on  employability  in the 

public sector. 

Hypothesis  2  (H2):  Training  has  a  positive  effect  on  employability  in the 

private sector. 

Hypothesis  3 (H3): OD has  a  positive  effect  on  employability  in the public 

sector. 

Hypothesis  4  (H4): OD has  a  positive  effect  on  employability  in the  private 

sector. 

Training Interventions 

(Training) 

- Formal Training 

- Informal Training 

Organization Development 

Interventions (OD) 

- Structure and Process  

  Issues 

- Human Resource Issues 

- Strategic Issues 

Cereer Development 

Interventions (CD) 

- Formal OSCD 

- Informal OSCD 

Employability 
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Hypothesis  5 (H5): CD has  a  positive  effect  on employability  in the public 

sector. 

Hypothesis  6  (H6): CD has  a  positive  effect  on  employability  in the  private 

sector. 

 

 2.11 Summary 

 

In the era of organizations in an open system, workers rather face the changes 

in the global market, in which there are more competitors, various kinds of emerging 

careers, and changes in new marketable skills than in the past. Jobs are more likely to 

be short-term financial relationships requiring flexible and highly-skilled workers. In 

the multidirectional  careers  context,  employability is  defined  as  the  competency  of 

workers to perform tasks, to remain employed, and to obtain new employment. Since 

employability is related to competencies, it consists of KSAOs. Human capital theory 

implies that when employees participate in training and development programs, they 

are able to learn new skills, are able to perform tasks, and share their new knowledge 

with others.  Another  related  issue  of  human  capital  theory  and  employability  is 

competence development, or in other words, how the accumulation of human capital 

determines employability.  

Among HRD interventions, CD is the concept that is more closely related with 

employability. Training (both formal and informal interventions) is also mentioned as 

an important  factor in enhancing  employability  because  it  increases  human  capital 

accumulation.  Meanwhile,  theoretical  reviews have  revealed  that  OD  is  rather  far 

from  the  concept  of  employability  enhancement.  However,  it  could  not  be  said  that 

OD and  employability are not  associated with  each  other  because  learning  is  the 

central theme of both organization and employee development. Therefore, OD is also 

included in the proposed conceptual model. All of the HRD interventions consisting 

of Training, OD, and CD are assumed to have effects on employability. 

 

 



 
 

CHAPTER 3 

 

RESEARCH METHODOLOGY 

 

 

This chapter delineates the research methods used in this study. It includes the 

research design, unit of analysis, operational definitions, population, samples and data 

collection, data analysis, reliability test, and factor analysis. The method employed in 

this  study is  the mixed  method, consisting  of  quantitative  and  qualitative analyses. 

The results are  mainly based on the quantitative method. Other relevant information 

and  arguments derived  from  the  qualitative  method  are mixed  as  a  supplement 

explanation. 

 

3.1 Research Design 

 

This study focuses on the determinant variables of employability in relation to 

organizations  in the  Thai public and  private  sectors. The  variables were 

conceptualized from the notion of the positive externalities of HRD. The entire set of 

HRD  practices  (training,  OD, and  CD) was tested  in  the  model. The  results were 

expected  to  confirm  whether  HRD  practices contributed to  the enhancement  of 

employability  (ability  to  perform  tasks,  remain  employed,  and  obtain  new 

employment if required). 

The primary data were mainly based on the cross-sectional data collected from 

those  public  and  private organizations.  Once  the  data were collected,  the reliability 

was used  to  test the  degree  of  instrument  reliability.  Then,  factor  analysis  was 

employed in order to examine  whether the independent  variables were derived  from 

the theoretical basis. 

Furthermore,  in-depth interviews were conducted  in  order  to gain  deeper 

information. The points of view came from three human resource professionals (HR 
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professionals). One of them was working with a famous Thai company. The rest were 

an  owner of an HR consulting  company  and an HR  executive  in a multinational 

company. Since this  study  is  relevant to the  Thai  public  sector  and  its  personnel 

management and development, a scholar that was positioned as a personal advisor to 

the Prime Minister of Thailand was interviewed. To fulfill and complete the content 

surrounding the employability regarding both specific and general issues, the points of 

view of the  professionals  and  scholars were supplemented to  support  the  findings 

from the quantitative analysis. 

  

3.2 Unit of Analysis 

 

Since the main research question of this research was to examine f the actors 

determining and  differentiating  the  employability  in  public  and  private  sectors  in 

Thailand, the unit of analysis was at the organizational level. It consists of two groups 

of people. The  first  group, the public sector, consisted of  127  departments  and  60 

organizations at the departmental level (OCSC, 2009). The second group, the private 

sector, consisted of  441  listed  companies on the  Stock  Exchange  of  Thailand  (SET 

2011). The  representative of  each  organization was a  person  whose  position was 

director of a human resource management/development unit. 

 

3.3 Operational Definitions and Measurements 

 

As for measurements, the questionnaire was divided into four main parts (see 

appendix  B  and  C).  The  first part  involved demographic  information regarding the 

organization  characteristics.  The  second  part dealt with  questions  pertaining  to 

employability  in transforming  careers. The  third  part concerned  questions  about the 

independent variables (i.e., training, OD, and CD). Most of the questions, especially 

in the  second  and  third  parts, were formulated as  statements  on  a  four-point  Likert 

scale ranging from 1 as “none” and 4 as “very expect, abundant or usually.”  
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After  conceptualizing  the  framework  and  theoretical  linkage  between 

employability and HRD, the operational definitions and measurements were reviewed 

and constructed as follows (see table 3.1).  
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Table 3.1 Operational Definitions and Measurements 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

1. Employ-

ability  

Competencies to 

perform tasks or 

functional 

competency 

 

A set of 

competencies 

which support the 

successful 

accomplishment 

of the task-based 

activities central 

to any job role 

 

Basic/fundamental skills: 

such as literacy, 

numeracy, technology 

skills, English 

proficiency 

(Since Thailand has 

recognized the important 

issue of joining the 

ASEAN Economic 

Community in 2015, 

English has been 

concerned as an 

important medium 

language.) 

To what extent would you 

expect that the employees have 

the following skills in order to 

accomplish their tasks 

successfully? To what extent 

do you think the employees 

possess these skills? Think 

about the employees that have 

worked for your organization 

for at least 1 year (a  four-point 

scale question). 

1. Literacy 

2. Numeracy 

3. Technology skills 

4. English proficiency 

Gibb, 2004; 

Wedchayanon, 

2011; WDA, 

2012; the 

Conference 

Board of 

Canada, 2003 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

   People-related skills, such 

as communication, 

interpersonal, teamwork, 

customer 

service skills 

To what extent would you 

expect that the employees have 

the following skills in order 

accomplish their tasks 

successfully? To what extent 

do you think the employees 

possess these skills? Think 

about the employees that have 

worked for your organization 

for at least 1 year (a four-point 

scale question). 

5. Communication 

6. Interpersonal skills 

7. Teamwork skills 

8. Customer service skills 

Gibb, 2004;  

WDA, 2012; 

Fugate et al., 

2004;  the 

Conference 

Board of 

Canada, 2003; 

Dench, 1997; 

Ranzijn, 

Carson and 

Winefield, 

2002 

 

 



 
 

49 

Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

   Conceptual thinking skills, 

such as collecting and 

organizing information, 

problem solving, planning, 

thinking innovatively and 

creatively, systems thinking 

 

 

To what extent would you 

expect that the employees have 

the following skills in order 

accomplish their tasks 

successfully?  To what extent 

do you think the employees 

possess these skills?  Think 

about the employees that have 

worked for your organization 

for at least 1 year (a four-point 

scale question). 

9. Collecting and organizing 

information 

10. Problem solving skills 

11. Planning skills 

12. Thinking innovatively  

13. Systems thinking 

Gibb, 2004; 

Wedchayanon, 

2011; Clarke, 

1997; Fugate 

et al., 2004; 

the Conference 

Board of 

Canada, 2003 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

   Personal skills and attributes, 

such as being responsible, 

resourceful and flexible,  

having self-esteem 

To what extent would you 

expect that the employees 

have the following skills in 

order accomplish their tasks 

successfully?  To what extent 

do you think the employees 

possess these skills?  Think 

about the employees that 

have worked for your 

organization at least 1 year.  

(a four-point scale question) 

14. Responsibility 

15. Being resourceful  

16. Flexibility  

17. Having self-esteem 

Gibb, 2004; 

Wedchayanon, 

2011; ILO, 

2003; Fugate 

et al., 2004; 

WDA, 2012;  

the Conference 

Board of 

Canada, 2003; 

Dench, 1997 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

 Competencies to 

remain 

employed or 

personal 

competency, 

especially 

learning, 

adaptability, and 

internal 

marketability 

 

 

A set of 

competencies to 

adapt to different 

situations and the 

varied demands 

of employment 

within the 

organization  

 

Self-management in 

developing strategies and 

learning new skills to 

adapt to workplace and 

environmental changes 

To what extent would you 

expect that the employees have 

the following skills in order to 

adapt to different situations and 

the varied demands of 

employment within the 

organization?  To what extent do 

you think the employees possess 

these skills? Think about the 

employees who have worked for 

your organization for at least 1 

year (a four-point scale 

question). 

18. Ability to adapt to changing 

environment 

19. Ability to adapt to a rotation 

if required 

Precision 

Consultancy and 

the Department 

of Education, 

Science and 

Training, 

Australian 

Government, 

2006;  the 

Conference 

Board of 

Canada, 2003; 

Fugate et al., 

2004; Dench, 

1997 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

   Self-promotion in 

obtaining and relaying 

information to maintain 

awareness of working 

conditions (internal 

marketability) 

To what extent would you 

expect that the employees have 

the following skills in order to 

adapt to different situations and 

the varied demands of 

employment within the 

organization? To what extent do 

you think the employees possess 

these skills? Think about the 

employees that have worked for 

your organization for at least 1 

year (a four-point scale). 

20. Self-promotion in obtaining 

and relaying information to 

maintain awareness of working 

conditions 

Precision 

Consultancy 

and the 

Department of 

Education, 

Science and 

Training, 

Australian 

Government, 

2006;   the 

Conference 

Board of 

Canada, 2003; 

Fugate et al., 

2004; 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

   Learning ability, 

contributing to ongoing 

improvement in, and 

expansion of, operations 

and outcomes. 

To what extent would you expect 

that the employees have the 

following skills in order to adapt 

to different situations and the 

varied demands of employment 

within the organization?  To what 

extent do you think the employees 

possess these skills? Think about 

the employees that have worked 

for your organization for at least 1 

year (a four-point scale question). 

21. Learning skills that 

contributes to ongoing 

improvement and expansion of 

operations and outcomes 

Precision 

Consultancy and 

the Department 

of Education, 

Science and 

Training, 

Australian 

Government, 

2006;  the 

Conference 

Board of 

Canada, 2003; 

Fugate et al., 

2004 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

 Competencies to 

obtain new 

employment or 

personal 

competency, 

especially 

external 

marketability 

and 

transferability 

 

A set of 

competencies that 

demonstrate 

understanding of 

effective 

opportunity-

search strategies 

to find a new 

employment 

Ability to search for an 

opportunity fpr new 

employment (external 

marketability) 

To what extent would you 

expect that the employees have 

the following skills in order to 

obtain new employment?  To 

what extent do you think the 

employees possess these skills? 

Think about the employees that 

have worked for your 

organization for at least 1 year 

(a four-point scale question). 

22. Job search ability 

Adapted from 

Martin, R., 

Villeneuve-Smith, 

F.,  Marshall, L. 

and McKenzie, E. 

2008; Arthur and 

Rousseau, 1996  
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

   Self-promotion in 

obtaining a new 

employment (external 

marketability) 

To what extent would you 

expect that the employees have 

the following skills in order to 

obtain new employment?  To 

what extent do you think the 

employees possess these skills? 

Think about the employees that 

have worked for your 

organization at least 1 year (a 

four-point scale question). 

23. Self-presentation skills 

Adapted from 

Precision 

Consultancy and 

the Department 

of Education, 

Science and 

Training, 

Australian 

Government, 

2006; Arthur 

and Rousseau, 

1996; Fugate et 

al., 2004 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

   

 

Ability to transfer and adapt 

to a new workplace (external 

transferability) 

To what extent would you 

expect that the employees have 

the following skills in order to 

obtain new employment? To 

what extent do you think the 

employees possess these skills? 

Think about the employees that 

have worked for your 

organization at least 1 year (a 

four-point scale question). 

24. Ability to transfer and 

adapt to new workplace 

Adapted from 

Precision 

Consultancy 

and the 

Department of 

Education, 

Science and 

Training, 

Australian 

Government, 

2006; Arthur 

and Rousseau, 

1996; Fugate 

et al., 2004 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

2. Training 

System 

2.1 Formal 

training 

1) Job-related 

training activities 

organized or 

supported by the 

organization and 

that take place in 

the classroom  

 

 

 

 

 

Formal job-related training 

 

How often would you think 

your organization utilizes the 

following formal training 

activities for improving 

government employees’ 

competencies? Think about the 

employees that have worked 

for your organization for at 

least 1 year (a four-point scale 

question). 

1. In-house training  

2. Public training with 

budgeting support by the 

organization 

Adapted from 

Van der 

Heijden,  Boon,  

Klink and Meijs, 

2009; Groot and 

Maasen Van, 

2000 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

  2) A level of 

involvement and 

network among 

employees of 

employees in the 

training programs 

Participation in the 

programs initiative 

training devoted to the 

improvement of generic 

skills 

3. How often would you think 

your organization allows the 

employees to become involved 

with the formal training program 

provided or supported by your 

organization? 

Think about the employees that 

have worked for your 

organization for at least 1 year (a 

four-point scale question). 

 

Adapted from 

De Vos et al., 

2011; Van der 

Heijden et al., 

2006 

   Networking among the 

participants in training 

programs 

 

4. How often would you think 

training programs provided or 

supported by your organization 

encourage the employees to join a 

career network? 

Adapted from 

Van der 

Heijden,  Boon,  

Klink and Meijs, 

2009;  
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

  2) (continued)  Think about the employees that 

have worked for your 

organization for at least 1 year (a 

four-point scale question). 

 

Carbery and 

Garavan, 2005 

 2.2 Informal 

training 

1) Training 

activities that are 

organized or 

supported by the 

organization and 

that take place on 

the job 

 

Training activities 

conducted and interacted 

by the supervisor 

 

How often would you think your 

organization utilizes the 

following informal training 

activities for improving 

government employees’ 

competencies? Think about the 

employees that have worked for 

your organization for at least 1 

year (a four-point scale question) 

5. Stretch assignment 

6. Coaching and mentoring  

 7. Job rotation 

Adapted from 

Van der 

Heijden,  

Boon,  Klink 

and Meijs, 

2009 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

  Training 

activities that are 

organized or 

supported by the 

organization and 

that take place on 

the job 

 

Learning value of the job or 

attainment of skills in the 

work process 

 

8. How often would you think 

the daily jobs or work 

processes of your 

organization enable the 

employees to develop their 

talent? Think about the 

employees that have worked 

for your organization for at 

least 1 year  (a four-point 

scale question). 

 

Adapted from 

Van der 

Heijden,  Boon,  

Klink and Meijs, 

2009; Carbery 

and Garavan, 

2005 

3. 

Organizational  

Development 

 

 

 

3.1 Structure 

and process 

issues  

Structure and 

process that 

promote and 

balance 

individual and 

team learning  

 Structure and process that 

promote continually learning 

of everyone in the 

organization 

1. How often would you think 

obtained and developed 

knowledge is continually 

documented and made 

available to everyone in the 

organization? Think about the  

Adapted from  

Rampersad, 

2003; 

Cummings and 

Worley, 2005; 

McLean, 2006;  
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

    employees that have worked for 

your organization for at least 1 

year (a four-point scale 

question). 

 

Lien, 2007;  

Gillon, 2011 

   Structure and process 

that balance individual 

and team learning  

2. How often would you think 

establishing improvement teams 

by which a balance of 

personalities, skills, and learning 

styles is presented in your 

organization? Think about the 

employees that have worked for 

your organization for at least 1 

year (a four-point scale 

question). 

 

Adapted from  

Rampersad, 2003; 

Cummings and 

Worley, 2005; 

McLean, 2006; 

Lien, 2007; 

Gillon, 2011 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

 3.2 Human 

resource issues 

Human resource 

system  that 

promotes 

employee 

improvement  

Aligning it to the 

feedback and 

development system, 

and providing 

feedback about 

improvement actions 

3. How often would you think the 

employees are periodically given 

feedback about their performance? 

Think about the employees that 

have worked for your organization 

for at least 1 year (a four-point 

scale question). 

 

Adapted from  

Rampersad, 

2003; 

Cummings and 

Worley, 2005 

    4. How often would you think 

performance appraisal and 

competence development are 

explicitly linked to personal 

potentiality and ambition? Think 

about the employees that have 

worked for your organization for at 

least 1 year (a four-point scale 

question). 
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Table 3.1 (Continued) 

 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

 3.3 Strategic 

issues 

Strategic issues  

that promote high 

commitment to  

learning culture 

Culture that implies 

simplicity and open 

communication  

5. How often would you think 

culture characterized by simplicity 

and open-communication is 

apparent in your organization? 

Think about the employees that 

have worked for your organization 

for at least 1 year (a four-point 

scale question). 

Adapted from  

Rampersad, 

2003; 

Cummings and 

Worley, 2005;  
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

     6. To what extent would you 

think that if the employees had a 

question about their job, there 

would be someone available to 

answer it? Think about the 

employees that have worked for 

your organization for at least 1 

year (a four-point scale question). 

 

Gillon, 2011; 

McLean, 2006; 

Lien, 2007 

   Continual 

improvement of the 

job 

7. How often would you think the 

employees are urged to 

continually study how they work 

and to adjust their work if 

needed? Think about the 

employees that have worked for 

your organization for at least 1 

year (a four-point scale question). 

Adapted from  

Rampersad, 

2003; Gillon, 

2011 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

4. 

Organizational 

Support for 

Career 

Development  

(OSCD) 

 

 

 

 

 

 

 

 

4.1 Formal 

OSCD 

Organizational 

programs and 

activities that 

directly 

contribute to  

the employee’s 

career 

development 

Formal career development 

activities 

 

How often would you think 

your organization utilizes the 

following formal OSCD 

programs/activities for 

improving government 

employees’ competencies? 

Think about the employees 

that have worked for your 

organization for at least 1 

year (a four-point scale 

question). 

1. Career planning program 

2. Career training program 

3. Career counseling program 

4. Career  

Adapted from 

Barnett and 

Bradley 2007; 

Hoekstra, 

2010; Dessler 

2003; Bosma 

and Kunnen 

2001; 

Rampersad, 

2003 
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Table 3.1 (Continued) 

Variables Definitions Operational 

Definitions 

Components Measurements Scholars/ 

Organizations 

  

 

 

 

 

 

 

 

 

4.2 Informal 

OSCD 

Organizational 

programs and 

activities that 

contribute to  

The employee’s 

career 

development 

 

Informal support of career 

development such as providing 

mentoring and networking 

opportunities  

 

How often would you 

think your organization 

utilizes the following 

informal OSCD 

programs/activities for 

improving government 

employees’ competencies? 

Think about the employees 

that have worked for your 

organization for at least 1 

year (a four-point scale 

question). 

5. Career mentoring system 

6. Career networking 

opportunities 

Adapted from  

Barnett and 

Bradley 2007; 

De Vos et al., 

2011; 

Hoekstra, 

2010; Dessler 

2003 
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The  unit  of  analysis was at  the  organizational  level.  In  this  case,  a  human 

resource director of each organization was a representative of the organization. He/she 

was asked to respond to the entire set of questions. The first part deals with questions 

about general information of their organization. Questions were constructed regarding 

organization affiliation, number of employees and contract employees, education, and 

work  experience of  the contract  employees.  All  of  the  demographic  characteristics, 

excluding  the  organizational  affiliation,  were  included  in  the  model  of  analysis  as 

control variables.  

The  second  part  of  the  questionnaire  was  comprised  of  questions  about  the 

dependent  variable (employability).  In  order  to  satisfy  the  research  question,  “What 

are the gaps between expected and perceived employability in the public and private 

sectors in Thailand?,” the respondents were asked to respond concerning the expected 

and perceived employability of the contract employees. The questions were set up as 

follows. 

1) Competency to perform tasks. The questions were “To what extent 

would you expect that the employees have the following skills (see table 3.1) in order 

to accomplish  their  tasks  successfully?”  and  “To  what  extent  do  you  think  the 

employees possess these skills?”  

2)  Competency  to  remain  employed.  The  questions  were  “To  what 

extent would you expect that the employees have the following skills (see table 3.1) in 

order to remain employed or to adapt to different situations and the varied demands of 

employment  within  the  organization?,”  and  “To  what  extent  do  you  think  the 

employees  possess  these skills?” 3) Competency  to  obtain  new  employment,  if 

required. The  questions  were “To what  extent would  you  expect  that  the  employees 

have  the  following  skills (see  table  3.1) in  order  to  obtain  new  employment,  if 

required?,” and “To what extent do you think the employees possess these skills?” 

As  for independent  variables,  the HRD  activity  (training,  OD,  and  CD) 

questions were constructed using the following question: “How often would you think 

your organization utilizes the following HRD activities (see table 3.1) for improving 

government employees’ competencies?” 
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3.4 Population, Samples, and Data Collection 

 

The population of this study was comprised of the organizations in the public 

and private sectors in Thailand. The population was divided into two groups. The first 

group,  the public sector,  consisted of  127  departments  and  60  organizations at  the 

departmental level (OCSC, 2009). The second group, the private sector, consisted of 

441  listed  companies on the  Stock  Exchange  of  Thailand  (SET  2011). Using  a 

sampling formula proposed by Yamane (1967), the sample sizes were 127 and 209 for 

the public and private sectors, respectively (a confidence level of 95%).  

In  order  to  obtain  information  about  the  population  in  the  public  sector,  this 

study employed  a  database  of  the  Thai  public  sector  called  “GINFO.”  This  database 

was accessed through web link (http://www.oic.go.th/ginfo/) and retrieved on March 

20, 2013.  

 As  for  the  information  about  the  population  in  the  private  sector,  this  study 

employed a database of the Stock Exchange of Thailand. The database was accessed 

through  web  link (http://www.set.or.th/th/company/companylist.html)  and  retrieved 

on March 20, 2013. 

Using  the  simple  random  sampling  method,  all  of  the  data  about  the 

population  in  the  public  and  private  sectors  were  arranged  and  put  into  tables  in  a 

computer program. Then, name lists of the samples were computerized. 

After obtaining the number and name lists of the samples, the researcher asked 

the Graduate School of Public Administration to provide a formal cover letter for the 

targeted  population (see  appendix  A).  The  questionnaire  and  the  cover  letter 

mentioned the main purpose of the study and the contact e-mail and phone number of 

the  researcher.  Then,  the  questionnaire and  the  letter, enclosed  with  a  postage  paid 

pre-addressed  return  envelope, was  mailed  to  the  director  of  human  resource 

management  and  development,  a  representative  of  the  unit  of  analysis. Each 

respondent was instructed to reply to the questionnaire not more than one month after 

it  was  sent. Through  the  data  collection  process,  the  researcher  randomly  called  the 

samples and asked about their responses to the questionnaire. 
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 One month after sending the questionnaire to the population, the questionnaire 

was returned to the researcher. The total numbers of the respondents were 116 and 45 

for the public and private sectors, respectively. 

 The ratio between the total numbers of the sample and the respondents in the 

public sector was quite high (91.34%). However, the researcher received a call from 

some  of  the  respondents.,  who  mentioned  why  they  could  not respond  to  the 

questionnaires.  The  main  reason  was  that  they  needed  to  get  permission.  Therefore, 

the letter had to be submitted to the person in the highest position in the ministry or 

department.   The  minor  reason was  that  some  small organizations  pool  their  human 

resource activities at the center of the ministry, so their department could not respond 

to the questions. 

 For the private sector, the ratio between the total numbers of the sample and 

the  respondents  in  the  public  sector  was  quite  low  (21.53%).  The  researcher  found 

problems  during  the  data  collection  process.  Through  the  process,  some  of  the 

samples  working  in  the  private  sector  called  back  and  mentioned  that  because  their 

company  did  not  have  short-term  employment,  they  could  not  answer  the 

questionnaires. Many samples mentioned that they used two systems of employment. 

The first was long-term employment for their core staff.  The second was  “contract-

out” or “outsource” employees for the jobs that they could not perform well. 

 

3.5 Data Analysis 

 

3.5.1 Descriptive Statistics 

 Descriptive  statistics were  provided. This  study  used observation  number, 

percentage  (%), mean, and  standard  deviation for  describing  the  demographic 

characteristics of  the  samples. These  statistics further  assisted the  researcher  in 

finding the gaps between the expected and perceived employability of the workers in 

the public and private sectors in Thailand. Then, Pearson product-moment correlation 

matrices were used to examine the relationships among the independent variables.  

 As for the descriptive statistics, the interpretations of the measurements were 

according to the following classification of weight scale (see table 3.2). 
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Table 3.2 Classification of Weight of Scale and Interpretation 

 

Average 

Meaning 

Expected 

Employability 

Perceived 

Employability 

Degree of HRD 

Utilization 

1.00-1.75 Rather low Rather low Rather low 

1.76-2.50 Low Low Low 

2.51-3.25 High High High 

3.26-4.00 Rather high Rather high Rather high 

 

 Furthermore,  the  correlation  matrix  was  shown  in  order  to  describe  the 

relationships  among the independent  variables concerning whether  they were  not 

highly correlated. 

 

3.5.2 Ordinary Least Squares Regression 

Ordinary Least Squares (OLS) Regression was mainly used for analyzing the 

impacts of HRD on employability. Beck (1980), Professor of Political Science at the 

University  of  Iowa,  argues  that  the  basic  assumptions  of  OLS  are as  follows:  a 

dependent  variable  is  a  linear  function  of  the  explanatory variables  of  interest 

(linearity), all disturbance terms are independent of each other (no multicollinearity), 

a  dependent  variable  has  normal  distribution  (normality),  and  there  is  a situation  in 

which  the variance  of  a  dependent  variable  is the same  for all  of  the data 

(homoscedasticity).  

This study employed a battery of diagnostic tests to examine the validity of the 

statistical  inferences.  The  diagnostic  tests  allowed  the  researcher  to  see  whether  the 

OLS estimates contained white noise.  The White (1980) test was employed to test for 

heteroskedasticity,  while  the  Jarque-Bela  (1980)  test  was  employed  to  test  for 

normality. The VIF was used for testing multicollinearity. The White and Jarque-Bela 

tests  are  shown  in  F-statistics  terms,  while  the  VIF  is  shown  in  the  index.  If  the  F-

statistics  of  the  White  and  Jarque-Bela  tests  were  not  statistically  significant,  the 

models were not likely to be affected by heteroskedasticity or the normal distribution 

of the variance of the dependent variable. Regarding the VIF index, if the number was 

lower than 10, then the models were not likely to be affected by multicollinearity. 
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In  addition  to  the  models  of  analysis,  control  variables  (employee  education, 

employee  experience, total  numbers  of workers and  total  numbers of  contract 

employees) were  added to  the model.  The reason  was that  education and  experience 

are  concerned  with  the  human  capital  factors (Becker,  1993;  Berntson,  Sverke,  and 

Marklund,  2006;  Van  der  Heijden,    Boon,    Klink  and  Meijs,  2009).  It  could  be 

assumed that they will effect to employability. Further, since the unit of analysis was 

at the organizational  level,  organizational  size  (total  numbers  of  workers  and  total 

numbers of contract employees) was assumed to affect employability as well. 

 

3.6 Reliability Test 

 

The dependent  and  independent  variables  were  developed  from the  literature 

review  in  chapter  2.  However,  it  needed  to  be ensured that  the  measurements were 

suited  to  the  targeted  population  or  that  the  questions  were  understandable.  For  the 

reliability testing, Cronbach’s alpha was the indicator of the degree of reliability (see 

table 3.3-3.14).  

The Cronbach alpha for the element inquiry showed that the aggregate values 

of  total  items  of  both  dependent  and  independent  variables  in  both  the  public  and 

private  sectors  were greater  than  0.7,  excluding  some  of  the items  according  to  OD 

interventions in the private sector (see  table 3.3-3.10). Although the Cronbach alpha 

testing  showed  an  aggregate  value  of  OD  variable  in  the  private  sector  at  0.65,  the 

value  was  not  much  lower  than  0.7.  More  importantly,  there  were  two  reasons  for 

containing all of the items according to the OD variable. First, on a theoretical basis, 

OD is relevant to continuous improvement, where learning  is a central theme of the 

development.  This  basis  is  consistent  with  employability  enhancement,  in  which 

learning  is  a  key  success.  Second,  for  a  comparison  between  the  public  and private 

sectors,  retaining  all  of  the  aspects  pertaining  to  HRD  will  provide  a  better 

explanation and generate a greater contribution to both the public and private sectors. 
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Reliability Test for the Public Sector 

Table 3.3 Reliability Test for Employability of Government Employees  

Item Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average 

Interitem 

Covariance 

Alpha (ɑ) 

Competencies to Perform Tasks       

1.  Thai literacy 108 + 0.39 0.33 0.10 0.91 

2.  Numeracy 107 + 0.50 0.45 0.10 0.91 

3.  Technology skills 107 + 0.35 0.30 0.10 0.91 

4.  English proficiency 108 + 0.36 0.30 0.10 0.91 

5.  Communication skills 105 + 0.54 0.49 0.10 0.91 

6.  Interpersonal skills 108 + 0.64 0.60 0.10 0.91 

7.  Teamwork skills 108 + 0.73 0.69 0.10 0.91 

8.  Service skills 107 + 0.62 0.56 0.10 0.91 

9.  Collecting and organizing information 107 + 0.58 0.53 0.10 0.91 

10.  Problem-solving skills 107 + 0.68 0.64 0.10 0.91 

11.  Planning skills 108 + 0.73 0.70 0.10 0.91 

12.  Thinking innovatively 108 + 0.65 0.60 0.10 0.91 

13.  Systems thinking 108 + 0.73 0.70 0.10 0.91 
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Table 3.3 (Continued) 

Item Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average 

Interitem 

Covariance 

Alpha (ɑ) 

14. Responsibility 107 + 0.61 0.55 0.10 0.91 

15. Being resourceful 108 + 0.70 0.66 0.10 0.91 

16. Flexibility 107 + 0.60 0.55 0.10 0.91 

17. Having self-esteem 108 + 0.41 0.34 0.10 0.91 

Competencies to Remain Employed       

18. Ability to adapt to changing environment 110 + 0.66 0.62 0.10 0.91 

19. Ability to adapt to a rotation if required 110 + 0.62 0.57 0.10 0.91 

20. Self-promotion in obtaining and relaying 

information to maintain awareness of working 

conditions 

110 + 0.57 0.52 0.10 0.91 

21. Learning skills that contribute to ongoing 

improvement and expansion of operations and 

outcomes 

110 + 0.69 0.64 0.10 0.91 

Competencies to Obtain New Employment       

22. Job search ability 110 + 0.47 0.41 0.10 0.91 
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Table 3.3 (Continued) 

Item Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average 

Interitem 

Covariance 

Alpha (ɑ) 

23. Self-presentation skills 110 + 0.53 0.47 0.10 0.91 

24. Ability to transfer and adapt to new workplace 110 + 0.61 0.56 0.10 0.91 

Test scale     0.10 0.91 

Note: Obs is equal to observations. 

 

Table 3.4 Reliability Test for Human Resource Development for Government Employees (Training) 

Items Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average Interitem 

Covariance 

Alpha (ɑ) 

1. In-house training 115 + 0.65 0.51 0.19 0.81 

2. Public training with budgeting support by 

the organization 

115 + 0.78 0.67 0.17 0.78 

3. Employee involved with the formal training 

program provided or supported by your 

organization 

116 + 0.76 0.65 0.17 0.78 
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Table 3.4 (Continued) 

Items Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average Interitem 

Covariance 

Alpha (ɑ) 

4. Training programs provided or supported by 

your organization that encourage  employees’ 

career network 

116 + 0.78 0.68 0.18 0.78 

5.  Stretch assignment 115 + 0.61 0.49 0.20 0.81 

6. Coaching and mentoring activities  116 + 0.59 0.44 0.20 0.82 

7. Job rotation 114 + 0.58 0.45 0.21 0.81 

8. Daily jobs or work processes that enable the 

employees to develop their talent 

115 + 0.58 0.46 0.21 0.81 

Test scale     0.19 0.82 

Note: Obs is equal to observations. 
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Table 3.5 Reliability Test for Human Resource Development for Government Employees (Organization Development) 

Items Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average Interitem 

Covariance 

Alpha (ɑ) 

9. Obtained and developed knowledge 

continually documented and made available to 

everyone in the organization 

116 + 0.66 0.52 0.16 0.77 

10. Team with a balance of personalities, skills 

and learning styles 

114 + 0.62 0.47 0.16 0.77 

11. Periodically giving feedback about 

employee performance 

115 + 0.78 0.67 0.14 0.74 

12. Performance appraisal and competence 

development that are explicitly linked to 

personal potential and ambition 

115 + 0.79 0.68 0.14 0.74 

13. Culture characterized by simplicity and 

open communication 

116 + 0.61 0.42 0.16 0.79 

14. Some are able to answer questions about 

their job 

116 + 0.62 0.44 0.16 0.78 
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Table 3.5 (Continued) 

Items Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average Interitem 

Covariance 

Alpha (ɑ) 

15. Urging employees to continually study how 

they work and to adjust their work if needed 

116 + 0.63 0.48 0.16 0.78 

Test scale     0.15 0.79 

Note: Obs is equal to observations. 

 

Table 3.6 Reliability Test for Human Resource Development for Government Employees (Career Development) 

Items Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average Interitem 

Covariance 

Alpha (ɑ) 

16. Career planning program 116 + 0.69 0.51 0.31 0.86 

17. Career training program 116 + 0.79 0.66 0.27 0.82 

18. Career counseling for those that need to 

find a new job, if necessary 

116 + 0.81 0.68 0.27 0.80 

17. Career mentoring system 115 + 0.82 0.73 0.25 0.81 

20. Career networking opportunities 116 + 0.83 0.73 0.26 0.81 

Test scale     0.27 0.85 

Note: Obs is equal to observations. 
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Reliability Test for the Private Sector 

Table 3.7 Reliability Test for Employability of Contract Employees  

Item Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average 

Interitem 

Covariance 

Alpha (ɑ) 

Competencies to Perform Tasks       

1.  Thai literacy 39 + 0.31 0.24 0.09 0.90 

2.  Numeracy 39 + 0.49 0.43 0.09 0.89 

3.  Technology skills 39 + 0.25 0.18 0.09 0.90 

4.  English proficiency 39 + 0.50 0.45 0.09 0.90 

5.  Communication skills 39 + 0.60 0.54 0.09 0.89 

6.  Interpersonal skills 39 + 0.74 0.70 0.08 0.88 

7.  Teamwork skills 39 + 0.67 0.62 0.08 0.89 

8.  Service skills 39 + 0.66 0.61 0.08 0.89 

9.  Collecting and organizing information 39 + 0.65 0.60 0.08 0.89 

10.  Problem-solving skills 39 + 0.47 0.40 0.09 0.89 

11.  Planning skills 39 + 0.50 0.43 0.09 0.89 

12.  Thinking innovatively 39 + 0.65 0.59 0.08 0.89 

13.  Systems thinking 39 + 0.54 0.48 0.09 0.89 
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Table 3.7 (Continued) 

Item Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average 

Interitem 

Covariance 

Alpha (ɑ) 

14.  Responsibility 39 + 0.62 0.56 0.08 0.89 

15.  Being resourceful 39 + 0.61 0.57 0.09 0.89 

16.  Flexibility 38 + 0.60 0.55 0.09 0.89 

17.  Having self-esteem 38 + 0.75 0.71 0.08 0.88 

Competencies to Remain Employed       

18.  Ability to adapt to changing environment 41 + 0.61 0.55 0.08 0.89 

19.  Ability to adapt to a rotation if required 41 + 0.62 0.57 0.08 0.89 

20.  Self-promotion in obtaining and relaying 

information to maintain awareness of working 

conditions 

41 + 0.63 0.59 0.09 0.89 

21.  Learning skills that contribute to ongoing 

improvement and expansion of operations and 

outcomes 

41 + 0.51 0.45 0.09 0.89 

Competencies to Obtain New Employment       

22.  Job search ability 40 + 0.40 0.32 0.09 0.89 
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Table 3.7 (Continued) 

Item Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average 

Interitem 

Covariance 

Alpha (ɑ) 

23. Self-presentation skills 40 + 0.42 0.35 0.09 0.89 

24. Ability to transfer and adapt to new 

workplace 

40 + 0.27 0.18 0.09 0.90 

Test scale     0.09 0.89 

Note: Obs is equal to observations. 

 

Table 3.8 Reliability Test for Human Resource Development for Contract Employees (Training) 

Items Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average Interitem 

Covariance 

Alpha (ɑ) 

1. In-house training 45 + 0.53 0.34 0.10 0.70 

2. Public training with budgeting support by 

the organization 

45 + 0.81 0.66 0.10 0.61 

3. Employees involved with the formal training 

program provided or supported by your 

organization 

45 + 0.65 0.48 0.10 0.66 
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Table 3.8 (Continued) 

Items Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average Interitem 

Covariance 

Alpha (ɑ) 

4. Training programs provided or supported by 

your organization that encourage  employees’ 

career network 

45 + 0.77 0.64 0.10 0.62 

5.  Stretch assignment 45 + 0.46 0.28 0.11 0.71 

6. Coaching and mentoring activities  44 + 0.36 0.19 0.11 0.72 

7. Job rotation 44 + 0.30 0.15 0.12 0.72 

8. Daily jobs or work processes that enable the 

employees to develop their talent 

45 + 0.56 0.41 0.10 0.68 

Test scale     0.10 0.71 

Note: Obs is equal to observations. 
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Table 3.9 Reliability Test for Human Resource Development for Contract Employees (Organization Development) 

Items Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average Interitem 

Covariance 

Alpha (ɑ) 

9.  Obtained and developed knowledge that is 

continually documented and made available to 

everyone in the organization 

44 + 0.55 0.34 0.07 0.62 

10. Team with a balance of personalities, skills 

and learning styles 

44 + 0.53 0.37 0.07 0.62 

11. Periodically giving feedback about 

employee performance 

45 + 0.54 0.30 0.07 0.64 

12. Performance appraisal and competence 

development that are explicitly linked to 

personal potential and ambition 

45 + 0.60 0.40 0.07 0.61 

13. Culture characterized by simplicity and 

open-communication 

45 + 0.58 0.36 0.07 0.62 

14. Some are able to answer questions about 

their job 

45 + 0.62 0.40 0.07 0.61 
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Table 3.9 (Continued) 

Items Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average Interitem 

Covariance 

Alpha (ɑ) 

15. Urging employees to continually study how 

they work and to adjust their work, if needed 

45 + 0.57 0.38 0.07 0.61 

Test scale     0.07 0.65 

Note: Obs is equal to observations. 

 

Table 3.10 Reliability Test for Human Resource Development for Contract Employees (Career Development) 

Item Obs Sign Item-Test 

Correlation 

Item-Rest 

Correlation 

Average Interitem 

Covariance 

Alpha (ɑ) 

16. Career planning program 45 + 0.58 0.41 0.28 0.82 

17. Career training program 45 + 0.75 0.59 0.22 0.78 

18. Career counseling for those that need to 

find a new job, if necessary 

45 + 0.82 0.68 0.20 0.75 

19. Career mentoring system 45 + 0.83 0.69 0.20 0.74 

20. Career networking opportunities 45 + 0.77 0.62 0.22 0.77 

Test scale     0.22 0.81 

Note: Obs is equal to observations. 



84 
 

 

3.7 Validity Test 

 

In addition to a test of content validity, the researcher consulted with an expert 

in the field of human resource management and development in order to assure that 

the  main  concepts were mentioned  and  the  range  of  meaning  of  each  variable was 

reflected  through  the  items. Then,  factor  analysis was  used  for  construct  validity 

purposes.  Since the independent variables were assumed to be uncorrelated with each 

other, the extraction  method using Principal  Component  Analysis  (PCA)  with the 

rotation method by Varimax method was employed to explore the factor structure (see 

Table 3.11-3.14). 

 

Factor Analysis for the Public Sector 

Table 3.11 Factor Analysis of the Independent Variables (Public Sector) 

Items Rotated Factor Loading 

Factor I 

(OD) 

Factor II 

(Training) 

Factor III 

(CD) 

11. Periodically giving feedback about 

employee performance 

0.75   

12. Performance appraisal and competence 

development that are explicitly linked to 

personal potential and ambition 

0.71   

9. Obtained and developed knowledge that 

is continually documented and made 

available to everyone in the organization 

0.67   

10. Team with a balance of personalities, 

skills and learning styles 

0.60   

15. Urging employees to continually study 

how they work and to adjust their work if 

needed 

0.60   

14. Some are able to answer questions 

about their job 

0.55   
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Table 3.11 (Continued) 

Items Rotated Factor Loading 

Factor I 

(OD) 

Factor II 

(Training) 

Factor III 

(CD) 

13. Culture characterized by simplicity 

and open communication 

0.43   

2. Public training with budgeting support 

by the organization 

 0.83  

3. Employee involved with the formal 

training program provided or supported by 

your organization 

 0.81  

4. Training programs provided or 

supported by your organization that 

encourage  employees’ career network 

 0.77  

1. In-house training  0.58  

5. Stretch assignment  0.48  

7. Job rotation  0.37  

8. Daily jobs or work processes that enable 

the employees to develop their talent 

 0.33  

6. Coaching and mentoring activities  0.30  

20. Career networking opportunities   0.85 

19. Career mentoring system   0.84 

18. Career counseling for those that need 

to find a new job, if necessary 

  0.82 

17. Career training program   0.78 

16. Career planning program   0.55 

Eigenvalue 3.88 3.53 3.16 

% of Variance 0.19 0.18 0.16 

Cumulative % 0.19 0.37 0.53 
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Table 3.12 Degree of Factor Analysis Suitability (Public Sector) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0.84 

Bartlett’s Test of Sphericity (χ2) 933.44 

Degree of Freedom 190 

Significance Level 0.00 

 

Factor Analysis for the Private Sector 

Table 3.13 Factor Analysis of the Independent Variables (Private Sector) 

Items Rotated Factor Loading 

Factor I 

(OD) 

Factor II 

(Training) 

Factor III 

(CD) 

11. Periodically giving feedback about 

employee performance 

0.77   

12. Performance appraisal and competence 

development that are explicitly linked to 

the personal potential and ambition 

0.76   

9. Obtained and developed knowledge that 

is continually documented and made 

available to everyone in the organization 

0.51   

15. Urging employees to continually study 

how they work and to adjust their work if 

needed 

0.44   

10. Team with a balance of personalities, 

skills and learning styles 

0.02   

14. Some are able to answer questions 

about their job 

-0.03   

13. Culture characterized by simplicity 

and open communication 

-0.08   

6. Coaching and mentoring activities  0.66  

1. In-house training  0.65  
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Table3.13 (Continued) 

Items Rotated Factor Loading 

Factor I 

(OD) 

Factor II 

(Training) 

Factor III 

(CD) 

8. Daily jobs or work processes that enable 

the employees to develop their talent 

 0.58  

2. Public training with budgeting support 

by the organization 

 0.44  

5. Stretch assignment  0.42  

4. Training programs provided or 

supported by your organization that 

encourage  employees’ career network 

 0.38  

3. Employee involved with the formal 

training program provided or supported by 

your organization 

 0.13  

7. Job rotation  -0.17  

19. Career mentoring system   0.82 

18. Career counseling for those that need 

to find a new job, if necessary 

  0.80 

20. Career networking opportunities   0.72 

17. Career training program   0.70 

16. Career planning program   0.43 

Eigenvalue 3.62 3.61 3.12 

% of Variance 0.18 0.18 0.16 

Cumulative % 0.18 0.36 0.52 

 

Table 3.14 Degree of Factor Analysis Suitability (Private Sector) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0.60 

Bartlett’s Test of Sphericity (χ2) 396.02 

Degree of Freedom 190 

Significance Level 0.00 
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From the 20 questions pertaining to HRD (shown in Appendix A, based on the 

actual  responses  of  both the public  and  private  sectors),  the  researcher  was  able  to 

group them into 3 variables. For the public sector, factor analysis, as shown in table 

3.11, reported the total variance accounted for by the factor structure at 53%, with an 

Eigenvalue  above  1.00.  The  Kaiser-Meyer-Olkin  (KMO), as  shown  in  table  3.12, 

showed high values of sampling adequacy at 0.84, with a significant level at 0.00 for 

Bartlett’s test of sphericity. This means that all of the variables were interdependent 

and appropriate to run the factor analysis. 

For the  private sector, the factor  analysis (shown  in  Table  3.13) represented 

the total  variance  accounted  for  by  the  factor  structure  at 52%, with an  Eigenvalue 

above 1.00. The Kaiser-Meyer-Olkin (KMO) (shown in table 3.14) showed the values 

of sampling  adequacy at  0.60, with a significant  level  at  0.00  for  Bartlett’s  test  of 

sphericity. It was found that there were three items that had rather low values of factor 

loading in the OD variable (team  with a  balance of  personalities, skills  and  learning 

styles, some being able to answer questions about their job, and culture characterized 

by  simplicity  and  open communication).  As  for  a  training  variable,  there  are  two 

items with low loading values (employee involved with the formal training program 

provided  or  supported  by  the  organization,  and  job  rotation).  For  validity  purposes, 

the researcher deleted these five items from  the models of analysis. However, in  the 

descriptive statistics, all of these variables were still retained in the set of analysis in 

order to indicate the differences between the HRD interventions and contributions to 

the public and private sectors. 

 

3.8 Summary 

 

This chapter presents the research methodology, which mainly focuses on the 

quantitative  approach.  Data  were  analyzed using descriptive  statistics  and the OLS 

method.  The  unit  of  analysis was  at  the organizational  level.  In  this  case,  a  human 

resource director of each organization was the representative of the organization. The 

actual  respondents were 116  and  45  for  the  public and  private  sectors,  respectively. 

The  reason for  the low  number  of  respondents  in  the  private  sector was  that their 



89 
 

 

organizations did not use contract-employment but used “contract-out” or “outsource” 

employees for some of the activities that they could not perform well. 

The  operational  definitions and  measurements of  the  dependent  and 

independent  variables  were  conceptualized  from  the  notion  of  employability  and 

positive  externalities  of  HRD.  The  measurements were tested  for  reliability  and 

validity. The test reported on the reliability  of the measurements  for both the  public 

and  private  sectors.  However,  some  of the items measured  from  the  private  sector 

were deleted for validity purposes. 

 

 

 



 
 

 
 

CHAPTER 4 

 

RESEARCH FINDINGS 

 

This chapter shows the results of the data analysis. Descriptive statistics report 

observation number, percentage (%), mean, and standard deviation for describing the 

demographic characteristics of  the  samples. Then,  Pearson  product-moment 

correlation coefficients were used to explore the relationship among the independent 

variables. Next, Ordinary Least Squares (OLS) was used for analyzing and reporting 

the  impact  of the HRD  interventions (training,  OD  and  CD),  including the control 

variables (employee education, employee experience, total number of employees, and 

total number of contract employees), on employability. In addition, the findings from 

in-depth interviews are reported and added up in the last part of this chapter. 

 

4.1 General Information about the Respondents 

 

This  part  aims  at  reporting  general  information  about  the  respondents.  The 

information  reported  in  this  part  includes  organization  affiliation,  total  number  of 

employees,  total  number  of  contract  employees, the highest  educational  level of  the 

majority of contract employees, and work experience before entering the organization 

of the majority of contract employees. These data are detailed in the following tables 

(see table 4.1-4.6). 

 

Table 4.1 Ministry Affiliation (Public Sector) 

Ministry Affiliation Frequency (%) 

Office of the Prime Minister 6 (5.17) 

Ministry of Defense 2 (1.72) 

Ministry of Finance 3 (2.59) 

Ministry of Foreign Affairs 5 (4.31) 
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Table 4.1 (Continued) 

Ministry Affiliation Frequency (%) 

Ministry of Tourism and Sports  3 (2.59) 

Ministry of Social Development and Human Security 3 (2.59) 

Ministry of Agriculture and Cooperatives  9 (7.76) 

Ministry of Transport 4 (3.45) 

Ministry of Natural Resources and Environment 7 (6.03) 

Ministry of Information and Communication Technology 3 (2.59) 

Ministry of Energy  3 (2.59) 

Ministry of Commerce 5 (4.31) 

Ministry of Interior  3 (2.59) 

Ministry of Justice   19 (16.38) 

Ministry of Labor 4 (3.45) 

Ministry of Culture  3 (2.59) 

Ministry of Science and Technology 4 (3.45) 

Ministry of Education 6 (5.17) 

Ministry of Public Health  15 (12.93) 

Ministry of Industry 9 (7.76) 

Total 116 (100.00) 

 

Table 4.2 Business Sector (Private Sector) 

Business Sector Frequency (%) 

Food and beverage 5 (11.11) 

Travel service 0 (0.00) 

Healthcare service  3 (6.67) 

Textiles, clothing, and footwear  1 (2.22) 

Vehicle and parts 2 (4.44) 

Electronic products 2 (4.44) 

Furnishing materials 0 (0.00) 

Communications  1 (2.22)  

Software and graphic design 1 (2.22) 
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Table 4.2 (Continued) 

Business Sector Frequency (%) 

Finance and securities 5 (11.11) 

Property sector 3 (6.67) 

Logistics 0 (0.00) 

Education 0 (0.00) 

Retails 4 (8.89) 

Agribusiness 2 (4.44) 

Others 16 (35.56) 

Total 45 (100.00) 

          

Table  4.1  reports on  the  frequency  of the ministry affiliation  of  the 

respondents (public sector). Most of the respondents in the public sector are affiliated 

with the Ministry of Justice  (16.38%), the Ministry  of  Public  Health  (12.93%), the 

Ministry  of  Agriculture  and  Cooperatives  (7.76%),  and the Ministry  of  Industry 

(7.76%). 

As  for the private  sector,  table  4.2  reports on the frequency  of the business 

sector of  the respondents.  Most  of  the  respondents mentioned  that  their  businesses 

were in  other  sectors  (35.56%), the food  and  beverage industry (11.11%),  and the 

finance  and  security industry  (11.11%). As  for the other  sectors,  they  specified that 

their  business  sectors were the steel  industry, the packaging  industry, the 

entertainment and  broadcast  industry, the  advertising  industry, the airline  business 

industry, the engineering  industry, the newspaper  industry, the energy  industry, the 

chemical industry, and the garment industry. 

 

Table 4.3 Total Number of Workers (Public and Private Sectors) 

Total Number of  

Employees 

Public Sector 

Frequency (%) 

Private Sector 

Frequency (%) 

Fewer than 300 32 (28.07) 11 (24.44) 

301 – 600 19 (16.67) 8 (17.78) 

601 – 900 7 (6.14) 5 (11.11) 
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Table 4.3 (Continued) 

Total Number of  

Employees 

Public Sector 

Frequency (%) 

Private Sector 

Frequency (%) 

901- 1,200 8 (7.02) 7 (15.56) 

1,201 – 1,500 7 (6.14) 3 (6.67) 

1,501 – 1,800 5 (4.39) 2 (4.44) 

1,801 – 2,100 2 (1.75) 2 (4.44) 

2,101 – 2,400 4 (3.51) 1 (2.22) 

2,401 – 2,700 4 (3.51) 0 (0.00) 

2,701 – 3,000 3 (2.63) 0 (0.00) 

more than 3,000 23 (20.18) 6 (13.33) 

Total 114 (100.00) 45 (100.00) 

 

Table 4.3 reports the total number of workers of the organization with which 

the  respondents  are  affiliated. In  the public  sector,  most  of  the  respondents were 

affiliated  with an organization  that had  a total  number of  workers fewer than  300 

(28.07%),  more  than  3,000  (20.18%),  and  around  301 – 600  (16.67%).  As  for  the 

private sector, most of the respondents were affiliated with an organization that had a 

total number of workers fewer than 300  (24.44%), around 301 – 600 (17.78%),  and 

around 901- 1,200 (15.56%). 

 

Table 4.4 Total Number of Contract Employees (Public and Private Sectors) 

Total Number of  

Contract Employees 

Public Sector 

Frequency (%) 

Private Sector 

Frequency (%) 

Fewer than 300 74 (64.35) 34 (64.35) 

301 – 600 14 (12.17) 4 (9.30) 

601 – 900 5 (4.35) 2 (4.65) 

901- 1200 7 (6.09) 0 (0.00) 

1201 – 1500 6 (5.22) 0 (0.00) 

1501 - 1800 2 (1.74) 1 (2.33) 

1801 – 2100 0 (0.00) 0 (0.00) 
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Table 4.4 (Continued) 

Total Number of  

Contract Employees 

Public Sector 

Frequency (%) 

Private Sector 

Frequency (%) 

2101 – 2400 0 (0.00) 0 (0.00) 

2401 -2700 1 (0.87) 0 (0.00) 

2701 – 3000 0 (0.00) 0 (0.00) 

more than 3000 6 (5.22) 2 (4.65) 

Total 115 (100.00) 43 (100.00) 

 

Table 4.4  reports the total number  of contract  employees  of  the  organization 

with which the respondents are affiliated. In the public sector, most of the respondents 

were affiliated with an organization that had a total number of contract employees of 

fewer than  300  (64.35%), around  301 –  600  (12.17%),  and  around 901  –  1200 

(6.09%).  As  for  the  private  sector,  most  of  the  respondents were affiliated  with an 

organization  that had  a total  number  of workers  of  fewer than  300  (64.35%),  and 

around 301 – 600 (9.30 %). 

 

Table 4.5 Highest Education of the Majority of Contract Employees (Public and 

Private Sectors) 

Highest Education of the 

Majority of Contract Employees 

Public Sector 

Frequency (%) 

Private Sector 

Frequency (%) 

Lower than bachelor degree  17 (14.91) 28 (65.28) 

Bachelor degree  93 (81.58) 15 (34.88) 

Master degree 4 (3.51) 0 (0.00) 

Doctoral degree 0 (0.00) 0 (0.00) 

Total 114 (100.00) 43 (100.00) 

 

Table  4.5 reports the highest educational  level of  the majority  of contract 

employees in  the  organization with which  the  respondents were affiliated. In  the 

public  sector, most  of  the  respondents mentioned  that the majority  of government 

employees in their organizations hold the highest education level at a bachelor degree 

(81.58%), lower than a bachelor degree (14.91%), and a master degree (3.51%). None 
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of the government employees held a doctoral degree. As for the private sector, most 

of  the  respondents mentioned  that the majority  of contract  employees in  their 

organization hold  the  highest  education  level at lower  than a bachelor  degree 

(65.28%) and at the bachelor degree level (34.88%). None of the contract employees 

in the private sector held a master or doctoral degree. 

 

Table  4.6 Work  Experience  before Entering the  Organization  of  the  Majority  of 

Contract Employees (Public and Private Sectors) 

Work Experience of  

Contract Employees 

Public Sector 

Frequency (%) 

Private Sector 

Frequency (%) 

None  26 (23.64) 13 (30.23) 

1-3 years  75 (68.18) 23 (53.49) 

4-6 years 7 (6.36) 3 (6.98) 

More than 6 years 2 (1.82) 4 (9.30) 

Total 110 (100.00) 43 (100.00) 

 

Table  4.6  reports the amount of work  experience  before entering the 

organization of the majority of contract employees. In the public sector, most of the 

respondents mentioned  that the majority  of government  employees in  their 

organizations  had experience  before entering the  organization at around  1-3  years 

(68.18%), non-experience (23.64%), and 4-6 years (6.36%). As for the private sector, 

most  of  the  respondent said that the majority  of contract  employees in  their 

organization  had experience  before  entrancing  the  organization at around  1-3  years 

(53.49%), non-experience (30.23%), and more than 6 years (9.30%). 

 

4.2 Descriptive Statistics and Correlation Analysis 

 

This  part  of  the  study presents  the descriptive  statistics by  which the  mean 

score and standard deviation (S.D.) were used for describing the data. These statistics 

assisted the  author  in  finding the  gaps  between the expected  and perceived 

employability  of the  workers  in  the  public  and  private  sectors  in  Thailand. Then, 

correlations  and  Pearson  product-moment  correlation  coefficients were used  to 
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explore the relationships among the independent variables. These findings are detailed 

in the following tables (see table 4.7-4.14). 

 

Table  4.7 Descriptive  Statistics  of  All  Constructs  according  to Employability 

Components  (Competencies  to  Perform  Tasks) Comparing  the  Public  and  Private 

Sectors 

Competencies to  

Perform Tasks 

Expected/

Perceived  

Public Sector Private Sector 

N Mean S.D. N Mean S.D. 

1. Thai literacy Expected 115 3.25 0.47 44 3.14 0.51 

Perceived 108 2.73 0.52 39 2.85 0.59 

2. Numeracy Expected 114 2.93 0.53 44 2.95 0.48 

Perceived 107 2.52 0.52 39 2.36 0.49 

3. Technology skills Expected 114 3.42 0.51 44 3.11 0.49 

Perceived 107 2.97 0.48 39 2.54 0.55 

4. English proficiency Expected 115 2.92 0.62 44 2.70 0.70 

Perceived 108 1.94 0.53 39 1.92 0.48 

5. Communication 

skills 

Expected 111 3.26 0.50 44 3.16 0.48 

Perceived 105 2.53 0.57 39 2.49 0.56 

6. Interpersonal skills Expected 115 3.54 0.53 44 3.32 0.47 

Perceived 108 2.77 0.59 39 2.67 0.58 

7. Teamwork skills Expected 115 3.64 0.50 44 3.32 0.56 

Perceived 108 2.76 0.64 39 2.69 0.57 

8. Service skills Expected 114 3.48 0.50 44 3.16 0.53 

Perceived 107 2.86 0.61 39 2.59 0.64 

9. Collecting and 

organizing information 

Expected 114 3.21 0.49 44 2.91 0.52 

Perceived 107 2.39 0.61 39 2.15 0.59 

10. Problem-solving 

skills 

Expected 115 3.23 0.52 44 3.11 0.58 

Perceived 107 2.47 0.57 39 2.36 0.63 

11. Planning skills Expected 115 3.23 0.61 44 3.00 0.65 

Perceived 108 2.29 0.53 39 2.21 0.70 
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Table 4.7 (Continued) 

Competencies to  

Perform Tasks 

Expected 

/Perceived  

Public Sector Private Sector 

N Mean S.D. N Mean S.D. 

12. Thinking 

innovatively 

Expected 114 3.28 0.52 44 3.14 0.63 

Perceived 108 2.34 0.60 39 2.26 0.68 

13. Systems thinking Expected 115 3.29 0.54 44 3.02 0.51 

Perceived 107 2.28 0.53 39 2.08 0.53 

14. Responsibility Expected 115 3.64 0.50 44 3.48 0.51 

Perceived 108 2.81 0.60 39 2.62 0.63 

15. Being resourceful Expected 115 3.09 0.55 44 2.91 0.42 

Perceived 107 2.61 0.56 39 2.49 0.51 

16. Flexibility Expected 115 3.22 0.51 44 3.11 0.44 

Perceived 108 2.68 0.53 38 2.53 0.51 

17. Having self-esteem Expected 115 3.27 0.50 43 3.21 0.41 

Perceived 108 2.81 0.58 38 2.55 0.60 

Average Expected 116 3.25 0.45 45 3.03 0.54 

Perceived 116 2.38 0.73 45 2.10 0.89 

 

Table  4.7 reports on  the descriptive  statistics  of  all  constructs  according  to 

employability  (competencies  to perform tasks) comparing  the public  and private 

sectors. In the public sector, the expected employability components with the highest 

scores  were responsibility  (x̄ = 3.64) as  well  as teamwork skills (x̄ = 3.64), 

interpersonal skills (x̄ = 3.54), and service skills (x̄ = 3.48). These findings are similar 

to  those  in  the  private  sector. In the  private  sector, the  expected  employability 

components with the highest scores were responsibility (x̄ = 3.48), teamwork skills (x̄ 

= 3.32) as well as interpersonal skills (x̄ = 3.32), and self-esteem (x̄ = 3.21). As for the 

lowest  expected  employability  components in  the  public  sector, they  were  English 

proficiency (x̄ = 2.92) and numeracy (x̄ = 2.93). In the private sector, the components 

were English proficiency (x̄ = 2.70) and being resourceful (x̄ = 2.91). 

Regarding perceived employability in the public sector, the components with 

the  highest  scores were technology  skills  (x̄ = 2.97), service skills  (x̄ = 2.86),  and 

responsibility (x̄ = 2.81), as well as self-esteem (x̄ = 2.81). Meanwhile, in the private 
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sector, the  components  with  the  highest  scores were Thai  literacy  (x̄ = 2.85)  and 

teamwork skills (x̄ = 2.69)  and interpersonal  skills  (x̄ = 2.67). As  for  the  lowest 

perceived employability  components, they  were English  proficiency  (x̄ =  1.94) and 

system thinking (x̄ = 2.28). The findings from the private sector were similar to those 

in  the  public  sector.  The lowest perceived employability components in  the  private 

sector were English proficiency (x̄ = 1.92) and system thinking (x̄ = 2.08). 

As for the average of the mean score, it was found that both public and private 

sectors had a  high  expectation regarding employability.  The  average  score of  the 

expected  employability for  the  public  sector  (x̄ =  3.25) was higher  than that in  the 

private  sector  (x̄ =  3.03).  whereas  the  average  of the mean  score  of  the perceived 

employability  indicates  that  the contract  employees  in  both the public sector  (x̄ = 

2.38)  and the  private  sector  (x̄ =  2.10) had a  low score  on perceived employability. 

This  indicates  that there  were the  gaps  between  the  expected  and perceived 

employability (competencies to perform tasks) in both the public and private sectors. 

 

Table  4.8 Descriptive  Statistics  of All  Constructs  according  to  Employability 

Components (Competencies  to  Remain  Employment)  Comparing  the Public  and 

Private Sectors 

Competency to 

Remain Employed 

Expected/

Perceived  

Public Sector Private Sector 

N Mean S.D. N Mean S.D. 

18. Ability to adapt to 

a changing 

environment 

Expected 115 3.37 0.54 43 3.37 0.54 

Perceived 110 2.76 0.52 41 2.56 0.59 

19. Ability to adapt to 

a rotation if required 

Expected 115 3.30 0.53 43 3.19 0.50 

Perceived 110 2.53 0.60 41 2.49 0.55 

20. Self-promotion in 

obtaining and relaying 

information to 

maintain awareness of 

work conditions 

 

Expected 

 

114 

 

3.09 

 

0.52 

 

43 

 

3.09 

 

0.52 

Perceived 110 2.45 0.58 41 2.27 0.45 
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Table 4.8 (Continued) 

Competencies to 

Remain Employed 

Expected/

Perceived  

Public Sector Private Sector 

N Mean S.D. N Mean S.D. 

21. Learning skills 

that contribute to 

ongoing improvement 

and expansion of 

operations and 

outcomes 

 

Expected 

 

115 

 

3.43 

 

0.51 

 

43 

 

3.30 

 

0.46 

Perceived 110 2.54 0.59 41 2.44 0.55 

Average 
Expected 116 3.26 0.52 45 3.10 0.78 

Perceived 116 2.44 0.72 45 2.22 0.80 

 

Table  4.8 reports on  the descriptive  statistics  of  all  constructs  according  to 

employability (competencies  to remain employed), comparing the public and private 

sectors. In the public sector, the expected employability components ranking from the 

highest to  the  lowest scores  were  learning  skills that  contribute  to  ongoing 

improvement  and  expansion  of  operations  and  outcomes  (x̄ = 3.43), the ability  to 

adapt  to a changing  environment  (x̄ = 3.37), the ability  to  adapt  to  a  rotation  if 

required  (x̄ =  3.30),  and self-promotion  in  obtaining  and  relaying  information  to 

maintain awareness of work conditions (x̄ = 3.09). Meanwhile, in the private sector, 

the expected employability components ranking from the highest to the lowest scores 

were  the ability  to  adapt  to a changing  environment  (x̄ = 3.37), learning  skills that 

contribute to  ongoing  improvement  and  expansion  of  operations  and  outcomes  (x̄ = 

3.30), the ability  to  adapt  to  a  rotation  if  required  (x̄ =  3.19),  and self-promotion  in 

obtaining and relaying information to maintain awareness of working conditions (x̄ = 

3.09). 

According to the perceived employability in the public sector, the components 

ranking from the highest to the lowest scores were the ability to adapt to a changing 

environment  (x̄ =  2.76), learning  skills that  contribute to  ongoing  improvement  and 

expansion of operations and outcomes (x̄ = 2.54), the ability to adapt to a rotation if 

required  (x̄ = 2.53),  and self-promotion  in  obtaining  and  relaying  information  to 

maintain awareness of work conditions (x̄ = 2.45). The findings in the private sector 
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are nearly similar with those in the public sector. In the private sector, the perceived 

employability  components  ranking  from  the  highest  to  the  lowest  scores were  the 

ability to adapt to a changing environment (x̄ = 2.56), the ability to adapt to a rotation 

if  required  (x̄ =  2.49), learning  skills that  contribute to  ongoing  improvement  and 

expansion of operations and outcomes (x̄ = 2.44), and self-promotion in obtaining and 

relaying information to maintain awareness of work conditions (x̄ = 2.27). 

According to the average of mean score, it was found that both the public and 

private sectors had high expectations regarding the employability. The average score 

of the expected employability for the private sector was high (x̄ = 3.10). Meanwhile, 

the  average  score in  the  public  sector was rather  high  (x̄ =  3.26). However,  the 

average  of the mean  score  of  the perceived employability  indicates  that  the contract 

employees in both the public sector (x̄ = 2.44) and private sector (x̄ = 2.22) had a low 

score  on perceived employability.  This  indicates  that  there were gaps  between  the 

expected and perceived employability (competencies  to remain employment) in both 

the public and private sectors. 

 

Table  4.9 Descriptive  Statistics  of All  Constructs  according  to  Employability 

Components (Competencies to Obtain New Employment) Comparing the Public and 

Private Sectors 

Competencies to 

Obtain New 

Employment 

Expected/

Perceived  

Public Sector Private Sector 

N Mean N Mean N Mean 

22. Job search ability Expected 115 3.24 0.55 42 3.12 0.45 

Perceived 110 2.65 0.60 40 2.63 0.59 

23. Self-presentation 

skills 

Expected 115 3.22 0.60 42 3.12 0.55 

Perceived 110 2.54 0.60 40 2.50 0.55 

24. Ability to transfer 

and adapt to new 

workplace 

Expected 115 3.24 0.59 41 3.20 0.52 

Perceived 110 2.53 0.57 40 2.48 0.60 

Average 
Expected 116 3.21 0.60 45 2.91 0.89 

Perceived 116 2.44 0.76 45 2.25 0.91 
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Table  4.9 reports the descriptive  statistics  of  all  constructs  according  to 

employability  (competencies  to obtain  new  employment)  comparing  the  public  and 

private sectors. In the public  sector, the expected  employability components  ranking 

from the highest to the lowest scores were job search ability (x̄ = 3.24) as well as the 

ability to transfer and adapt to a new workplace (x̄ = 3.24) and self-presentation skills 

(x̄ = 3.22),. Meanwhile, in the private sector, the expected employability components 

ranking from the highest to the lowest scores were the ability to transfer and adapt to a 

new workplace (x̄ = 3.20), job search ability (x̄ = 3.12), and self-presentation skills (x̄ 

= 3.12). 

According to the perceived employability in the public sector, the components 

ranking from the highest to the lowest scores were job search ability (x̄ = 2.65), self-

presentation skills (x̄ = 2.54), and the ability to transfer and adapt to a new workplace 

(x̄ = 2.53). The findings in the public sector were similar to those in the private sector, 

where the perceived employability components ranking from the highest to the lowest 

scores  were job search  ability (x̄ = 2.63), self-presentation skills  (x̄ =  2.50), and the 

ability to transfer and adapt to a new workplace (x̄ = 2.48).  

According  to  the  average  of  mean  score, both  workplace public  and  private 

sectors had high  expectations regarding employability.  The  average  score  of  the 

expected  employability  for  the  private  sector  (x̄ =  3.21) was higher  than that in  the 

private  sector  (x̄ =  3.91). Moreover,  the  average  of  mean  score  of  the perceived 

employability  indicates  that  the contract  employees in  both workplace public  (x̄ = 

2.44) and private (x̄ = 2.25) sectors had a low score on perceived employability. This 

indicates  that  there were gaps  between  the  expected  and perceived employability 

(competencies  to obtain  new  employment)  in  both workplace public  and  private 

sectors. 

Table  4.10-4.12 reports  workplace mean  score and  standard  deviation (S.D.) 

of HRD interventions (training, OD, and CD) for improving the contract employees’ 

competencies. The  respondents  were  asked  “How often  would  you  think  your 

organization  utilizes  the  following  HRD  activities/interventions for  improving 

contract employees’  competencies?”  Their  responses  to  the  question are detailed  in 

the following tables. 
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Table 4.10 Descriptive Statistics of all Constructs according to Training Comparing 

the Public and Private Sectors 

 

Training 

Public Sector Private Sector 

N Mean S.D. N Mean S.D. 

1. In-house training program 115 2.70 0.80 45 3.02 0.66 

2. Public training with budgeting 

support by the organization 

115 2.25 0.83 45 2.60 0.83 

3. Employee involved with the 

formal training program provided 

or supported by your organization 

116 2.27 0.78 45 2.53 0.73 

4. Training programs provided or 

supported by your organization 

that encourage  employees’ career 

network 

116 2.41 0.73 45 2.69 0.70 

5. Stretch assignment 115 2.64 0.64 45 2.64 0.61 

6. Coaching and mentoring 

activities 

116 2.70 0.71 44 2.86 0.55 

7. Job rotation 114 1.96 0.66 44 2.18 0.50 

8. Daily jobs or work processes 

that enable the employees to 

develop their talent 

115 2.80 0.61 45 2.82 0.58 

Average 116 2.45 0.49 45 2.65 0.37 

 

Table  4.10 reports the descriptive  statistics  of  all  constructs  according  to 

training comparing  the  public  and  private  sectors.  In  the  public  sector, the training 

interventions with the highest scores of utilization were daily jobs or work processes 

that  enable  the  employees  to  develop  their  talent  (x̄ = 2.80),  and in-house  training 

program  (x̄ =  2.70), as  well  as coaching  and  mentoring  activities  (x̄ = 2.70). The 

findings in the public sector were similar to those in the private sector. In the private 

sector, the training interventions with the  highest scores of utilization were in-house 

training  (x̄ =  3.02), coaching  and  mentoring  activities  (x̄ = 2.86),  and daily  jobs  or 

work processes that enable the employees to develop their talent (x̄ = 2.82). 
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In  the  public  sector, the training  interventions  with the  lowest scores of 

utilization were job rotation (x̄ = 1.69), public training with budgeting support by the 

organization  (x̄ =  2.25),  and employees  involved with  the  formal  training  program 

provided or supported by the organization (x̄ = 2.27). The findings in the public sector 

were similar to those  in  the  private  sector. In the  private  sector,  the training 

interventions  with  the lowest scores of  utilization were job  rotation  (x̄ = 2.25), 

employees  involved with  the  formal  training  program  provided  or  supported  by the 

organization  (x̄ = 2.53),  and public  training  with  budgeting  support  by  the 

organization (x̄ = 2.60). 

As  for  the  average  mean  score,  the  public  sector had a  low  level  of  training 

utilization (x̄ = 2.45), whereas the private sector had a somewhat high level of training 

utilization (x̄ = 2.65). 

 

Table  4.11 Descriptive  Statistics  of  all  Constructs  according  to  Organization 

Development Comparing the Public and Private Sectors 

Organization  

Development 

Public Sector Private Sector 

N Mean S.D. N Mean S.D. 

1. Obtained and developed 

knowledge that was continually 

documented and made available 

to everyone in the organization 

116 2.74 0.61 44 2.68 0.56 

2. Team with a balance of 

personalities, skills and learning 

styles 

114 3.01 0.62 44 2.86 0.46 

3. Periodically providing 

feedback about employee 

performance 

115 3.12 0.66 45 2.84 0.64 

4. Performance appraisal and 

competence development that are 

explicitly linked to personal 

potential and ambition 

115 2.92 0.64 45 2.67 0.56 

 



104 
 

 
 

Table 4.11 (Continued) 

Organization  

Development 

Public Sector Private Sector 

N Mean S.D. N Mean S.D. 

5. Culture characterized by 

simplicity and open 

communication  

115 2.81 0.74 45 2.93 0.62 

6. Some are able to answer 

questions about their job 

116 2.72 0.71 45 2.78 0.64 

7. Urging employees to 

continually study how they work 

and to adjust their work if needed 

116 2.75 0.60 45 2.76 0.53 

Average 116 2.85 0.45 45 2.77 0.35 

 

Table  4.11 reports the descriptive  statistics  of  all  constructs  according  to 

organization  development (OD), comparing  the  public  and  private  sectors.  In  the 

public  sector,  the OD interventions  with the  highest  scores of  utilization were 

periodically providing feedback about employee performance (x̄ = 3.12), team with a 

balance  of personalities,  skills  and  learning  styles  (x̄ = 3.01),  and  performance 

appraisal  and  competence  development  that  are  explicitly  linked  to  the  personal 

potential  and  ambition  (x̄ = 2.92). The  findings  in  the  public  sector were different 

from those in the private sector. In the  private sector,  the OD interventions with the 

highest  scores of  utilization were culture  characterized  by  simplicity  and  open-

communication  (x̄ =  3.02), team  with  a  balance  of  personalities,  skills  and  learning 

styles (x̄ = 2.86), and periodically providing feedback about employee performance (x̄ 

= 2.82). 

In the public sector, the OD interventions with the lowest scores of utilization 

were being  able  to  answer  questions  about their  job  (x̄ = 2.72), obtained  and 

developed knowledge that continually documented and made available to everyone in 

the organization (x̄ = 2.74), and urging employees to continually study how they work 

and to adjust their work if needed (x̄ = 2.75). The findings in the private sector were 

similar to those in the public sector. For the private sector, the OD interventions with 

the  lowest scores of  utilization were performance  appraisal  and  competence 
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development  that  are explicitly  linked  to  the  personal  potential  and  ambition  (x̄ = 

2.67), obtained and developed knowledge that are continually documented and made 

available  to  everyone  in  the  organization  (x̄ = 2.68),  and urging  employees  to 

continually study how they work and to adjust their work if needed (x̄ = 2.76). 

As for the average mean score, both public and private sectors had a somewhat 

high level  of OD utilization  (x̄ = 2.85 and  2.77  for  public  and  private  sectors, 

respectively). 

 

Table 4.12 Descriptive Statistics of all Constructs according to Career Development 

Comparing the Public and Private Sectors 

Career 

Development 

Public Sector Private Sector 

N Mean S.D. N Mean S.D. 

1. Career planning program 116 2.05 0.71 45 2.22 0.56 

2. Career training program 116 1.70 0.72 45 2.18 0.72 

3. Career counseling for those 

that  need to find a new job, if 

necessary 

116 1.66 0.71 45 2.10 0.75 

4. Career mentoring system 115 1.86 0.74 45 2.24 0.74 

5. Career networking 

opportunities 

116 1.72 0.68 45 2.02 0.69 

Average 116 1.79 0.56 45 2.14 0.52 

 

Table  4.12 reports the descriptive  statistics  of  all  constructs  according  to 

career  development  (CD), comparing  the  public  and  private  sectors.  In  the  public 

sector,  the CD  interventions  ranking  from  the  highest  to  the  lowest  scores of 

utilization  were career  planning  program  (x̄ =  2.05), career  mentoring  system  (x̄ = 

1.86), career networking opportunities (x̄ = 1.72), career training program (x̄ = 1.70), 

and career counseling for those that need to find  a new job, if necessary (x̄ = 1.66). 

The findings in the private sector were different from those in the public sector. In the 

private sector, the CD interventions ranking from the highest to the lowest scores of 

utilization were the career mentoring system (x̄ = 2.24), career planning program (x̄ = 
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2.22), career training program (x̄ = 2.18), career counseling for those that need to find 

a new job, if necessary (x̄ = 2.10), and career networking opportunities (x̄ = 2.02). 

As  for  the  average  mean  score,  both  public  and  private  sectors  had  a  rather 

low  level of  CD  utilization  (x̄ = 1.79  and  2.14  for  public  and  private  sectors, 

respectively). 

Next,  tables  4.13  and  4.14  report  on  the  correlation  matrices  of  the 

independent  variables  of  interest  for  the  public  and  private  sector. The  findings  are 

detailed as follows. 

 

Table 4.13 Correlation Matrix of Independent Variables of Interest (Public Sector) 

Variables Training Organization 

Development 

Career 

Development 

Training    

Organization 

Development 

0.53*** 

(0.00) 

  

Career 

Development 

0.47*** 

(0.00) 

0.32*** 

(0.00) 

 

Note: * p < 0.10; ** p < 0.05; *** p < 0.01. The numbers in parentheses are p-value. 

 

Table 4.13 reports the correlation coefficients of the independent variables in 

the  public  sector.  The  table  shows the  relationship  among the  variables. All of the 

variables (Training,  OD,  and  CD)  were  positively  correlated  with  each  other. The 

correlation  coefficients  indicated  that  all  variables  were  not  likely  to  be  highly 

correlated. This indicates that there was no multicollinearity problem.  
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Table 4.14 Correlation Matrix of Independent Variables of Interest (Private Sector) 

Variables Training Organization 

Development 

Career 

Development 

Training    

Organization 

Development 

0.53*** 

(0.00) 

  

Career 

Development 

0.32** 

(0.03) 

0.14 

(0.36) 

 

Note: * p < 0.10; ** p < 0.05; *** p < 0.01. The numbers in parentheses are the p-

value. 

 

Table 4.14 reports the correlation  matrix  of the independent  variables  in  the 

private  sector.  The  table  shows the  relationship  among the  variables. All of the 

variables (Training,  OD,  and  CD)  were  positively  correlated  with  each  other. The 

correlation  coefficients  indicated  that  none  of  the  variables  were  likely  to  be  highly 

correlated. That is, there was no multicollinearity problem.  

         

4.3 The  Effect  of  HRD on  Employability  in  Transforming  Careers: 

Findings from the OLS Analysis 

 

This part of the study aims at reporting the research findings pertaining to the 

questions  “What are  the HRD  factors  that  could  be  used  for  enhancing the 

employability  of  contract  employees  in  the  public  and  private  sectors  in  Thailand?’ 

and  “What  are  the  differences in  the HRD  factors  enhancing the employability  of 

contract  employees  in  the  public  and  private  sectors  in  Thailand?”  The  findings 

indicated the factors affecting employability and the best models for both public and 

private sectors. The findings are detailed in the following tables (see table 4.15-4.16). 
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Table 4.15 Effect of Training, Organization Development, and Career  Development 

on Employability (Public Sector) 

Variables Model 1 Model 2 Model 3 

Training 0.60** 

(0.24) 

  

OD  0.78*** 

(0.27) 

 

CD   0.01 

(0.32) 

Total number of workers -0.22 

(0.28) 

-0.19 

(0.27) 

-0.29 

(0.28) 

Total number of 

government employees 

0.21 

(0.50) 

-0.22 

(0.50) 

0.06 

(0.51) 

Education -2.13 

(2.07) 

-1.85 

(2.01) 

-1.05 

(2.08) 

Experience 0.12 

(1.51) 

0.34 

(1.37) 

0.38 

(1.44) 

N 87 89 90 

Standard Error of 

Regression 

7.67 7.55 7.88 

R2 0.09 0.11 0.02 

Adjusted R2 0.03 0.05 -0.03 

F-Statistics 1.51 2.11* 0.41 

Normality 1.84 1.26 0.31 

White (χ2(1)) 0.86 0.04 1.57 

VIF 1.39 1.38 1.36 

Note: * p < 0.10; ** p < 0.05; *** p < 0.01. The numbers in parentheses are standard 

error. 

  

Table  4.15  reports  the  effects  of  training,  organization  (OD), and  career 

development (CD) on employability in the public sector. The table shows that, among 

the three independent variables, training and OD had a positive and significant effect 
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on employability in the public sector, as expected. Meanwhile, CD (Model 3) had no 

effect on employability in the public sector at all.  

Comparing training and OD, OD had a greater effect on employability in the 

public sector. Training, itself, had a positive and significant effect on employability in 

the public sector, as expected. Other things being equal, a unit increase in training was 

positively associated with a 0.60 unit increase in employability (p < 0.05). However, 

when  including  training  with  the  control  variables,  it was found  that the training 

model (Model 1) had no effect on employability in the public sector.  

Meanwhile,  OD  had a  positive  and  significant  effect  on  employability  in  the 

public  sector,  as  expected.  Other  things  being  equal,  a  unit  increase  in  OD was 

positively associated with a 0.78 unit increase in employability (p < 0.01). And, when 

including OD with the control variables, it found  that the OD model (Model 1) still 

had a positive effect on employability in the public sector ( p < 0.10). Accordingly, it 

can  be  said  that  the  best  predicting  model  of employability  in  the  public  sector  is 

Model 2. 

 

Table 4.16 Effect of Training, Organization Development, and Career  Development 

on Employability (Private Sector) 

Variables Model 4 Model 5 Model 6 

Training 1.07* 

(0.59) 

  

OD  1.77** 

(0.84) 

 

CD   -0.62 

(0.46) 

Total number of workers -0.54 

(0.50) 

-0.69 

(0.44) 

-0.31 

(0.46) 

Total number of contract 

employees 

1.01 

(0.70) 

0.95 

(0.63) 

0.87 

(0.68) 
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Table 4.16 (Continued) 

Variables Model 4 Model 5 Model 6 

Education -3.07 

(3.13) 

-5.07* 

(2.81) 

-4.36 

(3.00) 

Experience 

 

4.28** 

(1.61) 

5.31*** 

(1.41) 

4.73*** 

(1.50) 

N 34 34 35 

Standard Error of 

Regression 

7.02 6.39 6.83 

R2 0.25 0.40 0.31 

Adjusted R2 0.11 0.30 0.20 

F-Statistics 1.87 3.77*** 2.66** 

Normality 1.49 1.45 1.80 

White (χ2(1)) 4.49* 2.05 1.90 

VIF 1.54 1.55 1.52 

Note: * p < 0.10; ** p < 0.05; *** p < 0.01. The numbers in parentheses are standard 

error. 

 

Table  4.16  reports  the  effects  of  training,  organization  (OD), and  career 

development  (CD)  on employability  in  the  private  sector.  The  table  shows  that, 

among the three independent variables, training and OD had a positive and significant 

effect on employability in the private sector, as expected. Meanwhile, CD (Model 6) 

had no effect on employability in the private at all.  

The findings in the private sector were similar to those for the public sector. 

Comparing training and OD, OD had a greater effect on employability in the private 

sector. Training,  itself,  had a  positive  and  significant  effect  on employability  in  the 

private sector, as expected. Other things being equal,  a unit increase in training was 

positively associated with a 1.07 unit increase in employability (p < 0.10). However, 

when  including  training  with  the  control  variables,  it was found  that  the  training 

model (Model 4) had no effect on employability in the private sector.  

As for OD, a positive and significant effect was found on employability in the 

private sector,  as  expected.  Other  things  being  equal,  a  unit  increase  in  OD was 
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positively  associated  with a 1.77 unit  increase  in  employability  (p  <  0.10).  When 

including OD with the control variables, it was found that the OD model (Model 4) 

still  had  a positive  effect  on  employability  in  the  private  sector  (p  <  0.01). 

Accordingly,  it can  be  said  that  the  best  predicting  model  of  employability  in  the 

private sector is Model 5. Regarding the control variables in Model 5, the experience 

of the contract employees had a positive and a significant effect on employability (p < 

0.01),  but the education  of  the  contract  employees  had a  negative  effect  on 

employability (p < 0.10). Nonetheless, the significance level was reduced in Model 6.  

 

4.4 Employability in Transforming Careers: Evidence from In-Depth 

Interviews 

 

This  part  of  the  study  shows  the  findings  from  in-depth  interviews  with  the 

three  HR  professionals  and  the  scholar,  who  was  an  expert  in  public  management. 

The findings indicated three main important points as follows.  

 

4.4.1 Short- and Long-Term Employment Situation in Thailand 

  Long-term  employment concerned  the nature  of the contract  between 

employers  and  employees  in  Thailand.  Since  the  Tomyum  Kung Crisis,  a  huge 

economic recession in Thailand in 1997, both public and private sectors have tried to 

maintain their business by creating flexibility in their budget spending. Many private 

organizations,  at  that  time,  tried  to  reduce  their  spending  by  reengineering, 

downsizing, and outsourcing. For the public sector, the increasing number of workers 

was a burden in terms of budgeting spending and flexibility. Hence, one method that 

both the public  sectors  could  use  in  order  to  maintain  their  survival  and 

competitiveness was short-term employment. The interviewees stated the following in 

this connection. 

 

“Economic  factor  forces  public  and  private  sectors  to  change…from 

long term to short term contract employment.” 

 

“Economic situation is very important.” 
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The  interviewees  not  only  mentioned  the  economic  factor,  but  they  also 

mentioned  that  another  important  factor  affecting  short-term  employment  was 

organizational performance and competitive purpose. Some of the interviewees stated 

the following: 

 

“In  public  sector,  there  were  some  limitations  about  rigid  structure 

obstructing to policy implementation. In spite of in the past before using 

the short-term employment, there are attempts to make the public sector 

more flexibility by limiting the number of workforce vacancy.” 

 

“It  makes  public  sector  with  a  sense  of  competitiveness  among 

organizations in the public sector.” 

 

“Short-term  employment  is  a  kind  of  motivation  of  public  workers  to 

push more their effort to work and create competition climate.” 

 

“Another  reason  is  due  to  management  reason  that  is  performance 

driven….Long  term  employment  could  not  assist  to  maintain 

performance.”  

 

Comparing  the  external  (economic  recession)  and  internal  factors 

(performance  enhancement),  the  external  factor  was  rather  more  important  than  its 

counterpart, as the interviewees stated:  

 

“For the public sector, short term employment will be increasing due 

to  the  limited  budget  reasons.  Budget  has  to  be  allocated  to  nation 

development”  

 

“There  are  many  factors  effecting  short-term  employment  in  the 

public sector. Even though, in long term, short term may probably not 

suit to us, there is a limitation in public budgeting…..Another reason 
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is  that  there  are  other  important  demands,  such  as  infrastructure 

investment…and other factors related to social development.” 

 

“Budget  flexibility,  it  is  a  necessary.  Budget  has  to  be  allocated  for 

many  purposes,  for  example,  development,  education,  and 

infrastructure. Long term employment and pension are expense.” 

 

Comparing the public  and  private  sectors  in  Thailand,  it  was  found  that  the 

public sector radically changed its employment contract, moving from long- to short-

term  employment,  while  many  organizations  in  the  private  sector  have  maintained 

their  employment  contract  as  a  long-term  one.  Some  interviewees  stated  the 

following:  

 

 “For  private  organizations,  most  of  them  have  been  still  using  long 

term employment.” 

 

“In  the  private  sector,  they  provide  long-term  employment  with 

greater rewards. But they screen people intensively…In private sector, 

they have and intent screen of recruitment.” 

 

“Most  of  organizations  in  the  private  sector  use  long-term 

employment.  In  the  case  that  they  could  not  perform  well,  they  will 

use  outsource  contract.  Therefore,  in  the  public  sector,  there  are  two 

systems  of  employment.  There  are  long-term  employment  and 

outsourcing…Many organizations use outsourcing.” 

 

Since there has been a radical change in employment in the public sector, there 

are various issues that the public sector has to be concerned about. Some of the issues 

pertaining to the big picture at the national level are: 

 

“For  employment  in  public  sector,  we  should  look  at  the  strategy  of 

country  and  international  development…..we  should  encourage 
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workforce  competence  to  respond  the  strategic  direction  of  the 

country.” 

 

“In  short  run,  short  term  employment  may  necessary  due  to  the 

economic and performance reason…but in long run, for some jobs, for 

example,  the  scientists  who  are  necessary  for  country  development, 

we should employ them as a long term staff because their expertise for 

the  development  will  accumulate  though  their  experience.  And  their 

experience is important for the country.” 

 

“The  policy  makers,  however,  should  review  the  short  term 

employment. Some positions or some jobs are suitable with long term 

employment,  especially  those  positions  which  constitute  to 

development  of  the  country  and  those  who  are  in  a  professional 

career.” 

 

For the public sector, some other points of view relevant to the organizational 

level were mentioned by the interviewees as follows: 

 

 “In  the  past  those  who  were  working  with  the  public  sector  were 

motivated  by  job  security.  Although  working  with  the  public  sector 

provided a small amount of salary, the strength of motivation in public 

sector  is  long  term  employment  and  its  pension…..In  long  run,  the 

private sector will probably have a system that much more attracts the 

talents  than  the  private  one…..We  will  see  that  in  the  public  sector, 

short-term employment effect to the attraction system.” 

 

“It affects motivation and career development of the workforce in the 

public sector. Therefore, it should be concerned carefully.”  
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“For  some  jobs  that  the  public  sector  could  not  perform  well,  we 

should outsource or consult with some experts outside. But for those 

who are a contract controller, they should be employed with long-term 

contract.” 

 

“Comparing  performance  appraisal  system  using  with  those  who  are 

civil  servants  and  short  term  employees  in  the  public  sector,  there  is 

no  difference.  The  measurements  for  these  two  groups  are  not 

different that much. Performance improvement is still questionable.” 

 

Furthermore,  there  were  some  issues  relevant  to the individual  level  in  the 

public sector. Some interviewees stated the following: 

 

“People  really  want  to  run  and  compete  at  the  early  state  of  their 

career. But when they grow up and older, they will feel so tried. They 

cannot  run  for  their  whole life.  So,  I  rather  prefer  long-term 

employment…..They have family and other things to take care of.” 

 

“Short-term  employment  will  probably  suit  to  those  newcomers.  If 

they  work  for  your  organization  for  a  long  time  with  a  good 

performance, you should reward them with long-term employment.” 

 

“Nowadays,  we  will  see  that  jobs  in  the  public  sector  have  been 

changing.  There  are  a  lot  of  strategic  projects  that  need  people  who 

can coordinate with various stakeholders. For these people, we should 

threat them with long term employment.” 

 

In the past, job security was considered a reward in the public sector. Since the 

public sector has used short-term employment, the question should be asked, “What is 

the motivation in the public sector when we use short-term employment?” One of the 

interviewees responded to this point as follows: 

 



116 
 

 
 

“In  logical  basis  of  short-term  employment  is  performance 

enhancement. Those who do not perform well have to be terminated. 

But  in  reality,  Thai  people  still  believe  in  employment  system in  the 

public  sector,  even  it  has  been  changed  to  a  short  term  one. 

Comparing the other sector, the public sector is still security. Anyway, 

short  term  employment  encourages  some  workers  in  public  sector  to 

work actively.” 

 

4.4.2 Employability Needed in Thailand 

Employability is this study is defined as the competencies to perform tasks and 

to remain employed and obtain new employment. This  study focuses particularly on 

the employability of workforce that has graduated with a minimum educational level 

with a bachelor degree and just entered the labor market. Most of them are new of the 

generation and are at the early stage of their career life. The competencies required for 

employability ere mentioned by some interviewees as follows: 

 

“All  basic  skills important  for  both  public  and  private 

sectors…..Crucial basic skills are communication and soft skills” 

 

“The most important skill is information management skill…How  to 

manage information for task accomplishment?” 

 

“People  skills  are  the  most  important….Sometimes,  talent  contract 

could be terminated and not be continued” 

 

However,  one  of  the  interviewees  mentioned  that  employability  depends  on 

the characteristics of each industry, as he stated:   

 

“It depends on DNA of each industry. Critical success factors of each 

kind  of  organizations  are  different.    It  is  about  strategy  of  each 

organization. And culture fit is also important. Some people are talent, 
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but  their  competencies  do  not  fit  with  culture.  They  may  not  be 

selected”  

 

Comparing the public  and  private  sectors,  the  interviewees  pointed  out  that 

there  were  different  required  skills  for  these  two  sectors.  For  the  public  sector, the 

employability  components  needed  are  coordination  and  interpersonal  skills.  The 

interviewees stated the following in this connection. 

 

“As  for  public  sector,  the  most  important  skill  is  coordination  skill 

because  the  public  sector  is  the  service-provider.  One  project  in  the 

public  sector,  government  workers  have  to  deal  with  various 

stakeholders.  They  have  to  know  how  to  contract  and  how  to 

coordinate with each other.” 

 

“The important skill is interpersonal skill to maintain their relationship 

with their supervisor, peers and customer.” 

 

For the private sector, the necessary  skills  are those  related to  adaptability  to 

change, as one interviewee suggested: 

 

“In  the  private  sector,  the  most  important  factor  is  adaptability  to 

change because demands of customers and procedure are changing all 

the  time.  It  is  much  more  important  than  other  characteristics,  for 

example, responsibility.” 

 

Some  interviewees  mentioned  that  the  competencies  required  of  the  new 

generation  are self-learning  and  self-development  skills,  systematic  and  analytic 

thinking skills, and emotion management skills. However,  the interviewees  said  that 

there were some problems concerning the required skills. They stated: 
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Self-learning and self-development skills 

 

“Since they graduated….it means they change their study place  from 

university to  workplace…changing  from  learning  at  the  university  to 

learning from the workplace. In the Thai context, students are familiar 

with learning by certain step of directions ordered by their teacher. So 

when they entrance to workplace, they cannot learn by themselves.” 

 

“Learning is important. Sometimes, past experience cannot be applied 

to  the  jobs  which  always  change….So,  people  who  have 

employability have to learn all the time.” 

 

Systematic and analytic thinking skills  

 

“They  have  ability  to  search  information,  but  their  teacher  has  to 

guideline  questions  and  pattern of  thinking…they  cannot  create 

question or guideline by themselves.” 

 

Emotion management 

 

“New  generation  seems  much  more  sensitive  than  their  older 

counterpart. They have social media channels to show their feeling via 

Youtube,  Facebook  and  Line.  When  they  feel  bored,  they  probably 

post on their Facebook. This sometimes leads to another problem for 

themselves, peers and their organization.” 

 

Moreover,  there  were  some  problems  related  to  fundamental  skills.  Some 

interviewees stated: 

 

“Even the literacy and numeracy skills, the new generation may have 

this problem.”  
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“Although  both  oral  communication  and  writing  skills  are  the 

fundamental skills, the new generations are not adept to these skills.” 

 

4.4.3 HRD for Employability Enhancement in Thailand 

Employability can be encouraged via people’s development activities. The key 

in developing people is about learning skills, as one of the interviewees mentioned: 

 

“Preparing  knowledge  workers  is  about  preparing  their  concept  for 

working. In today changing environment, learning how to learn and 

how to use their information appropriately are very important.” 

 

Some  interviewees  pointed  out  that  a  workable  method  for  people 

development  was  informal  development  by  which  the  new  generation can  develop 

their employability. 

 

“Informal  methods  will  assist  the  workers  to  develop  their 

employability.” 

   

“The workable method is learning by doing for example, learning by 

the  project  assigned  by  the  organization.  This  will  contribute  much 

more  values  to  the  learner…it  much  better  than  classroom 

training….” 

 

Among the HRD interventions using the public and private organizations, the 

interviewees mentioned that we can find training and OD interventions, but not many 

for CD. They stated: 

 

“For Thailand, career development is not revealed much.” 

 

“Career development is still individual responsibility.” 
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Although it is very difficult  to find CD  interventions  in Thailand, one of  the 

interviewers  mentioned  a  formal  CD  program  used  in  a  well-known  company.  He 

mentioned: 

 

“Since  last  two  years,  “A  company”  has  set  up  career  development 

program  for  the  staff  called  “Career  Click”.  The  program  assists  the 

new generation  in the  company  to determine  their  career goal  and  of 

course  they  can  change  their  path  to  other  positions  and  other  more 

than  300  business  units.    If  they  are  interested  in  the  program,  they 

have to log in the program and click for a vacancy. Their name will be 

listed as candidates for a vacancy. Their requests will then be sent to 

their  current  supervisor.  After  discussing  with  their  supervisor,  they 

will talk with a supervisor in a prospect position. However, moving to 

another  position  or  business  unit  depends  on  their  competencies  that 

suit  to  the  new  one….For  example,  if  their  current  position  is  about 

marketing  but  they  also  have  competencies  in  accordance  with 

certification,  they  can  move  to  accounting  job.  One  of  conditions  of 

the  program  is  that  they  have  to  stay  in  the  position  that  they 

requesting for at least 2 or 3 years.” 

 

However,  the  HRD  activities  provided  for  workers  that  belong  to  the  new 

generation  do  not  encourage  them  enough  to  acquire  a  career  network  themselves, 

especially an external career network. Some interviewees stated the following in this 

connection. 

 

“Creating career network takes time. Normally, individuals will have 

network when they are in the middle stage of their career. The older 

will have more networks than the younger. It will be stronger when 

workers  are  age  at  greater  than  40  years  old.  Networking  has been 

accumulated through their experience and people surrounding them.” 
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“The younger will not concern that much about network. They have 

their own group with their private interesting. Their group is a small 

one,  four  or  five  people.  So  the  network  of  the younger  does  not 

affect that much to their careers.” 

 

 Next, the research findings from the quantitative analysis and interviews will 

be concluded and discussed in Chapter 5. Based on the findings, recommendations are 

made for both the public and private sectors. 

 

4.5 Summary 

 

The findings from the quantitative analysis indicate gaps in the employability 

of  the  contract  workers  in  both  the  public  and  private  sectors,  especially  gaps  in 

fundamental  skills  and  conceptual  thinking  skills.  It  was  found  that  the  public  and 

private  sectors  had  an  average  high  score  on  expected  employability,  but  had  an 

average  low  score  on  perceived  employability.  The  first  highest  score  on  expected 

employability  in  both  the  public  and  private  sectors  was responsibility  (personal 

qualification).  The  second  highest  score  in  both  sectors  was  teamwork  and 

interpersonal  skills  (people-related  skills).  The  findings  from  the  model  analysis 

showed that among the HRD factors, training and OD had a positive and significant 

effect  on  employability  in  both  the  public  and  private  sectors. When  including the 

control  variables  (total  number  of workers, the total  number  of contract employees, 

and the education and experience of the contract employees), OD was seen to have a 

greater effect on employability in both sectors. Surprisingly, the study found that the 

CD  in  both  public  and  private  sectors  had  no  effect  on  employability. The  findings 

from  the  in-depth  interviews  confirmed  those  of  the  quantitative  analysis,  where  a 

crucial problem of employability for the new-generation employees is learning skills. 

 

 



 
 

 
 

CHAPTER 5 

 

CONCLUSIONS AND RECOMMENDATIONS 

 

In  this final  chapter,  the  contents of  the  chapter include  discussion  and 

conclusion  of the  hypothesis testing, the research  questions,  and the  theoretical 

contributions.  The  conclusions  in  this  chapter  came  from  the  findings  presented  in 

Chapter  4  and the discussions  were  based  on the  theoretical points reviewed  in 

Chapter 2. These two chapters assisted the researcher in identifying the gaps between 

the  theories  and  reality  in the  Thai public  and  private  sectors.  Furthermore, the  two 

chapters assist in  the  discussion  of  the theoretical  contributions,  linking HRD 

interventions and employability. All in all, based on the discussion and conclusions of 

the  study,  the  researcher provides  recommendations for  both the public  and  private 

sectors,  and  for  those that  are  particularly  interested  in  the  area  relevant  to  HRD 

and/or employability. 

 

5.1 Research Conclusions  

 

5.1.1 Conclusions of Hypothesis Testing 

 

According  to the  conceptual  framework of employability  in  transforming 

careers,  the research  hypotheses were  proposed  to support  a  positive  association 

between  the independent  variables  (training,  OD, and  CD)  and  dependent  variable 

(employability). The findings of the hypothesis testing presented  in  Chapter  4 are 

concluded in the following table (see table 5.1).  
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Table 5.1 Conclusion of Hypothesis Testing 

Hypothesis Finding 

Hypothesis 1 (H1): Training has a positive effect on 

employability in the public sector. 

Supported 

Hypothesis 2 (H2): Training has a positive effect on 

employability in the private sector. 

Supported 

Hypothesis 3 (H3): OD has a positive effect on employability 

in the public sector. 

Supported 

Hypothesis 4 (H4): OD has a positive effect on employability 

in the private sector. 

Supported 

Hypothesis 5 (H5): CD has a positive effect on employability 

in the public sector. 

Not supported 

Hypothesis 6 (H6): CD has a positive effect on employability 

in the private sector. 

Not supported 

 

 Table 5.1 concludes the hypothesis testing of the effect of HRD (training, OD, 

and CD) on employability in the public and private sectors. The findings, as shown in 

H1-H4, indicate the positive effect of training and OD interventions on employability 

in both the public and private sectors. Meanwhile, the findings, as shown in H5-H6, 

indicate that CD interventions have no effect on employability in either sector. It can 

be concluded that the employability of the contract employees in both sectors can be 

promoted  by  training  and  OD  interventions.  For further  conclusions and  arguments, 

the next three parts provide details pertaining to employability and the roles of HRD 

in enhancing employability in the public and private sectors. 

 

5.1.2 Conclusions Regarding Research Question 1 

Research  question  1  asked:  “What are  the  gaps  between  expected  and 

perceived employability in the public and private sectors in Thailand?” The findings 

revealed  in the descriptive  statistics (see  Chapter  4) indicated that there  were gaps 

between  the  expected  and perceived employability.  To  respond to this  question,  the 

results were divided into three parts. 
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 1) The Gaps in Competencies to Perform Tasks 

According  to the  first  dimension  of employability  (competencies  to 

perform  tasks),  both the public  and  private  sectors had a  high score on expected 

employability,  but had a  low  score  on  perceived  employability.  The expected 

employability  components with the highest  score in  the  public  and  private  sectors 

were responsibility, teamwork skills,  and interpersonal  skills. In  the  public  sector, 

another  employability  component which was  mentioned  with  the  high  score was 

service  skills,  whereas  in  the  private  sector,  the score  was  self-esteem.  Surprisingly, 

the  lowest  expected  employability  components  in both the public and  sectors were 

fundamental skills (i.e. English proficiency and numeracy). 

With  regards  to perceived employability, in  the  public  sector, the 

components with the highest scores were technology and service skills, whereas in the 

private  sector, the  components  with  the  highest  scores were Thai  literacy  and 

teamwork skills. As for the lowest perceived employability components, the findings 

in  the  public  and  private  sectors were similar.  The  lowest  perceived  employability 

components ere English proficiency and system thinking skills. It can be seen that the 

lowest scores of both expected and perceived employability (competency to perform 

tasks), in both sectors, were the fundamental and conceptual thinking skills.  

The  above-mentioned descriptive  findings  align  with the  interviewed 

data. The  points  mentioned  by  the  interviewees  indicated that  fundamental  skills, 

especially the skills relevant to communication, and conceptual thinking skills,  were 

very  important  because  these  skills  are  the basic conditions  for  learning  as a  key  to 

employability improvement. 

However,  the  findings  showed the  advantage  of  the  new  generation 

workforce. This advantage  includes the ability to use new technology and teamwork 

skills. As  for  the  latter  skills, the interviewees  mentioned  that  people-related  skills 

(including teamwork skills) were very necessary skills for today’s changing world. 

Comparing the public and private sectors, the interviewees pointed out 

that the employability components needed in the public sector were coordination and 

interpersonal  skills,  whereas  those  needed  in  the  private  sector were adaptability 

skills. The reason was that those that work in the public sector have to respond to the 

demands of various stakeholders. This idea aligns with the findings that service skills 
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were mentioned with a rather high score as the expected employability for the public 

sector. 

 

2) The Gaps in Competencies to Remain Employed 

As for the second dimension of employability (competencies to remain 

employed), both the public  and  private  sectors had a  high score  on  expected 

employability,  but had a  low  score  on  perceived  employability.  The  expected 

employability  components  with  first  highest  score  in  the  public  and  private  sectors 

were  the learning  skills that  contribute to  ongoing  improvement  and  expansion  of 

operations and outcomes, and the ability to adapt to a changing environment, for the 

public  and  private  sectors, respectively. Meanwhile, the lowest  expected 

employability  components  in  both  sectors were self-promotion  in  obtaining  and 

relaying information to maintain awareness of work conditions.  

Regarding perceived employability, the  highest  score  for  both the 

public and private sectors was the ability to adapt to  changing environment (the score 

was somewhat  high),  whereas  the  lowest  score was  self-promotion  in  obtaining  and 

relaying information to maintain awareness of work conditions. It can be implied that 

in  the  Thai  context,  Thais  are  not  accustomed  to  the  notion  of self-promotion. 

Promotion in the Thai context depends on others,  especially those that are  in  higher 

positions. 

 

3) The Gaps of Competencies to Obtain Employment 

The  last  dimension  of  employability is  about  the competencies  to 

obtain  new  employment. As  for  this  dimension, both the public  and  private  sectors 

had a  high score on  expected employability,  but had a  low  score  on  perceived 

employability. In both the public  and  private sectors, the highest  score  of  expected 

employability was the ability to transfer and adapt to a new workplace. This finding is 

opposite that of perceived employability, in which the ability to transfer and adapt to a 

new workplace was the lowest score for the public and private sectors. This implies 

that adaptability is a problem for contract employees. 
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5.1.3 Conclusions Regarding Research Question 2 

Research question 2 asked: “What are the HRD factors that could be used for 

enhancing  employability  in  the  public and  private  sectors  in  Thailand?” The  results 

showed that among the HRD factors, training and OD had a positive and significant 

effect on employability in both the public and private sectors.  

When including the control variables  (total number of workers, total  number 

of contract employees,  education and  experience of  the  contract  employees)  in the 

models of  analysis,  OD had a  greater  effect  on  employability in both the public and 

private sectors. It could be said that both training and OD are workable interventions 

for  employability  improvement  in  both the public  and  private  sectors. However,  the 

most  workable  HRD  factor intervened for  enhancing  employability  for  both sectors 

was OD and that for the private sector it was training. Surprisingly, the study found 

that  CD had no  effect  on  employability  in either  sector. Further details about  the 

differences of HRD as the independent factors are concluded in the following. 

 

5.1.4 Conclusions Regarding Research Question 3 

Research question 3 asked: “What are the differences in the HRD factors that 

enhance employability in the public and private sectors in Thailand?” To respond to 

this question, the results were divided into three parts. 

 

1) The Differences in Training Interventions  

According to  the results  of the  average  mean  score, it was found  that 

the public sector had a low level of training utilization whereas the private sector had 

a  somewhat  high  level  of  training utilization. Both  sectors,  however, stated that the 

training  interventions  that  their  organizations  often  used for  enhancing  their 

employee’s  competencies were daily  jobs or  work  processes  that  enabled the 

employees  to  develop  their  talent, in-house  training programs, and coaching  and 

mentoring activities.  

As  for  the  lowest  scores  of  training  utilization,  the  results of both 

sectors were similar. The findings indicated that the lowest scores were job rotation, 
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public  training  with  budgeting  support  by  the  organization, and employees  involved 

with the formal training program provided or supported by the organization. 

It  can  be  noted  that  two-thirds of  the  interventions  that were mostly 

used in  the  organizations were informal  methods. The  in-house  training  programs 

were just formal  ones. This  finding  aligns  with  the  point obtained from the 

interview—that  a  workable  method  of  people  development  is  informal  development 

by which the new generation can develop their employability. Meanwhile, two-thirds 

of the  lowest  scored  methods were formal  ones.  Only  job  rotation was the  informal 

method. Among  the  informal  methods, job  rotation was the  method  that obviously 

reflects  the  movement  of  employees by  which  the  employees  have  to  adjust 

themselves  to  a  new  job  and  work  environment.  This  method  takes  time  for 

adjustment, and time is meaningful for organizations in terms of performance driving 

and financial returns. 
2) The Differences in OD Interventions  

The results of  the  average  mean  scores  showed that both  public  and 

private  sectors had a  somewhat  high  level  of  OD  utilization. However,  there were 

differences in  the  OD  interventions  in  the  public  and  private  sectors. The most 

popular  method for  the  public  sector was periodically providing feedback  about 

employee  performance. This intervention was categorized  as  human  resource issues. 

Meanwhile, the most popular method in  the  private  sector was culture  characterized 

by simplicity and open-communication, which was categorized  as  strategic  issues  of 

OD. The second popular method in both sectors was similar; that is, encouraging the 

team with a balance of personalities, skills and learning styles. This intervention was 

categorized as structure and process issues. 

The lowest scores of OD utilization in both public and private sectors 

were similar. The  lowest  score  in  the  public  sector was about some  being  able  to 

answer questions about their jobs, whereas the lowest score in the private sector was 

on performance  appraisal  and  competence  development  that  are  explicitly  linked  to 

personal  potential  and  ambition. The  second  and  third  lowest  scores  in  both  sectors 

were about obtained  and  developed  knowledge  that  continually is documented  and 

made available to everyone in the organization, and urging employees to continually 

study how they work and to adjust their work if needed.  
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3) The Differences in CD Interventions  

In the public sector, the CD interventions ranking  from the highest to 

the  lowest  scores of  utilization were career  planning  program, career  mentoring 

system, career  networking  opportunities, career  training  program,  and career 

counseling  for  those that need to  find  a  new  job. The  findings  in  the  public  sector 

were different  from those  in the  private  sector. In the  private  sector,  the CD 

interventions  ranking  from  the  highest  to  the  lowest  scores were career  mentoring 

systems, career  planning  program, career  training  program, career  counseling  for 

those that need to find a new job, and career networking opportunities. All in all, the 

results  of  the  average  mean  score  and  mean score of  individual  items  showed that 

both public and private sectors had a rather low level of CD utilization. 

 

5.2 Discussion of Theoretical Contributions  

 

Based  on  the  empirical  findings, this  part  aims  at  discussing the  theoretical 

contributions, concepts, and  issues  relevant  to  employability  and  HRD  interventions 

for employability enhancement. The discussion is divided into three parts. 

 

5.2.1 The  Origin  of  Employability  in  the  Public  and  Private  Sectors in 

Thailand 

The origin of employability in Thailand, especially in the public sector, came 

up  with  short  term  employment.  For Thailand, the necessity  for the  changing  from 

long  to  short-term  employment was due to  economic  reasons  because  since  the 

Tomyum Kun  Crisis in  1997,  both public  and private  sectors  have tried  to  maintain 

their business. Another  reason for using  short-term employment  is  performance 

improvement. Accordingly, it can be said that the origin of employability in Thailand 

is  similar  as scholars  (Garavan,  1999; Arthur  and  Rousseau,  1996; Atkinson,  2004; 

Clarke,  2007) have  suggested that economic  forces and  performance  are the main 

reasons for short-term employment and employability.   

In addition to the above-mentioned point, the research found that in the Thai 

context, the external factor (economic recession) was more important than the internal 

factor (performance driven). Comparing the public and private sectors in Thailand, the 
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public sector radically changed its employment contract—moving from long- to short-

term  employment,  whereas  the  private  sector still  maintained its  employment 

contracts as long-term ones.  

 

5.2.2  Employability  in  the  Thai  context:  Does  It  Differ from the 

Theoretical Perspective? 

The discussion  on the expected  and  perceived employability  findings  and 

issues in the public and private sectors was divided into five parts. They are: 

 

 1) The Important of People-Related Skills and Personal Skills  

Employability,  in  this  study, was defined  as the competencies  to 

perform tasks, remain employed, and obtain new employment. The findings reflected 

the  gaps in employability  of  the  contract  employees  in  both the public  and  private 

sector in Thailand. The expected employability for the both public and private sectors 

pertained to  people-related  skills  (e.g.,  teamwork  and  interpersonal  skills). This 

finding was in accordance with a study by Clarke and Patrickson (2008). They placed 

much  emphasis  on a wide  variety  of  generic  and  transferable  skills, such  as 

communication skills, teamwork and interpersonal skills. People-related skills are an 

emerging  issue  in employability  since  employees  have  to  work  with  various 

stakeholders. The  importance of  people-related  skills has  been implied  by  many 

organizations (WDA, 2012; ILO, 2003; The Conference Board of Canada; 2003; IBM 

Global  Services,  2001)  and scholars  (e.g., Gibb,  2004;  Fugate  et  al.,  2004;  Dench, 

1997; Ranzijn, Carson and Winefield, 2002). 

In the public sector, the important employability is service skills which were 

ranked as the top three components of expected employability skills. This implies that 

those that can  perform  tasks  well  in  the  public  sector are  expected  to  have  people-

related skills, especially teamwork skills, interpersonal skills, and service skills. This 

idea  was confirmed  in the  interviews in  that the  interviewees  mentioned  that the 

employability  components  needed  in  the  public  sector were coordination  and 

interpersonal  skills. The  results  of  this  study confirmed  Clarke’s survey  of  40 

companies  in  the  UK.  His  argument was  that both  short- and  long-term  contract 

employees are expected to demonstrate customer-focused behavior and a commitment 
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to the highest quality (Clarke, 1997). In addition to the public sector, the argument on 

this  point  is that  the workers  in  the  public  sector  are  supposed  to  possess  people-

related skills since pubic jobs are assumed to be service jobs for the public. 

Not  only are people-related  skills  important  in  the  perception  of  the 

organizations,  but personal  skills  are  also  crucial.  The  results revealed  that  the first 

highest score of the expected employability components in both the public and private 

sectors was responsibility. Since employability is argued to be more than just having 

the  skills  to  enter  the  workforce, the  skills  and  abilities  to  progress  within an 

organization are argued  to  be  important (McLeish,  2002;  Dench,  1997).  From  an 

organizational perspective, having a range of soft skills and personal competencies is 

important in addition to having a set of functional competencies (Dench, 1997). The 

finding  on responsibility  as  the  highest  expected  score for employability was  in 

accordance with a compatible argument—that employability is seen as an outcome of 

professional workers in  which discipline-specific attributes  are  very  important 

(Leckey  and  McGuigan,  1997).  The  findings  confirmed  the  argument of some 

scholars (e.g.,  Ranzijn  et  al.,  2002;  Scholarios  and  Lockyer,  1999)  that,  among 

KSAOs,  employers are rather  interested  in “Os”  (other  characteristics  or 

qualifications of the applicants). That means that skills and knowledge are necessary 

but are not  sufficient for  employability. To  fulfill  employability gaps,  personal 

contributes have to be concerned. 

 

2) Fundamental  Skills:  A  Critical  Issue  for the Public  and  Private 

Sectors 

Although  fundamental  skills  are  not a sufficient  condition  for  high 

performance, they are a necessary condition for task accomplishment. Fundamental or 

basic skills such as literacy and numeracy are a condition for a country’s development 

(Tin,  2006). It  was  mentioned  by  the  Singapore  Workforce  Development  Agency 

(WDA,  2012) and  the  Conference  Board  of  Canada  (2003) that literacy,  numeracy 

and  IT  skills are important  components. Fundamental  skills  are a  basic  aspect of 

conceptual thinking skills, such as problem solving and decision making skills. 

Although the contract employees in the public and private sectors have 

been assessed to possess a high level of technology skills, the worrisome issue is that 
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the  lowest scores on  both expected and  perceived employability,  in  terms  of 

competency  to  perform  tasks, were those of fundamental  skills,  especially English 

proficiency,  numeracy,  and system  thinking  skills. As  was mentioned  by Berntson, 

Sverke, and Marklund (2006), education is one of the success keys to employability. 

These findings, therefore, imply the gaps between the education system as a medium 

of  human  resource  development  and the perception  of  the  organizations  toward  the 

new generation workforce. 

 

3) Marketability and Self-Promotion:  A  Different  Perception of 

Employability in the Thai Society 

Marketability is a  concept that  was  included  with  the  idea  of 

employability. Self-promotion is  one  way  to  promote  marketability,  which means 

employees have to learn how to evaluate themselves and learn how to be marketable 

(Clarke  and  Patrickson, 2008). The  research  findings,  however, were  opposite what 

scholars suggested earlier. The scores on expected and perceived self-promotion were 

ranked in the lowest number. It  can  be  assumed  that  self-promotion is not rooted  in 

the Thai culture. Accordingly, marketability, in terms of self-promotion, is not highly 

regarded in the Thai context.  

In another aspect, marketability was defined as the perception that one 

is  valuable  to  current  or  prospective employers  (Eby,  Butts  and  Lockwood,  2003). 

Therefore, expected employability reflects marketability. If we employ the definition 

of  marketability  as  expected  employability,  this  study  implies that the  contract 

employees that possess  people-related  skills and  personal  skills are marketable or 

demanded by current and prospective employers. 

 

4) Transferability: A Gap in the Thai Context 

As  for  transferability,  the  questions  were  asked  from  two  points of 

view. Regarding the first aspect, internal transferability, the question asked about the 

ability  to  adapt  to a changing  environment.  The  results  showed that adapting  to a 

changing environment was  ranked  as  the  highest  number  of  perceived  competencies 

to remain employed. However, the value of the ability to adapt was somewhat high. 

For the second aspect, external transferability, the question asked about the ability to 
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transfer  and  adapt  to a new  workplace.  Compared with  other  components of 

competencies  to  obtain  new  employment, the result showed the  highest  gap in 

employability. In  both the public  and  private  sectors, the  highest  scores were the 

ability  to  transfer  and  adapt  to  new  workplace,  whereas  the  perceived ability  to 

transfer  and  adapt  to a new  workplace had the  lowest  score in  both  sectors. This 

finding  implies  that  transferability  is  a  problem  of contract  employees  in  both the 

public  and  private  sectors. Nowadays, the transferability gap  may  not  be  a  crucial 

problem. In the future, however, if employment is  transformed into more short-term 

contracts, this will be a critical problem in the labor market as a whole.  

 

  5) The Impact of Education and Experience as the Control Variables 

The  control  variables  were  included in the  models  of  analysis. 

Although  the  findings  in the public  sector  showed that  the  control  variables had  no 

effect  on  employability,  some  of the control  variables  in  the  private  sector had  a 

significant  effect  on  employability. The findings  of the positive  effect  of the 

experience  of  contract  workers  on  employability aligned with the  explanation  of 

human capital theory.  That is, an increase in experience through a work-life span of 

individuals has been found to be the most important factor influencing employability 

(Wanberg, Watt, and Rumsey, 1996). Nevertheless, the findings of the negative effect 

of  education  of  contract  workers  on  employability contrasted with  the argument  on 

the  effect  of  education  on  employability that  has  been  made by many  scholars 

(Becker, 1993; Berntson, Sverke, and Marklund, 2006; Van der Heijden, Boon, Klink 

and Meijs, 2009). It could be said that the private sector places their emphasis on the 

employee’s experience  rather  than  education level. The  reason is due  partly  to 

compensation  reasons  or  the conceptual  perception  of  the  private  sector  that 

employment decisions are based on what people do for them rather than on the degree 

they hold. 

 

5.2.3  Employability Enhancement  and Human  Resource  Development: 

Contributions to the Public and Private Sectors in Thailand 

Underpinning  the  research  hypotheses,  human  resource  development  (HRD) 

was assumed to  be a  means of  enhancing  the  employability  of the workforce.  This 
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research concludes that HRD is a concept involving a win-win situation between the 

individual  and the organization  (Nadler  and  Wiggs,  1986;  Smith  1988;  Nadler  and 

Nadler, 1989; Garavan, 1991; Harrison and Kessels, 2004; McGoldrick et al., 2002; 

Jones,  1981).  Another underpinning  concept was human  capital  theory—investment 

in  human  capital increases workforce  mobility. The  research  findings have  thus 

contributed to the theoretical linkage between HRD and employability. A discussion 

of the contributions is detailed as follows. 

 

1) Informal Training and Employability  

 There is a controversial issue as to whether formal or informal training 

is most likely to contribute to employability. For example, Baruch (2004) argued that 

informal training programs are more workable than formal ones, whereas the study of  

Van der Heijden, Boon, Klink and Meijs (2009)  found that formal training provides 

much  more  employability  because  of the networking  among  the  participants in  the 

training program, supporting their ability to perform tasks and finding a new job. 

 The quantitative findings  from this  study imply  that informal  training 

interventions are the most preferable. This finding aligns with the qualitative findings 

from the  interviews—that  a  workable  method for people  development  is  informal 

training. The  findings  confirm the theoretical  perspective  on  the  advantage of 

informal  training. Nevertheless,  the total  set  of  training  interventions  had a  positive 

effect on the employability of  the contract  employees  in  both the public and  private 

sectors. This finding thus aligns with the explanation of Judge and Bretz (1994), who 

said that human capital is increased by training. 

 

2) A Point Pertaining to Networks and Contributions to Human Capital 

Theory 

Since  employability  can  be  explained  by  human  capital  theory, 

building networks is considered as one of the important elements of employability. It 

is  more  or  less  underpinned  by  social  capital theory; the  differences  in  networks 

produce inequality with respect to career attainment (Garavan et al., 2001).  

As  for  the  point  pertaining  to  networks among  the  participants in  the 

formal  training interventions,  the  interviewees  pointed  out  that  the  interventions 



134 
 

 
 

cannot provide much of a career network because the new generation employees are 

too  young  to be  concerned about  the importance of a network. More  importantly, 

building a network takes time. As a result, they have more networks than the younger 

generation. As  a  result,  they  have  more  networks than  the  younger  people. This 

finding  contributes to  human  capital  theory in  the  sense that networks are accum 

ulated through experience and are considered to be of value in terms of human capital 

accumulation.  

  

3) The Emergence of OD as a Factor Enhancing Employability  

The  effect  of  OD  on  employability  is considered  to  be a  new 

theoretical contribution to the field of the study. Since there is no research supporting 

the direct association between OD and employability, it was a challenging assumption 

in  this  study  to ask  about the  positive  effect  of  OD  on  employability. However,  the 

conceptualization of OD and employability is not empty—learning is a common key 

factor for  both. OD is  about  managing  planned  change  (Cummings  and  Worley, 

1997). McLean (2006) argues that the impacts of OD have an effect in short and long 

run.  In the short  run,  it  probably  enhances  knowledge,  expertise,  satisfaction  and 

productivity. In the long run, it benefits the whole of humanity.  

For  OD,  learning  means  organizational  learning,  whereas  for 

employability, it means individual learning.  A key point is to enhance organizational 

learning and to encourage each individual to learn. The benefits of OD, therefore, are 

assumed to affect  employees to  a greater  or less  extent. This implies that one of the 

important assumptions of OD is that organizations will succeed if their employees are 

able  to  learn  quickly. Organizations  encourage  their  continuous  learning  by 

developing, cultivating, providing feedback on, and  share knowledge throughout the 

organization  (Rampersad,  2004).  On  the  other  hand,  the  increase in  organizational 

learning  also  reflects  the  increase in  employees’  learning  and in  their being 

employable. 

As for OD interventions, the results contribute to the OD classification 

proposed by OD scholars (e.g., Cummings and Worley, 1997, 2005; McLean, 2006). 

There are differences in the OD interventions used in each sector. The most popular 

method  for  the  public  sector was periodically providing feedback  about  employee 
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performance.  This  intervention was categorized  as  human  resource  issues. 

Meanwhile,  the  most  popular  method was culture  characterized  by  simplicity  and 

open-communication, which was categorized as the strategic issues of OD. That there 

is no one best way of employing OD interventions is one of the conclusions from this 

study. 

 

4) No Significant Effect Does Not Mean That CD Is Not Important 

Among the HRD  variables,  CD was the  most  crucial  variable in 

enhancing employability. The  theoretical basis  and  several  studies suggest the 

importance of CD as regards employability (e.g., Garavan et al., 2001; Fugate et al., 

2004; Ng et al., 2005; Burke and McKeen, 1994; De Vos et al., 2009). It can be noted 

that the investment in training and OD will return to organizations and employees, but 

the investment of CD will rather return to individual employees than to the whole of 

the organizations. This  may  be the reason  that the  public  and  private  sectors do  not 

pay much attention to CD interventions. 

Although the  findings  indicated that  CD  interventions did  not 

significantly affect employability, it does not mean that CD is not totally unimportant 

for  contract  employees.  In  the  near future,  an  increase  in CD  will  probably  be 

demanded by employees  due  to  an  increase  in  the uncertainty  of  employment 

contracts. The  example  of  CD  interventions was mentioned  by  the  interviewee.  The 

program called  the “Career  Click” program  was established  to  manage internal 

demands and supplies of employees. This is an example of OSCD.  

 

5.3 Recommendations for the Public and Private Sectors 

 

Recommendations were  generated for the public and private sectors, detailed 

as follows. 

 

5.3.1 Recommendations for the Public Sector 

Based on theoretical perspective and the empirical findings, recommendations 

for the public sector were proposed. They are as follows. 
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 1) Fill Employability Gaps 

Based  on  the findings  of  this  research,  the employability  components 

with  the  highest  expected  score were responsibility,  teamwork  skills,  interpersonal 

skills,  and  service  skills. To  deal  with  the  expected  or  demanded  skills,  the  public 

sector  should  intervene  by  encouraging  HRD  activities  in  the  public  organizations. 

The implications of HRD should cover all types of workers. HRD interventions will 

play a role in incentivizing since the contract of some workers in the public sector is 

determined  by  short-term  periods. However,  among  the  four-mentioned  skills, 

responsibility is the most difficult to be developed by organizations. For responsibility 

and other  attributes (e.g.,  integrity) that cannot  be easily  developed  in the short  run, 

the  public  sector  should adjust  to other  human  resource  management systems. A 

lesson learned from the private sector is that many private organizations have retained 

their  long  term  employment.  To  insist  that  people  are  valuable  for  money  and  can 

drive organizational performance, they use a concentrated recruitment system. 

 

2) Enhance Employability through OD Interventions  

Based on the findings that OD has a greater effect on employability in 

the public sector, the recommendation for filling the gaps is to place more emphasis 

on  OD  interventions.  The  concept  of  OD  is  to  encourage  continuous  learning for 

everyone.  The  increase in  organizational  learning  also  reflects  the  increase  in 

employees’  learning—people  will  learn  best  when  they  know  their  personal  goals. 

That means that learning will benefit both the organization and individuals when their 

goals  are  common  ones.    Encouraging  teams with  a  balance  of  personalities,  skills, 

and learning styles is preferable for the public sector since it was ranked as the second 

highest score in OD utilization.  

In  addition,  the  study  further  proposed  other  OD  interventions  to 

enhance  the employee’s  learning  and  development.  Those were:  obtained  and 

developed knowledge that is continually documented and made available to everyone 

in the organization; teams with a balance of personalities, skills, and learning styles; 

periodically providing feedback about employee performance; performance  appraisal 

and  competence  development  that  are  explicitly  linked  to  personal  potential  and 

ambition;  culture  characterized  by  simplicity  and  open-communication;  providing 
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someone  that  is able  to  answer  questions  about  the  job;  and  urging  employees  to 

continually study how they work and to adjust their work if needed. 

It  is  noteworthy that  employability  enhancement  in  the  Thai  context 

can  be  achieved  through training  interventions. One workable  method is informal 

training, as  was  discussed earlier.  Another  point  that  should  be mentioned is the 

importance of CD interventions. Non-significant value does not mean non-importance 

in the near future. The initiative of CD interventions, as was mentioned in Chapter 4 

will be the lessons learned for both the public and private sectors. 

 

3) Cooperate with Educational Institutions 

A surprising finding  in  this  study was the wide  gap in  fundamental 

skills, especially regarding English proficiency, numeracy, and system thinking skills. 

A  crucial  stakeholder  includes the educational  sector, as  mentioned by Berntson, 

Sverke,  and  Marklund  (2006)—that  education  is  one  of the success  keys  in 

employability. To deal with the problem, the public sector, educational institute, and 

other  partners  should  cooperate  and  share  their  potential  to  set  a  framework  for 

curriculum revision. The purpose of the revision concerns how to build and enhance 

the fundamental skills of students.  

 

4) Review the Government Employee System 

Since  2005,  government  employees have emerged  as  a  byproduct  of 

the NPM. The change in the employment contracts in the public sector—moving from 

long  term  to  short  term—is  rather  faster  than  in the  private  sector.  The  positive 

impacts  are  assumed  to  increase structural flexibility  and  budget  utility  for the 

country’s development. The negative impacts are on the individual, who has to take 

responsibility for his/her career. To compromise the negative impacts, employability 

is an alternative for implementation. 

Although  some  of  the  interviewees  mentioned  that the  contract 

employee system in the public sector has to be reviewed concerning whether it fits the 

Thai  context,  they  argued that  this  system would  remain  due  to budget  reasons. 

Nevertheless,  a  review  of  contract  employment  or the government  employee  system 

implies a  need  for the revision  of  contracts and  other  human  resource  management 
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systems that serve the system. Some interviewees pointed out that the job assignments 

and performance measurements of the government employees were similar to those of 

civil  servants,  and  that  there was not  any  difference  in  terms  of  performance; 

however, the contract terms and compensation are rather different.  

Based on the findings from the qualitative data and interviews, it was 

found  that  a  must for  the employability  of  government  employees  is  coordination 

skills  because  the  nature  of the work  in  the  public  sector  is  surrounded by various 

stakeholders.  Some  interviewees,  therefore,  pointed  out  that  building  coordination 

skills takes a long time. This begs the question as to whether short-term employment 

suits the public sector or not. 

 

5.3.2 Recommendations for the Private Sector 

The recommendations for the private sector are as follows. 

 

1) Tackle Employability Gaps  

The  findings regarding the  private  sector were similar  to those  of the 

public  sector.  The  highest  scores  of  expected  employability were  on responsibility, 

teamwork skills, and interpersonal skills. Responsibility is a personal attribute which 

takes  a long  time  for  development.  The  organizational responsibility  for  HRD  may 

not  be  the  best  solution.  To  deal  with  this  problem,  other  human  resource 

management  systems  may  be  the  answer,  for  example  recruitment and performance-

management systems. 

As  for  teamwork  and  interpersonal  skills,  they can  be  developed 

through training.  The  findings  indicated that a workable training method  for  the 

private  sector  is an informal  one.  Another  employability  gap  found  in  the  private 

sector  was transferability.  Since  customer  demands  change  rapidly,  adaptability  to 

change and the ability to transfer and adapt to a new workplace are important. To fill 

this gap, OD is rather more suitable  than  training  because  the  central  themes  of  OD 

are  planned  change  and  learning.  Although the OD  model  is  not  the  best  model for 

explaining  employability  in  the  private  sector,  OD  individually was found to  be a 

significant variable. Comparing training and OD, the training for each individual was 
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rather more expensive than for the OD interventions. Embedded OD in routine work 

is a solution for reducing the cost of interventions in the private sector. 

 

    2) Initiate Corporate-University Partnerships 

 Employability  gaps  are a problem  in  both the public  and  private 

sectors.  The  recommendations for  the  private  sector were similar  to those  for the 

public sector; that is, to initiate a program called “Corporate-University Partnerships.” 

Cooperation between the private sector and educational institution can be initiated by 

two options. With the first option, each individual company will initiate employability 

by themselves as CSR projects. The example of “train the trainer course” for teachers 

in the UK initiated by the Nine Deloitte Employability Centers is one of the examples. 

These teachers bring their knowledge and experience back to their college and share 

them with their students. With the second option, the cooperation can be initiated by a 

group  of  companies  in  the  same  industry  or  different  industries  with  educational 

institutes  to  identify  and  boost employability  for  the  new  generation and for  the 

current workforce.  

 

5.4 Recommendations for Future Studies 

 

 For  future  research, there  are  a  wide  variety  of  topics  relevant  to 

employability. The recommendations for future studies are the following: 

 

1) A topic of study can be developed from the interest in certain HRD 

interventions,  for  example,  the  effect  of  training  on  employability  and  the  effect  of 

OD on employability.  

2) A unit  of  analysis  can  be  extended  to  the  national  or  international 

level by where the data should be analyzed from the secondary data collected by the 

organizations that have responsibility related to the topic of study. Another option is 

to decrease the unit of analysis at the individual level. In this case, the measurement 

has to be transformed to fit the targeted sample unit and the analysis can be based on 

time-series methods. 
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3)  Based  on  the  findings  in  this  study, the research  topic  related  to 

fundamental  and  conceptual  thinking  skill  development  and  employability  is 

interesting. How to cope with fundamental skill gaps would be an interesting research 

question. 

   4)  Since  the  concept  of  short-term  contract  employment  emerged  in 

recent  times,  the  focus  of  the  respondents that  were HR  Directors was  particularly 

placed  on the contract  employees  whose  career was  at  an early  stage.  Therefore,  a 

topic for future study can cover the aspect of the employability of those that are in the 

middle of their careers or those that are elderly workers. 

   5) It was  mentioned  by  the  interviewees  and  some  respondents that 

many private organizations use long-term employment. However, for a job that they 

cannot perform  well,  they  prefer  to  use  outsourcing.  Accordingly, the employability 

of outsource workers would be an interesting topic of study. 

 

5.5 Summary 

 

This chapter was designed to respond to the research questions. Regarding the 

conclusions  for  question 1, there  were gaps  between  the  expected  and  perceived 

employability  in  both the public  and  private  sectors,  especially  gaps in  fundamental 

skills and conceptual thinking skills. The conclusions for research question 2 indicate 

that training and OD have an effect on employability but OD has a greater effect on 

the employability  of  contract  workers  in  both the public  and  private  sectors. 

Meanwhile, CD  has  no effect  on  employability in either  sector. The  conclusions  for 

research question 3 indicate differences in the HRD interventions used in the public 

and  private  sectors. In-house  training  programs are a  preferable  intervention in the 

private sector, while using daily jobs or work processes that enable the employees to 

develop their talent is a preferable intervention for the public sector. The similarity of 

these two sectors  is that  job rotation  is  not  preferable. As  for OD,  the most  popular 

method  for  the  public  sector  is periodically providing feedback  about  employee 

performance.  Meanwhile,  the  most  popular  method  in  the  private  sector  is culture 

characterized by simplicity and open communication. However, the utilization of CD 

in both sectors is quite low. 
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   Based  on  the  findings  of  this  study, recommendations  were  made for both 

public and private sectors. They were recommended to pay more attention to the gaps 

in personal attributes and people-related skills. As for the fundamental skill gaps, both 

sectors should cooperate  with  educational  institutions  to fill the  gaps. The  public 

sector was  further  recommended  to  review  the  government  employee  system, 

including  other  human  resource  management  and  development  systems  that are 

related to the government employee system. Based on the literature review and the in-

depth  interviews,  some  CD  programs  were  recommended  to be initiated in  both 

sectors.  
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No. 0526.02/  School of Public Administration 

National Institute of    

Development Administration 

Bangkapi, Bangkok 10240 

  

                    May 30, 2013 

 

Dear Human Resource Director 

   

 On behalf of the Graduate School of Public Administration, National Institute 

of  Development  Administration,  I  am  writing  this  letter  to  request  your  kind 

cooperation for Miss Sunisa Chorkaew to distribute her questionnaire. 

 Miss Sunisa Chorkaew, a Ph.D. Candidate in Development Administration, is 

presently  working  on  her  doctoral  dissertation,  “Employability  in  Transforming 

Careers:  A  Comparison  between  Public  and  Private  Sectors  in  Thailand.”  She  has 

selected  your organization as one of the samples. The information based on the fact 

that  your  organization  leads  the  way  in  human  resource  development for  contracted 

employees will provide significant insights to her study. 

 May I take this opportunity to assure  you that the information obtained from 

the questionnaire will be kept confidential, and the research findings will be analyzed 

and reported at an aggregated level. Please return the questionnaire, using the postage 

paid pre-addressed return envelope, before June 28, 2013. 

 Should you need additional information, please contact Miss Sunisa directly at 

the  following  email  address: sunisa.mpa@gmail.com, mobile  phone  02-272-3916.  

Thank you in advance for kind consideration. 

 

Yours sincerely, 

 

Associate Professor Nisada Wedchayanon 

Dean 

Graduate School of Public Administration 

National Institute of Development Administration 
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This  questionnaire  is  partial  fulfillment  of doctoral dissertation,  entitled  ‘Employability  in 

Transforming  Careers:  A  Comparison  between  Public  and  Private  Sectors  in  Thailand’. All  your 

responses and your participation in this study will be held in the strictest confidence.  

 

Please fill  in a choice that is applicable to your organization 

 

Section 1: General information                

1.1 Ministry Affiliation 

   Office of the Prime Minister   

  Ministry of Defense       

  Ministry of Finance     

  Ministry of Foreign Affairs     

  Ministry of Tourism and Sports  

  Ministry of Social Development and Human Security 

  Ministry of Agriculture and Cooperatives   

  Ministry of Transport   

  Ministry of Natural Resources and Environment   

  Ministry of Information and Communication Technology 

  Ministry of Energy       

  Ministry of Commerce      

 Ministry of Interior       

  Ministry of Justice       

  Ministry of Labor       

  Ministry of Culture     

  Ministry of Science and Technology     

  Ministry of Education       

  Ministry of Public Health       

  Ministry of Industry           

1.2 Total numbers of workforce (The numbers include civil servants, government employees and 

temporary employees) 

  less than 300      301 – 600      601 – 900 

  901- 1200      1201 – 1500     1501 - 1800  

 1801 – 2100      2101 – 2400     2401 -2700  

 2701 – 3000     more than 3000       

1.3Total numbers of government employee 

  less than 300      301 – 600      601 – 900 

  901- 1200      1201 – 1500      1501 - 1800  

 1801 – 2100       2101 – 2400      2401 -2700  

 2701 – 3000      more than 3000         

1.4 Highest education of the majority of government employees 

  Lower than bachelor degree    Bachelor degree           

 Master degree               Doctoral degree   

1.5 Work experience before entrancing to the organization of the majority of government employees  

  Non         1-3years             

 4-6years               more than 6 years       

Questionnaire: Employability in Transforming Careers 

Questionnaire Set 1: HR Director in the Public Sector 
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Section 2: Employability of government employees  

2.1 To  what  extent  would  you  expect  that  the  employees  to  have  the  following  skills  in  order to 

accomplish  their  tasks  successfully?  To  what extent do  you  think  the  employees  possess  the  skills? 

Think about the employees who have worked for your organization at least 1 year. 

Competencies to perform tasks 

To what extent would you 
expect that the employees to 

have the skills? 

To what extent do you think 
the employees possess the 

skills?  

Very 
expect 

Expect 
Partial 
expect 

None 
Abun-
dant 

Some Few None 

1) Thai literacy          

2) Numeracy          

3) Technology skills          

4) English proficiency          

5) Communication skills          

6) Interpersonal skills          

7) Teamwork          

8) Service skills          

9) Collecting and organizing information          

10) Problem solving skills          

11) Planning skills          

12) Thinking innovatively          

13) Systems thinking          

14) Responsibility          

15) Being resourceful          

16) Flexibility          

17) Having self-esteem          

 

2.2 To what extent would you expect that the employees to have the following skills in order to remain 

employment or adapt to different situations and the varied demands of employment within the 

organization?  To what extent do you think the employees possess the skills? Think about the 

employees who have worked for your organization at least 1 year. 

Competencies to remain employment 

To what extent would you 
expect that the employees to 

have the skills? 

To what extent do you think 
the employees possess the 

skills? 
Very 
expect 

Expect 
Partial 
expect 

None 
Abun-
dant 

Some Few None 

18) Ability to adapt to changing 

environment 
        

19) Ability to adapt to a rotation if 

required 
        

20) Self-promotion in obtaining and 

relaying information to maintain 

awareness of working conditions 

        

21) Learning skills that contributes to 

ongoing improvement and expansion of 

operations and outcomes 
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2.3 To what extent would you expect employees to have the following skills in order to obtain new 

employment, if required?  To what extent do you think the employees possess the skills? Think about 

the employees that have worked for your organization for at least 1 year. 

Competencies to obtain new employment 

To what extent would you 
expect employees to have the 

skills? 

To what extent do you think 
the employees possess these 

skills? 
Very 
expect 

Expect 
Partial 
expect 

None 
Abun-
dant 

Some Few None 

22) Job search ability         

23) Self-presentation skills         

24) Ability to transfer and adapt to new 

workplace 
        

 

 

Section 3: Human Resource Development (HRD) for government employees 

How often would you think your organization utilizes the following HRD activities for improving 

government employees’ competencies? Think about the employees that have worked for your 

organization for at least 1 year. 

HRD activities 

How often do you think your 
organization utilizes the following 
HRD activities for improving 
government employees’ 
competencies? 

Usually Often 
Occa-
sionally 

None 

Training     

1) In-house training     

2) Public training with budgeting support by the organization     

3) Employee involved with the formal training program provided or 

supported by your organization 
    

4) Training programs provided or supported by your organization 

that encourage  employees’ career network 
    

5) Stretch assignment     

6) Coaching and mentoring activities      

7) Job rotation     

8) Daily jobs or work processes that enable the employees to 

develop their talent 
    

Organization Development     

9) Obtained and developed knowledge that is continually 

documented and made available to everyone in the organization 
    

10) Team with a balance of personalities, skills, and learning styles      

11) Periodically providing feedback about employee performance     

12) Performance appraisal and competence development that are 

explicitly linked to personal potential and ambition 
    

13) Culture characterized by simplicity and open communication      

14) Some are able to answer questions about their job     

15) Urging employees to continually study how they work and to 

adjust their work if needed 
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HRD activities 

How often do you think your 
organization utilizes the following 
HRD activities for improving 
government employees’ 
competencies? 

Usually Often 
Occa-
sionally 

None 

Career Development     

16) Career planning program     

17) Career training program     

18) Career counseling for those that need to find a new job, if 

necessary 
    

19) Career mentoring system     

20) Career networking opportunities     

 

 

~Thank you for your participation. ~ 



 

 

 

 

 

 

 

 

 

 

 

 

APPENDIX C 

QUESTIONNAIRE FOR PRIVATE SECTOR 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



162 
 

 

 

 

 

 

This  questionnaire  is  partial  fulfillment  of  doctoral  dissertation,  entitled  ‘Employability  in 

Transforming  Careers:  A  Comparison  between  Public  and  Private  Sectors  in  Thailand’. All  your 

responses and your participation in this study will be held in the strictest confidence.  

 

Please fill  in a choice that is applicable to your organization 

 

Section 1: General information                

1.1 Business sector 

  Food and beverage       

  Travel service     

  Healthcare service   

  Textiles, clothing and footwear     

  Vehicle and parts 

  Electronic products 

  Furnishing materials   

  Communications     

  Software and graphic design  

  Finance and securities     

  Property sector     

  Logistics 

  Education      

  Retails     

  Agribusiness 

  Others (Please specify) ....................................................................................     

       

1.2 Total numbers of workforce (The numbers include permanent employees and contract employees) 

  less than 300      301 – 600      601 – 900 

  901- 1200      1201 – 1500     1501 - 1800  

 1801 – 2100      2101 – 2400     2401 -2700  

 2701 – 3000     more than 3000       

1.3Total numbers of contract employee 

  less than 300      301 – 600      601 – 900 

  901- 1200      1201 – 1500      1501 - 1800  

 1801 – 2100       2101 – 2400      2401 -2700  

 2701 – 3000      more than 3000         

1.4 Highest education of the majority of contract employees 

  Lower than bachelor degree    Bachelor degree           

 Master degree               Doctoral degree   

1.5 Work experience before entrancing to the organization of the majority of contract employees  

  Non         1-3years             

 4-6years               more than 6 years       

   

 

Questionnaire: Employability in Transforming Careers 

Questionnaire Set 2: HR Director in the Private Sector 
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Section 2: Employability of contract employees  

2.1 To what extent would you expect the employees to have the following skills in order to accomplish 

their tasks successfully? To what extent do you think the employees possess these skills? Think about 

the employees that have worked for your organization for at least 1 year. 

Competencies to perform tasks 

To what extent would you 
expect the employees to have 

these skills? 

To what extent do you think 
the employees possess these 

skills?  

Very 
expect 

Expect 
Partial 
expect 

None 
Abun-
dant 

Some Few None 

1) Thai literacy          

2) Numeracy          

3) Technology skills          

4) English proficiency          

5) Communication skills          

6) Interpersonal skills          

7) Teamwork          

8) Service skills          

9) Collecting and organizing information          

10) Problem-solving skills          

11) Planning skills          

12) Thinking innovatively          

13) Systems thinking          

14) Responsibility          

15) Being resourceful          

16) Flexibility          

17) Having self-esteem          

 

2.2 To what extent would you expect the employees to have the following skills in order to remain 

employed or to adapt to different situations and the varied demands of employment within the 

organization?  To what extent do you think the employees possess these skills? Think about the 

employees that have worked for your organization for at least 1 year. 

Competencies to remain employed 

To what extent would you 
expect the employees to have 

these skills? 

To what extent do you think 
the employees possess these 

skills? 
Very 
expect 

Expect 
Partial 
expect 

None 
Abun-
dant 

Some Few None 

18) Ability to adapt to a changing 

environment 
        

19) Ability to adapt to a rotation if 

required 
        

20) Self-promotion in obtaining and 

relaying information to maintain 

awareness of work conditions 

        

21) Learning skills that contribute to 

ongoing improvement and expansion of 

operations and outcomes 
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2.3 To what extent would you expect the employees to have the following skills in order to obtain new 

employment, if required?  To what extent do you think the employees possess these skills? Think about 

the employees that have worked for your organization for at least 1 year. 

Competencies to obtain new employment 

To what extent would you 
expect the employees to have 

the skills? 

To what extent do you think 
the employees possess these 

skills? 
Very 
expect 

Expect 
Partial 
expect 

None 
Abun-
dant 

Some Few None 

22) Job search ability         

23) Self-presentation skills         

24) Ability to transfer and adapt to new 

workplace 
        

 

 

Section 3: Human Resource Development (HRD) for contract employees 

How often do you think your organization utilizes the following HRD activities for improving contract 

employees’ competencies? Think about the employees that have worked for your organization for at 

least 1 year. 

HRD activities 

How often do you think your 
organization utilizes the following 
HRD activities for improving 

contract employees’ competencies? 

Usually Often 
Occa-
sionally 

None 

Training     

1) In-house training     

2) Public training with budgeting support by the organization     

3) Employee involved with the formal training program provided or 

supported by your organization 
    

4) Training programs provided or supported by your organization 

that encourage  employees’ career network 
    

5) Stretch assignment     

6) Coaching and mentoring activities      

7) Job rotation     

8) Daily jobs or work processes that enable the employees to 

develop their talent 
    

Organization Development     

9) Obtained and developed knowledge that is continually 

documented and made available to everyone in the organization 
    

10) Team with a balance of personalities, skills, and learning styles      

11) Periodically providing feedback about employee performance     

12) Performance appraisal and competence development that are 

explicitly linked to personal potential and ambition 
    

13) Culture characterized by simplicity and open communication      

14) Some are able to answer questions about their job     

15) Urging employees to continually study how they work and to 

adjust their work if needed 
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HRD activities 

How often do you think your 
organization utilizes the following 
HRD activities for improving 

contract employees’ competencies? 

Usually Often 
Occa-
sionally 

None 

Career Development     

16) Career planning program     

17) Career training program     

18) Career counseling for those that need to find a new job, if 

necessary 
    

19) Career mentoring system     

20) Career networking opportunities     

 

 

~Thank you for your participation. ~ 
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