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Job satisfaction and job performance 

This research project aimed to examine the relationship between employees' 

job satisfaction and employees' job performance. The study had been conducted with 

the employees-of Bangkok Entertainment Company as the case study. 

It 

The study comprised the literature related to support both independent 

variables which are employees' job satisfaction in terms of work itself, salary and 

pay, job advancement, working environment and the flow of communication as its 

measurement and also the influence of these factors on the dependent variable which 

is job performance in terms of its desired outcome namely organizational 

development and success, individual achievement and employees' improvement, 

effectiveness and efficiency, productivity, competency and quality and better service 

respectively. Job satisfaction in this study referred to the happiness and enjoyment of 

the employees toward his or her job and job performance means the extent to which a 

person contributes to achieve the goals of organization. 



Multiple regression technique was used to investigate the relationship of 

independent variables and dependent variable whether they are inter-correlated or 

non-correlated, in which way and also the rank of the most to the least degree of the 

factor that have impact on employees' job performance. 

The question was designed to discover the respondents' opinion measuring by 

Five-Likert scales. 384 respondents of Bangkok Entertainment Co., Ltd were chosen 

to be the sample size for this research. 

RS 
The results of this research study had significantly stated that job satisfaction 

in terms of flow of communication, work itself, job advancement and salary and pay 

had been ranked as the degree of important factors effecting on job performance 

respectively. While only working environment in this study had non-correlation with 

employees' job performance. 
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CHAPTER I 

INTRODUCTION 

1.1 Background of the study 

Organization can be compared as the machine which is driven by the mechanism 

inside, which is definitely human. Whether the machine will be effective or not depends 

on how people can cooperate and utilize their own capacity to achieve the organization' s 

goal. Level of their satisfaction involves with the degree of enthusiasm and effort they 

intent to put into their job to create the desired work outcome. Clearly understanding 

people thought and attitude is the crucial tool in increasing the organization's 

effectiveness. It is foundation of insightful problem solving corresponding to people and 

their circumstance. 

It is very interesting and challenging to study human's attitude or what they try 

communicate from the"r intrinsic motivation or basis of need into external world, the way 

they intentionally or unintentionally interact to social and organization they belong to, all 

of these are totally involved with organization management and also effect on overall 

productivity and performance. According to individual difference, how organization can 

employ the strategy to meet their needs and handle with these differences in order to 

satisfy them and pull out their potential effort to serve and complete particular set goal of 

the organization. 

1 
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It would be very productive to the organization, if their people can sense the 

happiness from their work. The absence of the good attitude toward people's work can 

empirically have the impact on for instance, absenteeism, a company's turnover rate, 

productivity and also performance in general. Thus, measuring job satisfaction and 

implementing strategy to improve job satisfaction allows companies to achieve a win-win 

situation since both employees and the company can benefit and be happy from such an 

approach. Thus, this study aims to study and investigate the relation of employees' job 

satisfaction and their job perfm;mance. 

Every kind of business needs to comprehend the nature of oneself, the others' and 

also the environment including the way to integrate and harmonize them by society and 

organization. As psychological principle will strongly have the ability to connect people 

and their organization to become more united since it is the important variable to 

determine the organization behavior and it creates the conditions effecting on 

organizational success and failure. 
CIT 

* 0 * 
As Bangkok Entertainment Co., Ltd. is the leading free television broadcasting 

company in Thailand, the study choose to survey the employees' attitude of this 

company, with the success guaranteed all over 36 years. Apart from som:cing and 

' 
producing TV programs, dramas, news, contests and varieties, the company still keeps 

developing the tools and equipments in implementing all processes in broadcasting in 

order to make Thai people from all over the country equally gain the news, knowledge, 

and entertainments via television media in time. 

2 



1.2 Statement of Problem 

Understanding the psychological fundamental, attitude, value and intrinsic force 

lied inside the individual tum to be the serious issue for the management today. 

Recognition to the importance of employees' need is essential thing for organization 

since not only their work assigned but also the environments surrounding them do affect 

their attitude, perception and behavior. The principles of organizational behavior suggest 

that all problems about employees such as the pressure at work, low level of job 

satisfaction, negative working conditions and also conflict among human relations can 

become primary factors that de-motivate and reduce employees' effort and ability to 

perform the tasks and it is the main obstacle for organizational development and success. 

Once employees perceive that they are treated unequally or their need never be 

appropriately fiilfilled, they tend to express it somehow in aggressive way through their 

behavior which probably lead to the unsatisfied productivity. 

LAB IT 

Absenteeism, turnover, productivity is considered to be the kinds of poor 

performance that signal and imply to the organization's weakness. When these signs stir 

up, it means that employees become lack of motivation, satisfaction and inspiration to 

perform the work and this inevitably leads to undesired job performance. 

To date, human resource (HR) department now become well realize of the matter 

of this issue and think of the effective solution in handling and managing people. Also 

many experts have interestingly and continuously attempted to identify the real 
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association between job satisfaction and job performance to be able to create and develop 

effective strategy to fulfill their employees' need. So in order to strengthen the 

organization's foundation, it actually starts from understanding their people. 

As Bangkok Entertainment Co., Ltd. is the big television broadcast company 

under the name Thai TV3 which can capture the interest and gain acceptance from people 

all over the country for long time as it is the leading television broadcast organization in 

Thailand that keep providing many good programs in both for knowledge and 

entertainment aspects, the company must handle and manage so many employees from so 

many different backgrounds and levels in order to motivate their effort in creating the 

quality work for the audience. The nature of this task must faces with the time pressure 

and critics from the audience all the time. Also many people and graduated students want 

to apply for the position to join the company according to its long and consecutive 

success. When they have been recruited, how they can seriously contribute to the 

organization and how organization treats and manages them to reach their satisfaction or 

how organization can measure their attitude to develop their human resource for highest 

benefit for both people and also the organization itself. 

With the fierce and intensive competition among television broadcasting existing 

in the market obviously for both free TV and cable TV that offer more choices to the 

audience, Bangkok Entertainment must strive and compete for this situation and prove 

itself as the biggest and strongest player in the industry. Therefore, the company cannot 

stop thinking of the effective strategy to expand the market by appealing more audiences 

4 



and also trying to maintain the existing ones by keep developing and offering the 

differentiate interesting programs and dramas comparing to the competitors and add more 

enjoyable activities and events to get closer to the target audiences in order to create the 

competitive advantage above the competitors. That is why quality and outstanding 

performance is really and very important to determine the key success of the company. 

And performance can be measured and assessed from the individual and team work's 

outcome as they are the performers and contributors for the whole company's 

performance and success . 

1.3 Objectives of the study 

1. To investigate the relationship between job satisfaction in term of the work itself 

and em loyees' job performance. 

2. To investigate the relationship between job satisfaction in term of salary I pay and 

employees' job performance. CIT 

3. To investigate the relationship between job satisfaction in term of job 

advancement and employees' job performance. 

4. To investigate the relationship between job satisfaction in term of working 

environment and employees' job performance. 

5. To investigate the relationship between job satisfaction in term of the flow of 

communication and employees' job performance. 

5 



1.4 Research Questions to be answered 

1. Are there any relationship between employees' job satisfaction in term of the 

work itself and their job performance? 

2. Are there any relationship between employees' job satisfaction in term of salary I 

pay and their job performance? 

3. Are there any relationship between employees' job satisfaction in term of job 

advancement and their job performance? 

4. Are there any relationship between employees' job satisfaction in term of working 

environment and their job performance? 

5. Are the e any relationship between employees' job satisfaction in term of the flow 

of communication and their job performance? 

1.5 Significance of the study 

LAB CIT 

This study provides the additional or supplementary sources of information based 

on employees' attitude in terms of job satisfaction and the way it influences on job 

performance. The findings of the study help to examine whether job satisfaction has the 

impact on job performance or not. Consequently, this research offers guidance relating to 

the factors of job satisfaction in terms of work itself, salary and pay, job advancement, 

working environment and the flow of communication corresponding to the employees' 

job performance in terms of its desire outcome since people plays very important role in 
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managing organizational structure, it has greatly impact on the organization movement 

and success. 

Also this study can pave the way for the organization in same or similar field to 

become more concern about their employees' attitude relying on naturally basic human's 

need and how to adapt the criteria to satisfy them and boost up their job performance. 

This study area presents the important insight and interest within the discipline of 

organizational management to motivate and increase employees' job satisfaction that lead 

to their work effectiveness for creating the better performance. Also many organizations 

can apply this conducted research as the solution of the real life problem on both 

individual and whole organizations' purpose in terms of these related two core variables 

of the study, job satisfaction and job performance. -r-
Besides, this study will significantly contribute the academic knowledge and can 

be useful to state and clarify any important variables and factors measuring employees' 

job satisfaction and their job performance for anyone's further study and also those 

general people who are interested in this field of management, organizational behavior 

and psychology as well. 

Also it enables the junior those who are interested in this scope of management as 

their reference because there are lots of useful theories and contents in this work that may 

be helpful for them in any particular way relating to the topic of the research. This 

absolutely can benefit the company, Bangkok Entertainment Co., Ltd. as a case study in 
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this study. Bangkok Entertainment Co., Ltd. will get benefit for insight understanding of 

the degree of satisfaction of its employees and the influence of employees' job 

performance. The findings should enable and add value to the HR department to see the 

clear picture about the factors relating to this study and finding and become more 

understand the key work attributions of their employees, to determine and to implement 

the effective strategies to manage and develop their employees' satisfaction and potential 

to create the effective work outcome for the company. Also the company, then, might use 

the results of this study for further redesign work structure, reward system, and effective 

communication flow. 

1.6 Definition of Terms 

Organizational Behavior is the study and application of knowledge about how people, 

individuals, and groups act in organizations. It does this by taking a system approach. 

That is, it interprets people-organization relationships in terms of the whole person, 

whole group, whole organization, and whole social system. Its purpose is to build better 

relationships by achieving human objectives, organizational objectives, and social 

objectives. 

Organization Management is the process of working with and through others to achieve 

organizational objectives in the changing environment. 
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Human Resource Management is an understanding of the human aspect of a company 

and its strategic importance. It is a major aspect of the company philosophy, in which all 

managers and employees are champions of an human resource management based 

policies and philosophy. 

Psychology is the science that deals with mental processes and behavior. It is the thought 

processes characteristic of an individual or group. 

I 
Organizational Psychology is the study of the behavior of people in the workplace. 

Job Satisfaction is in regard to one's feelings or state-of-mind regarding the nature of 

their work. -r-

Goal is the purpose toward which an endeavor is directed; an objective, what one intends 

/ 
to do or achieve/ 

* 
LAB CIT 

0 * 
Motivation is the needs or cognitive processes within people that energize, direct and 

maintain our behavior toward the certain goal. 

Job Performance is the fulfillment or accomplishment of a promise, contract, or other 

obligation according to its terms. 

9 



Attitude is a concept in psychology. Attitudes are positive, negative or neutral views of 

an "attitude object": i.e. a person, behavior or event. People can also be "ambivalent" 

towards a target, meaning that they simultaneously possess a positive and a negative 

attitude. 

Work itself is the nature of the job itself, mentally challenging and meaningful works. 

Salary and pay is the extrinsic reward that is the reflection of how management view the 

contribution people put on their work. 

Job advancement is the individuals' opportunity to grow in their career path such as 

promotion. :e 
= -r-

Working environment is the physical conditions such as lighting, noise, temperature, 

and psychologica conditions such as relationship with co-workers, supportive teamwork 

and leadership style. 

Flow of communication is the way people convey the message to each others. 

Organizational Development is the process of preparing for and managing change in 

organizational settings. 

10 
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3265 c.1 

Individual achievement is the accomplishment of individual outcome from their actual 

experience on their work. 

Effectiveness is the ability to achieve the set goal with quality work or producing 

powerful effects. 

Efficiency is ability to utilize the organization's resource. 

Productivity is amount of output created per unit input used. 

Competency is ability to complete the assigned task and ability to solve the problem. 

Quality is the meaning of excellent work. 

1.7 Limitations of the study CIT 

0 * 
This research project studies the relationship between employees' job satisfaction 

and employees' job performance from specific sample size of only single selected 

company in television broadcast industry, which is Bangkok Entertainment Co., Ltd. 

Hence the findings might not be generalization to all those in different industry and might 

represent the different level and result of the employees' job satisfaction and its 

association toward employees' job performance comparing to other companies or other 

different kinds of business. Using sensitive question is based on psychological themes in 

11 



term of people's attitude also requires the great consideration in answering and the nature 

of this field of work constrain by time and work pressure. And also the methods cannot 

be applied to every problem. 

1.8 Scope of the study 

This research study covers and focuses on the relationship between employees' 

job satisfaction and employees' job performance and also its measurements. The scope of 

this study covers two core variables including job satisfaction in terms of work itself, 

salary and pay, job advancement, working environment and flow of communication as 

the independent variables and job performance as the dependent variable in terms of its 

performance outcome which are organizational development, individual achievement and 

employees' improvement, productivity, effectiveness, efficiency, competency, quality 

and better service. The target respondents are employees of Bangkok Entertainment Co., 

Ltd., one of the most leading, successful and well-known television broadcast companies 

that high level of performance appraisal are required. The questionnaire and data surveys 

are specifically released and collected from the employees in general and diversified 

department at Bangkok Entertainment Co., Ltd., head office, Maleenon Tower, Rama IV, 

Bangkok, Thailand. 

12 



1.9 Organization of the research project chapters 

This research project aims to examine the effect of employees' job satisfaction in 

terms of work itself, salary I pay, job advancement, working environment and flow of 

communication on the employees' job performance measured by organizational 

development and success, individual achievement and employees' improvement, 

productivity, effectiveness and efficiency, competency and quality and better service of 

Bangkok Entertainment Co., Lto. The study will be divided into 5 main chapters 

respectively as following: 

Chapter 1: Background of statement, statement of problems, purpose of the study, 

research questions to be answered, significant of the study, definition of terms, and 

limitation of the study and scope of the study will be mentioned clearly in this chapter. 

It f, l 

Chapter 2: Related literature review for the variables in the study will be stated to 

support the conceptual framework. Start from job satisfaction and job performance 

theories and also the previous studies related to the relationship between job satisfaction 

and job performance. Also this chapter will summarize the theoretical framework as well 

as conceptual framework, followed by research hypothesis. 

Chapter 3: Methodology of the study consists of research design, draft of research 

instrument, population and sampling, reliability, data collection, proposed data processing 

and analysis. 

13 



Chapter 4: This chapter reports the findings from data analysis. Descriptive data 

analysis, multiple regression analysis, summary of hypothesis testing result, answer 

research questions will be presented respectively. 

Chapter 5: This chapter includes the summary of entire report. The summary of 

the study, followed by summary of findings, discussion of the research findings, 

conclusion, implication for practice and also recommendation for further study. 

~~ ry 
~+ OA' 

~ ~ 
Q.. 

~ 
~ -= r-

l=-fJ) ROT1t eRI I. 

~ ~ LAB CIT 
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CHAPTER II 

RELATED LITURATURE REVIEW 

Bangkok Entertainment Co., Ltd. is the company under the name of Thai TV3 

which acts as the leading television broadcasting company in Thailand with the 

acceptance for all over 36 years from people all over the country. The company's core 

business is producing a variety of TV program such as news, shows, drama and also 

importing the famous and qualified movies and seties from oversea. Their successful 

work, for examples, are Poo-ying tung poo-ying, Riung Low choa nee, Kum ma lor 

princess, pow boon jin and Thai drama devil victim. The major competitor of the 

company is Channel 7. The company's policy is to keep providing new differentiate 

program in order to widen audience vision. The company also has social responsibility by 

aiming to enhance the standard quality of life for Thai children, so the company devotes 

some benefit to support poor children to have the chance to study at the school. The 

company receives lots of awards to guarantee its success such as Top award voted from 

audience as the most popular free television broadcasting, Golden Doll awards from the 

presses for being outstanding qualified work outcome anC:l also Mekkala awards for 

popular human resource. 

With the intense of competition in this industry today, the company need to 

ensure their fans that they will keep coming up with more varied, creative and innovative 

program continuously and will not disappointed them. The company monthly sends 

Public Relation (PR), marketing, and production teams to survey the audience's attitude 

15 



in order to improve and develop work performance to satisfied their need and also hold 

events and activities for the audiences to really get closer to them. To make sure that the 

company can create quality of work, the company should never look over their 

foundation of its potential and success which is their own human resource. 

Job satisfaction is considered as an attitudinal variable that reflect how people feel 

about their overall job. It is the extent to which people like their jobs (Schermerhorn, 

1983). Every organization should recognize to the importance of their people's emotional 

content that probably correlate with their behavior and performance. And this study is the 

vital key that reveals the truth reflecting the set of existing theory from some experts as 

shows in the review of the literature set and research work related to the relationship 

between employees' job satisfaction and their job performance. 

2.1 Job Satisfaction 
ROr1t RIEL. 

LAB INCrt' 

Job satisfaction is the positive emotional reaction to one's job experience. It is 

feeling and attitude of people toward their work and this can motivate their intention and 

enthusiasm in creating the work effectiveness which lead to performance improvement. 

"A happy worker is the good worker", this statement probably can well defined 

the relationship between job satisfaction and work performance. When satisfaction 

among workers grows, their performances also tend to grow as a result. 

16 



2.1.1 Definitions 

Job satisfaction is "a pleasurable or positive emotional state resulting from the 

appraisal of one's job or job experience" (Locke, 1976). It is an emotional, affective 

response. Affect refers to feelings of liking or dislike. Therefore, job satisfaction is the 

extent to which a person derives pleasure from a job (Muchinsk:y, 1983). 

V.O. Jenks (1990), defined job satisfaction as a feeling, an emotional response to 

the work we do and the environment in which we do that work. The feelings we 

experience can be p ositive ones, in which case we experience job satisfaction, or they can 

be negative, in which case we experience job dissatisfaction. Job satisfaction refers to the 

feelings of indiviaual employee. -rim 

Job satisfaction concerns the degree to which the person is satisfied with (aspects 

of) his/her job and job situation. It implied that a need is satisfied, a motive is achieved, 

and a goal is met (Henk Thierry, 1998). 

George & Jones (2002), defined job satisfaction that it is one of the most 

important and well-researched work attitudes in job performance. It has the potential to 

affect a wide range of job performance and contribute to workers' levels of well-being. 

17 



2.1.2 Theories related to job satisfaction 

Most people relate job satisfaction to happiness on the job. This is close to the 

commonly accepted definition of job satisfaction as the level and direction of a worker's 

emotion and affect toward a job and a job situation (Korman, Greenhaus, & Baden, 

1997). While high levels of job satisfaction have been linked to positive outcomes such as 

increased performance, low level of job satisfaction have been linked to a variety of 

negative outcomes. The relationship between job satisfaction and lower organizational 

productivity and performance is the main reason why employers are so interested in 

improving job satisfaction (Krumm, 2000). 

Maslow (1954), proposed the hierarchy of needs theory which viewed people as 

seeking the satisfaction of the five levels of needs shown in figure 2.1.2-1. He believed 

that at any given time there is one category of needs that dominate people' s behavior. The 

lower order needs include physiological, safety and social concerns, and the higher order 

needs include esteem and self-actualization concerns. People are expected to advance 

step by step up the hierarchy in their search for need satisfactions. At the level of self

actualization, the more these needs are satisfied, the stronger they are supposed to grow. 

According to Maslow's theory, a person should continue to be motivated by opportunities 

for self-fulfillment as long as the other needs remain satisfied (Schermerhorn and 

Chappell, 2000). 

18 
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The major contribution of Maslow's theory is that it has expanded the types of 

needs that are considered important to work motivation. Providing opportunities to meet 

their need satisfaction may have positive motivational force in creating better employees' 

productivity and performance (Levy, 2003). 

Figure 2.1.2-1: Opportunity for need satisfaction and work motivation m Maslow's 

hierarchy of human needs 

What satisfied higher order needs? 

Self-actualization needs 

Esteem needs 

What satisfied lower order needs? 

Social needs 
,~ s 

Safety needs f--+ 

Physiological needs --+ 

Creative and challenging work 
Participation in decision making 
Job Flexible and autonomy 

Responsibility of an important job 
Promotion to higher status job 
Praise and recognition from boss 

IT 

Friendly co-workers 
__ l - Interaction with customers 

Pleasant supervisor 

- Safe working conditions 
- Job security 
- Base compensation and benefits 

- Rest and refreshment breaks 
- Physical comfort on the job 
- Reasonable work hours 

Source: Schermerhorn and Chappell (2000): Introducing management 
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Frederick Herzberg developed his two-factor theory as a result of a controversial 

study done by Herzberg, Mausner, Peterson, and Capwell (1957). Previous studies 

(Brayfield & Crockett, 1995) had shown no relationship between job satisfaction and 

work performance, but Herzberg's study found definite relationship between worker's 

attitudes and behaviors. His basic assumption was that satisfying employees' 

motivational needs causes high job satisfaction and performance. He believe that other 

studies had not found a relationship because of their assumption that job satisfaction and 

job dissatisfaction are two ends of a continuum, when they are actually separate concepts 

(Krumm, 2000). 

According to Herzberg, dissatisfaction is caused by the absence if what he calls 

hygiene factors, which relate to the context of the work which are supervision, 

interpersonal relations, working condition, company policy and adminis ation and salary. 

If these factors are not satisfied, employees will report high level of job dissatisfaction 

but if they are satisfied, employees will report no serious unhappiness at work. 

0 A 

Also on the other hand, to reach high level of job satisfaction, motivator factors 

also must be present. Motivator factors related to the content of the work itself and the 

outcomes of the work; include achievement, recognition, the work itself, responsibility 

and advancement (Krumm, 2000). 
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Figure: 2.1.2-2: Key elements in Herzberg's two-factor theory 

Job Dissatisfaction 
Influenced by job context, or 

hygiene factors 

Working condition 
Interpersonal relation 
Organizational policies 
Quality of supervision 
Base wage or salary 

Rule poor job context increases 
dissatisfaction 

Job Satisfaction 
Influenced by job content, or 

motivator factors 

Sense of achievement 
Felling of recognition 
Sense of responsibility 
Opportunity for 
advancement 
Feeling of personal 
growth 

Rule poor job content increases 
satisfaction 

Source: Schermerhorn and Chappell (2000): Introducing management 

As shown in figure 2.1.2-2, to really improve motivation, Herzberg advises 

organization to give proper attention to the satisfier factors. As part of job content, the 

satisfier factors deal with what people actually do in their work. By making 

improvements in what people are asked to do in their jobs. The theory suggested that job 

satisfaction and performance can be raised (Schermerhorn and Chappell, 2000). 

0 

Figure 2.1.2-3 shown the comparison between Hierarchy of needs and two-factor 

theory. Although these two theories propose different number~ and different set of 

conditions to meet persons' need satisfaction, they both had importance to create more 

motivational force that lead to key performance improvement. Also they classified the 

order of the least important needs to the most one and also share the similarity in the 

aspects of intrinsic and extrinsic motivation. Physiological need, safety need and social 

need of Maslow and hygiene factors of Herzberg are considered as the extrinsic 

motivation while self esteem, self actualization and motivator factors are the intrinsic 
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motivation that create the satisfaction and lead to higher job performance (Benowitz, 

2000). 

Figure 2.1.2-3: A comparison of satisfaction theories: Maslow and Herzberg 

Maslow Herzberg 

J Self-actualization 

l Esteem - ------
IVlotivator factors Higher-level needs 

Lower ~level needs 
r _s_,e_lo_n~g_in~g_ne_s_s __ 
l _S_afe_·· _,_ty ___ _ 

Physiological 
Hygiene factors 

Source: Principle of Management, Ellen A. Benowitz, 2000 

2.1.3 The measurement of job satisfaction 

1. Work itself. 

This referred to nature of the job itself whether or not it could provide opportunity for 

learning and the feeling that the task was interesting and important (Smith, Kendall, and 

Hulin, 1969). Employees tend to prefer challenging work. Job that has too little challenge 

create boredom, but too much challenge also can create frustration and feeling of failure. 

Under conditions of moderate challenge, most employees will experience pleasure and 

satisfaction. (Robbins, 1996). Perhaps most important to employee motivation is helping 

individuals believe that the work they are doing is important and that their tasks are 

meaningful. Emphasize that their contributions to the practice result in positive outcomes. 

Of course employees may not find all their tasks interesting or rewarding, but 

organization should show the employees how those tasks are essential to the overall 

processes that make the practice succeed as well as provide them the opportunities to 
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utilize their skills and knowledge. People may find certain tasks that are truly 

unnecessary and can be eliminated or streamlined, resulting in greater efficiency and 

satisfaction (Kaldenberg & Regrut, 1999). From a motivational standpoint, viewing the 

work itself as a motivational device usually has depended on internal motives (intrinsic 

rewards) concerning the type of work employees engage in and their personal beliefs 

about the work they perform. Amid all material published concerning the phenomenon of 

motivating employees in the workplace, very little addresses how managers can use 

employees' work to enhance their professional confidence or how managers can use that 

work experience to help motivate employees toward better quality work or productivity 

(White, 2001). 

2. Salary and payment 

Pay was one of the most important factors. It was critical that the employees in an 

organization felt that the pay and remuneration packages they received were competitive 

when compared to other organizations (Smith, Kendall, and Hulin, 1969). Base pay 

consists of the basic wage or salary paid employees in exchange or doing their jobs. The 

basic compensation can be determined by all kinds of economic factors. Also to induce 

employees to be more productive or to attract and retain top performers, many 

organizations offer them the incentives such as commissions, bonus and profit-sharing 

plans and benefits which are additional nonmonetary forms of compensation such as 

health insurance. According to Kreitner (2004 ), salary and pay is also the kind of rewards 

which can improve performance and every categories of pay should be able to satisfy the 

individual needs. It is also an important variable that is linked to some rather significant 
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organizational outcomes. For example, some evidence suggests that dissatisfaction with 

pay may lead to decreased job satisfaction, decreased motivation and performance, 

increased absenteeism and turnover, and more pay-related grievances and lawsuits (Cable 

& Judge, 1994; Gerhart & Milkovich, 1990; Huber & Crandall, 1994; Huselid, 1995; 

Milkovich & Newman, 2002). 

3. Job advancement (growth opportunity) 

SJ 
Promotion is moving an employee to a higher-level position. And it can be the most 

obvious way to recognize and promote that person's superior performance. Reward 

loyalty and performance with advancement. If organization do not have an open position 

to which to promote a valuable employee, consider giving him or he a new title that 

reflects the level of work he or she has achieved. When feasible, support employees by 

allowing them to pursue further education, which will make them more valuable to your 

practice and more fulfilled professionally (Kaldenberg & Regrut, 1999). This was 

important especially for employees who were top performers or in others words, who had 

high performance in the organization, these people were no doubt considered as capable 

employees and had good job opportunities outside the organization. If the firm did not 

provide job that had good promotional opportunity, it was likely that these high 

performers group would be easily to move to other companies (Smith, Kendall, and 

Hulin, 1969). 
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4. Work environment 

Much research was conducted many aspects of work environment such as the quality of 

leadership, advancement opportunity, job security and characteristics of physical and 

psychological work climate like lighting, temperature, noise, workspace design, and 

working hours or job's psychological climate, including factors such as fatigue and 

boredom. These effects are subject to greater individual variation in terms of satisfaction 

and performance. However, working condition should foster a productive working 

climate to maximize efficiency and productivity. Also negative aspects of job 

environment can produce undesirable effects, such as absenteeism, turnover and low 

productivity (Duane Schultz, 1998). 

5. Flow of communication 

If communication in organizations is truly important, it should relate directly to important 

outcomes such as satisfaction and performance (O'Reilly and Pondy, 1979). The flow of 

communications can be downward, upward, and lateral. Downward communication 

consists of those messages sent from supervisors to subordinates. Most commonly, they 

are instructions or directions concerning job performance, information about 

organization's procedures and policies, feedback to subordinates concerning job 

performance or information to assist in the coordination of work tasks. Upward 

communication is the flow of messages from the lower levels of the organization to the 

upper levels. It can involve complaints and suggestions for improvement from lower level 
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workers, and is significant because it gives subordinates some input into the functioning 

of the organization. And Lateral communication is the messages between two parties at 

the same level in the organization hierarchy. It can help in coordinating workers activities 

within or between departments, thereby leading to increase productivity (Katz & Kahn, 

1966). We can view performance on a number of levels, including individual task 

performance, group productivity and the effectiveness of entire organizations. Research 

shows that communication and its flow do influence performance. The knowledge of the 

results and feedback facilitate perf ofilil.ance. whether the feedback comes from the 

organization, a supervisor, co-workers, or the task itself, it has both informational and 

motivational components (Greller & Herold, 1975). 

2.2 Job Performance 

Job performance is the identification of organization's development and success. 

The performance of all members of any work group impacted one~-~ __ p~rs~~~ 

ac!i_i_~y_ernents and vice versa one's performance is to increase one's associate's 

achievements. Possibly, to increase high work performance is to increase work 

satisfaction. 
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2.2.1 Definitions 

Byars and Rue ( 1984 ), defined job performance as "Performance readers to 

degree of accomplishment of the tasks that make up an individual's job. Job performance 

is the quantity and quality of task accomplishments by an individual or group at work". 

Performance, as is commonly said, is the "bottom line" for people at work. It is a 

cornerstone of productivity and it should contribute to the accomplishment of 

organizational objectives (Schermerhorn, Jr. 1993). 

Job performance is behaviors that are relevant to the organization's goals and can 
-----··-- --·-· - -

be ~~~l1f~d in terms of each individual's proficiency, or level of contribution. According 

to this definition, job performance describes what people do, not the results of those 

actions (Wright and Noe, 1996). 

Job Performance is the outco!Ile -~(jC>_~s which relate to the purposes of the 

organization such as quality, efficiency and other criteria of eff~tiye11ess (Gibson, 1997). - -- ·-----·- ··- . 

It reflects how well an individual ·s fulfilling the requirements of a job", often confused 

with effort, which refers to energy expended, performance of measured in terms of results 

(Lyoyd L. & Leslie W, 2000). 
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2.2.2 Theories and previous studies relating to job performance 

McCloy, Campbell, and Cudeck (1994), defined job performance as "behaviors or 

actions that are relevant to the goals of the organization in. question". Organizational 

psychologists and others who study organizations and the behavior of people in them are 

concerned with a host of issues, but job performance remains the bottom line. Unless 

employees do their jobs, the organization will ultimately fail. As with all other human 

behaviors, the level and quality of work performance are determined by a host of 

personal and environmental variables. 

Bumberg and Pringle (1982), proposed a model of job performance that attempts 

to incorporate the full range of individual and environmental variables that interact to 

produce level and quality of individual job performance. The model shown in figure 2.2.2 

consists of three components that call capacity, willingness and opportunity to perform. 

LAB err 

A basic assumption of the Blumberg-Pringle model is that the variables within 

each of the components are additive. Of two people with eq al ability, the one with the 

greater energy would have the greater capacity to perform. The components themselves 

interact multiplicatively; a change in any of the component variables will produce a 

change in observed performance. A favorable environment may increase employee 

willingness which in tum gives him or her performance experience. Overtime, this 

experience is likely to increase the employees' skills and knowledge. 
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Figure 2.2.2: the model of work performance determinants 

Willingness 

Source: M. Blumberg and C. D. Pringle (1982), "The Missing Opportunity in Organizational research: 

Some implications.for a theory of job performance." Academy of Management Review 

Capacity consisted of ability, age, health, knowledge, skill, intelligence and level 

of education. Capacity to perform is determined by a class of variables made up of 

relevant physical, physiological, knowledge and skill attributes. As confirm by many 

researchers over the years, job-related ability is basic (Coward & Sackett, 1990). The 

degree to which a significant lack of ability may be compensated for by other 

characteristics and behavior (such as effort or dependability) is limited. 

Willingness variables encompass a host of individual psychological 

characteristics among which are values, beliefs, attitudes, certain personality traits, and 

perceptions. Most of these variables are incorporated into the various motivation and job 
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satisfaction theories including perceptions of reward equity, personal values relevant to 

work and its outcomes, beliefs in self-efficacy, perception of job characteristics, and 

expectations of various kinds such as good performance will be rewarded (Adam, 1965). 

Opportunity to perform is environmental variables that include in the opportunity 

component. Peter and O' Connor (1980), review many examples of the kinds of 

environmental factors that organizational psychologists have discovered are relevant to 

performance variation among employees. Among them are task preparation, budgetary 

support, time availability, tools and equipment, materials and supplies, job-related 

information, and required service and help from others. Research continues to support the 

position that such variables operate as constraining variables in the work environment, 

and that they affect performance independently of ability or motivation (Steel, Mento & 

Hendrix, 1987). 

RO?'. 

2.2.3 Job performance outcomes CIT 

Job performance includes a number of outcomes as following; * 
g, ~:a$~ 

1. Organizational development and success 

It is a planned, managed, systematic process to change the culture, systems and behavior 

of an organization in order to improve the organization's effectiveness in solving its 

problem and achieving its objectives. Organizational development is both a general 

philosophy about the nature of modern organizations as well as a discipline that studies 

30 



ways to help organizations be more effective and support the long-term organizational 

improvement (Bruke, 1987). Moreover, many organizational development programs use 

team approaches to deal with problems at the group or organizational level, rather than 

focusing on problem associated with individual workers. One goal of such programs is to 

help the organization become aware of its own operations and problems (Friedlander, 

1980). Relationship of people in the organization plays important role since, often this is 

done by opening up organization communication channels and increasing members' 

involvement in the planning and execution of work activities. The rational is that workers 

who are more involved in and have a better understanding of important organizational 

processes will be more committed to helping the organization to achieve its goal 

effectively (French, 1969). 

2. Individual achievement and employee improvement 

Individual Achievement is ~to demonstrate accomplishment of some outcome for 

which learning experiences were designed or it can be a measurement of what a person 

knows or can do after training which derive from sup_p~I'liY.e e11vtronment. It is the 

successful performance, especially by means of exertion, skill, practice, or perseverance. 
··-- - -- -·- ~M 

"Having once decided to achieve a certain task, achieve it at all costs of tedium and 

distaste. The gain in self confidence of having accomplished a tiresome labor is 

immense" (Thomas A. Bennett, 1976)). "For what is the best choice, for each individual 

is the highest it is possible for him to achieve."(Aristotle, b. 384 - d. 322 BC). Individual 

Achievement can be measured by Promotion, one of the determinants in job satisfaction, 
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is the indicator of personal achievement as it is an increase in position in a hierarchy. For 

many employees, promotions don't happen often; some never experience even one in 

their careers. Managers making promotion reward decisions attempt to match the right 

persons with the jobs. Criteria often used to reach promotion decision are performance 

and seniority. Performance, if it can be accurately accessed, is often given significant 

weight in promotion reward allocations (James L. Gibson, 1997). 

3. Effectiveness and efficiency \JERS/J'y 

Effectiveness is an output measure of task or goal accomplishment (Schermerhorn & 

Chappell, 2000). Managers typically either "Do things right" or "Do the right things." 

Doing things right means efficiency - getting the most from your resources, whether 

they're people or products. Doing the right things means effectiveness - setting the right 

goals and objectives and then making sure they're accomplished. Efficiency is a measure 

of speed and cost. Efficiency says "Getting someone in here fast is more important than 

getting the right person in here later." Effectiveness is a measure of quality. Effectiveness 

says the opposite: "Getting the right person in here is more · mportant than how fast they 

get here." (Drucker, 2002). It is the positive outcome from effective performance as 

effectiveness is related to and measurement of job satisfaction and human relation since it 

is the result from co-workers, work itself and even supervision (Knopp & Robert, 2000). 
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4. Productivity 

Productivity is the quantity and quality of work performance, with resource utilization 

taken into account (Schermerhorn & Chappell, 2000). It is the amount of output created 

in terms of goods produced or services rendered per unit input used. For instance, labor 

productivity is typically measured as output per worker or output per labor-hour. 

Reiterating Guzzo's claims that "productivity may mean different things to different 

people", he has recently noted the wide range of meanings attaching to the term 

productivity: The term has been used to refer to individuals, groups, organizational units, 

entire organizations, industries, and nations. (Pritchard, 1995). Research suggests a 

positive relationship between satisfaction and productivity. Satisfaction with the 

dimensions of autonomy, skill variety, task identity and job feedback was strongly related 

to increased prnductivity (Duane, 1990). Enhancing productivity is also the result from 

human relation in terms of technical or functional skill in performing the tasks, problem-

solving and decision-making skills that lead to optimum result and interpersonal skills by 

using effective communication throughout the organization. 

5. Competency 

It is knowledge, skill and attribute needed for the specific job role. It regards to the 

conditions when people understand their role and have clarity about their goal so they can 

add value on their work for the organization. And it would be benefit to the organization 

if they feel challenge by their work. It also indicates the well-trained and professional 
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ability to perform the tasks . A competency is an underlying characteristic of an individual 

that is causally related to criterion-referenced effective and/ or superior in a job or 

situation. It also covers the ability to do the presentation, to answer the customer's 

questions, to solve the problem for example in collecting the data or to manage the focus 

group (Spencer, 1993). Once workers clearly understand their role, see how they add 

value, feel challenge by their works and have clarity about their goal, they become 

committed to their work and their organization and these lead to the core competency and 

skill influencing on organization' success. 

6. Quality and better service 

Quality is a customer determination, not an engineer's determination, not a marketing 

determination or a general management determination. It is based upon the customer's 

actual experience with the product or service, measured against his or her requirements -

stated or unstated, conscious or merely sensed, technically operational or entirely 

subjective - and always representing a moving target in a competitive market. Product 

and service quality can be defined as "The total composite product and service 

characteristics of marketing, engineering, manufacture, and maintenance through which 

the product and service in use will meet the expectations of the customers" (Armand V. 

Feigenbaum, 1991). Commitment is good for business in three general ways in enhancing 

employee persistence, promoting citizenship behavior and increasing organizational 

performance in terms of boosting sales, better services and higher product quality. 
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2.3 Job satisfaction and Job performance 

Although most theorists agree that job satisfaction is related to job 

performance, meta-analytic studies have shown only a weak relationship (Iaffaldano & 

Muchinsky, 1985). One of the most basic questions is whether increased job satisfaction 

causes increased job performance vice versa. 

"A happy worker is a good worker" is a very appealing idea to investigate this 

study because it does not hold up empirically. The results from many previous 

examination of the hypothesis that job satisfaction causes better job performance offer 

little evidence of such a relationship or even for a reliable positive correlation between 

these two variables (Ostroff, 1992). On the other hand, some researchers argue that the 

results are equally inconclusive with respect to the hypothesis that there is no such 

relationship (Jewell, 1998). As a result of this ambiguity, this relationship continues to 

stimulate research and re-examination of previous attempts. Therefore, this paper strives 

to describe the relation of job satisfaction and job performance, keeping in mind the value 

this relation has for organization. 

Satisfaction might lead to performance that is people who like their jobs work 

harder and therefore, perform better (Spector, 1996). The figure below showed the model 

illustrating job satisfaction leads to increased effort on the job, which lead to job 

performance. 
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Figure 2.3: The relationship between job satisfaction and job performance 

Job 
Satisfaction •l~ __ E_ffi_o_r_t--~ "'l_Job___. _Performance 

Source: Paul E. Spector. (1996). Industrial and organizational psychology: Research and practice 

By the way, Cherrington and his colleagues (1971), had produces both 

positive and negative correlations between job satisfaction and job performance in their 

laboratory experiment by manipulating the connection between job performance 

(dependent variable) and the formal reward of a financial bonus (independent variable) 

for that performance. Under the hypothesis of an inherent causal relationship between job 

satisfaction and job performance, the subjects in the study who reported to the greatest 

satisfaction to the end of the first hour should have been the subjects whose performance 

improved most during the second hour. Contrary to expectation, better second-hour 

performance in the experiment was achieved by those subjects who learned from the 

bonuses paid at the end of the first hour that there was a connection between what they 

did and whether they received a bonus. ~ c f: ] 9 6 9 o! ~ 01 

Jl/ri a 9'6\i\,,t 
What the finding means is that a positive correlation between job satisfaction 

and job performance depends on the degree to which the same rewards are involved in 

both. If employee satisfaction depends on considerably on being rewarded at a level that 

seems consistent with performance, satisfaction and performance will be related 

positively under appropriate reward systems. However, some people do not define job 

satisfaction in terms of rewards. The attitude and measurement of employees' job 
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satisfaction can vary according to individual's difference. It depends on the possible 

source of different conditions for different people to be identified, for example, when 

conditions that produce job satisfaction like opportunity to socialize and job security have 

nothing to do with job performance so the result shown that there is no relationship 

between the two variables to be observed (Jewell, 1998). 

Fisher (1980), pointed out that low satisfaction-performance correlation often 

emerge because researchers try to relate a general attitude (overall satisfaction) with a 

specific behavior (performance of some task). He contends that researchers should use 

attitude measures that are as specific as the performance measures. Without such a fit of 

the two variables will probably never correlate highly or can be even none correlate 

(Muchinsky, 1993). -r-
Joseph K (2004), had conducted to research to investigate the relationship among 

working condition, job satisfaction and Teachers performance in Private schools under 

Kottayam Cooperative Agency, Kerala, India. This study was conducted to determine the 

level of teachers'job satisfaction and performance as perceived by the teachers that need 

to be improved. This study included a sample of 120 teachers from ten private schools 

under Kottayam Cooperative Agency, Kerala, India. In this investigation, the instrument 

was developed from the literature reviews, related researches, and experiences and based 

on Minnesota Questionnaire. Questionnaire was employed to evaluate teachers' 

satisfaction and performance and to identify areas of teachers' less satisfaction and poor 

performance to improve them so that teachers may perform better. The results of the 
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study showed high satisfaction and better performance among the teachers. Regarding 

Working Conditions, while the teachers are highly satisfied with Co-workers and 

satisfied with Overall Working Conditions and Administrative style (relationship) of the 

Administrator, they are satisfied only partially with the present Compensations. 

Regarding the job Satisfaction, teachers are satisfied with the Motivation given to 

them and they have a positive Attitude to their job. They are satisfied with their 

performance in the present situation. It means that there should be an evaluation of the 

present compensations given to the teachers in private scliools under Kottayam 

Cooperative Agency Kerala, India. The teachers of these schools find a high correlation 

of Administrative style (relationship) of the Administrators, Supportive Co-workers, 

Compensations, Workload, and Overall Working Conditions with Teachers' performance 

and job satisfaGtion. They also find a high relationship of Motivation, Attitude towards 

work and Overall job satisfaction with performance. 

LAB IT 

The result from the regression analysis showed that in Working Conditions 

Administrative style of the Administrator (Relationship with the Administrator), 

Compensations, Workload and Overall Working Conditions are able to predict the 

performance, while Administrative style of the Administrator (Relationship with the 

Administrator), Compensations, and Overall Working Conditions are able to predict the 

satisfaction at 0.01 significant level. In job Satisfaction, Motivation is able to predict the 

Teachers' performance at 0.01 significant level while Attitude towards work and Overall 

job satisfaction are able to predict the teachers' performance at 0.05 level of significance. 
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Thus the study reveals that there is a relationship between Working Conditions, 

Administrative style of the Administrator (Relationship of the Administrator with the 

Subordinates), Supportive Co-workers, Compensations, Workload and Overall Working 

Conditions, job satisfaction, Motivation, Attitude towards work and overall job 

satisfaction and Teachers' performance. 

2.4 Theoretical framework 

According to the literature related in this chapter, some sets of the theories have 

been applied for this study. The theories used in describing and clarifying satisfaction 

hereby consist of Need-Hierarchy theory and two-factor theory. 
~ -

Needs-Hierarchy theory was developed by Abraham Maslow, a founder of 

humanistic psychology. According to Maslow, people constantly desire better 

circumstances. They always want what they do not yet have. Consequently, needs that 

have been satisfied are no oner capable of motivating behavior and a new needs rises to 

prominence. Lower level needs must be satisfied before attention can be paid to higher 

level needs. The five categories of needs from lowest to highest are physiological needs, 

safety needs, belonging and love needs, esteem needs and self-actualization needs. 

According to Maslow's need hierarchy theory, once people have satisfied their 

lower-level needs, they will pay attention to higher-level needs. And when their needs 

have been fulfilled in proper order, it directly leads to motivation and satisfaction. 
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Two-factor (hygiene-motivator) theory of Herzberg divides the factors of work 

into two separate categories, hygiene factors and motivators. Hygiene factors relate to 

the conditions under which the work is done. Motivators relate to the work itself 

(intrinsic motivation). 

The Herzberg's theory can conclude that only motivators needs produce job 

satisfaction and motivate employees to high job performance. 

Bumberg and Pringle also proposed the model that stated the determinants of 

work performance. Their theories believe that together, capacity, willingness and 

opportunity combined can produce observed job performance. 

2.5 Conceptual Framework of the study 

It 

The conceptual framework of this research derived from the theoretical 

framework above which lead to the model of the relationship between employees' job 

satisfaction and employees' job performance as following: 

40 



Independent Variables Dependent Variable 

Job satisfaction 

Work itself 

Salary and pay 

Job performance 
Job advancement 

Working environment 

Flow of communication 

The conceptual model shows the overall picture and direction o this study which 

has investigated job satisfaction in terms of work itself, salary and pay, job advancement, 

working environment and the flow of communication and their association with job 

performance. The research paradigm comprises of dependent and independent variable. 

Job performance is determined to be the dependent variable which can be measured by 

the outcomes namely organizational development and success, individual achievement 

and employee' s improvement, effectiveness and efficiency, productivity, competency 

and quality and better service. While job satisfaction in the framework can be measured 

separately by work itself, salary and pay, job advancement, working environment and 

flow of communication respectively. 
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Table 2.5: Conclusion independent variables and dependent variable of the study 

Independent variables Dependent variable 

Job satisfaction Job performance 

- Work itself Job performance 

- Salary and pay Job performance 

- Job advancement Job performance 

- Working environment Job performance 

- Flow of communication Job performance 

f,RIE:L 

LA 0 I CIT 
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2.6 Operationalization of the Independent and Dependent Variables 

Table 2.6: Operationalization of the Independent and Dependent Variable 

Concept 

Job Satisfaction 

Conceptual Definition 

The positive and 

negative feeling and 

attitudes about one' s 

job (Ronald, 1990). 

RO?'. 

LAB 

* 0 
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Operational Components 

-Work itself; the nature of 
the work such meaningful 
and important work, the 
work that give the sense of 
challenge and allow people 
to exercise their skill and 
knowledge. 

- Salary and pay; the 
monetary extrinsic reward or 
incentive that can fulfill 
people in both physiological 
need and also upper level 
needs. 

- Job advancement; it can 
be promotion opportunity 
offered to the employees in 
order to remain high 
performers in the company. 

- Working environment; 
the_physical and 
psychological conditions of 
workplace resulting in 
people's satisfaction and 
their behavior. 

- Flow of communication; 
The way information was 
transmitted within the 
organization can be 
downward, upward and 
lateral 

Type of 

Measurement 

Likert Scale 

(Interval Scale) 



Concept Conceptual Definition Operational Components 

Job Performance The net effect of a Performance outcome 

person's effort as 

modified by his/her 

abilities and traits and 

by his/her role 

perceptions (Lloyd L. 

Byars & Leslie W. Rue, 

1984). 

- Organizational 
development and success; 
the strategic process in 
improving the organization's 
behavior and its effectiveness 
resulting from the satisfied 
performance. 

- Individual achievement 
and employee 
improvement; individual's 
ability to demonstrate 
accomplishment of some 
outcome. 

- Effectiveness and 
./ efficiency; ability to achieve 

the set goal with quality and 
ability to utilize the 
organization's resources. 

R07 
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J - Productivity; the amount 
of output created in terms of 
goods produced. 

* 0 ~,,. ~ SINC 

1';1,,,!J 

- Competency; the ability to 
handle the assigned tasks and 
solve the problem. 

j - Quality and better 
service; can be measured in 
terms of customer 
satisfaction. 
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2. 7 Research Hypotheses 

Research Hypotheses are formulized and assumed consideration statement to 

support or nonsupport the particular viewpoints by referring the non-correlation and 

inter-correlation between these factors specifically as following: 

Hl: Job satisfaction in term of the work itself is inter-correlated with job performance 

H2: Job satisfaction in term of salary and pay is inter-correlated with job performance 

H3: Job satisfaction in term of job advancement is inter-correlated with job performance 

H4: Job satisfaction in term of working environment is inter-correlated with job 

performance 

HS: Job satisfaction in term of flow of communication is inter-correlated with job 

performance 

LAB CIT 
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CHAPTER III 

METHODOLOGY OF THE STUDY 

As the researcher conducted the case study of the leading television broadcasting, 

Bangkok Entertainment Co., Ltd., to further illustrated the steps in the research process. 

Therefore, this chapter provided the clearer understanding of the research process and 

how the steps in the research process fit together. It comprised of general procedures, 

design of the study, draft of the instrument development, population and sampling, 

collection of the data and proposed data processing and analysis. 

3.1 General procedures 

Attitude was defined as the certain regularity of an individual feelings, thoughts, 

and predispositions to act toward some aspect of his or her environments (Secord and 

Backman, 1969). It is the person' s predisposition to think, feel or behave in certain ways 

toward certain defined targets (Ajzen and Madden, 1986). This research was undertaken 

by conducting attitude surveys. The study measured the core variables including job 

satisfaction in terms of work itself, salary and pay, job advancement, working 

environment and the flow of communication and their relationship toward job 

performance so the questions relevant to the issues was directly projected to the 

questionnaire for the target respondents. 
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Quantitative method or survey research was the method of collecting data for this 

study. As the researcher wanted to have the representative information and to ensure that 

all area of employees would be covered in this survey, structured questionnaire was 

distributed to the number of respondents who work for Bangkok Entertainment Co., Ltd. 

The samples were diversified and were not based on only any particular department as 

they all have been considered as a part of organization's success. Also the researcher used 

survey data collection method which allows the respondents to complete the surveys on 

their own (self-administered). 

3.2 Research Design 

The researcher decided to use descriptive research design in conducting the 

survey in order fo describe our independents which are job satisfaction in terms of work 

itself, salary and pay, job advancement, working environment and flow of 

communication and one dependent variable which is employee's job performance 

measured by its outcome which are organization development and success, individual 

achievement and employee improvement, effectiveness and efficiency, productivity, 

competency, quality and better service. It was the surveys in which respondents were 

asked the questions corresponding with the research objectives. 

Cross-sectional studies were needed to measure the samples of population at only 

one point of the time and by using sample surveys, the results were representative of the 
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specific population of Bangkok Entertainment employees as the case study for this 

research according to the research hypotheses below; 

Table 3.2: The summary table for research hypotheses 

Hypotheses Independent Variables Dependent Variables 

Hypotheses 1 Work itself Job Performance 

Hypotheses 2 Salary and pay Job Performance 
~ h-

Hypotheses 3 Job adyancement :fJl/j Job Performance 

-
Hypotheses 4 Working environment Job Performance 

:-. 
Hypotheses 5 Flow of communication Job Performance 

- -_, \~,.,' ~ 

3.3 Draft of Instrument Development 

,_, -r-

A self - ministered survey is one in which the respondent completes the survey on 

his or her own (Burn & Bush, 2005). Therefore, the researcher designed the survey 

questionnaire as the research instrument to answer and clarify the research problems and 

research objectives. The questions in each gart was composed and reviewed to provide 

the data needed for this study regarding to the hypotheses and main variables. 

The questionnaires were distributed to both male and female employees of 

Bangkok Entertainment Co., Ltd., Maleenon Tower, Rama 4, Bangkok, Thailand. The 

questions were separated into 3 main parts regarding to both independent variables, 
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dependent variable and also personal data needed. There were totally 36 questions 

projected in the questionnaire. 

By using question-response formats, both five Likert scale have been used as the 

measurement for surveying the respondents' attitude and also multiple choice for 

answering personal data (demographic profile). 

Part I. Job satisfaction \" E RS/ 
This part contained of questions for measuring employees' satisfaction toward 

their current work itself, salary and pay, job advancement, working environment and flow 

of communication. The study used "interval" scale for this part. 

1/ Part II. Job performance 

The questions were about the measurement of employees' performance and their 

work outcome in terms of organization development and success, individual achievement 

and employee improvement, effectiveness and efficiency, productivity, competency, 

quality and better service. This part also used "interval" scale to survey the information. 

Part III. Personal data 

The respondents were asked about their personal demographic data. "Nominal" 

scale has been used in this part. 
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As questions were divided into three major parts, the numbers of questions were 

allocated as following; 

Part I. Job satisfaction 

Work itself (5 questions) 

Salary and pay (5 questions) 

Job advancement (5 questions) 

Working environment (5 questions) 

Flow of communication (5 questions) 

Part II. 

Part ID. 

Job Performance outcome (7 questions) 

~ Personal Data ( 4 questions) ,_, -
Average weighted means have been assigned to the categories of rating as 

It following; 

~ ~ 
LAB 1 err 

Descriptive rating 0 A * 969 ~@ 
Strongly Agree If 1 5 points at\~~ 
Somewhat Agree 4 points 

Neither Agree nor Disagree 3 points 

Somewhat Disagree 2 points 

Strongly Disagree 1 point 
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From above, the study can be summarized the independent variables, dependent 

variable and their order of questions in the table 3.3 as follow: 

Table 3.3: The Operationalization of Variables and Variable Measurement 

Independent 
Variable 

Job satisfaction 
(Independent 

variable) 

Dependent 
Variable 

Job performance 
(Dependen 

variable) 

Operational Components 

Employees' satisfaction in 
terms of 
- Work itself 

Measurement 

Interval scale 

- Salary and pay 
- Job advancement 
- Working environment 
- Flow of communication 

I y 
OA' 

Operational Components 

Employees' job outcome 
- Organizational 
development and success 
- Individual achievement and 
employees improvement 
- Effectiveness and 
efficiency 
- Productivity 
- Competency 
- Quality and better service 

Measurement 

Interval scale 

" I N c E l 9 6 9 Gt ~@ 
3.4 Reliability Pre-test (Pilot study) 

1
Bl)St\i\\t 

Number 

Part I 

1-5. 
6-10 
11-15 
16-20 
21-25 

Number 

Part II 

26 

27 

28-29 
30 
31 
32 

Pretest was conducted to find the degree of reliability for the questions in 

questionnaire. It based on 30 samples of questionnaires. Consequently, the Cronbach' s 

alpha coefficient can be calculated by using SPSS program and the acceptable scale for 

reliability is normally 0.6 at least. 
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Table 3.4: The summary of Cronbach's alpha Coefficient value for all variables 

Variables Value of Alpha Coefficient 

Work itself 0.808 

Salary and pay 0.852 

Job advancement 0.739 

Working environment 0.791 

Flow of communication 0.845 

Job performance 

As the value of Cronbach' s alpha Coefficient for each variable is more than 0.6 so 

it is applicable for the study. 

3. 5 Population and Sampling 

Population is defined as the entire group under study as specified by the 

objectives of the research project (Bum & Bush, 2005). IT 

* 
The researcher used the appro12riate sample size of Bangkok Entertainments' 

employees to represent their attitude toward their work depending on research objectives. 

By probability sampling plan, every employees in every departments of the company 

both male and female in every level has the equal chance of being included in the sample, 

thus, the questionnaires were distributed to all employees in Bangkok Entertainment Co., 

Ltd. 
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Sampling Unit 

To determine sample sizes needed, probability level selected for the study was 0.5 

which was particularly important as indicated the 95% confident limit. 

Sample size 

In determining sample size, the researcher used the below formula, which have 

been applied when the number of respondents have specified. 

Standard sample size formula for a percentage: n = z2 (pq) 

Where ::::» 
N = the sample size 

Z = square of the confidence level in standard error units (estimated with 95 

percent confidence so Z = 1.96) • 
P = estimated percent in tbe population, expressed as 50% - 50% "worst case" 

approach according to the uncertain variability 

q=lOO-p 

e =acceptable sample error (5%) 
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The computations are as follows: 

N = 1.962 
(pg) 

Sample size computed 
25 

with p = 50%, q = 50%, 
N = 3.84 (2,500) 

ande=5% 25 

= 9,600 

25 

=384 

Therefore, a total of 384 respondents from Bangkok Entertainment, are selected 

as a sample size of this study. 

3.6 Collection of the Data 

R071f 

Primary data are information that is developed or gathered by the researcher 

specifically for the research project at hand. Secondary data have previously been 

gathered by someone other than the researcher and/or for some other purpose than the 

research project at hand (Burn & Bush, 2005). 

Information sources for this study came from both primary and secondary data 

combined together to be the important elements of this complete research as primary data 

on employee's attitude toward their works has been gathered specifically for the research 

objective by using questionnaire and also secondary data has been gathered from many 
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tools including text book, published source such as journals and articles and also online 

information database which they were useful in terms of background of information and 

reliable previous theories for supporting the study. 

384 questionnaires were distributed to Bangkok Entertainments' employees at 

their head office, Maleenon Tower, Rama 4, Bangkok. 

3. 7 Proposed Data Processing and Analysis S, ,.,, 

Here, the researcher use SPSS version 14 (Statistic Package for the Social 

Sciences) to conduct basic descriptive data analysis and determine the relationship 

between the job satisfaction and employees' job performance. -r-
Multiple regression technique has been applied for hypotheses testing in 

analyzing the association between independent variables which are job satisfaction in 

terms of work itself, salary and pay, job advancement, working environment and flow of 

communication and its effect on the dependent variable which is the job performance. 

The multiple regressions is computed as: 

y =a+ b1x1 + b2X2 + bJX3 + ......... + b,,,Xm 
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Where; 

y = the dependent, or predicted, variable 

x1 = independent variable i 

a = the intercept 

b1 =the slope for independent variable i 

m = the number of independent variables in the equation 

Table 3.7-1 : The summary of statistical method test for each hypotheses: Independent and 

Dependent Variables 

·' Multiple Regression Analysis 

Hypotheses Correlation Independent Variables Dependent Variable 

Hl Inter-correlation Work itself Job Performance 

H2 :Inter-correlation Salary and pay EL Job Performance 

H3 :Inter-correlation Job advancement Job Performance 

H4 :Inter-correlation Working environment Job Performance 

HS :Inter-correlation Flow of communicaf on Job Performance 

~- fgf ~!HU \)"1 -

The researcher used multiple regression technique in this research as a tool to 

answer which factor affects the dependent variable, which way each factor influences the 

dependent variable, and how much each factor influence it. 
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According to Cohen (1988), suggested the following interpretation for correlation 

in psychological research. As Cohen himself has observed, however, all such criteria are 

in some ways arbitrary and should not be observed too strictly. This is because the 

interpretation of a correlation coefficient depends on the context and purposes. A 

correlation may be very low if one is verifying a physical law using high quality 

instruments, but may be regarded as very high in the social science where there may be a 

greater contribution from complicating factor. 

Table 3.7-2: The interpretation of correlation coefficient 

Correlation Negative Positive 

Small - 0.29 to - 0.10 0.10 to 0.29 

Medium - 0.49 to - 0.30 0.30 to 0.49 

Large - 1.00 to - 0.50 0.50 to 1.00 

Source: http://en.wikipedia.org/wiki/Correlation, retrieve on 8 Oct, 2006 

LAB CIT 
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3.8Summary 

The research design needed to be considered for this study was descriptive 

approach to determine the frequency and investigate the relationship and association 

between independent variables which is job satisfaction in terms of work itself, salary and 

pay, job advancement, working environment and flow of communication and dependent 

variable which is employees' job performance in terms of its performance outcome 

which are organization development and success, individual achievement and employee 

improvement, effectiveness and efficiency, productivity, competency, quality and better 

service. The researcher used questionnaire (Five-Likert Scale) as the survey instrument in 

this study. The questions consisted of attitude's survey section which relevant to all core 

variables in the study and also demographic section. The selecting target respondents 

were384 employees both male and female of Bangkok Entertainment Co., Ltd., Bangkok, 

Thailand. Also the researcher used multiple regression technique to test the relationship 

of one dependent variable and two or more independent variables in order to test 

hypotheses. fu order to measure employees' attitude, SPSS program has been employed 

to analyze and interpret the data collected from respondents. 
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CHAPTER IV 

DATA ANALYSIS AND RESULT 

This chapter reports the findings from data analysis in order to answer the 

proposed hypotheses and research questions of this study. The interpretation of findings 

from the returned questionnaire from target respondents begins with the descriptive data 

of respondents' demographic profile and then hypotheses testing by using multiple 

regression analysis. 

4.1 Descriptive data analysis 

Descriptive statistic profile of the respondents consists of gender, age, education 

level and their., monthly income. 

Figure 4.1-1: Gender of respondents 

* 
Gender of respondents 

afta,,~ SINCE 1 969 "'-

4;11'J!J1 

Femal 
62% 

Male 

•Male 

•Female 

Figure 4.1-1 shows that from 384 totally respondents, 146 respondents are male 

while 238 respondents are female which can calculate as 38% and 62% respectively. 
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Figure 4.1-2: Age of respondents 

Age of respondents 

9010 4010 20°10 

22°10 

45% 

j • 20-25 years old 

• 26-30 years old 

o 31-35 years old 

o 36-40 years old 

• O\ler 40 years old 

Figure 4.1-2 shows that 45% are aged between 26-30 years, 22% are aged 

between 31-35 years, 20% are aged between 20-25 years, 9% are aged between 36-40 

years and the number of respondents who aged more than 40 years is just 4%. 

Figure 4.1-3: Education level of respondents 

Educatio n L evel 

ROT'. 

2 % 11% 

· • Senior High s chool 
or below than high 
school le\lel 

•Dip loma 

o Bache lor degree 

o Master degree 

Figure 4.1-3 illustrates the education level of the respondents 63.0% graduated 

from Bachelor degree, 24% graduated from Master degree, 11 % graduated from Diploma 

and 2% graduated from senior high school or below than high school level. 
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Figure 4.1-4: Income level of respondents 

Monthly Incomes 

7% 4% 10% 

18%~28% 

33% 

• Below 10, 000 Baht 

• 10,001-20,000 
Ba ht 

0 20,001-30,000 
Baht 

0 30,001-40,000 
Baht 

• 40,001-50,000 
Ba ht 

o More than 50, 000 
Ba ht 

Figure 4.1-4 represents the monthly income level of the respondents which 33% 

have income level between 20,001-30,000 Baht, 28% have income level between 10,001-

20,000 Baht, 18 % have income level between 30,001-40,000 Baht, 10% have income 

level below than 10,000 Baht, 7% have income level between 40,001-50,000 Baht and 

4% have income level more than 50,000 Baht respectively. 

ROT'. 

4.2 Multiple regression analysis 
CIT 

* 0 * Multiple regression analysis was employed as the tool for the study in testing the 

relationship between the independent variables which are job satisfaction in terms of 

work itself, salary and pay, job advancement, working environment and flow of 

communication and their effect on the dependent variable which is job performance. This 

technique can clarify the degree of each independent variable that has the influence on 

the dependent variable from the least to the most. 
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Table 4.2: Multiple regression Analysis between employees' job satisfaction in terms 
of work itself, salary and pay, job advancement, working environment and flow of 
communication and their job performance (employees of Bangkok Entertainment, 
Co.,Ltd) 

· fi~sq:ujiti;.fi,l~?;ll•T\ 1~1;~~~ 
~_-. ,,., . · ~ 

Model .. .. 

R Job satisfaction 0.391 - -
6.427 

Coefficients Constant - 1.11 Sig.(0.01 )* 
5.126 

Work itself - 0.252 Sig.(0.01)* 
2.245 

Salary and pay - 0.116 Sig.(0.025)* 
2.151 

Job advancement - 0.118 Sig.(0.032)* 
6.271 

Flow of communicatioQ r 7~~- 0.304 Sig.(0.01 )* 
*S1gmficant at the 0.05 level I-tailed 

a. Predictors: (Constant), Job satisfaction in terms of work itself, salary and pay, job 

advancement, working environment and flow of communication. 

b. Dependent Variable: Employees' job performance. 

* Remark: R2 Square Multiple Correlation 

Unstandardized Coefficients 

t* = Level of Significance 

Jj>. ~ SINCE1969 

Regression analysis Model in Table 4.2 indicates that all of independent variables 

excluded working environment (work itself, salary and pay, job advancement, and flow 

of communication) can be explained the effect on employees' job performance 

(dependent variable) at 39.1% (R2 = 0.391). It can be concluded that there is evidence for 

the relationship between these four variables which are work itself, salary and pay, job 

advancement, and flow of communication toward the employees' job performance. 
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Hypotheses 1 Testing 

Hl : There is inter-correlation between the job satisfaction in term of the work itself and 

job performance 

*Hypotheses testing at 95 percent of confidence level (Sig. < 0.05) 

From the multiple regression analysis in Table 4.2, the degree of relationship 

between job satisfaction in term of work itself and job performance with a significant 

value of 0.01 which is less than 0.05 so the null hypotheses is significant. It can be 

inferred that there is inter-correlation between work itself and employees' job 

performance. With the beta coefficient value of satisfaction in term of work itself in 

Table 4.2, represents at 0.252, it means that work itself has high contribution to explain 

the employees' job performance comparing to the other measurements of job satisfaction. 

LAB CIT 

Hypotheses 2 Testing 0 

SINCE1969 
al 

H2: There is inter-correlation between the job satisfaction in term of the salary I pay and 

job performance 

Hypotheses testing at 95 percent of confidence level (Sig. < 0.05) 
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From the multiple regression analysis in Table 4.2, the degree of relationship 

between job satisfaction in term of salary and pay and job performance with a significant 

value of 0.025 which is less than 0.05 so null hypotheses is significant. It can be inferred 

that there is inter-correlation between salary and pay and employees' job performance. 

With the beta coefficient value of satisfaction in term of salary and pay in Table 4.2, 

represents at 0.116, it means that salary and pay has lowest contribution to explain the 

employees' job performance comparing to the other measurements of job satisfaction. 

Hypotheses 3 Testing 

H3: There is inter-correlation between the job satisfaction in term of job advancement 

and job performance 

* Hypotheses testing at 95 percent of confidence level (Sig. < 0.05) 

LAB 

From the multiple regression analysis in Table 4.2, the degree of relationship 

between job satisfaction in term of job advancement and job performance with a 

significant value of 0.032 which is less than 0.05 so null hypotheses is significant. It can 

be inferred that there is inter-correlation between job advancement and employees' job 

performance. With the beta coefficient value of satisfaction in term of job advancement 

in Table 4.2, represents at 0.118, it means that job advancement has low contribution to 

explain the employees' job performance comparing to the other measurements of job 

satisfaction. 
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Hypotheses 4 Testing 

H4: There is inter-correlation between the job satisfaction in term of working 

environment and job performance 

* Hypotheses testing at 95 percent of confidence level (Sig. < 0.05) 

From the multiple regression analysis in Table 4.3.1, the degree of relationship 

between job satisfaction in term of working environment and job performance with a 

significant value of 0.918 which is more than 0.05 so null hypotheses is not significant. It 

can be inferred that there is non-correlation between working environment and 

employees' job performance. 

Hypotheses S Testing 
ROT'. 

LAB 

H4: There is inter-correlation between the job satisfaction in term of flow of 

communication and job performance 

* Hypotheses testing at 95 percent of confidence level (Sig. < 0.05) 

From the multiple regression analysis in Table 4.2, the degree of relationship 

between job satisfaction in term of flow of communication and job performance with a 

significant value of 0.01 which is less than 0.05 so null hypotheses is significant. It can be 
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inferred that there is inter-correlation between flow of communication and employees' 

job performance. With the beta coefficient value of satisfaction in term of flow of 

communication in Table 4.2, represents at 0.304, it means that flow of communication 

has highest contribution to explain the employees' job performance comparing to the 

other measurements of job satisfaction. 

4.3 Summary of Hypotheses Testing Results 

Table 4.3.1: Summary of the hypotheses testing results by using multiple regression 

analysis. 

Hypotheses Test for Relationship Ii Sig. Result 

(Multiple Regression Test) (2-tailed) 

Hl: There is inter-correlation between job satisfaction in term of 0.252 0.01 Fail to 

work itself and employees' job performance. L- , ~ reject Hl 

H2: There is inter-correlation between job satisfaction in term of 0.116 0.025 Fail to 

salary I pay and employees' job performance. reject H2 

H3: There is inter-correlation between job satisfaction in term of 0.118 0.032 Fail to 

job advancement and employees' job performance. reject H3 

H4: There is inter-correlation between job satisfaction in term of 0.006 0.918 Reject H4 

working environment and employees' job performance. 

HS: There is inter-correlation between job satisfaction in term of 0.304 0.01 Fail to 

flow of communication and employees' job performance. reject HS 

*Significant at the 0.05 level I-tailed 
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4.4 The Answers of the Research Questions 

This study aimed to examine the relationship between job satisfaction in terms of 

work itself, salary and pay, job advancement, working environment and flow of 

communication and employees' job performance. After gathering the questionnaire from 

the target respondents, the result shown from data analysis can answer the research 

questions as following: 

Research Question 1: Are there relationships between job satisfaction in terms of work 

itself and employees' job performance? 

Table 4.2 presents the multiple regression analysis of the relationship between job 

satisfaction in terms of work itself and employees' job performance. The significant 

value of the work itself is at 0.01, which is less than 0.05, so null hypothesis is 

significant. It can conclude that there are the relationship betwee~ job satisfaction in 

terms of the work itself and employees' job performance. Referring to the beta coefficient 

value of the work itself in Table 4.2, represents at 0.252, it implies that the work itself has 

high contribution to explain the employees' job pert'ormance. 

Research Question 2: Are there relationships between job satisfaction in terms of salary 

and pay and employees' job performance? 

Table 4.2 presents multiple regression analysis of the relationship between job 

satisfaction in terms of salary and pay and employees' job performance. The significant 
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value of the salary and pay is at 0.025, which is less than 0.05, so null hypothesis is 

significant. It can conclude that there are the relationship between job satisfaction in 

terms of salary and pay and employees' job performance. Referring to the beta coefficient 

value of salary and pay in Table 4.2 represents at 0.116, it implies that salary and pay has 

lowest contribution to explain the employees' job performance. 

Research Question 3: Are there relationships between job satisfaction in terms of job 

advancement and employees' job performance? 

Table 4.2 presents multiple regression analysis of the relationship between job 

satisfaction in terms of job advancement and employees' job performance. The 

significant value of the job advancement is at 0.032, which is less than 0.05, so null 

hypothesis is significant. It can conclude that there are the relationship between job 

satisfaction in terms of job advancement and employees' job performance. Referring to 

the beta coefficient value of job advancement in Table 4.2, represents at 0.1 18, it implies 

that job advancement has low contribution to explain the employees' ·ob performance. 

~ ~ SINCE1969~ 

Research Question 4: Are there relationships between job satisfaction in terms of 

working environment and employees' job performance? 

Table 4.3.1 presents multiple regression analysis of the relationship of the 

relationship between job satisfaction in terms of working environment and employees' 

job performance. The significant value of the working environment is at 0.918, which is 

more than 0.05, so null hypothesis is not significant. It can conclude that there are no 
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relationship between job satisfaction in terms of working environment and employees' 

job performance. Referring to the beta coefficient value of working environment in Table 

4.3.1, represents at 0.006, it implies that working environment has no contribution to 

explain the employees' job performance. 

Research Question 5: Are there relationships between job satisfaction in terms of flow 

of communication and employees' job performance? 

Table 4.2 presents multiple regression analysis of the relationship between job 

satisfaction in terms of flow of communication and employees' job performance. The 

significant value of the flow of communication is at 0.01, which is less than 0.05, so null 

hypothesis is significant. It can conclude that there are the relationship between job 

satisfaction in terms of flow of communication and employees' job performance. 

Referring to the beta coefficient value of flow of communication in Table 4.2, represents 

at 0.304, it implies that flow of communication has highest contribution to explain the 

employees' job performance. 0 * 
'Jp. ~ SI N C E l 9 6 9 at ~Q\ 
1~,,,!/1at1a1'~~ 
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CHAPETRV 

RECOMMENDATION AND CONCLUSION 

This chapter includes a summary of the entire study which is summary of the 

findings, discussion, and conclusion, implication for practice and recommendation for 

further study. 

5.1 Summary of the study 

This research project was conducted by using multiple regression technique to 

investigate and examining employees' job satisfaction in terms of work itself, salary and 

pay, job advancement, working environment and flow of communication and their 

influence employees' job performance. Bangkok Entertainment Co., Ltd. has been chosen 

as the case study for this paper because the company is well-known and gain acceptance 

from Thai people as the leading television broadcasting. The company' s core business is 

to produce and broadcast the various kind of interesting and creative TV program for a 

long time. The sample size of this study included the employees of Bangkok 

Entertainment. The target respondent needed was 384 numbers of employees. Primary 

data was collected through structured questionnaires. The questions have been projected 

from the main variables of the study which is independent variable, job satisfaction 

measured by the work itself, salary and pay, job advancement, working environment and 

flow of communication and the dependent variable which is job performance in terms of 

its outcome which are organizational development and success, individual achievement 
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and employees' improvement, effectiveness and efficiency, productivity, competency and 

quality and better service. 

5.2 Summary of the findings 

From gathering and analyzing the primary data from the target respondents at 

Bangkok Entertainment Co., Ltd., the findings shown the respondents' personal 

demographic profile and also the relationship between independent variable which is job 

satisfaction in terms of work itself, salary and pay, job advancement, working 

environment and flow of communication and dependent variable which is job 

performance. The findings can summarize the research hypotheses and answer research 

questions as following: l=' -
Hypotheses 1: Job satisfaction m terms of work itself is inter-correlated with job 

performance. 

Research Question 1: Are there any relationship between employees' job satisfaction in 

terms of work itself and their job perforn;iai;ice? 

The result from multiple regressions analysis in table 4.2 shown, the significant 

value for the work itself toward job performance is at 0.01, which is less than 0.5. Thus, it 

means the hypothesesl is significant. And the answer for the research question number 1 

is that there is a relationship between job satisfactions in terms of work itself toward 

employees' job performance. 
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Hypotheses 2: Job satisfaction in terms of salary and pay is inter-correlated with job 

performance. 

Research Question 2: Are there any relationship between employees' job satisfaction in 

terms of salary I pay and their job performance? 

The result from multiple regressions analysis in table 4.2 shown, the significant 

value for salary and pay toward job performance is at 0.025, which is less than 0.5. Thus, 

it means the hypotheses2 is significant. And the answer for the research question number 

2 is that there is a relationship between job satisfactions in terms of salary and pay toward 

employees' job performance. 

Hypotheses 3: Job satisfaction in terms of job advancement is inter-correlated with job 

performance. 

Research Question 3: Are there any relationship between employees; job satisfaction in 

terms of job advancement and their job performance? CIT 

* 
The result from multiple regressions analysis in table 4.2 shown, the significant 

value for job advancement toward job performance is at 0.032, which is less than 0.5. 

Thus, it means the hypotheses3 is significant. And the answer for the research question 

number 3 is that there is a relationship between job satisfactions in terms of job 

advancement toward employees' job performance. 
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Hypotheses 4: Job satisfaction in terms of working environment is inter-correlated with 

job performance. 

Research Question 4: Are there any relationship between employees; job satisfaction in 

terms of working environment and their job performance? 

The result from multiple regressions analysis in table 4.3. l shown, the significant 

value for working environment toward job performance is at 0.918, which is more than 

0.5. Thus, it means the hypotheses4 is not significant. An,d the answer for the research 

question number 4 is that there is no relationship between job satisfactions in terms of 

working environment toward employees' job performance. 

Hypotheses 5: Job satisfaction in terms of flow of communication is inter-correlated with 

job performance. 

Research Question 5: Are there any relationship between employees; job satisfaction in 

terms of flow of communication and their job performance? 

* * 
The result from multiple regressions analysis in table 4.2 shown, the significant 

value for flow of communication toward job performance is at 0.01, which is less than 

0.5. Thus, it means the hypotheses5 is significant. And the answer for the research 

question number 5 is that there is a relationship between job satisfactions in terms of flow 

of communication toward employees' job performance. 
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From all above hypotheses, it can be concluded that every measurements of job 

satisfaction (hypotheses 1, 2, 3, and 5), except the working environment in hypothesis 4 

have the significance influence on the employees' job performance. 

5.3 Discussion of the research findings 

Job satisfaction refers to the quality add value of consequences already 

experienced as a result of performance. It is the overall attitude of a person towards his 

work (Rue and Byars, 1980) while performance refers to the output measured from a task 

or goal accomplishment in terms of quantity and quality of inclJ.vidual (Rue and Byar, 

1997). Apart from the shown significant value from the job satisfaction in terms of work 

itself, salary and pay, job advancement, and flow of communication that related to the job 

performance, the beta coefficient values are also stated to predict the co tribution level of 

each independent variable toward the job performance. 
RI /.. 

5.3.l Work itself 
LAB CIT 

* 0 * 
S1Nrl= 1969 o1.o\ 

The research's result for this independent variable is consistent with the research 

hypotheses and research question. From the multiple regression analysis, the finding 

illustrates relationship between work itself and job performance with significant value at 

0.01. Also the beta coefficient value of the work itself has high contribution to job 

performance of the employees. From all four satisfactions' measurements in this study 

which consisted of work itself, salary and pay, job advancement and flow of 
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communication, work itself were ranged in the second level of influence toward 

employees' job performance. 

This finding can imply that the matter of the work characteristics can lead to the 

performance improvement of employees in the organization. The challenging and 

meaningful work, the ability and knowledge relevant to the work, the power to have some 

control over the work and also the clear direction leading to pursue the work are the 

elements that the target respondents agree on their P,resence and they are supposed to be 

matter not only for fu lfilling employees' job satisfaction but also for increasing their 

performance in working. 

As work it self according to Locke (1969), is the extent to which job are 

considered interesting, challenging and provide opportunity for learning and improving. 

Employees' daily work and their routine activities should serve as powerful interval 

motivational force that organization could capitalize upon for wide-spread and long time 

organizational benefit. Managers can take work itself and use it as the motivational tool 

to enhance employees' job satisfaction. This approach has given rise to the dramatic 

increase in performance (John L, 2001). Perhaps most important to employee motivation 

is helping individuals believe that the work they are doing is important and that their 

tasks are meaningful. Emphasize that their contributions to the practice result in positive 

outcomes. Make a big deal out of meaningful tasks that may have become ordinary. Of 

course, employees may not find all their tasks interesting or rewarding, but the company 

should show the employee how those tasks are essential to the overall processes that 

make the practice succeed. The company may find certain tasks that are truly unnecessary 
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and can be eliminated or streamlined, resulting in greater efficiency and satisfaction and 

also lead to satisfaction (Syptak:, 1999). 

Because Bangkok Entertainment Co., Ltd. is the media company so work itself is 

the element that is rather important. General people perceive the company's image as the 

famous and successful in producing a variety of TV programs. Entertainment field is 

challenging and meaningful enough to fulfill individual self-esteem because their work is 

meaningful to them. 

5.3.2 Salary and pay 

The researcb's result for this independent variable is consistent with the research 

hypotheses and research question. From the multiple regression ana~ysis, the finding 

illustrates relationship between salary and pay and job performance with significant value 

at 0.025. Also the beta coefficient value of the salary and pay has lowest contribution to 

job performance of the employees. From all four satisfactions' measurements in this 

study which consisted of work itself, salary and pay, job advancement and flow of 

communication, salary and pay were ranged in the fourth level of influence toward 

employees' job performance. 

This finding can imply that the matter of the salary and pay can somehow also 

lead to the performance improvement of employees in the organization. Salary, bonus, 

welfare, overtime payment and also the appropriated reward system in the organization 

should not be overlooked as it is relevant to the employees' satisfaction and attitude 
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toward their work although their degree of the influence on the job performance will be 

lowest comparing to the others independent variables in the study. 

Extrinsic motivation refers to motivation from outside such as money and pay 

(Garrisson and Bly, 1997). Pay in this regard is adequate salary, reward system, and other 

benefits are considered for measuring employees' job satisfaction (Locke, 1969). Salary 

and pay should serve to motivate performance by satisfying work-related needs. In most 

cases, they have been found to be positively associated with performance (Andrew D. 

Szilagyi, Jr., 1980). Empirical findings by Ting (1997) show that salary and pay, as well 

have significant effects on job satisfaction. The old adage "you get what you pay for" 

tends to be true when it comes to staff members. Salary is a motivator for employees, as 

they do want to be paid fairly. If individuals believe they are not compensated well, they 

will be unhappy working for the company and this can lead to unsatisfied performance as 

well. Consult salary surveys or even the company's local help-wanted ads to see whether 

the salaries and benefits the company is offering are comparable to those of other offices 

in its area. In addition, make sure the company has clear policies related to salaries, raises 

and bonuses (Marsland, 1999). SINCE1969~ 

The salary and pay system of Bangkok Entertainment Co., Ltd. is normally 

considered according to employees' qualification regarding level of education. Also the 

degree of ability and skills for the relevant work for instance, the skill for post

production, director, or even the reporter are specifically considered appropriately to 

motivate people. The company also provides the welfare and bonus to satisfied 

employees' need. 
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5.3.3 Job advancement 

The research's result for this independent variable is consistent with the research 

hypotheses and research question. From the multiple regression analysis, the finding 

illustrates relationship between job advancement and job performance with significant 

value at 0.032. Also the beta coefficient value of the work itself has low contribution to 

job performance of the employees. From all four satisfactions' measurements in this 

study which consisted of work itself, salary and pay, job advancement and flow of 

communication, job advancement were ranged in the third level of influence toward 

employees' job performance. 

This finding can imply that the matter of the job advancement can lead to the 

performance improvement of employees in the organization. The promotion opportunity, 

training, seminar, certificate and HR development program are the elements that the 

target respondents agree on their presence and they are supposed to be matter not only for 

fulfilling employees' job satisfaction but also for increasing their performance in working. 

v 

The chance for advancement in an organization or promotion opportunity seems 

to have a varying effect on job satisfaction. This is because promotion takes a number of 

different forms and is companied by a variety of benefit. Employees' performance 

attribution is related to judgments regarding their career advancement prospects 

(Nkereuwem E.E., 1996). Reward loyalty and performance with advancement. If the 

company does not have an open position to which to promote a valuable employee, 
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consider giving him or her a new title that reflects the level of work he or she has 

achieved. When feasible, support employees by allowing them to pursue further 

education, which will make them more valuable to your practice and more fulfilled 

professionally (Marsland, 1999). 

Bangkok Entertainment Co., Ltd. is considering the promotion system mostly 

from direct job performance such as the presence or absence rate per year, the ability in 

handling work assigned and this probably can be easured by the audience in terms of 

producing any specific TV program with successful rating guaranteed. For example, the 

outstanding qualified reporter has the chance to be the representative to join the seminar 

oversea. 

5.3.4 Working environment 

or 

The research' s result for this independent variable is non-consistent with the 

research hypotheses and research question. From the multiple regression analysis, the 

finding illustrates non-relationship between working environment and job performance 

with significant value at 0.918 which is more than 0.5. This is only one independent 

variable that the hypotheses is not significant. 

This finding can imply that for this company employees probably perceive and 

agree on the important of both physical and psychological environment in the aspects that 

can satisfied them in someway, but it doesn't impact on their job performance in any way. 
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Work environment refers to psychical conditions such as lighting, noise and 

temperature and also psychological condition such as relationship among employees in 

the organization or leadership style. There is assumption that work environment can 

fulfill the individual requirement in term of satisfaction and it should be viewed not as 

direct determinant of employees' job performance but as modifying the affect of role 

perception (Rue & Byars, 1995). The environment in which employees work has a 

tremendous effect on their level of pride for themselves and for the work they are doing. 

Do everything the company can to keep your equipment and facilities up to date. Even a 

nice chair can make a world of difference to an individual's psyche. Also, if possible, 

avoid overcrowding and allow each employee his or her own personal space, whether it is 

a desk, a locker, or even just a drawer. If the company placed its employees in close 

quarters with little or no personal space, don't be surprised that there is tension among 

them. The work place environment of the organization that is conducive can promote 

good working relationship and satisfaction because most employees value pleasant 

working environment. Nevertheless, failure to consider this important aspect can result in 

employee enhancement in job performance (George L. Frunzi, Ed. D. and Patrick E. 

Savini, Ed. D., 1997). 

According to Hawthorne study, it stated that it is not because of psychical factors 

Elton (1920) made change on their working condition, but because people knew that they 

were being observed so for this, all cased, productivity improved. By the way, the 

findings of this study showed the negative relationship between work environment and 

job performance. 
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Bangkok Entertainment Co., Ltd. is rather strict with the security system as there 

are lots of people under their responsibly so the company want to assure that they will be 

save under their working condition. The facilities provided in the company help people 

facilitate their work. Also the company usually support and hold the activities to make 

their employees become more participated, united and cooperated in order to satisfied 

their social belonging needs in both formal and informal ways for example, the company 

hold aerobic class for employees every evening after working hours to make their people 

relax, healthy and harmonious. 

5.3.5 Flow of communication 

The research's result for this independent variable is consistent with the research 

hypotheses and research question. From the multiple regression analysis, the finding 

illustrates relationship between flow of communication and job performance with 

significant value at 0.01. Also the beta coefficient value of the work itself has high 

contribution to job performance of the employees. From all four satisfactions' 

measurements in this study which consisted of work itself, salary and pay, job 

advancement and flow of communication, work itself were ranged in the first level of 

influence toward employees' job performance. 

This finding can imply that the matter of the flow of communication can lead to 

the performance improvement of employees in the organization. The upward, downward 

and lateral flow of communication, all are essential things that target respondents are 
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strongly agree on their existing and they are supposed to be very matter not only for 

fulfilling employees' job satisfaction but also for increasing their work performance. 

Communication is the way information flows around the organization. It can 

strengthen the relationship among people both for personal development and individual 

growth satisfaction and also lead to performance improvement (Nagy, 2002). It is the 

process and flow of sharing information. Feedback links a sender to a receiver. This 

requires a symbolic activity, sometimes via a language. Co~unication is based on the 

idea of respect, promises, and the want for social and organizational improvement. 

Effective communication is an essential component of organizational success whether it 

is at same level, upward or downward (Richard, 1997). 

Bangkok Entertainment Co., Ltd. is the media company so effective 

communication is utmost required for this work. The accuracy and clarify of information 

is very important for the company as the company act as the information provider for the 

audience so every flow of communication needs to be accurate. All communication tools 

and equipment are periodically recheck the condition to facilitate and save time for the 

organization also to make sure that they would not be the obstacle for every flows of 

communication. Face to face meeting between supervisor and subordinate is needed for 

brainstorm the creative idea and choose the best thing to present to the audience. 
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5.4 Conclusions 

The research has been conducted to examine the effect of employees' job 

satisfaction in terms of work itself, salary and pay, job advancement, working 

environment and flow of communication on their job performance for Bangkok 

Entertainment Co., Ltd. The core work of the company is to source and produce a variety 

of quality and creative TV programs for Thai people. The company acts as the giant 

media in connecting people with the adaptive outside world. 

The study used questionnaire to survey the attitude of totally 384 target 

respondents as the sample population according to the relevant variables stated above. 

The questions in the questionnaire have divided into 3 main parts according to job 

satisfaction, job performance and respondents' demographic profile respectively. Job 

satisfaction's measurements used in this study are work itself, salary I pay, job 

advancement, working environment and flow of communication while job performance's 

measurements used in this study came from the organization's desire outcome namely, 

organizational development and success, individual achievement and employees' 

improvement, effective and efficiency, productivity, competency and better quality and 

service. 

After gathering all primary data from target respondents, the researcher used 

multiple regression technique to analyze and answer the research hypotheses and research 
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questions proposed in chapter 1. The table below had summarized the results of 

hypotheses testing for all variables. 

Table: 5.4: The summary of the results for all Hypotheses testing of the study 

Hypothesis Test for Relationship p Sig. Result 
(Multiple Re2ression Test) 

Support There is correlation between employees' job 0.252 0.01 Fail to 
Hypothesis 1 satisfaction in terms of work itself and their job reject Hl 

performance 
Support There is correlation between employees' job 0.116 0.025 Fail to 

Hypothesis 2 satisfaction in terms of salary I pay and their job reject H2 
performance 

Support There is correlation between employees' job 0.118 0.032 Fail to 
Hypothesis 3 satisfaction in terms of job advancement and their reject H3 

job performance 
Not support There is correlation between employees' job 0.006 0.918 RejectH4 

Hypothesis 4 satisfaction in terms of working environment and 
their job performance 

Support There is correlation between employees' job 0.304 0.01 Fail to · 
Hypothesis 5 satisfaction in terms of flow of communication and reject HS 

their job performance ~ 
*Si nificant at the 0.05 level 1-tailed ,~Ill ·-g 

Challenging work can stimulate employees' job satisfactio and effort to create 

higher performance. Appropriate and equally pay system can also encourage and fulfill 

employees' need, once they are satisfied with their return reward resulting from the effort 

they put on their work, they logically tend to keep improving and developing their 

individual achievement. Every employee seeks for the opportunity for growth especially 

in career aspects in order to fulfill their ego and self-actualization needs. If the company 

can serve their needs by providing for example promotion opportunity when they can 

reach the set goal with outstanding work outcome, this policy can arouse them to strive 

for performing effective work. Effective communication flow is the key determinant that 
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can bring whole organization to the success. It is the intermediary that connects 

employees and the organization. It shows the level of cooperation, leads to organizational 

development and performance improvement. 

The results also show the degree of association that flow of communication, work 

itself, job advancement and salary and pay has the significance related to job performance 

respectively. However, working environment in the finding shown no relationship to job 

performance. 

5.5 Implication for practice 

Job performance is one of the most important work outcomes. It is the variable in 

organizations that is most often measured and that is most attention. This makes sense, 

since the success or the failure of an organization depends on performance of its 

employees. Performance appraisal is very important strategy for the company to evaluate 

their people work outcome about the effectiveness on their assigned works. And the most 

important thing is job performance is the indicator for employees' and company's 

success. According to the research questions and hypotheses testing, the findings reveal 

that job satisfaction in terms of flow of communication, work itself, job advancement and 

salary and pay are considered as the indicators influencing on job performance 

respectively. Although working environment in this study has no association to job 

performance, it is also important in the aspect for building up the employees' pleasant 

work place environment which can fulfill their satisfaction in the certain level. 
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Therefore, this research can be developed as the implication for the real practice 

separately according to each core variables in the study as following: 

5.5.1 Flow of communication 

Communication is the effective tool for company's success as it can convey all 

information needed, the company's policies and idea for solve the problem from 

downward, upward and even lateral flo and also boost up the interpersonal relationship 

among workplace, as people will perceive that they really get involved and really be the 

part of the compan . HR management of Bangkok Entertainment Co., Ltd. should 

concern about the effective flow of communication that is actually used. Decentralization 

is useful not to let the works too stuck in central part to prevent the complication and 

duplication. Manager or supervisors should periodically and regularly provide the work 

feedback for subordinate to assess their work performance so they can improve 

themselves and correct the problem in time. Also they should receive the clear 

information and direction about their work so they can perform their work accurately and 

effectively. Sometimes, it is useful to allow them to provide any suggest and opinion in 

solving the problem or developing their work. Cooperation among co-workers also can 

pave the way to organization's success. The company should hold the activities that make 

their people can join together and support their relationship in creating the good and 

friendship atmosphere among them. 
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5.5.2 Work itself 

As actual works or routine activities of the employees of Bangkok Entertainment 

Co., Ltd. can give them the feeling of interesting, challenging or boredom, thus, it is 

important for the company. The company should redesign their employees' work to make 

them become more enthusiasm and willingness to work, match their work with their 

ability appropriately. Keeping developing innovative program and even the executive 

vision can arouse their people sense of proud of their work. Allow them to have some 

control over their job sometimes and keep developing their thinking skills to solve the 

problem or propose any creative idea that is beneficial to both individual growth need and 

the company itself. 

5.5.3 Job advancement 

ROT'. 

Bangkok Entertainment Co., Ltd. should provide the promotion opportunity and 

career advancement to their employees in order to make them become more satisfied, 

more committed to their supervisor, their work and also the company. Once people 

believe and perceive that there are the opportunities for them to grow up in their career 

existing, they tend to input their effort and ability to implementing the effective and 

superior task. The company should support the new generation but should not ignore their 

pilot team as well. The promotion policy should come from performance based not 

seniority system in order to increase the new generation become more enthusiasm in their 

work and still keep the senior staff maintain their competitive ability. Also the company 
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should provide training program along their people career path step by step appropriately 

or even allow them to attend work shop to develop their work at oversea sometime 

needed. The company should reward and promote their people equally once any set goal 

can be accomplished successfully. Job advancement is essential for people since it can 

fulfill both self-esteem and self-actualization for them. Also it can help the company keep 

and promote their existing high performers. 

5.5.4 Salary and pay 

Bangkok Entertainment Co., Ltd. should assure its employees that their effort, 

intention, ability, loyalty and time they put into their work are worthy of the money they 

receive in return. As people believe that their particular effort should lead to particular 

reward. Appropriate and adequate salary and pay system of the company can promote 

and encourage people's morale to contribute to their work. Salary and pay are also the 

key determinants to make people become satisfied with their job and organization. 

Bangkok Entertainment should implant the concept about salary and pay that it will vary 

based on their people's work performance. The more they contribute to the company, the 

more they will get reward in return. Bonus and incentive will be available appropriately 

according to their work outcome and everything they do; it would be able to measure. For 

example, once they involve in any particular show, it can be measured by advertising in 

air time or rating from audience. 
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5.5.5. Working environment 

As the result from this case study shown that working environment do not have 

relationship with job performance, it can be said that by the way it is still the important 

element that can create and increase employees' satisfaction. Working environment can 

interpret in both physical and psychological or social aspect. Bangkok Entertainment Co., 

Ltd. should concern about the design space, the cleanliness, the good relationship among 

people in work place, at least, make them want to come to work and can enjoy their work 

life and create pleasant working environment at work observationally. The company 

should reinforce their people to become more happy and willing to work by providing the 

fun activities to do together at workplace. 

5.6 Recommendation to further study 

Assuring job satisfaction, over the long term, requires careful planning and effort 

both by management and by workers. Managers are encouraged to consider the theories 

and creating a good blend of factors that contribute to a stimulating, challenging, 

supportive, and rewarding work environment is vital. If job satisfaction is a worker 

benefit, surely the worker must be able to contribute to his or her own satisfaction and 

well-being on the job. Good management has the potential for creating high morale, high 

productivity, and a sense of purpose and meaning for the organization and its employees. 

Also managers who are serious about the job satisfaction of workers can also take other 

deliberate steps to create a stimulating work environment. Probably the most important 

89 



point to bear in mind when considering job satisfaction is that there are many factors that 

affect job satisfaction and that what makes workers happy with their jobs varies from one 

worker to another and from day to day. 

Tiris study provides the empirically evidence supporting theoretical and conceptual 

framework that indicate the relationship between the independent variables and 

dependent variable. The findings reveal that flow of communication, work itself, job 

advancement and salary and pay respectively do affect employees' job performance. 

For further study, this research framework could be applied to the other cases 

probably in the other kinds of business to predict and investigate the relationship and 

degree for each independent variables affecting on the dependent variable, job 

performance referring to the academic knowledge from the set of literature related to this 

field of management science that previously mentioned in chapter 2. Also it can provide 

the suggestion and recommendation to develop the company's effective policies to 

manage their people as well. Moreover, apart from stressing on only five independent 

variables specified in this study, further study can also think out more effective 

determinants and measurements relevant in creating employees' job satisfaction and 

motivation such as commitment and human relation movement and examine about their 

relationship with job performance in different, creative and beneficial way to expand the 

scope of the study and gain additional insight for the study and company to become more 

recognize to the importance of human resource management. 
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APPENDIX A 
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Employee's attitude Survey 

Dear Thai TV3' s workers 

This questionnaire is a part of MSC research in Management studies. It deals with 

workers' attitude in terms of job satisfaction and its relation with job performance. 

This questionnaire consists of three main sections which are relevant to job satisfaction, 

job performance and respondent' s demographic profile respectively. Please respond by 

ticking the number that best corresponds to how much you agree or disagree with each 

statement. You can choose only one scale in each statement that describes the best or 

closest of your opinion. Please use the same method in answering part I & II. Each 

statement would be based on the following five Likert scale; 

Strongly Disagree (SD) 
ROT 

=1 

Somewhat Disagree (D) = 2 

CIT 
Neither Agree nor Disagree (M) = 3 

Somewhat Agree (A) 

Strongly Agree (SA) 

It will take about 5 - 10 minutes to complete this questionnaire 



Part I. Job Satisfaction 

Work itself 

1. I am satisfied with my challenging work 

2. I am satisfied because my work is meaningful to me 

3. I am satisfied that I have chance to exercise my abilities and 

knowledge on my assigned task 

4. I am satisfied when I have been delegated some power to over 

my work 

5. I am satisfied when I have clear direction in pursuing my work 

Salary and pay 

6. I am satisfied with my salary because it is worthy enough of 

the effort I put on my work 0 rH RI I. 

7. I am satisfied with the annual bonus I receive from the 

company 
A. 

8. I am satisfied with the welfare benefit the company offer to me 

9. I am satisfied when I receive overtime payment 

10. I am satisfied when my outstanding performance has been 

observed and rewarded appropriately 

SD D 

1 2 

* 

M A SA 

3 4 5 



Job advancement 

11. I am satisfied with growth potential (promotion) the company 

offer to me 

12. I am satisfied with the technical training the company 

continuously offer for me for potential development 

13. I am satisfied when I have a chance to attend the seminar in 

the other countries to exchange and increase knowledge 

relating to my work 

14. I am satisfied when I get the certificate of achievement once I 

can achieve the set goal 

15. I am satisfied when the company offer employees' 

development program 
LAB CIT 

Working environment 

16. I am satisfied with the job security system of my company 

17. I am satisfied with the company's physical working condition 

18. I am satisfied with the good relationship I have with my co

workers 

19. I am satisfied with the good relationship I have with my 

supervisors 

20. I am satisfied with the good relationship I have with my 

subordinates 

SDDMASA 

1 2 3 4 5 

* 



SDDMASA 

1 2 3 4 5 

Flow of communication 

21. I am satisfied when I receive the needed and important 

information from my supervisor about my work 

22.I am satisfied when I know the news, activities and any 

movement of the company 

23.I am satisfied when I regulatdy get the feedback on my Y 
progress and effectiveness about my work ~ 

24.I am satisfied if I can propose my idea to my supervisor 

25.I am satisfied once I can experience the sense of cooperative 

spirit among my co-workers 

ROT1t, f> IE 

LABO CIT 



Part II. Job performance SD D M A SA 

1 2 3 4 5 

26. When I am satisfied with my work, I have ability and 

potential to develop the organization's effectiveness 

27. When I am satisfied with my work, I l~ to keep impr()vi~g 

my_ performance to achieve the organizational go~l 

28. When I am satisfied with my work, I can perform more 

effective work 

29. When I am satisfied with my work, I can utilize _ t~e comp3?.y 

resource more efficiency 

30. When I am satisfied wlth my work, I can create better work 

outcome 

31. When I am satisfied with my work, I have competency to 

solve the problem effectively 
RI 

32. When I am satisfied with my work, my advisor and clients 

always recognize on my work quality 

SINCF1969 
ol 



Part III. Personal Data 

1. Gender 

Male Female 

2.Age 

_ 20 - 25 years old _ 26 - 30 years old 

_ 31-35 years old _ 36 - 40 years old 

_ Over 40 years old 

3. Education level 

_ High school or lower 

_Bachelor degree 

4. Income 

_Below 10,000 Baht _ 10,000 - 20,000 Baht 

_ 20,001 - 30,000 Baht _ 30,001 - 40,000 Baht 

_ 40,001 - 50,000 Baht _ More than 50,000 Baht 

ROT 

LAB CIT 

Ms. Patcharapa Chantacharoenchok 

Master of Science Program in Management 

Assumption University 

© Thank you very much for your participation © 
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Reliability - Pilot test 

Case Processing Summary 

N % 
Cases Valid 30 100.0 

Excluded( a) 0 .0 
Total 30 100.0 

a Llstw1se deletion based on all variables in the procedure. 

Work itself 

Reliability Statistics 

Cronbach's 
Alpha N of Items 

.808 

I am satisfied with my 
challenging work 

I am satisfied because my 
work is meaningful to me 

I am satisfied that I have 
chance to exercise my 
abilities and knowledge on 
my assigned task 

I am satisfied when I have 
been delegated some 
power to over my work 

I am satisfied when I have 
clear direction in pursuing 
my work 

5 

Item-Total Statistics 

Scale 
Scale Mean if Variance if 
Item Deleted Item Deleted 

15.20 6.855 

14.97 7.206 

R07 15.00 7.310 

LA 
15.40 6.041 

15.17 _, F 7.730 

,..,, 
Corrected Cronbach's 
Item-Total Alpha if Item 
Correlation Deleted 

.678 .745 

~ 
.484 .807 

l:=it 
RI I. .514 .795 

CIT .690 .739 

cl. 
.677 .761 

According to Sekaran (1992), the acceptable value for Cronbach' s Alpha 

coefficient is at least 0.6. The result of reliability statistics testing of Cronbach' s 

Alpha for the independent variable, works itself composing with 5 items, is .808. 

Thus, it can be concluded that this variable is reliable in testing hypothesis for the 

study. 



Reliability 

Salary and pay 

Reliability Statistics 

Cronbach's 
Aloha N of Items 

.852 5 

Item-Total Statistics 

Scale Corrected Cronbach's 
Scale Mean if Variance if Item-Total Alpha if Item 
Item Deleted Item Deleted Correlation Deleted 

I am satisfied with my 
salary because it is worthy >' enough of the effort I put on 11.00 12.690 .478 .864 
my work 

i am satisfied with the 
annual bonus i receive from 11 .07 10.754 .656 .824 
the company 

i am satisfied with the 
welfare benefit the 11 .00 10.069 .789 .788 
company offer to me l=' 
i am satisfied when i -receive overtime payment 10.80 10.234 .676 .820 

i am satisfied when my ~ outstanding performance 
has been observed and ROT'. 10.67 10.368 RIEL .732 .804 
rewarded appropriately 

LAB CIT 

According to Sekaran (1992), the acceptable value for Cronbach's Alpha 

coefficient is at least 0.6. The result of reliability statistics esting of Cronbach' s 

Alpha for the independent variable, salary and pay composing with 5 items, is .852. 

Thus, it can be concluded that this variable is reliable in testing hypothesis for the 

study. 



Reliability 

Job advancement 

Reliability Statistics 

Cronbach's 
Aloha N of Items 

.739 5 

Item-Total Statistics 

Scale Corrected Cronbach's 
Scale Mean if Variance if Item-Total Alpha if Item 
Item Deleted Item Deleted Correlation Deleted 

i am satisfied with growth 
potential (promotion) the 13.23 8.530 .260 .774 
company offer to me 

" I am satisfied with the 
techincal training the 
company continously offer 13.17 6.833 .681 
for me for potential 
development 

i am satisfied when i have 
chance to attend seminar in 
the other countries to 
exchange and increase 13.30 6.286 .747 .596 
knowledge relating to my 
work l:=it 
i am satisfied when i get R07 RI 
the certificate achievement 
once i can achieve the set 13.00 7.103 .492 .698 
goal LA CIT 
i am satisfied when the 
comapny offer employees' 

.504 .694 development program 13.30 7.390 
ol. ,,. 

According to Sekaran (1992), the acceptable value for Cronbach' s Alpha 

coefficient is at least 0.6. The result of reliability statistics testing of Cronbach' s 

Alpha for the independent variable, job advancement composing with 5 items, is .739. 

Thus, it can be concluded that this variable is reliable in testing hypothesis for the 

study. 



Reliability 

Working environment 

Reliability Statistics 

Cronbach's 
Alpha N of Items 

.791 5 

Item-Total Statistics 

Scale Corrected Cronbach's 
Scale Mean if Variance if Item-Total Alpha if Item 
Item Deleted Item Deleted Correlation Deleted 

i am satisfied with the job 
security system of my 14.70 6.562 .590 .746 
company 

i am satisfied with the 
company physical 14.43 6.116 .562 .755 
working condition 

i am satisfied with the 
good telationship i have 14.57 6.116 .623 .733 
with my co-workers 

~ i am satisfied with the 
good relationship i have 14.43 6.323 .508 .774 
with my supervisors 

i am satisfied with the 
good relationship i have 14.40 6.869 .594 .749 
with my subordinates 

According to Sekaran (1992), the acceptable value for Cronbach's Alpha 

coefficient is at least 0.6. The result of reliability statistics testing of Cronbach' s 

Alpha for the independent variable, job advancement composing with 5 items, is .791. 

Thus, it can be concluded that this variable is reliable in testing hypothesis for the 

study. 



Reliability 

Flow of communication 

Reliability Statistics 

Cronbach's 
Alpha N of Items 

.845 5 

Item-Total Statistics 

Scale Corrected Cronbach's 
Scale Mean if Variance if Item-Total Alpha if Item 
Item Deleted Item Deleted Correlation Deleted 

i am satisfied when i 
receive the needed and 

" 
important information from 14.90 7.748 .587 .830 
my supervisor about my 
work 

i am satisfied when i know 
the news, activities and any 
movement of the company 15.07 5.720 .845 .755 

i am satisfied when i 1J:' regularly get the feedback 
on my progress and -effectiveness about my 

14.77 8.392 .694 .815 

work l:=it 
i am satisfied if i can R07 RI I. 
propose my idea to my 14.90 6.645 .700 .802 
supervisor 

i am satisfied once i can LAB CIT 
experience the ense of 
cooperativr spirit among my 14.63 8.792 .532 .844 
co-workers 

According to Sekaran (1992), the acceptable value for Cronbach's Alpha 

coefficient is at least 0.6. The result of reliability statistics testing of Cronbach's 

Alpha for the independent variable, flow of communication composing with 5 items, 

is .845. Thus, it can be concluded that this variable is reliable in testing hypothesis for 

the study. 



Reliability 

Job Performance 

Reliability Statistics 

Cronbach's 
Alpha N of Items 

.878 7 

Item-Total Statistics 

Scale Corrected Cronbach's 
Scale Mean if Variance if Item-Total Alpha if Item 
Item Deleted Item Deleted Correlation Deleted 

when i am satisfied with 
my work, i have ability and 
potentail to develp the 23.07 11.168 .721 .864 
organization's 
effectiveness 

when i am satisfied with 
my work, i learn to keep 
improving my performance 23.20 8.579 .766 .848 
to ahcive the 
organizational goal ~ 
when i am satisfied with 
my work, i can perform 23.17 10.351 .809 .849 
more effective work 

when i am satisfied with 
my work, i can ultilize the 
company resource more R 23.23 10.323 eRI .731 .854 
efficiency 

when i am satisfied with 
my work, i can create L 23.53 8.326 CIT .766 .850 
better work outcome 

when i am satisfied with 
my work, i have '1 competency to solve the .461 .884 
problem effectively 

when i am satisfied with 
my work, my advisor and 
clients always recognize 23.23 10.254 .599 .868 
on my work quality 

According to Sekaran (1992), the acceptable value for Cronbach's Alpha 

coefficient is at least 0.6. The result of reliability statistics testing of Cronbach' s 

Alpha for the dependent variable, job environment composing with 5 items, is .878. 

Thus, it can be concluded that this variable is reliable in testing hypothesis for the 

study. 
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Raw data of the findings 

Regression 

Variables Entered/Removed(b) 

Model 
Variables 
Entered 

Communica 
tion, Pay, 
Workitself, 
Environ men 
t, 
Advanceme 
nt(a) 

Variables 
Removed 

a All requested variables entered. 
b Dependent Variable: Performance 

Method 

. Enter 

Model Summary 
~ 

Adjusted R 
Model R R Square Square 
1 .626(a) .391 .383 

Std. Error of 
the Estimate 

.46739 

a Predictors: (Constant), Commumcat1on, Pay, Work1tself, Environment, Advancement 

ANOVA(b) 

Sum of 
Model s uares df Mean S uare F 
1 Regression 53.096 5 10.619 48.611 

Residual 82.575 378 .218 
Total 135.672 383 

a Predictors: (Constant), Communication, Pay, Workitself, Environment, Advancement 
b Dependent Variable: Performance 

Coefficients( a) 

Unstandardized Standardized 
Coefficients Coefficients 

Model B Std. Error Beta t 

1 (Constant) 1.116 .174 6.427 
Work itself .226 .044 .252 5.126 
Pay .093 .041 .116 2.245 
Advancement .107 .050 .118 2.151 
Communication .311 .050 .304 6.271 

a Dependent Variable: Performance 

Si. 

.OOO(a) 

Sig. 

.000 

.000 

.025 

.032 

.000 



Descriptive data 

Statistics 

education 
Qender aae level income 

N Valid 384 384 384 384 
Missing 0 0 0 0 

gender 

Cumulative 
Fre uenc Percent Valid Percent Percent 

Valid Male 146 38.0 38.0 38.0 
Female 238 62.0 62.0 100.0 
Total 384 100.0 

age 

Cumulative 
Freauencv Percent Valid Percent Percent 

Valid 20-25 years old 

26-30 years old 

31-35 years old 

36-40 years old 

Over 40 years old 

Total 
-

Valid Senior High school 
or below than high 
school level 

Valid 

Diploma 

Bachelor degree 

Master degree 

Total 

Below 10,000 Baht 

10,001-20,000 Baht 

20,001-30,000 Baht 

30,001-40,000 Baht 

40,001-50,000 Baht 

More than 50,000 Baht 

Total 

76 19.8 

174 45.3 

84 21.9 

33 8.6 

17 4.4 

384 100.0 

education level 

Fre uenc Percent 

9 2.3 

IC 
43 11.2 

238 62.0 

94 24.5 

384 100.0 

income 

Frequency Percent 

40 10.4 

107 27.9 

125 32.6 

69 18.0 

26 6.8 

17 4.4 

384 100.0 

19.8 19.8 

45.3 65.1 

21.9 87.0 

8.6 95.6 

4.4 100.0 

100.0 

i 

Cumulative 
Valid Percent Percent 

2.3 2.3 

~ 

~ 11.2 13.5 

62.0 75.5 

24.5 100.0 

100.0 

Cumulative 
Valid Percent Percent 

10.4 10.4 

27.9 38.3 

32.6 70.8 

18.0 88.8 

6.8 95.6 

4.4 100.0 

100.0 
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