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ABSTRACT

The objective of this study was to serve as a guideline for management in
implementation of leadership style and employees’ work values in Siam Video
Production Co., Ltd. The thesis examined the relationship between leadership style
and employees’ work values.

The three groups of respondents in the study were groups of managers and
supervisors, officers and entry levels stafl of the Siam Video Production Co., Ltd. The
mumber of respondents was 120 persons. In all, after the data collection, 118 of the
respondents returned the questionnaires representing 98.3 % of total population.

In this study, the coneeptual framework consisted of independent variables which
were demographic profile and four leadership styles, and the work values of
employees comprised the dependent variable. Parametric and non-parametric statistics
such as Spearman, Pearson's Correlation, and ANOVA were used to test the
hypotheses set up for the study.

Results from the study showed that out of the four styles, the Task-Oriented
Leadership Style and the Creative Leadership Style were the two top leadership styles
rated by the respondents. Achievement —Oriented Leadership Style was significantly
correlated to Age, and Monthly Income. For the Work Values, the result of the study
showed that Pride- in- Work obtained the highest rating while perception on Attitude
toward Eamings, got the lowest rating. Age was significantly correlated to Attitude |
toward Earning, and Pride —in —Work. Attitude toward Earning was significantly
different by Age and Monthly Income. Three leadership styles had positive

correlations with Pride-in-Work; which were 1) Task — Oriented leadership style as



employees percerved that their bosses insisted on high performance 2) Achievement
leadership style as employees perceived that their boss emphasized excellent outcome
and 3) the creative leadership style as employees perceived that their boss loved the
challenge of staff learning new things. This study showed that respondents from Siam
Video Production Co., Ltd. placed high values and were concerned on all leadership
styles, except Human-Oniented Style, in relation to Pride-in-Work .

Some of the recommendations of the study included the company training programs
for all personnel, including managers, management development to survey goal
improvement, proper placement to encourage pride-in-work, and lastly, setting up

challenging goals for all concerned m Siam Video Production Co. Ltd.
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CHAPTER 1

INTRODUCTION

1.1 Background of the Study

For more than 50 years televiston has existed in Thailand, albeit the television
business has been changed rapidly. The first channel was channel 4 which was run by
the Thai Television Co., Ltd., before the Mass Communication Organization of
Thailand MCOT) was founded in 1950

Nowadays there are 6 free TV stations and a subscription TV station

Thailand has a total of 7 TV stations as follows;

1. Channel 3: operated by Bangkok Entertainment Co., Itd.

2. Channel 3: operated by Royal Thai Army Broadeasting Department

3. Channel 7: operated by Bangkok Television Co., Itd.

4. Channel 9: operated by MCOT

5. Channel 11: operated by Public Relations Department

6. ITV: operated by Siam Infotainment Co., Itd.

7. UBC (Subseription TV): oplerated by United Broadcasting Cable TV Co., Itd.

The TV businesses in Thailand have changed in many ways mainly due to

high business competition.



Organizations in the entertainment field had to improve their competitive
advantage in order to survive. One of the serious problems was that the turnover rate
was high, leading to conflict and bad attitude of the employees. How could the
company solve these problems? How could they contribute to the positive attitude to
the staff?.

All these factors affected entrepreneurial behavior. These was one part of the
entrepreneur’s responsibility’s which concerned what Beckhard noted that
“Organizations today are in a transition state, which is the period of time and the
conditions that exist between identifying a need and achieving a desired future state”
(Beckhard and Harris, 1977).

This study surveyed leadership styles and employees’ work values among
employees in Siam Video Production Co., ltd. The company background is .as
follows:

The Siam Video Production Co., Ltd. is a Television Production House. It was
established by the Bunyoprakarn Family. The company has successfully generated
revenue over the past years. For 8 years the company had several subsidiaries and the
number of employees were 120 persons approximately. The company is located
Bangkok, Thailand. The company supplies broadecasting equipment as the rental
service, such as the OB Van (Outside Broadcasting Van), Video camera, lighting and
editing rooms (including crews) and also other equipments for TV program shooting.
This is the business d;)main of Siam Group. Beside as the service provider, they also
own many TV Programs on TV stations; channel 5, channel 7, channel 9 and ITV.

The key successes of this kind of business are:

1. Human Resource: especially the good technical / specialists

2. Hi-Technological Equipment



3. Services provided.
At this moment, the major problem of Siam Video Production Co., Itd. was high tum
over rate of human resources. Some leave for setting up their own busmess and also
acted as the competitor of Siam by sharing the same market / account. Moreover the
Siam’s customers moved to be their customer. Why? Because one criteria of customer
decision was who would be in charge of jobs. Beside this mnside problem in the
organization, the outside problems such as high competition in the marketplace also
was the one topic made the management concerned. The management also
acknowledged that the mdustry needed to transition toward a humanistic management
style, which emphasizes leadership and coaching skills to encourage teamwork and

empower employees to work efficiently.

1.2 Statement of the Problem:

The study posed the following research questions:

1 What are the perceptions of respondents on leadership style in terms of task-
oriented style, human-oriented style, achievement-oriented style and the
creative style?

2 What are the perceptions of respondents on work values in terms of social
status, activity preference, upward striving, attitude toward earning, pride in
work and job involvement?

73 What 1s the relatioﬁship between the percerved leadership style and the

employees' work values in Siam Video Production Co., Itd.?



1.3 Research Objectives

The objectives of this thesis are
1) To determine the respondents’ perception of leadership style
2) To determine the respondents” perception of work values
3) To examine the relationship of work values with leadership style as well as

demographic features of the respondents.

1.4 Scope of Research

The company involved in this study is Siam Video Preduction Ce., ltd. and its
subsidiaries. The target population approximately is 120 employees of the above-

mentioned company. ' 4

1.5 Limitations of the Research

Limitation of this study was the sample frame for the study. Due to
constramts of time and other resources, this study focused only on Siam Video
Production Co., Itd.; which is one holding company in the entertainment business in
Bangkok, Thailand. The interpretation of the study would mainly serve as a guide to
identify relatedness of' leadership styles and employees work values for a particular

business unit.



1.6 Significance of the Research

This study of leadership styles and work values was designed to contribute to
the literature on leader and human behavior, to help practitioners better understand the
climate within Siam’s organization, and to provide a tool that can help or improve
quality during this period of commpany self-evaluation.

The benefits and expectation of this research are as follows:

1.6.1 To determine key attributes of leadership style in leading the group of
employees in Siam Video Production Co., ltd.

1.6.2 To assist management in identifying the areas where there would be the
opportunity for further traimng and development related to leadership development

and awareness of the demanding trend of leadership style of manages in the Siam

Video Co., Itd.

1.7 Definition of Terms

Achievement-oriented style. ~ A leadership style that sets challenging goals,

expects the highest levels of performance, emphasizes continuous improvement in
performance and displays confidence in meeting high standards.

Activity preference. A preference by the worker to keep himself or herself active

and busy on the job.

Attitude toward earning. The value an individual places in making money on the

job.

Creative_stvle. A leadership style where the leader emphasizes on insight

innovation and envision change.



Human relationship style. A leadership style that emphasizes on leader’s

awareness of and sensitivity to subordinates’ interest, feelings and ideas

Job involvement. The degree to which a worker takes an active interest in co-
workers and company functions, and desires to contribute to job-related decisions.

Leaders. The one who successfully marshals his human collaborator to achieve
particular ends

Leadership. The process of inspiring and empowering others to voluntarily
commit themselves to achieving the leader’s vision.

Pride in work. The satisfaction and enjoyment a person feels from doing the job
well.

Social status of job. The effect of the job alone has on a person’s standing among

friends, relatives, and co-worker in his or her own eyes, and the eyes of others.
Task-oriented style. A leadership style where the leader always shows the high
concentration on planning and scheduling the work, coordmating subordinate
activities, and providing necessary supplies, equipment and technical assistance
Upward striving. The desire to seek continually a higher level job and a better
standard of living.

Work values, Attitudes towards work in general , rather than feelings about the

specific job.



CHAPTER 2

REVIEW OF LITERATURE

This chapter reviews useful information from various sources of materials
such as books, articles, or websites m order to indicate core concept of the study. It is
divided into three parts: the first one was leadership, the second was the work values
and the last one was the relationship between the leadership styles and the employees
work values. The literature discusses these one by one, starting at the leadership style.
It would compose of two parts; the first part was the definition of leadership styles

and the second part was the leadership involvement.

2.1 Definition of Leadership Styles

Many authors have identified the definition for leadership as follow:
(1) Leadership is the process whereby one individual influences other group members
toward the attainment of group or organization goals (Yukl, 1989).
(2) “Leadership 1s the involves a social influence process in which a person steers
members of the grloup towards a goal” (Bryman,1986).
(3) “Leadership is a relatively sustained of influence by one individual, the leader,

over others, the subordinates” (Willner,1984).



(4)  “Leadership is an influence relationship among leaders and subordinates who
intend real changes that reflect their mutual purposes”, Rost (1993).
Leader, leadership, and leadership style are often wuwsed interchangeably and
differences are obscured. Leadership style typically refers to personal characteristics
or traits which are consistent across situations such as: an attitude of optimism or
pessimism, assertiveness or passiveness, cautiousness or boldness, rigidity or
flexibility. Bass, Farrow, Valenzi, and Solomon (1975) identified five types of
management styles: direction, negotiation, consultation, participation, and delegation.
Leadership as achieving group or organization goals. In the 1980s, this notion of
leadership was popular (Rost, 1993). Hersey and Blanchard (1988) define leadership
as “ the process of influencing the activities of an individual or a group in efforts
towards goal achievement in a given situation”. Hart (1980) also defines that
“leadership 1s a process of mfluencing one or more people in a positive way so that
the tasks determined by the goals and objectives of an organmization are
accomplished”. Leadership mvolves “the process of mfluence between a leader and
subordinates to attam group, orgamizational or societal goals™ (Hollander, 19853).

And in this thesis the defimition of leader is "the person who is the direct
supervisor of the respondent and it means who are the leader of each department 1.e.
production manager in the studio, creative group head, marketing manager, finance,

account, business relation manager, human resources ete”.(more details will be shown

1 chapter 3).



2.2 Leadership Evolvement

Toffler developed the three-waves model of technology. Wave one was

agriculture, wave two was industry and wave three was information.

Approaching Way
A
Information
Industry
Agriculture
Waves
1 2 3 >

Figure 2.2.1: Three Waves Model of Technology. Adapted from A Brain Literacy

Approach to Leadership, Management Development.

Leadership style has been classified in different approaches m the general

books and researches. We can link the relationship between each wave and the

leadership and management approaches as follow:

-
Waves

Themes of perspectives & Paradigms

Wave 1: Descriptive Orientation

o [eaders are known for their traits

& qualities.
¢ [eaders are known for their
styles.

Wave 2: Role Status & Functional
Task Orientation

¢ Leaders are known for their roles
and concermns.
o Leaders are known for their
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Waves Themes of perspectives & Paradigms
function and task.

Wave 3: Value Development, o Leaders are known for their

Information Orientation Values CONSClOUSNess and
development.

¢ Leaders are known for their
values disposition, whole brain
functioning & performance.

Table 2.2.1: Leadership approach transition

In the past, trait approach was the early approach. Then the second wave we
have the behavior approach and the third wave we have the situational approach and

today, we emphasize on the inovation and creativity. The details of each one are as

follows:

2.2.1 Wave one as trait approach. This approach identified leadership as

personality. This is the oldest approach to the study of leadership. Trait research
focuses on three broad categories: 1) Physical factors such as height, weight, age and
physique 2) Ability attributes such as intelligence and knowledge, and 3) Personality
features such as dominance and emotional control (Bryman, 1986). But
unfortunately, leadership research has not been able to identify the specific set of
traits needed for effective leadership. Results of these trait studies show that effective
leadership consistently relates to high self-confidence, energy, initiative, emotional
maturity, sﬁ’ess tolerance, and belief in internal locus of control (Yukl, 1989).

Currently, trait research is especially active in two areas. First, recent studies

indicate that managerial motivation and skills (interpersonal, cognitive, and technical)
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look promising as predictors of effective leadership (Yukl, 1989). Second, at least
two of the current situational approaches to leadership (LPC contingency and
cognitive resource theores, discussed in a foiiowing' section) focus on the link
between leadership traits and performance.

Since the personality, trait approach still not so broad then Stogdill (1974)

decided that an attempt should be made to study the behaviors rather than the traits of

leader.

2.2.2 Wave two_as behavior approach. The Behavior approach was to

determine what behaviors are associated with effective leadership.

This major development was the observation of actual leader behavior.
Behavioral approach stated that the most important aspect of leadership is not the
traits of the leader but what the leader does in various situations. Successful leaders
are distinguished from unsuccessful leaders by their particular style of leadership.

A variety of outcomes may be used to define leadership effectiveness,
including the attainment of goals, group performance, individual performance, and
attitude of followers. The three main areas of the behavioral approach include the
Ohio State leadership scales, the University of Michigan behavior studies. Result of
both study found three distinct components that identify manager effectiveness: task-
oriented behavior, relationship-oriented behavior, and participating leadership (Yukl,
1989). Task oriented behavior and relationship-oriented behavior are similar to
mitiating structure and consideration.

Although the trait and leader-behavior approaches are useful, still show only
the personality and the behavior at specific period of time that still not widely varying

in different situation. Therefore, many leadership theorists Fiedler (1967), House and



St. Gabriel's Library, Au
- 124

Mitchell (1974), Blanchard (1988), no longer search for the more suited approach as

the contingency or situational approach.

2.2.3 Wave three as situational approach. Several models in the Situational

approach identify the key situational variables and it has proven to be more successful
thian others. And it has gained wider recognition (Saal and Knight, 1988).

Path-Goal Theory: one of the most respected approaches in the Contingency or
Situational approach has been developed by House (1968, 1971, 1996). The author
stated that "it is the leader’s job to assist his of her followers in attaining their goals
and to provide the necessary directions and/or support to ensure that their goals are
compatible with the overall objectives of the group or organization” (cited in Stephen,
1991).

- Path-Goal was identified as a situational approach because different situations

calls for different leadership style as shown in figure 2.2.3

Situatiens Leader Behavier Impact on Follow
Outcome Supporting More effort;
leadership improved
Follower lacks Increase confidence Performance.
Self-confidence to achieve work
Outcome
st . Directive —— More effort;
1guous Job ! Jeadershi —p anly pa Improved
i To reward | Performance.
Achievement- :
Lack of job ! oriented |y Sethigh goals 4, | Moreeffort,
challenge leadership improved
Performance.
Incorrect SO Participating ——p Clarify follower’s —| More effort;
Goal and reward leadership needs, ability, improved
goal and reward Performance.
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Figure 2.2.3: Path- Goal Theory: leadership style

In a situation lacking of job challenge, Achievement-Oriented style
challenging the goals and performance to lead more efforts and improve job
performance. Path-Goal theory is an excellent example of the need to diagnose a
situation before attempting a leadership intervention. The four behaviors are defined

as:

1) Supporting leadership: Giving consideration to the needs of subordinates,

and creating a friendly climate in the work unit.

2) Directing leadership: Letting subordinates know what they are expected to

do, giving specific guidance, asking subordinates to follow rules and procedures,

scheduling and coordinating the work.

3) Participating leadership: Consulting with subordinates and taking their opinion

and suggestions into account.

4) Achievement-oriented leadership: Setting challenging goals, seeking

performance improvements, emphasizing excellence and performance, and showing
confidence that subordinates will attain high standards. It is behavior directed towards
encouraging performance excellence;

The essence of this theory is that it’s the leader’s job to assist followers
attaining their goals and to provide the necessary direction and /or support to ensure

that their goals are compatible with overall objectives of the group or organization.
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Hersey and Blanchard’s theory: This theory identifies the task behavior and
relationship behavior in attempting to clarify the four styles of a leader (Fiedler 1967).

Task Behavior is the leader engages in spelling out the duties and
responsibilities of an individual or group. Telling people what to do. It is
characterized by one-way communication from the leader to the follower. Leader is
not so much concerned with people feelings, but how to help them achieve the goals.

Leader communication > Follower

Relationship Behavior is the leader engages in listening, encouraging
facilitating and also supperting. It is characterized by two-way or multi-way
communication. They basically know how to do the assignment but need some

encouragement to get them over the hump.

Leader cormmunication Follower

< >

Readiness in Situational Leadership is defined as the extent to which a
follower demonstrates the ability and willingness to accomplish a specific task.
Hersey and Blanchard go a step further by considering each as either high or low and
then combining them into four specific leadership styles: telling, selling, participating
and delegating. They are described as followers:
e Telling (high task-low relationship). The leader defines roles and tells people

what, how, when and where to do various tasks. It emphasizes directive behavior.

e Selling (high task-high relationship). The leader provides supportive behavior.
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o Participating (low task—high relationship). The leader and follower share in

decision making, with the main role of the leader being facilitating and

communicating.

¢ Delegating (low task-low relationship). The leaders provide little direction and

support.

According to Situational Leadership, “there 1s no one best way to mfluence

people”. Individuals or group depends on the readiness level of the people the leader

is attempting to influence.

Fiedler’s Contingency Model. He identified two basic leadership styles: task-

oriented and relationship-oriented. He also assumes that either a relationship or a task

orientation will be more effective, depending on the “favorableness™ of the situation.

Favorableness 1 this sense refers to three variables:

1.

Leader-member relations: how to leader and followers related to one another.
If they like trust and have confidence in one another, the situation is more
favorable.

Task structure: the extent to which the group’s task 1s well defined. From the
leader’s vantage point, the situation is more favorable with high task structure
(routine, easily understood, and unambiguous tasks with standard procedures).
When task structure is low, the group will need more guidance.

Position power: the authority and control over resources asscciated with the
person’s position within the orgamization. The higher the leader’s position
power (the greater his or her authority and control), the more favorable the
situation.

The first theory, trait approach, dealt with the attributes of great leader

(Bernard, 1926). Leadership was explained as the internal qualities with which a
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person is born. And the second phrase theory, behavioral approach, looked at leader
behaviors in term of what behavior are associated with effective leadership, in an
attempt to determine what successful leaders do, not how they look others as stated by
(Halpin and Winer, 1957, Hemphill and Coons, 1957). Then the third approach,
situational approach, is the answer to the question about the best way to lead. It dealt
with the interaction between the leader’s traits, the leader’s behawviors, and the
situation in which the leaders exist are stated as the complex leadership theory of
Fiedler (1967) House and Michell (1974).

Nowadays, we still need all approaches to cope and manage the organization.
But it depends upon the type of business and its business domain. In the police and
military still need the trait approach. And the organization always face the dilemma as
the kindness and keep well relation in the work place and how to achieve the
company’s goal as the profit and so on. Behavior approach will clanfy all about the
task and the human relation. In the situation of problem solving all the times, they
really need the situational approach. Especially at this moment high competition in the
business has occurred cause the leader have to be the flexible and adaptable. That’s
why the creativities and innovation are the popular word today. As Masatoshi Naito,
Matsushita Corporation said: Everything 1s in a state of change: nothing endures. We
do not seek permanence. Especially the way how to deal and cope with people.

(www.thinksmart.com, Colorado, USA). So in this thesis, the literature mentions

three approaches, 1.e., which are the behavior approach, the situational approach and

the new approach as the creative leadership.

Gretz, Karl ., and Drozdeck. Steven R.’s Theory: There is one theory focus

on the creative leader personality. Gretz, and Drodeck, Steven R.(1982) discussed

personality traits and manager effectiveness by emphasizing a simplified system of
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evaluating and categorizing behavior. After consolidating different behavior into a
profiling system, there were 2 basic personality types and 2 modifying characteristics.

The two basic personality types were Leader and Féllower, and two modifying

characteristics were Hostile and Friendly.

Decisive, forceful,

Independent
Leader
Hostile friendly
other-onented,
Self-oriented, nsensitive, sensitive, cooperative
uncooperative
Follower

Indecisive, passive,
dependent

Figure 2.2.4 Personality traits of a manager

Each personality showed a combination of traits demonstrated on a simple
grid. The merging of the 2 grids of basic personality types and modifying
characteristics, provided an easy-to-use psychological profiling system. Led to the

four common personality types: Dictator, Bureaucrat, Socialite, and Executive.
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LEADER
Dictator Executive
HOSTILE FRIENDLY
Bureaucrat Socialite
FOLLOWER

Figure 2.2.5 Leaders’ four common personality types

The executive was the 1deal manager of creative people, the most effective
manager. He was an independent thinker and respectful of other’s feeling and
opirions. He was considered as a natural leader who was social, polite, and friendly,
but not insincerely so. When necessary, he was able to set limits on himself. His
warmth and friendliness enabled him to work well with innovative individuals without
suppressing their creativity. At the same time, his self-confidence enmabled him to
explore and support ideas that might be radically different from his own. Moreover,
his assertiveness helped him to establish goals and set limits with his staff to
maximize productivity.

Hamphrey, Watts S.’s Theory: referred to Farris, George and Andrews and
Frank’s studies regarding leadership style. They found that the way managers deal
with their employees affected the quality of their work. And he conclude that for
managers who were more competent and their people less so, a top- down instruction
was important. Whose managers” technical skills were limited and their people were
highly capable, managers should focus on goals and objective from the bottom — up.

Hamphrey also mentioned Larry Constantine’s model of Team Styles.
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Closed Synchronous

Open Random

Figure 2.2.6 Larry Constantine’s model of Team Styles.

Referring to the model figure 2.2.6, there are 4 team styles: 1) the closed
group, 2) the random group, 3) the synchronous group, and 4) the open group, and
each group requires different leadership style. As shown in the figure, each style is at
each comer while the areas within the square indicate combination behavior
appropriate under different situations. In conclusions, managers should use whichever
style that was most suitable to the situation at hand, or “-situational leadership”
(especially the leader of the live TV program which is broadcasting.)

Carr, Clay’s Theory: indicated that an organization demands the qualify

manager and leader as follow:

“A manager achieves goals by controlling the behavior of workers to achieve
them, a leader creates a mission and then align the effort of the organization behind
this mission.”

West, Alan’s Theory; stated that leadership was a key factor in organizational

achievement. A certain type of leadership is required in order to promote innovation
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in the organization. 1) openness, 2) encouraging free exchange of information, 3)
creating a supporting organization climate, 4) promoting employees’ involvement, 5)
being a good communicator and good planner. This can be summarized as a

democratic management styles.

Levey’s Theory; observed in the popular management literature a prominent

goal to “change” organizational cultures. She questioned whether this 1s what Warren
Benmis (1972) meant in stating that the best a leader can do 1s understand the
conditions creating a climate of growth and do his or her best to irrigate.

From the above review, we can conclude that all 3 waves need all approaches
to cope. Because leadership in the future will not only need to be able to cope with the
emotional impact of a step-by-step change but also to help people in the organization
rapidly reach a new, more effective performance and way of working. - Previous
success will be no guarantee of future success. Certainty has given way to
uncertainty. So in this thesis will used four styles to measure leadership style the

detail of each one would discuss later in chapter 3

2.3 Definition of Work Values

The definition of work Values is quite abstract. It has some definitions which

were defined by some researchers as follows:

Wollack et al. (1971) suggested that Work values is the one aftitude toward

work 1n general, rather than feelings about the specific jbb

Katz and Kahn (1978) suggested that work values 1s a relationship between a

person’s value set and his/her behavior,
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Rockeach, (1973) suggested that Values are the most important shared
dimension of culture Studies of work values. He also noted that the people in the
workplace are influenced by sociological, economic, and historical factors (Pine and
Innis, 1987). The influences on work values have specifically included ethnicity,
subcultures, sex roles, historical cohorts, socioeconoric status, society, and economic

conditions (Fine-Davis, 1983; Wrenn, 1964).

2.4 Theories and Studies Related to Work Values

There are some research studies about work values. The dimension and scales

of each research depend upon the each researcher.

Research on Thai Cultural and Work Values. It was undertaken by

Komin in 1978 and 1990. she found that In a forced-choice statement between
~ “maintenance of good and friendly relations™ (person-orientation) as opposed to
“seriousness and conscientiousness” (task-orientation) in work, 69.8 per cent of the
urban Thai and 57.6 per cent of the rural Thai percetved maintenance of good
relationships as more important than conscientiousness in work. This supports the
view that serious work is not as highly valued in Thailand as interpersonal relations.
She found that the achievement value of being ambitious and hardworking to attain
one’s goals, has been consistently ranked as the least important value (the 23rd) in
relation to the rest. For the majonity of Thais, hard work as an achievement value
ranked much lower than many of the social relationship values. So, participative
management style and organization climates in which employees were rewarded for

their creativity.
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The Survey of Work Values 1976 (Wollack et al.). This survey defined work values

nto six scales as follow:

1.

6.

Social Status : is the effect the job alone has on a person’s standing among
friends, relatives, and co-workers, in his or her own eyes, and/or the eyes
of others.

Activity preference: 1s preference by the worker to keep himself or herself
active and busy on the job.

Upward striving: is the desire to seek continually a higher level job and a
better standard of living.

Earmings: is the value an individual places in making money on the job.
Pride: 1s t he satisfaction and enjoyment a person feels from doing the job

well.

Job involvement: is the degree to which a worker takes an active interest in

co-workers and company functions, and desires to contribute to job-related decisions.

Bass (1981): stated that the most important values found among leaders

generally are task orientation, and a need for self-actualization and autonomy. Their

performance is associated with pragmatism, risk preferences, and valuations of short-

term maximization or long-term gain. He found that strong motivators are pay,

identification with the organization, and commitment to its goals. Satisfaction with the

leader role is associated with earnings, status, power and control, and role clarity. The

higher one’s status in an organization, the greater one’s job satisfaction generally.
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2.5 Relationship between leadership styles and the work values

Why is it important to know an employees work values or individual attitude?
Although they don’t have a direct impact on behavior, these can provide insight into
his or her attitudes. For example; the work values differ, leader can use the Work
Values survey to assess potential employees and determine if their work values align
with the- dominant values of the organization. An employee’s performance and
satisfaction are likely to be higher if his or her work values fit well with the
organization. For instance, the person who places high importance on Lmagination,
independence, and freedom 1s likely to be poorly matched with an organization that
seek conformuty from its employees. Leaders are more likely to appreciate, evaluate
positively, and allocate rewards to employees who “fit in” and employees are more
likely to be satisfied if they perceive that they do fit.

The leaders should be interested in their employee’s attitudes because attitudes
give warnings of potential problems and because they influence behavior. Satisfied
and commutted employees, for instance, have lower rates of turnover and absences
down-especially among their more productive employees-they will want to do those
things that will generate positive job attitudes.

Many contemporary organizations face questionable futures in relation to the
current socio-economic environment, especially in Thailand, and must draw on the
work done on excellent performance and work values in order to prepare for the
future. We need to know more about Thai organizational factors, as well as the
personal and professional proclivities, needs, and interests, thaf determine Thai
managers’ participation in, and ultimately their success and satisfaction with the

corporate world. There 1s a need for this thesis to examine, not only the values,
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abilities, and goals, but the extent to which these are associated with increased
productivity. It is the aim of the researcher to contribute to this goal and hence this
research study 1s undertaken.

Current trends of leadership styles in the workplace, such as participative
management styles, teamwork, and workforce diversity, may elevate the importance
of procedural justice in organizations because of its linkage with trust (Konovsky &
Pugh, 1994; Korsgaard et al., 1995). To the extent that procedural justice builds tryst
in social exchange relationships, trust becomes an important consideration in
connection with social power bases as well. Future research should examine
relationships among social power bases, procedural justice, and trust, as well as their

umpact on work attitudes and behavior.

Chapter summary

The search of the literature on leadership styles and the employees' work
values indicates that these concepts have not been linear developments, but have been
meaningful in most investigations related to the human aspect of organizations. It 1s
important to note that “new” concepts which have been popular during the last decade
are newly presented, not newly formulated. One note worthy finding from the
literature is that many different approaches have been taken to explore the concept of
leadership styles and the work values. The important result is that, although in
practice these variables have trailed the technical aspects of management over the
years, they have been formulated and articulated in a variety of ways that have gained
them recognition by a world audience. This has helped maintain an interest that
ensures their continued wisibility. Many contemporary organizations and institutions

face questionable futures in relation to the current socio —economic-political
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mdicators, and managers must draw from the work that has been done on work values
and leadership style in order to prepare for the future. It was in the spirit of

contributing toward this goal that the subject research was undertaken.
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CHAPTER 3

THEORETICAL AND CONCEPTUAL FRAMEWORK

In this chapter, the leadership styles are defined according to the theories of
several authors of leadership theory as identified in the previous chapter.

No one leadership style 1s better than the others. It also depends. on different
situations and organization. And 1t is up to the leader to determine the leadership style
which is suitable for reaching job satisfaction and enhancing the subordinate’s
productivity. And we will try to show different styles for leading people. No one
particular style is better than the others. It also depends on different situations and
different time and different business type. Some people said the advertising man or
the people in entertainment are the special type, some times they were perceived as
abnormal types! . How the organization can manage them to work at their highest
level of productivity. How maximize outcomes? . What is the style of person who can
get along with them or lead them. And from the global competition, the company has

to know what are the perception and the attitudes of employees lead to the business

plan setting.
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3.1 Conceptual Framework

Independent Variables

~Perceived Leadership Style Dependent Variables

Task Oriented
Human Oriented
Achievement
Oriented
Creative Style

Work Values

Social status
Activity preference

Upward striving
Eamings
Pride

Demographic Profile
Job mvolvement

Age

Sex

Position
Income
Education

Job experience

Figure 3.1: Conceptual Framework

In the conceptual framework, there are two groups of variables. The
independent variables are the demographic profile as age, sex, position, income,
education, and job experience. And another independent variable is the Leadership
Style factors that specifies the three leadership approaches, ie., the Behavior
approach, Situational approach and Creative approach. Here, the leadership style is
clarified to be the Task-oriented style, Human-oriented, Achievement Oriented style,
and Creative style. Each style contained its sub-variables (factors). The dependent

variable for this study was employee work values.
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Task- oriented style

Ohio state research (Yukl, 1989; Hersey, Blanchard and Johnson,1996;
Fiedler, 1967, Bass,1981) stated that leadership style is classified as initiating
structure 1n that a leader clearly states what the tasks of the leader and the
subordinates are in order to accomplish the unit’s formal goal. In this style, the leader
defines and structures his or her own role and the roles of subordinates toward
attainment of the group’s formal goals. Some examples include, criticizing poor
work, emphasizing the importance of meeting deadlines, assigning subordinates to
tasks, maintaining definite standards of performance, asking subordinates to follow
standard procedure, offering new approaches to problems, coordinating the activities
of subordinate and seeing that subordinates are working up to capacity.

1t is worthwhile to note that the effective manager does not spend his time and
effort doing the same kind of work as his subordinates. Instead, the more effecttve
mangers concentrated on task-oriented functions such as planning and scheduling the
work, coordinating subordinate activities, and providing necessary supplies,
equipment, and technical assistance.

Moreover, effective manager guides subordinates n setting performance goals
that were high but realistic. The task-oriented style found to be important .as n the
Michigan studies appear similar to initiating structure as defined by the Ohio State

researchers (Yukl, 1989).

Human- Oriented Style

" The Relationship oriented style emphasizes on consideration (Yukl,1989,

Hershey, Blanchard and Johnson,1996; Fiedler, 1967, Bass,1981) 1s the degree to
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which a leader acts in a friendly and supportive manner, shows concern for
subordinates, and looks out for their welfare. The effective managers were more
considerate, supportive and helpful with subordinates. The type of relationship-
oriented style found to be correlated with effective leadership included showing trust
and confidence, acting friendly and considerate, trying to understand subordinate
problems, helping to develop subordinates and further their careers, keeping
subordinates informed, showing appreciation for subordinates’ ideas, and providing
recognition for subordinate contribution and accomplishments. Some examples
include: doing personal favors for subordinates, finding time to listen to subordinates’
problems, consulting with subordinates on important matters before going ahead,
being willing to accept subordinate suggestions, and treating a subordinate as an
equal. Moreover, effective managers tended to use general supervision rather than
close supervision. That is, the managers established goals and general gmdelines for
subordinates but allowed them some autonomy in deciding how to do the work and
how to pace themselves. Likert (1961) proposed that a manager should treat each
subordinate in such a way that the person will view the experience as supportive and it
will build and mamtain the person’s sense of personal worth and importance. The
relationship-oriented behaviors found to be important in the Michigan studies appear

similar to consideration (Yukl,1989).

Achievement-oriented leadership style

Achievement-oriented leadership is sefting challenging goals, expecting and
encouraging followers to perform at high ‘1evels, and showing confidence m their

abilities. Achievement oriented style is not merely performance or goal emphasis.
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Through achievement orented style stress pride in work and self evaluation is based
on personal accomplishment. (House, 1996; Yukl, 1989)

It will depend on the achievement motivation of subordinates. Achievement
motivation is a no conscious concern for personal involvement in competition against
some standard of excellence and unique accomplishment (McClelland, 1985).

Individuals who are highly achievement motivated are motivated to make
accomplishment through their own personal efforts rather than through influencing
others or delegation of responsibility for achievement. Individuals with high
achievernent motivation set goals that are challenging, pursue them persistently and
vigorously, take intermediate levels of calculated risk, assume responsibility for goal
attainment, anticipate obstacles, establish strategies for goal accomplishment and for
overcoming obstacles, and seek and use feedback information (McClelland, 1985).

For subordinates who have a moderate to high level of achievement
motivation, achievement oriented style arouses subordinates achievement motivation.
Occupations in which the achievement motive has been found to be most predictive of
performance are technical job, sales persons, scientists and engineers, and owners of
entrepreneurial firms. Individual who are highly achievement motivated respond to
achievement stimuli such as tasks for which one can assume personal responsibility,
tasks which when performed well reflect upon the competence of the individual, tasks
that which when performed well reflect upon the competence of the individual, tasks
that require moderate levels of risk and therefore are challenging, and tasks that
provide opportunities for development and performance feedback. Achievement
motivated individuals do not obtain satisfaction from, and usually become frustrated

by, tasks that rely on others for effective performance. Consequently, a high level of
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achievement oriented style 1s dysfunctional for higher level manager whose

effectiveness depends on effective delegation (House, Spangler, and Woyche, 1991).

Creative styvle

Creative siéyle 18 the style of the leaders who are focused on Self-esteem, and
Prefers independence. They have ability to judge own ideas and has commitment to
perfection and to work. Also they are nonconformists. The definition by Plsek, clearly
tllustrates that creativity 1s ability within the mdividual to produce new ideas.
Therefore people who want to be more creative should cultivate characteristics like
flexibility in their thinking.

Innovation: The definition by Plsek, illustrated more clearly that “Innovation
is the first, practical, concrete implementation of an idea done in a way that brings
broad-based, extninsic recognition to an individual or organization”. A key word in
the definition of innovation is “implementation”. While creativity is mainly concermed
with thinking, innovation focuses on doing. In short, creativity is about the production
of ideas, while innovation .is about the practical implementation of those ideas.
Moreover, both terminelogies are so close, for simplicity m this study, researcher will
use the term “creativity” and “innovation” mterchangeably.

Because both creativity and innovation. serve as a source of developrment, it is
vital for organizations to have innovators in order to ensure survival within the rapidly
global environment. Creative ideas in marketing and sales, together with production
mnovation, contribute to the well being of the company. Creative approaches to
internal  structures and systems can be effective, particularly organizational

restructuring. Recognition of creative people within the organization can lead to a
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boosting of staff morale, while at the same time building up new growth and
profitability for a company.

As mentioned by Zeldman, “Creativity for organization, is like vitamins for
people. It is essential for good health and growth”. Organizations that fail to adapt to
changing circumstances, fail to meet and resolve challenges, fail to adopt new
programs, new plans and new products & services will soon die. (Fletcher &
Winston., 1998). That’s why in this thesis, the sampling frame is the entertainment
firm and the focus is on the TV program provider. It really needs the creative

leadership style to cope with the demands of the organization.

Work values

Employees work values are important for the leader to the study. Because they
lay the foundation for the understanding of attitudes and motivation, and because
they influence the perceptions. Once, an employee enters the organization with pre-
concetved notions of what “ought” and what “ought not” to be. Of course, these
notions are not value-free. On the contrary, they contain interpretations of right and
wrong. Furthermore, they imply that certain behaviors or out-comes are preferred over
others. As a result, work values cloud objectivity and rationality.

In the whole picture, work values influence attitudes and behavior. Suppose
that an employee enters the organization with the view that allocating pay on the basis
of performance is right, whereas allocating pay on the basis of seniority is wrong,
Take the case of Siam, which was also allocating pay on the basis of performance. But
according to Thai culture some employee joined the organization because they had a
personal -relationship with the leader. Therefore, this can lead to job dissatisfaction

and bad attitude. And it was probably not going to lead to more money anyway.
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Stage Apply to waves | Entered  the | Approximate | Dominant
- Work Force Current Age Work Values
Protestant Wave 1 mid-1940s to | 55-75 Hard work,
late 1950s conservative,
high org
_ loyalty.
Existential Wave 2 1960s to mid- | 40-55 Quality of hfe,
1970s nonconforming,
loyalty to self.
Pragmatic Wave 2 & 3 mid —-1970s to | 30-40 Success,
late 1980s achievement,
hard work,
loyalty to
career.
Generation X | Wave 3 1990 to | Under 30 Flexibility, job
present satisfaction.

Table 3.1: Dominant Values in Today’s Workforce

The above figure shows about the transition of work values in each era and

need the leader differ.

Demographic profile

As mentioned m the conceptual framework, this thesis is essentially concerned

with finding and analyzing the variables that have an impact on employee work

values, performance and their satisfaction. The list of those variables as shown in

conceptual framework is a bit complicated and often hard to assess. It might be

valuable, then to begin by looking at factors that are easily definable and readily

available; data that can be obtained, for the most part, simply from information

available in an employee’s personal file. So obvious characteristics would be an




-34-

employee’s age, sex, position, education, income and experience with the

organization.

3.2 Research Hypotheses

Based on the thesis framework, the hypotheses that were tested in this study

are listed below

1 There was no difference between demographic profiles m term of perceived
leadership style.
2 There was no difference between demographic profiles in terms of employee

work values.

3 There was no relationship between perceived leadership style and work values.

3.3 Expected Outcomes

1. Because the orgamzation under study is a dynamic one m a rapidly-changing
field, 1t 1s assumed that the perceived leadership style of respondents should be
the creative leadership style firstly. Because Siam Video Production Co., Ltd.
18 a TV. Program producer / provider, Creativity is the need one has to have
the most..

2. First, pronty of perceived work values should be the attitude toward pay,
because it might be the most important thing for the employees.

3. There should be relationships which exist between educational attamment and

monthly income and attitude toward earmmg. Because different educational
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level should have different perceptions of earning. The well-educated person
mught be less concerned about the pay packages than the other.
. There should be relationships existing between creative leadership style and an

employee's pride-m has/her work.
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CHAPTER 4

RESEARCH METHODOLOGY

This chapter discusses the methods of research to be used, respondents and
sampling procedure, research instrument questionnaire and collection of

data/gathering procedures and statistical treatment of data.

4.1 Methods of Research Used

Questionnaire survey and Descriptive statistics were used in descnibing primary
data of the respondents’ demographic profile and their perceptions of their
supervisor’s leadership style and its implication on work values. Parametric and non-

parametric statistics such as Pearson's Correlation Coefficient, and ANOVA were

used to test the hypotheses in relation to the study.

4.2 Data Source

The target groups of respondents who were included in the study were namely:
managers, supervisors, officers and workers. At the time of the collecting data
through questionnaire, the officers and workers were chosen from the several

departments in the company as the sales & marketing, technical, production, creative,
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sales support, and messengers. The managers selected were General manager,
Division manager, Department manager, Assistant managers, Supervisors in Siam
Video Production Co., Ltd (and 1its subsidiaries). And the researcher chose the entire

population for the purpose of the research (120 person approximately).

The researcher contacted or asked permission from the Board of Directors to
distribute the questionnaires to members of the organization. At the same time, the

secretary would help in the process of distributing and collection back of the

questionnaires.

4.3 Research Instruments/Questionnaire

Part I Demographic profile. The demographic profile question focused on the
age, sex , posttion , income, education, and job experience. And to facilitate
convenience for the selected sample population, the questionnaires - used user-
friendly wording, providing the respondents with return- sealed envelop to assure the
respondents with the anonymuty they required. The questionnaires also explained
the purposes of the research study to help the respondents feel at ease and be able to
answer the questions candidly. The questionnaires also explained the procedure of
how the channel in which the filled- out questionnaires could be returned, so as to
reduce the burden of the HR Department. Datelines had been well established

between the researcher and HR Director on when the questionmaires would be

collected back.
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Part II. Leadership style profile of the supervisor. The factors associated with
leadership styles are Task-oriented, Human-oriented, Achievement-oriented, and
Creativity oriented styles, and their sub - vaniables.

Part 1. Work Values profile. The factor associated with Work Values are
Social status, Activity preference, Upward striving, Attitude toward Earnings, Pride —
in ~ Work and Job involvement and their sub — variables.

The questionnaires have been designed to acquire necessary data as to be
consistent with the statement of problems. The questionnaire had been designed in the
English version and then translated into Thai by ensuring a user-friendly approach
according to the respondent’s literacy level. Part | of the questionnaire was multiple
choices, Part IT and Part III were based on a five- point scales. The profile of the
respondents include the following:

1. Ages were divided into 5 groups: 18 —22 years, 23-27 years, 28-32

years, 33- 37 years, 38- 42 years and 42 years up.

2. Gender: male and female.

3 Job Position: divided into 5 groups : Executive Director or above,

Department Manager, Supervisors, technician/ spec¢ialist and others
4. Mouthly Income : divided into 5 groups :8,000 baht and below,
8001-16,000 baht, 16,001- 24,000 baht , 24,001-32,000 baht ,
32,001 baht up

. Educational Aftainment: divided into 4 groups : M.6 or equal,
Diploma or equivalent, Bachelor’s Degree , Master’s Degree and
higher

6. Job experience: divided into 4 groups: Less than 1 year, 1-3 years, 4-

6 years and 6 years up.
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Part I

Demographic Profiles:

Age , Sex, Position, Income, Education

and Job experience.

Part 11

Using 5- scale points divided into 24

items on leadership styles.

Part [

Using S-scale points divided into 36

items on work values.

The following is a operationalization of the variables used in the study:

Attributes of Operationalization of Leadership Style

Variable

Operationalized by

e Task- oriented

Criticizing poor work.

Assigning subordinates to tasks.
Maintaming definite standards of
performance.

Asking  subordinates to follow
standard procedures.

Offering new approaches to

problems.

Seeing that subordinates are working
up to capacity.
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Variable Operationalized by
¢ Human-Oriented Style * Doing personal favors for

subordinates.

Fmding ﬁme to listen to subordinates’
problems.

Backing up subordinates.

Consulting with subordinates on
important matters before going ahead.
Being willing to accept subordinates’
suggestions.

Treating a subordinate as an equal.

e Achievement-Oriented Style

Comparing  old Performance with
New Target.

Emphasizing on High Performance.
Insisting on Challenging Work
Assignments.

+ Creative Style

Initiating work program
Adaptability

Keep improving

Work Values

Variable

Operationalized by

s Social status

» Activity preference

Real respect from others
Worthy of praise from other
Satisfaction depends on self & other's

perception

Prefer to have something to do
Prefer hard work
Prefer a busy schedule




-41 -

Variable Operationalized by

+ Upward striving » ook forward to a career path
o Push for promotion

¢ Chance for advancement

 Eamings ¢ Pay is the most important
e Prefer over-time job

e Income criented

s  Artist sfyle
e Pride e IdoasIwanté& as I like
» Self-enjoy working

e Prefer participating

s Job involvement ¢ Solution come up by group

¢ Colleagues, relationships are

important

The questionnaire was used to elicit data from the target groups of respondents
based on the situation of the problem. The questionpaires were pre tested with ten
volunteer respondents. The researcher prepared it in English and translated in Thai by
using Thai definitions from local business book i.e. Principle Centered Leadership, to
the respondents’ preference and better understanding of the questionnaire to be
answered. The questionnaire was composed of three (3) parts, namely:

PartI Demographic profiles m relation to the research

framework of this study consisting of age, sex, job

position, income, education and job experience.
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Part II The respondents were asked to rate 24 questions using
five point scale. These questions referred to the
perception of the leadership styles.

Part I11 | The respondents were asked to rate 36 questions using
five points scale. These questions referred to the work
values.

From the statement of problems:

Question No. 1 - will be answered by Part II of the questionnaire
of the leadership styles.
Question No. 2 - will be answered by Part I1I of the

Questionnaire the work values.
Question No 3 - will be answered after the analysis of Part Il &

Part 11T of the Questionnaire.

4.4 Collection of Data/Gathering Procedures

Secondary data collection was from several sources mcluded electronic
journal, foreign and local management journals, articles as well as academic textbooks
via Internet and libraries sources. Foreign articles under the leadership theories, the
leadership style and work values were reviewed. Various textbooks on organization
behavior, leaderships, management, management of organizational behavior,
leadership in organizz‘ition, performance management and so on were also included.
Information about leadership in Thailand was searched from library source.

Primary data was collected via questionnaire (Self-Administered

Questionnaire). The questionnaires, with returned envelope, were delivered by hand
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to the company, accompanied by the letter from the Dean of the faculty requesting
permission to conduct the study and for cooperation in distributing the questionnaires
to the employees. The respondents would return the qﬁestionnaire to the researcher
by using provided envelope to ensure the anonymity. It was agreed that some parts of

questionnaires would be returned by hand, after being sent to the respondents.

4.5 Statistical Treatment of Data

The researcher made use of the following statistical tools to answer the
question of the research questions:

Demographic profile of respondents - the percentage and frequency
distibution, for presenting the persenal profile of the respondents.

Question 1 - .Weighted average mean on 5 points-scale and descniptive
statistics were employed to identify the perceptions of respondents on leadership style

and work value. Average weighted means was assigned to the categories of rating as

follows:
Descriptive rating Arbitrary level
Very effective 5 points 4.20 - 5.00
Effective 4 points 3.40-4.19
Moderate 3 points 2.60-3.39
Ineffective 2 points 1.80-2.59
Very ineffective 1 points 1.00-1.79

Question 2 - To determine relationship (correlational) of work values with
leadership style and demographic values, Spearman's Product Correlation Co-

efficient was used i finding relationships in employees’ perception of work values.
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To determune relationship (difference) of work values with leadership style
and demographic value One way ANOVA F test was used in examining the difference
between age, position, income, education, job expen'encé. T-test for mdependent was
used in examine the difference between sex with work values and leadership style.

Question 3 - Pearson correlation was used in finding relationship (both intra

and inter) between leadership style and work value.

Table 4.5.1 Methodology for testing hypothesis

Statistical

Hypothesis Methodology

1. There was no_ difference between demographic | ANOVA

profiles in term of perceived leadership style.

2. There was no difference between demographic | ANOVA

profiles in term of employee work value.

3. There was no relationship between perceived | Pearson correlation

leadership style and work values.
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CHAPTER 5

RESEARCH FINDINGS, ANALYSIS AND INTERPRETATION

This chapter presents the research finding and analysis of the study i order to
answer the research questions as well as the research hypothesis mentioned in Chapter
I. The chapter begins with the description of respondents’ demographie profile in
which primary data derived from questionnatre part I, is presented in section 5.1 of
the chapter. The following section deals with the analysis of leadership Style in which
primary data was derived from question part II and the Employees Work Values in
which primary data is derived from questionnaire part I1I. Descriptive and inferential
statistics were used. The presentation was in section 5.2, 5.3. The relationships of
Demographic Variables to Leadership Style and to Work Values is presented m
section 5.4 and 5.5 of this chapter. Relationships of Leadership Styles and Work
Values is presented in section 5.6. Discussion is presented in the final part of this

chapter as section 5.7

3.1 Demographic Profile of the Respondents

The first part focused on describing parameters of the demographic profile of

the respondents:
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From the table 5.1.1, the highest respondent’s age was 23 - 27 years which
consisted of 45.8 %. Second highest respondent’s age was between 26 — 32 years
which consisted of 22.9 %. The remaining are aged between 33- 37, age between 18
-~ 22; age between 43 and over, and 38- 42 which are 14.4 %, 7.6 %, 5.9 % and 3.4 %
respectively.

More than 60 % of respondents belonged to Generation X (23 — 32 years)
because Siam Video Production Co., Itd. was just founded mn 1992. And majority of
employees were the cameramen and technical crews who had to have high flexibility,
sometimes need 24 working hours, hence 1t is evident that this type of business was

suited for the younger generation.

Table 5.1.1 Description of Age

Age Range (year) Frequency  Percent
« 1822 9 7.6

e 2327 54 458

o 26-32 27 22.9

e 33-37 =04 14.4

« 3842 4 34

+ 43 and over 7 59
Total 118 100.0

As shown 1n table 5.1.2, the respondent’s gender composed of 60.2 % males
and 39.8 % females. The majority of male’s respondent was the technical crew, but

officers i.e. marketing officers, accountants were among those who were female.
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Table 5.1.2 Description of Gender

Gender Frequency Percent
Maie 71 602
Female 47 39.8

Total 118 100.0

In table 5.1.3, distribution of job position shows that the majonty of
respondent were technicians and specialists composed of 80.5 % and the department
managers composed of 8.5 % and other i.e, car drivers and mates composed of 5.1 %
and executive directors composed of 2.5 %

Majority of respondents were specialists because the organization 1s a highly

specialized business, 1.,e.producer of the films, drama, T.V. program, efc.

Table 5.1.3 Description of Job Position

Job Position Frequency  Percent
» Executive Director & above 3 2.5

o Department manager 10 8.5

»  Supervisor 4 3.4

s  Technical /specialist 95 80.5

+ Others 6 Sl

Total 118 100.0




.48 -

The monthly income as shown in 5.1.4 reflected that most of employee had
monthly income 8,000 — 16,000 baht which composed of 40.7 %. The second was
8,000 baht and below which composed of 31.4 %. The remaining composed of
respondent with 16,001 — 24,000; and 24,001 baht up which are 20.3 % and 7.6 %
respectively.

The income rates can be explained by the fact that the majority of respondents
were the technical crews and also were newcomers. So their average monthly income

was not over 16,000. Baht.

Table 5.1.4 Description of Monthly Income

Monthly Income Frequency  Percent
o 8,000 baht and below 37 314

e 8,000 - 16,000 baht 48 40.7

+ 16,001 - 24,000 baht 24 20.3

« 24,001 -32,000 bahtup £ 7.6
Total 118 1006.0

As shown in table 5.1.5, most of the respondents achieved education of
bachelors degree or higher which composed of 50 %. Respondent with M. 6 or
equivalent attained, composed of 28.8 % and respondents with diploma or equivalent
attained, composed of 21.2 %.

Under situation (demand less than supply in the market place), almost every position

requires at least bachelor degree for employee’s educational attainment
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Under situation (demand less than supply in the market place), almost every position

requires at least bachelor degree for employee’s educational attainment

Table 5.1.5 Description of Educational Attainment

Education Frequency  Percent
+ M.6 or equivalent 34 28.8

» Diploma or equivalent 25 212

« Bachelors Degree or higher 59 50.0
Total 118 100.0

The job experience with organization reflects that most of employee had job
experience of less thanl year which composed of 41.5 %. Those respondents with 1 -
3 year composed of 37.3 %. The remaining composed of respondents with 4-6 years
of services, and more than 6 years were 13.6 % and 7.6 % respectively.

The percent of newcomers (having job experience less than one year) was so

high because the company has had much expansion along some more business lmes.
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Table 5.1.6 Description of Job Experience

Job Experience Frequency  Percent
e Lessthan 1 year 49 41.5

e 1-3years A4 3713

e 4 -6 years 16 13.6

s More than 6 years - 9 7.6
Total 118 100.0

5.2 Perceptions of Leadership Style

The second question of the research focused on the assessment of leadership

style as perceived by the respondents.

5.2.1 Perceptions on Task-Oriented Style. The overall result shown that the

respondent’s perceived that their leaders utilize task-oriented style. The overall mean
rate was at 3.61. The highest rating when ranked in descriptive form stated that their

leaders insist on high standards of performance.
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Constructs & Items Mean S Rating
Task-Oriented

1) Your boss insists on high standard of performance. 4.05 97 E

2) Your boss fixed on planning on the daily works. 347 1.07 E

3) Your boss gives you new approve to solve the problems. 305 1.02 E

4) Your boss emphasizes on the deadlines of your work. 331 1.09 M

5) Your boss criticizes on the quality of your work. 3.40 1.07 E

6) Your boss closely supervises you in order to work to your full 3.68 1.10 E
capacity.

TASK-ORIENTED STYLE 3.61 S04 E

S = Standard Deviation, VE = Very Effective, E = Effective, M = Moderate,

In = Ineffective, VIE = Very Ineffective

5.2.2 Perceptions on Human-Oriented Style. The overall result showed that

the respondent’s agreed that their leader utilized human —oriented leadership style in

the company. The overall mean rated was at 3.45. The highest rating when ranking in

descriptive form stated that their leader encourages them to insist on new ideas during

the meeting.
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Constructs & Items Mean S Rating
Human-Oriented

1) Your boss encourages you to insist on new ideas during the 3.82 119 E
meeting.

2) Your boss trusts you to handle any new projects in the 326 105 M
company.

3) Your boss shows appreciation to your work dunng the 324 93 M
workdays.

4) Your boss discusses your personal problems. 322 1Ll4 M
5) Your boss makes you feel comfortable during the workdays. 358 106 E
6) Your boss acts friendly to consuit you on your difficulties. 358 110 E
HUMAN-ORIENTED STYLE 345 756...E

8 = Standard Deviation, VE = Very Effective, E = Effective, M = Moderate,

In = Ineffective, VIE = Very Ineffective

5.2.3 Perceptions _on_Achievement-Oriented Stvle.

The overall result

showed that the respondents agreed that their leaders utilized achievement —oriented

leadership style in the company. The overall mean rated was at 3.57. The highest

rating when ranking in descriptive form stated that their leader insists on high

standards of performance.
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Constructs & Items Mean S Rating
Achievement-Oriented

1) Your boss gives you challenging work assignments. 3.40 108 E
2) Your boss insists on high standards of performance. 4.01 .98 E
3) Your boss emphasize on your excellence performance. 4.00 1.04 E
4) Your boss compares your performance with the old 3.02 87 M
performance.

5) Your boss sets up new goals or target pertodically. 3.53 1.01 E
6) Your boss praises the top employees who can attain the target 3.47 96 E
during the meeting.

ACHIEVEMENT-ORIENTED STYLE 557 481 E

S = Standard Deviation, VE = Very Effective, E = Effective, M = Moderate,

In = Ineffective, VIE = Very Ineffective

5.2.4 Perceptions on Creative Style. The overall result showed that the

respondents agreed that their leader utilized creative leadership styles in the company.

The overall mean rated was at 3.60. The highest rating when ranking in descriptive

form stated that their leader loves to challenge the staff to learn new things.
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Table 5.2.4 Perceptions on Creative Style

Constructs & Items Mean S Rating

Creative-Oriented

1) Your boss always suggests new ways of doing thing. 360 105 E

2) Your boss uses his intelligence application of knowledge when 371 104 E

solving problems.

3) Your boss leads me to feel that changing lead to good 360 99 E

consequences.
4) Your boss could adapt to new way of doing thing easily. 304 111 M

5) Your boss is never satisfied with the existing work, keep 3.73 ~ 98 E

improving to be better.

6) Your boss loves to chailenge the staff to learn new things 394 113 E

CREATIVE STYLE 360 .738=mE

S = Standard Deviation, VE = Very Effective, E = Effective, M = Moderate,

In = Ineffective, VIE = Very Ineffective

5.2.5 Summary of perceptions on leadership styles. The overall perception

of the respondents was under effective. But the highest leadership style was reflected
m task oriented leadership style and creative leadership styles. Both with mean 3.60,
but creative style had standard deviation higher than Task-Oriented (733 and .567).
The creative leadership style gained a higher rating. The reason that support
this result was; the busmess domain of Siam Video Co., Itd. is an entertainment
business provider. So creativity was to be the main criteria in recruiting. And the task

~oriented leadership style was the one to be perceived by the responde}lt because in
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this situation, high competition made the leaders / organization had to be more tasks -

oriented.

Table 5.2.5 Summary of Leadership Style.

Variables Mean S Rating
TASK-ORIENTED STYLE 3.60 367 E
HUMAN-ORIENTED STYLE 345 756 E
ACHIEVEMENT-ORIENTED STYLE 3.57 481 E
CREATIVE STYLE 3.60 q33 B

5.3 Perceptions on Work Values

The third part of the research focused on the assessment of respondents’

perception on employee work values (six dimensions) as follows:

5.3.1 Perceptions on Secial Status. The overall perception on Social Status

was moderate and obtained a mean of 3.33. But there were 2 constructs obtained the
rating effective which the first one with mean 4.02 stated that a person does not
deserve respect because they had a good job. And the second one with mean 3.50
stated that the person who holds down a good job is the most respected person m the

neighborhood/family.
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Construct & item Mean S Rating
1. The reasons that I work is to make my family respect me. 307 118 M
2. A person does not deserve respect because they have a good job.  4.02 101 E
3. My friends would not think much of me if 1 did not have a good 334 115 M
job.

4., Prestige should not be a factor in choosing a job. 335 102 M
5. The person who holds down a good job is the most respected 350 106 E
person in the neighborhood / family.

6. Even though they make the same amount of money, the person 269 124 M
who works in an office has more impressive job than the person

working as a sales clerk.

PERCEPTIONS ON SOCIAL STATUS 333 309 M

5.3.2 Perceptions on Activity Preference. The perceptions on activity

preference obtained a mean of 3.56, which means that the subordinates agreed that

they preferred to keep themselves active and busy on the job. This suggests that

activity preference: arises from an internal source, and if it finds expression m work,

people will strive to perform optimally.

Table 5.3.2 Perceptions on Activity Preference

Construct & item

Mean S

Rating

1. A job which requires the employee to busy during the day is better  4.10

than a job which allows a lot of loafing.

1.11

B
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Construct & item Mean S Rating
2. When an employee can get away with it, the employee should take 3.58 108 E
it easy. '

3. A worker who takes long rest pauses is probably a poor worker. 364 120 E
4. If a person is given a choice between jobs which pay the same 3.07 120 M
money, the person should choose the one which requires as little

work as possible.

5. A person should try to stay busy all the day rather than try to find 224 109 In
ways to get out of doing work.

6. If a worker keeps himself or herself busy on the job, the working 3.53 098 E
day passes more quickly than if the worker were loafing.

PERCEPTIONS ON ACTIVITY PREFERENCE 356 268 E

5.3.3 Perceptions on Upward Striving. The overall result showed that the

respondents agreed about the perceptions on work values. The overall mean rated was

at 3.73. The highest rating when ranking in descriptive form stated that “In choosing a

job, a person ought to consider chances for advancement as well as other factors.”

This scale assesses the worker’s desire to seek continually a higher- level job

and better standard of living, with needs of getting ahead. “Upward Striving” is akin

to Maslow’s (1954) “self-actualization” concept. It implied that people wish to

achieve a level of human development that brings self-esteem and self-fulfillment.
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Construct & item

Mean S Rating

1. Even if a person has a good job, one should always be looking

for a better job.

2. In choosing a job, a person ought to consider chances for

advancement as well as other factors.

3. One should always be thinking about pulling oneself up in the
world and should work hard with the hope of being promoted to a

higher-level job.

4. If a person likes the job, then one should be satisfied with it and
should not push for a promotion to another job.
5. A worker who turmns down a promotion is probably making a

mistake.

6. A well paying job that offers little opportunity for advancement

is not a good job for me.

PERCEPTIONS ON UPWARD STRIVING

349 103 E
419 69 E

405 8 E

368 106 E
316 100 M
383 S92 _E

373 2¥a E

5.3.4 Perception on Attitude toward Earnings. The

overall perceptions on

Attitude toward Eamings was moderate which obtained the mean of 3.32. But one

construct obtained the rating ineffective with mean 2.39 which stated that A good job

is a well paying job. And 3 constructs obtained a rating of effective. Especially the

first construct with highest mean 4.14 stated that a person should hold a second job to

bring in extra money if he/she can get it.
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Table 5.3 4 Perceptions on Attitude toward Earmings

Construct & item Mean S Rating

1. A person should hold a second job to bring in extra money ifone 4.14 68 E
can get it.
2. A person should choose the job, which pays the most. 320 105 M

3. If I were paid by the hour, I would probably turn down most 359 98 E

offers to make extra money by working overtime.
4. The only good part of most jobs is the paycheck. 28 112 M

5. When someone is looking for a job, money should not be the 3.73 96 E

most important consideration.
6. A good job is a well paying job. 239" 92 Im
PERCEPTIONS ON ATTITUDE TOWARD EARNING 332 313 M

3.3.5 Perceptions on Pride-in—Work. The overall result showed that the

respondents agreed that they had perceptions on pride- in — work. The overall mean
rated was at 3.89. The highest rating when ranking in descriptive form stated that “a
worker should feel some responsibility to do a decent job, whether or not the
supervisor 1s around,”

This scale assesses the satisfaction and enjoyment a person feels from doing

the job well.
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Table 5.3.5 Perceptions on Pride-in-Work

Construct & item Mean S Rating

1. A worker should feel some responsibility to do a decent job, 438 .81 VE

whether or not the supervisor is around.
2. There is nothing as satisfying as doing the best job possible. 3.74 .83 E

3. One who feels no sense of pride in one’s work is probably 369 108 E

unhappy.

4. One should feel a sense of pride in one’s work. 414 70 E
5. The most important thing about work is liking the work. 431 85 VE
6. Doing a good job should mean as much to a worker as a good 3.100  1.11 M
paycheck.

PERCEPTIONS ON PRIDE-IN - WORK 3.89 325 E

5.3.6 Perceptions on Job Involvement. The overall result showed that the

respondents agreed that they had perceptions on job involvement. The overall mean
rated was at 3.83. The highest rating when ranking in descriptive form stated that their
“Even if a worker has a very low-level job in a company, it is still possible for the
worker to make suggestions, which will affect company policy.” This scale assesses
the degree to which a worker takes an active interest in co-worker, company function

and desires to contribute to job-related decisions.
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Construct & item Mean S Rating
1. If something is wrong with a job, a smart worker will mind hisor 4.09 78 E
her own business and let somebody else complain about it.

2. Once a week, after the workday is over, a company may have the 352 82 E
workers get together in groups for the purpose discussing possible

job changes. A good worker should remain after quitting time to

participate in these discussions.

3. Even if a worker has a very low-level job in a company, itis still 442 74 VE
possible for the worker to make suggestions, which will affect

company policy.

4. If a worker has a choice between going to the company pienicor 2.50 83 In
staving home, the worker would probably be better off at home.

5. A good worker is inferested in helping a new worker a new 4.19 72 E
worker learn the job. '

6. One who has an idea about how to improve one’s own jobshould 426 67 VE
drop a note in the company suggestion box.

PERCEPTIONS ON JOB INVOLVEMENT 383 177 E

5.3.7 Summary of Perceptions on Work Values.

The summary of

perceptions on work values showed that the highest rating was Pride-in-Work. The

rated was at 3.89. The second was Job Involvement; the mean rated was at 3.82. The

remaining were Upward Striving; Activity Preference; Social Status; Attitude toward

earning which were 3.73, 3.56, 3.33 and 3.32 respectively.

Money is not the only reason why people have to work. In this research

finding, the researcher found that the majority of respondents gave the lowest rating to

the sub variable of Attitude toward Earning. But the Pride-in-Work and the Job
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Involvement gained a very high rating. People employed in the mass communication

field often report that they are more satisfied with the scope and responsibility of the

job than the extent of their pay package that they get from the organization.

Table 5.3.7 Perceptions on Summary of Work Values

Variable Mean S Rating
1. Social Status 3.33 309 M

2. Activity Preference 3.56 268 E

3. Upward Striving 3:13 213 E

4. Afttitude toward Eaming 552 313 M

5. Pride —in ~Work 3.89 325 E

6. Job Involvement 3.82 77 E
Work Values 3.58 131 B

5.4 Relationships of Demographic Profile to Leadership Style

This section was to test the hypotheses stating "There was no relationship

between demographic variables and Leadership style"

The following was to test whether there were differences in Leadership Styles by

demographic profile. To identify those differences, ANOVA was used together with

the T-test to test the relationship between the gender and other variables.

Hoi : There was no significant difference in demographic profile and leadership style

Hai : There was significant different in demographic profile and leadership style
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The results from hypothesis testing indicated that demographic profiles were
indifferent (accepted null hypotheses stated there was no difference in Leadership
Style by demographic profile) except the following:

5.4.1 Difference of Age and Leadership Style. There was

statistically significant difference between Age and Achievement-Oriented
leadership style. Significant value of F (.003 < .005), so there were differences
in opinion in Achievement-oriented by different age groups at the .01 level of

significance.

Table 5.4.1 Difference of Age and Achievement-Oriented Style

Sum of Mean

Squares df Square F Sig.
Between Groups 8.333 5 1.667 3.896 .003
Within Groups 47912 112 428
Total 56.245 117

In order to identify such differences, the researcher further identified which
among the categories of the demographic variables, were significantly different
making use of multiple comparison — Least Significance Difference method.

The results from testing mean difference to find which pairs of the age range
were significantly different, is shown in table 54.1.1. It appeared that those age
ranges which perceived very favorable on Achievement-Oriented leadership style was
statistically significant with the exact same groups. Perception from those with age

ranging between 33-37 with the mean of 4.06, and more than 42 with the mean of
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4.17 was significantly different with those of 23 — 27 years (mean of 3.43), and those

of 28 - 32 years (mean of 3.42)

Table 5.4.1.1 Mean Difference of Age and Achievement-Oriented

Age Mean 1822  23-27 28-32 33-37 3842  >42

18-22 . 3.56

23-27 3.43 * ®
28-32 3.42 * *
33-37 4.06 % *

3842 3.42

>42 4.17 * *

5.4.2 Difference of Monthly Income and Leadership Style.

Results from testing null hypotheses stated no difference in Leadership Style
by demographic profile found that only Monthly Income showed a statistically
significant difference with Achievement-oriented leadership Style at .05 level of

significance since significant value of F .016 < .025.

Table 5.4.2.1 Difference of Montly Income and Achievement-Oriented

Sum of Mean
Squares df Square F Sig.
Between Groups 4.860 3 1.620 3.5%4 016

Within Groups 51.385 114 451

Total 56.245 1EE
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Results from testing mean difference to identify which pairs of Monthly
Income perceived Achievement-oriented leadership style differently, found that those
employees who had the lowest monthly income (meari of 3.34) were significantly
different with the two highest earned highest monthly income of Baht 16,000 - 24,000

per month (mean of 3.80), and higher than Baht 24,000 (mean of 3.98).

Table 5.4.2.2 Mean difference of Monthly Income and Achievement Oriented

Monthly Income Mean > 8000 8001-16000 160601-24000 24001-32000
< 8000 3.34 ¥ *
8001-16000 388

16001 — 24000 3.80 E

24000 - 32000 + 3.98 *

5.5 Relationships of Demographic Profile and Work Values. The
following was to test whether there v\./ere differences in Work Value by different
groups in the demographic profile. To identify those differences, ANOVA was used
to test. And T-test was used in testing the relationship between the gender and other
variables.

Ho, : There was no significant difference in demographic profile and work value

Ha, : There was significant different in demographic profile and work value
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The results from hypothesis testing indicated that demographic profiles were
indifferent (accepted null hypotheses stated there was no difference mn Work Value by

demographic profile) except in the following:

5.5.1 Difference on Age and Attitude toward Earnings

Resulted from testing null hypotheses stated no difference in employees’ work
value by demographic profile. It was found that only Age was statistically significant
different with Attitude toward Eamings at .05 level of significance since significant
value of F .006 < .025.

Table 5.5.1.1 Difference of Age and Attitude toward Earnings

Sum of Mean

Squares df Square F Sig.
Between Groups 4.924 3 985 3473 .006

Within Groups 31752 "NEl2 283

Total : 36.675 117

There was statistically significant difference between Age and Attitude toward
Eaming. Significant value of F (.006 < .025), so there were differences in opinion in
Attitude toward Earning by different age groups.

In order to identify such differences, the researcher further identified which
among the categories of the demographic variables, were significantly different
making use of multiple comparison — Least Significance Difference method.

Results from testing mean difference to identify which pairs of age perceived
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Attitude toward Farnings differently found that those employees who had the age 33 —

37 (mean of 3.46), the age 23 — 27 (mean of 3.44) and the age 28-32 (mean of 3.31)

were significantly difference with the three groups of agé 38 - 42 (mean of 2.75), the

group of age more than 42 years(mean of 2.86) and the group of age 18-22 years

(mean 2.98)

Table 5.5.1.2 Mean Difference of Age and Attitude toward Earnings

Age Mean 3842 >42
18-22 2.98

2327 3.44 ¥ #
28-32 3.3t ¥
33-37 3.46 ® ¥
3842 2.75

>42 2.86

5.5.2 Difference in Age and Pride—in—-Work.

There was statistically

significant difference between Age and Pride —in -Work. Significant value of F (.024

< .025), so there were difference mn opinion in Aftitude toward Eaming by different

age groups.
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Table 5.5.2.1 Difference of Age and Pride-in-Work

Sum of Mean
Squares df Square F Sig.
Between Groups 4.076 5 815 2693  .024
Within Groups 33.898 11 303
Total 37.974 s
11
7

As shown in table 5.4.4.2.1, results from the tests of mean difference to identify

which pairs of age perceived Pride —in-Work differently found that those employees

who had the age 33 — 37 (mean of 4.29) and the age 38 - 42 (mean of 4.17) were

significantly different with the rest of groups which are; age 18 — 22 (mean of 3.96),

age 23 — 27 (mean of 3.77), age 28 — 32 (mean of 3.86) and age of 42 years and over

(mean 3.74).

Table 5.5.2.2 Mean Difference of Age and Pride —in- Work

Age

Mean 18-22

2327

28-32 33-37 38-42 >42

18-22
23-27
28-32
33-37
38-42

>42

3.96
3.77
3.86
4.29
4.17
3.74
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8.5.3 Difference of Monthly Income and Work Value. There was

statistically significant difference between Monthly Income and Attitude toward

Earning. Significant value of F (001 < .025), so there were difference mn opinton in

Attitude toward Earning by different Monthly Income groups.

Table 5.5.3.1 Difference of Monthly Income and Attitude toward Earming

Sum of Mean

Squares df Square F Sig.
Between Groups 5228 3 1.743 6317 .001
Within Groups 31.447 114 276
Total 36.675 117

As shown 1n table 5.5.3.2, results from testing mean difference to identify which pairs

of Monthly Income perceived Attitude toward Earnings differently found that those

employees who had the monthly income less than 8000 bht with highest mean of 3.62

was significantly difference with the rest of groups which are 8000 - 16000 Baht

{ mean of 3.21), 16001 — 24000 bht (mean of 3.19) and 24001 bht and more (mean of

3.00).
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Table 5.5.3.1 Mean Difference of Monthly Income and Atfitude toward Earning

Monthly Income Mean > 8000 8001~ 16001-  24001-
16000 24000 32000

> 8000 3.62 ¥ # #

R001-1600G0 3.21 t

160601 — 24000 319 *

24000 —~ 32000 + 3.00 *

* The mean difference is significant at the .05 level

5.5.4 Difference of Gender and Work Values. To test whether there

was difference in Work Values by Gender, T-test was used. Testing the null

hypotheses stated there were no difference of six variables of the Work Value

with Gender, the researcher found that only one variable of Work Value ie.

Activity Preference was significantly different by Gender.

Gender was significantly different with Activity Preference.  Activity
Preference was significantly difference with gender at .05 level of significance with -
sig. value of .008 (t value = -2.68, df at 116, using equal variance not assumed as
significant value of F, sig. value of F less than .025 implied difference in variance of
gender. It showed that Females (mean of 3.51) had perceived higher effectiveness

toward Activity Preference than that of Males (mean of 3.26).
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Table 5.5.4.1 Differences of Gender and Work Values

Std. Mean
Mean Dev. F t Sig. df diff.
Activity Female  3.51 3534 : 10.44 J002*
Preference Equal -2.68 1 .004% | 11525 | -25
variance
Assumed

Male 3.26 5827
Equal -2.68 008 116 =25
variance

not assumed

o Difference was significant at .05 level

5.5.5 Summary of Relationships of Demographic Variables and Work

Values. Among six demographic factors and four leadership styles there were
four relationships existing. Age had relation with Achievement Oriented, Sex had
relation with Task Orented, Job Position had relation with all leadership styles
except one, which was Human Oriented. And the last one was Monthly Income
which had a relationship with Achievement Onented. The research findings
showed that two differentiations exist, Age and Monthly Income with
Achievement Oriented.
And among six demographic factors and six work value dimensions, there
were three relationships existing. Sex had relationship with Activity Preference, Job
Involvement. Monthly Income and Educational attainment had relationship with

Attitude toward Eamings. The research findings showed that four differentiations
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existed. Age with Attitude toward Earnings and Pride-in-Work. Monthly Income with

Attitude toward Earmings. And Sex with Activity Preference.

5.6 Relationships of Leadership Styles and Work Values

The section presented the test inter-relationships between the independent
group vari.;:lbles of Leadership Style and Work Values. To test the relationship
between the two groups, Pearson Comelation was used to test the following
hypotheses:

Hos: There was no correlational relationship between leadership style and work

values.

Has: There was corelational relationship between leadership style and work values.

Results of testing the hypotheses found that all null hypotheses stated no co-relations
between Leadership Style and Work value. There was one ex.cept'ion and that was the
one about relationship which Attitude toward Earnings with all of four leadership
styles factors; Task —Oriented with correlation coefficient value of .063 at sigmficant
value of 498 (.05 level of significance), Human —Oriented with correlation coefficient
value of .057 at significant value of .538 (.05 level of significance), Achievement —
Oriented with correlation coefficient value of - 102 at significance .271 (.05 level of
significant) and the last one was Creative style with coﬁe!ation coefficient value of

115 at significant value of .216 (.05 level of significance)



Table 5.6.1 Correlation between Leadership Style and Work Values

Correlational Matrix

2 1

(Person's) Social Status ~ Activity Upward Attitude Pride in Job
Preference Striving toward Work Involvement
Earning
Task ATO*F 304%* 306*+* .063 600 3o0%
Human 264 233* 210% 057 A9TH* 259%*
Achieve SO5*% 310%* 240%% - -102 596%* 404%*
Creative 434%* 305%* 201 %% 115 533%% 267
Sig. (2-tailed)
Task .000 .001 .001 498 .000 .000
Human 004 011 023 .538 000 005
Achieve 000 .001 009 1271 000 .000
Creative 000 001 001 216 .000 003

Task = Task - Oriented Leadership Style

Achievement = Achievement —Oriented Leadership Style
Human = Human ~Oriented Leadership Style

Creative = Creative —Oriented Leadership Style

* Correlation was significant at the .05 level (2-tailed)

** Correlation was signficant at the .01 leve] (2-tailed)

5.7 Discussion of Research Findings

The last section of this chapter is the discussion built on the results of research

findings and the conceptual framework that have already been presented in chapter 3.

The discussion is presented as follows:
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From the research findings, out of four leadership styles presented imn this study
Creative Leadership Style and Task —Oriented Leadership Style are perceived as
obtaining the highest scores (with mean of 3.60) followed by Achievement —Oriented
and Human —Oriented. The results reflected some interesting information. In the
situation whereby a company faced very high competition in the marketplace, the
Ta'sk ~Oriented style is one of the organization’s needs. And also Creative leadership
style is the one important in every organization especially in entertainment business as
the one Siam 1s in. It was evident from the findings that the management should still

maintain the creative style of leadership.

Table 5.7.1 Acknowledgement of the Leadership Style

Rank Mean
Task —Oriented Style 1 3.60
Creative- style 1 3.60
Achievement —Oriented Style 3 3.57
Human —Onented Style 4 3.45

Beside the perceived leadership style of the employees, the employees’ work
value is the one which the management should be concemed about improving. Two
factors that they can examune are the package of benefits, and new ways for
enhancing productivity. From the research findings, it was found that dimension of
Work Value; Pride- in- Work and the Job Involvement are the two highly
acknowledged work values. Taking the mean of work value ( mean of 3.89 and 3.82)

as the basis of judging the strength of each element constitutes work value, Upward
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Striving and Activity Preference are also the major issues. Surprisingly the attrtude

toward Earning, gained the lowest mean (3.32) in the research findings.

Table 5.7.2 Acknowledgement of the Work Values

Vartable Rank . | Mean
Pride —in —Work 1 3.89
Job Involvement 2 3.82
Upward Striving 3 3.73
Activity Preference 4 3.56
Social Status 5 583
Attitude toward Earmning 6 3.52
Work Values 3.58

It appeared that Achievement-Oriented leadership style had the highest
relationships with the three demographic profiles in term of the Age, Job Position and
Monthly Income. Task ~Oriented leadership style also had relationships with the two
demographic profiles which were Gender and the Job Position. And the last one
where relationships existed was the Creative leadership style with the Job Position.

But no relationship was evident in other variables of the demographic profile.

Table 5.7.3 Relationships of Demographic Profile and Leadership Style

Task Human Achievement Creative

Age ek ®x




PG

Task

Human

Achievement

Creative

Gender

Job Position

Monthly Inc.

& %Kk

Education

Job Exp.

**# = Having Relationship existed

In terms of relationships between demographic profile and work values, it

appeared that Attitude toward earmings had strongest relationship with the

demographic profile mn term of Age, Monthly Income and Educational Attainment.

And Age also had relationship with the Pride- in- Work. Gender had two relationships

with work values; which were Activity Preference and Job Involvement.

Table 5.7.4 Relationships of Demographic Profile and Work Value

Social St. | Act. Pref. | Up Striv. | Earning | Pride Job Inv.
Age P P
Gender FxE
Position
AT mam —
Education

Job Exp.
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*+%* = Having Relationship Existed

Only one variable of work values did not have relationship with the leadership
styles. It was the Attitude toward Earnings. Hence it was clearly a confirmation of the

respondents in the organization that money is not the main subject for them.

Table 5.7.5 Relationships between Leadership Style and Work Value

Social Status Activity Upward Attitude Pride in Job
Preference Striving toward Work. Involvement
Earning
Task C ¢ C C C
Human C G C & &
Achieve L C C C C
Creative c c C c C

C = Correlations

From the summary of research findings, one finding was the respondents had
worked because they took pride in their work. And job involvement was another one
factor that made them satisfied with their work. The results of hypotheses testing
which showed the correlation between the leadership style and the work value found
that Task- Oriented leadership style, Achievement- Orie;lted leadership style and

Creative leadership style had strong positive correlations with Pride- in- Work.
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CHAPTER 6

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

SUMMARY

The objective of this thesis was to serve as a guide in the implementation of
management practice and determination of the respondents’ demographic profile, the
leadership style and employees” work value in the Siam Video Production Co., Ltd.
(Thailand). The study examines the relationship between leadership style and
employees’ work values.

The study assists the management in understanding the relationships between
leadership style and employees” work values, which in turn, enables the managers to
improve and to adapt his / her own style to encourage the employee's enhanced job
performance. Another significant aspect of this study was to serve as a guideline for
the management in seeking which style would directly affect employee job
performance. This finding helps the management to evaluate their own management
style and to utilize the appropriate style in managing their employees in Siam Video
Production Co., Ltd.

The thesis was the study of the factors affecting employees’ work value survey
done with employees in the Siam Video Co., ltd., with the following research

questions were being brought into consideration:
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1. What are the perceptions of respondents on leadership style in terms of
task-oriented style, human-oriented style, achievement-oriented style and

the creative style?

2. 'What are the perceptions of respondents on work value in terms of social
status, activity preference, upward striving, attitude toward earning, pride

in work and job involvement?

3. What is the relationship between the perceived leadership style and the

employees work value?

The objectives of this thesis were:

1. To determune the respondents’ perception of leadership style and their

work values

2. To examine the relationship of work values with leadership style as well as

demographic features of the respondents.

Significance of the Research:

This study of leadership styles and work values was designed to contribute to
the literature on leader and human behavior, to help practitioners better understand the
climate within Siam organizations, and to provide a tool that can help improve quality

during this period of company self-evaluation.

The benefit and expectations of this research were as follows:

- To determune key attributes of leadership style in leading the group in Siam

Video Production Co., Ltd.



- 80 -

- To assist management in identifying the area where there would be the
opportunity for further training and development related to leadership development

and awareness of the demanding trend of leadership style of the Siam Video Co.,Ltd.

Conceptual Framework of the Study

Concepts and theories of “leadership style” and “work values: are reviewed
and synthesized under three perspectives which become the research / conceptual
framework of this study. The descriptive approach explains what a leadership style 1s,
what work values are, and their relationships to the jobs that employees are doing,.

The objective of this study was to find relationships between the demographic
profile of the respondent, leadership style and the work values. The independent
variables were demographic profile and the leadership style. The work values of

employees were the dependent variable.

Research Methodology; Questionnaire survey and Descriptive statistic used in
describing primary data of the respondents’ demographic profile and their perceptions
on their supervisor’s leadership style and implication of work values. Parametric and

non-parametric statistics such as Spearman, Pearson's Correlation, and ANOVA were

used to test the hypotheses in relation to the study.

Research Instrument/Questionnaire From the conceptual framework. The

questionnaire comprised of three parts.
Part 1: Demographic Profile
Part 2. Twenty-four items using the five —point-scale. The items referred to

perceptions on leadership styles.
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Part 3: thirty- six items using the five- point-scale. The items referred to perceptions
on the employees work values.

Data Gathering Procedure and Outcome; ~ The questionnaires were
distributed to all employees m the sampling frame in order to have maximum
exposure to the working people in the company. The researcher floated 120
questionnaires that represented the total number of employees in the company.

The returned and completed questionnaires were 118, which represented the
return rate of 98.3 percent of the total floated questionnaires.

Statistic Treatment of data

The gathered data was encoded mfo symbolic form that used SPSS software.
Based on the results of the survey, analysis, finding and interpretation of data, the
following findings emerged from the study:

1) Respondents’ Demographic Profile

" Age: age range 23 — 27 years is the largest group, represent 45.8 % of total
respondents, followed by age group of 26 — 32 years with 22.9 %, age group of 33 —
37 years with- 14.4 %, age group of 18 — 22 years with 7.6 %, age group of 43 years
and over with 5.9 % and 38 - 42 years with 3.4 %.

Gender: males represent 60.2 % of total respondents and the females
represent 39.8 % of total respondents.

Job Position as shown that the majority of respondent is technical and
specialist composed of 80.5 % and the department managers composed of 8.5 % and
other 1e. car driver and mates composed of 5.1 % and executive director composed
of 2.5 %

The Monthly Income reflects the most of employee has monthly income

8,000 — 16,000 baht which composed of 40.7 %. The second is 8,000 baht and below



5t. Gabriel's Library, Au

o

which composed of 31.4 %. The remaining composed of respondent with 16,001 -
24,000, and 24,001 baht up which are 20.3 % and 7.6 % respectively.

Educational Attainment: the largest group of respondent’s educational
attainment is bachelor degree or higher (59 persons, 50 %). M. 6 or equivalent (34
persons, 28.8 %) and Diploma or equivalent ( 25 persons, 21.8 %)

The Job Experience with organization reflect that most of employee has
service year of less thanl year which composed of 41.5 %. Those respondents with 1
-3 year composed of 37.3 %. The remaining composed of respondent with 4-6 years
of services and more than 6 years which were 13.6 % and 7.6 % respectively.

2. Perceptions on Leadership Stvle

Perceptions on Task-Oriented Style: The overall result showed that the
respondent’s perception agree that their leader utilize task-oniented style. The overall
mean rate was at 3.61. The highest rating when ranking in descriptive form stated that
their leader insists on high standard of performance.

Perceptions on Human- Ornented Style: The overall result showed that the
respondent’s perception agreed that their leader utilized human —oriented leadership
style in the company. The overall mean rated was at 3.45. The highest rating when
ranking in descriptive form stated that their leader encourages them to insist on new
ideas during the meeting.

Perceptions on Achievement -Onented Style: The overall result showed that
the respondent’s perception agreed that their leaders utilized achievement —oriented
leadership style in the company. The overall mean rated was at 3.57. The highest
rating when ranking in descriptive form stated that their leader insists on high

standards of performance.
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Perceptions on Creative Style: The overall result showed that the respondent’s
perception agreed that their leader utilized creative leadership styles in the company.
The overall mean rated was at 3.60. The highest rating when ranking m descriptive
form stated that their leader loves to challenge the staff to learn new things.

Summary of Perceptions on Leadership Styles:

The overall perception of the respondents, fell under the rating of effective.
But the highest leadership style was reflected in task oriented leadership style and
creative leadership style. Both with mean 3.60, but creative style had standard
deviation higher than Task-Oriented (733 and .567).

3) Perceptions on Work Values.

The overall perceptions on Social Status was moderate, which obtained the
mean of 3.33. But there were 2 constructs which obtained the rating of effective. The
first one with mean 4.02 stated that a person does not deserve respect because they
have a good job. And the second one with mean 3.50 stated that the person who holds
down a good job is the most respected person in the neighborhood / family.

The perceptions on activity preference obtained the mean of 3.56, which
means that- the subordinates agreed that they preferred to keep themselves active and
busy on the job. This suggests that “activity preference: arises from an internal source,
and 1f 1t finds expression in work, people will strive to perform optimally.

Perception on Upward Striving: The overall result showed that the overall
mean rated was at 3.73. The highest rating when ranking in descriptive form stated
that In choosing a job, a person ought to consider chances for advancement as well as
other factors.

This scale assesses the worker’s desire to seek continually a higher- level job

and better standard of living, needs of getting ahead. “Upward Striving” 1s akin to
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Maslow’s (1954) “self-actualization” concept. It implied that people wish to achieve a
level of human development that brings self-esteem and self-fulfillment.

The overall Perceptions on Attitude toward Eérnjngs was moderate which
obtained the mean of 3.32. But had one construct obtained the rating ineffective with
mean 2.39 stated that A good job 1s a well paying job. And had 3 constructs obtained
the rating effective. Especially the first construct with highest mean 4.14 stated that a
person should hold a second job to bring i extra money if he/she can get it.

Perceptions on Pride-in —work. The overall result showed that the
respondent’s perceptions on pride- in = work. The overall mean rated was at 3.89. The
highest rating when ranking n descriptive form stated that “a worker should feel
some responsibility to do a decent job, whether or not the supervisor is around.” This
scale assesses the satisfaction and enjoyment a person feels from doing the job well.

Perceptions on Job Involvement: The overall result showed respondent’s
perceptions on job involvement. The overall mean rated was at 3.83. The highest
rating when ranking in deseriptive form stated that their “Even if a worker has a very
low-level job in a company, it is still possible for the worker to make suggestions,
which will affect company policy.” This scale assesses the degree to which a worker
takes an active interest in co-worker, company function and desires to contribute to
job-related decisions.

The summary of perceptions on work values shown that the highest rating was
Pride-in-Work. The rated was at 3.89. The second was Job Involvement; the mean
rated was at 3.82. The remaining are Upward Striving, Activity Preference; Social

Status; Attitude toward earning which were 3.73, 3.56, 3.33 and 3.32 respectively.
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4. Difference of Demographic Profiles and Leadership Style

Mean Difference of Age and Achievement-Oriented. The results from testing
mean difference to find which pairs of the age range was significantly different was
shown in table 5.4.1.1. It appeared that those age ranges; which perceived very
favorably on Achievement-oriented was statistically significant with the same exact
groups. Perception from those with age range between 33-37 with the mean of 4.06,
and more than 42 with the mean of 4.17 was significantly different with those of 23 ~

27 years mean of 3.43), and those of 28 ~ 32 years (mean of 3.42)

Mean difference of Monthly Income and Achievement Oriented Style.

Results from testing mean difference to identify which pairs of Monthly
Income perceived Achievement-oriented differently found that those employees who
had the lowest monthly income (mean of 3.34) were significantly different with the
two highest earned highest monthly income of 16,000 - 24,000 bht./month (mean of

3.80), and lgher than 24,000 (mean of 3.98).

3. Differences of Demographic Profiles and Werk Value

Difference on Age and Attitude toward Earnings; Results from testing
mean difference to identify; which pairs of age perceived that Aftitude toward
Earnings differently found that those employees who had the age 33 — 37 (mean of
3.46), the age 23 ~ 27 (mean of 3.44) and the age 28-32 (mean of 3.31) were
significantly different with the three groups of age 38 — 42 (mean of 2.75), the group
of age more than 42 years(mean of 2.86) and the group of age 18-22 years (mean

2.98)
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Difference on age and pride-in-work. Results from testing mean difference
to identify which pairs of age perceived Pride —in-Work differently found that those
employees who had the age 33 — 37 (mean of 4.29) and the age 38 - 42 (mean of 4.17)
were significantly different with the rest of groups which are; age 18 — 22 (mean of
3.96), age 23 — 27 (mean of 3.77), age 28 — 32 (mean of 3.86) and age of 42 years and
over (mean 3.74)

Difference of Monthly Income and Attitude toward Earning. Results from
testing mean difference to identify which pairs of Monthly Income perceived Attitude
toward Earnings differently found that those employees who had the monthly income
less than 8000 bht with highest mean of 3.62 was significantly difference with the rest
of groups which are 8000 — 16000 bht ( mean of 3.21), 16001 — 24000 bht (mean of

3.19) and 24001 bht and more (mean of 3.00).

Difference of Gender and Work Values. To test whether Gender was
significantly different with Activity Preference, it was revealed that activity
preference was significantly different with gender at .05 level of significance with sig.
value of .008 (t value = -2.68, df at 116. Using equal variance not assumed as
significant value of F, sig. value of F less than 025 implied difference in variance of
gender. It showed that Female (mean of 3.51) had perceived higher effectiveness

toward Activity Preference than that of Male (mean of 3.26).

Summary of relationships of demographic variables to leadership

style, and to work value.

Among six demographic factors and four leadership styles it was found that

four relationships existed. Age had relation with Achievement Oriented. Sex had
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relation with Task Oriented. Job Position had relation with all leadership styles except
one, was Human Oriented. And the last one was Monthly Income had relationship
with Achievement Oriented. The study findings found that two differentiations exist;
Age and Monthly Income with Achievement Oriented.

Among six demographic factors and six work value dimensions, there were
three relationships existing. Sex had relationship with Activity Preference, Job
Involvement. Monthly Income and Educational attainment had relationship with
Attitude toward Eamings. The study found that had four differentiations exist. Age
with Attitude toward Earnings and Pride-in-Work. Monthly Income with Attitude

toward Eamings. And Sex with Activity Preference.

6. Correlations between Leadership Stvie and Work Value. Results of

testing the hypotheses found that all null hypotheses stated no co-relations between
Leadership Style and Work values. There was only one exception and that was the
one about relationship which Attitude toward Eamings with all of four leadership
styles factors; Task —Oriented with correlation coefficient value of .063 at significant
value of .498 (05 level of significance), Human —Oriented with correlation coefficient
value of .057 at sigmficant value of 538 (05 level of significance), Achievement ~
Ortented with correlation coefficient value of -.102 at significance .271 (.05 level of
significant) and the last one was Creative style with correlation coefficient value of

115 at significant value of .216 (.05 level of significance).
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CONCLUSIONS

This study focused on four leadership styles: Task —Oriented Leadership Style,
Human —Orented Leadership Style, Achievement —Oriented Leadership Style and the
last one Creative Style. Yes the findings of the study indicated that the two most
important styles were the Task ~Oriented Leadership Style and Creative Leadership
Styles.

Perhaps an explanation about the findings can be offered in terms of the nature
of the mdustry in which the business is operating. 'The entertainment field, albeit the
one which is operating in terms of television, 1s a highly competitive one. The nature
of the job does not call for a rigorous style such as directive leadershup. Instead, the
emphasis 1s on maximizing the creative potential of employees and getting the best
out of their ideas. It must be also mentioned that the entertainment business falls
under the domain of organic style of organization structure. This implies that
employees are free to discuss their ideas with their immediate bosses, work on a
project-oriented basis, and have very flexible office hours.

The second highlight of the study was the employees' Perceptions on Work Values.
The results showed that the Pride- in- Work was the highest of respondents’ value.
And the Attitude toward Earnings was the lowest. This can be explained by the fact
that i1 a business such as the entertainment field, it is not really what or how much
one earns that is of paramount importance. Rather it is the nature of the job, the
amount of responsibility, and the scope of decision-making, that employees feel are

of greater mmportance.
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The results of the study also revealed that Achievement —Oriented Leadership
Style was shown significantly related to Age , Monthly Income, Pride-in ~Work and
Social Status. It is not surprising that achievement is related to age. Generally, the
older the workers, the more mmportance they place in goal settings, achievement, the
pride in their work - all of which in turn, also reflect their monthly income. It must be
mentioned here that older workers usually put their best efforts in the job mainly
because they already have experience in other places and have made the decision that
their present place is the best one for them. With the knowledge of this, they do the
utmost to earn respect from their colleagues and bosses, unlike the newer generation
who are still unsure of what the future holds for them.

Task—Ortented Leadership Style was shown significantly related to »‘Pride-in
Work. The results of Fielder (1967) showed that task orientation was the lé;idership
style preferred by those who were older, had more experience, and also were skilled at
their work.. Fielder also sought to portray the fact that the more experienced the
worker, the more he/she wanted the boss to be task-onented, a finding that was more

evident in highly competitive work fields.

Creative Leadership Style was shown significantly related to Pride — in- Work.
Given the fact that the company under study was i the field of entertainment and that
the workforce was relatively young, it is not surprising that the results indicated a
relationship between creative style and pride-in-work. Many studies showing
differences between the working paradigms of younger and older ';vork groups,
indicate that creativity is more of an issue within younger age groups. Education was
found to be a major factor responsible for this result. While the older generation was

satistied with working for bosses who 1ssued orders and strictly supervised their work,
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the younger generation has not been trained to be subservient and take orders easily.
Instead, they want to be part of the management and want to have an active role in

determining the nature of their jobs.

Age was shown significantly related to Attitude toward Earning, Pride —in ~Work.
As reflected earlier, age is an important factor determining both eaming as well as the
job done. It must be mentioned that older employees also have families to support.
They are at an age where they probably have school or college-going children, and
hence have to find enough resources to secure the well-being of their families, a factor

that 1s not of great importance m Generation X people who are still single.

Only one of four leadership style did not show any significantly relationship to
Pride- in — Work, Human —Oriented Leadership Style. The Human-Oriented style is
not related ;to any demographic factor. This 1s mainly because it is a style associated
with solving problems of employees, both at work and outside the workplace.
Assuming that workers of all age groups have problems, both in and outside the
workplace, it is the responsibility of an effective leader to look into both aspects that

can make their people perform to the best of their ability.

Three leadership styles had positive correlations with Pride-in —Work; which
were Task — Oriented leadership style as employees perceived that their boss insisted
on high performance. This is not surprising given the nature of the industry in which
the firm 1s operating. Achievement leadership style as employees perceived that their
boss emphasized excellent outcome. Again, this is expected given the fact that if the

company cannot produce at the level that the market expects, 1t cannot continue to
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survive in the field. Creative leadership style as employees perceived that their boss
loved to challenge the staffs to learn the new things. Again, one should consider the
nature of the job. This is not a line and staff organization, with fixed responsibilities,
neither are the customers of the type that can expect standardized results. Rather the
end result in the field of entertainment is measured against competitors, other

entertainment companies that can provide the best resources that satisfy the needs of

diverse customers.

RECOMMENDATIONS

Drawings from the research findings, and respondents’ perceptions on the
leadership styles that have implication on work values, Top management need to
understand the important factors that might affect the jobs that employees are doing.

There are some related factors as drawn out from this study, that might be

examined so as to create an enhanced working environment for the employees:

1. Company Training

Given the nature of the industry, only the fittest can survive. In keeping with
this, training is the most widely used approach in improving leadership skill. Besides
encouragement for formal education, the management should provide continuous
internal and external traming programs, especially ‘the training pr.ograms that
concentrate on the technical skills.so that the employees can expand their capabilities

to cope with more complex task especially at the lower staff levels.
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Conceptual skills are more difficult to acquire through short-term training.
Training for managerial level should emphasize conceptual skills training, which
include cases, business games, simulations, and problem solving exercises. Texts,
films, and videotapes are used to present procedures for problem analysis, forecasting,
planning, solution generation, and solution evaluation. Specialized training; such as
instruction in how to use the idea generation techniques can enhance creativity. Staff
at all levels should be concerned in business games, forecasting, planning, solution

generation, and solution evaluation that enable them to increase their performance.

2. Management Development

This is a more complex area to deal with. Before the management can make
any relevant changes, it must understand the individual currently emploved mn it
organization and key variables associated with their current job satisfaction levels and
needs. Changes in management behavior must be supported by knowledge gained
objectively, through a carefully administered survey in order to achieve total quality
management goals and improve the product quality (services, T.V. Program) thus to

ensure a strong foothold for the mdustry’s future.

3. Reach the employee’s insight

Put the right person into another right job. The management might consider
this approach - Certain Leadership Styles that match certain Work Values; Certain
Work Values for Certain groups. The results of the study 1indicate that the Prnide-in-
Work and Job Involvement were the most selected by respondent specially the group
of age 27 - 33 'years old. Hence, it is evident that in order to enhance Pnide-in-Work,

the management should focus on this specific group.
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4. Setting the Challenging Goals

The top management should set challenging goals for the employees and
emphasize excellence performance by comparing prior goals to new targets. By
setting challenging goals, the management seeks improvement, emphasizes excellence
in performance, and shows confidence that the employees would attain higher

standards of performance.

Recommendation for Future Research

The current study only emphasizes the employees in a single organization.
This is a limitation in the sense, more organizational research 1s necessary to come up
with better results. The study therefore recommends the following:

1. More studies done on other companies in the entertainment industry, so
that the results on leadership style and work values can be compared in a
wider area.

2. A study to examine the relationships between other leadership styles
(except the all four m this conceptual framework) and work values.

3. Study of perceptions on leadership style in different sectors or companies
in other countries on the topic of leadership, employees” work value. For
example, is culture an important variable affecting perception of leadership
style? Does demographic factors of employees in other regions affect their

perception toward work values and leadership styles?
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Appendix A-

Questionnaire and Cover Letter (English)



QUESTIONNAIRES

A study of leadership style in relation to employees’ work values in

Siam Video Production Co., Ltd., Thailand.

Dear Respondents:

The following statements are related to the important aspect of leadership style and

employees work values.
Please place a checkmark (/) in each itermn under the column that best describes your

boss styles.
The researcher assures respondents that any information provided in this study will be

treated with highest confidentiality.

Ms.Paweena Singboorana
Researcher

PART I: PERSONAL PROFILE

AGE: ( ) 1822 years ( )23-27 years ( )28- 32 years
( )33-37 years ( )38-42years ( )42 years up
GENDER: ( ) male ( ) female
POSITION: () Executive Director and above
( ) Department manager () Supervisor
( ) Technical /specialist ( Yothers .............
INCOME: { ) 8,000 baht and below, ( y8001-16,000 baht,
( )16,001- 24,000 baht ( )24,001-32,000 baht
( ) 32,001 baht up

HIGHEST EDUCATION ACHIEVED:

( ) M.6 or equivalent ( ) Diploma or equivalent
( ) Bachelor’s Degree { ) Master’s Degree and higher
JOB EXPERIENCE: ( )Lessthan !l yr ()13 yrs

( )4-6 yrs ( )6 yrs up



PART I

1 = Strongly Disagree; 2 = Disagree; 3 = Neutral; 4 = Agree; 5 = Strongly Agree

Task- oriented style:

No. | Questions: to what extent ... ... .. does SDiD N A |SA
1 Your boss insists on high standard of performance. 1 12 |3 |4 |5
2 Your boss fixed on planning on the daily works. 1 {2 (3 |4 |5

3 Your boss gives you new approaches to solve the problems. 1 |2 |3 |45

4 Your boss emphasizes on the deadlines of your work. 1 {2 [3 |4 |5

5 Your boss criticizes on the quality of your work. 1 {2 |3 |4 |5

6 Your fJoss closely supervise you in order to work to your full 1 12 13 |4 |5

capacity.

Human — oriented style:

No. | Questions: to what extent ... . does SD 1D N A | SA
1 Your boss encourage you to insist on new ideas during the 1 (2|3 (415

meeting.
2 | Your boss trusts you fo handle any new projects in the I |2 =4 |5
company.
3 | Your boss shows appreciation to your work during the 1 12 13 (4|5
working days.
4 Your boss discusses your personal problems. o2 |3 5
5 Your boss makes you feel comfortable during the workdays. 112 13 5
6 | Your boss acts friendly to consult you on your difficulties. 1 12 13 14 |5

Achievement —oriented style:

No. | Questions: to what extent .... does SO D N [A |5A
1 Your boss gives you challenging work assignments. 1 {2 {3 {4 |5
2 | Your boss insists on high standards of performance. 1 12 (3 14 |5
3 Your boss emphasize on your e¢xcellence performance. 1 12 {3 (4 |5
4 | Your boss compares your performance with the old 1 |2 |3 (4|5

performance.
5 Your boss sets up new goals or target periodicaily. 1 12 (3 |4 |5
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rNo. Questions: to what extent ... . does b D SA
6 | Your boss praises the top employees who can attain the target | 1 | 2 5
during the meeting.

Creative style;

No. | Questions: to what extent .... does 8t D A
1 My boss always suggest new ways of doing thing. 1 5
2 It seems that my boss use his / her intelligence application of 1

knowledge when solving problems.
My boss loves to challenge the staff to learn new things. 1 |2 5
4 My boss lead me to feel that changing lead to good 1 5
consequences.
5 | My boss could adapt to new way of doing thing easily. 1 |2 5
6 | My boss is never satisfy with the existing work he/ she always |1 | 2 5
think that we could keep on improving to be better.
PART III: WORK VALUES

1. Social status of the job:

No | Questions: to what extent... ... does DD SA

1 One of the reasons that I work is to make my family respect L2 5

me.

2 A person does not deserve respect just because he or she has a 12 5

good job.

3 My friends would not think much of me if I did not have a 1 12 5

good job.

Prestige should not be a factor in choosing a job. 1 (2 5
Having a good job makes a person more worthy of praise from {1 |2 5
friends and family.

6 Even though they make the same amount of money, the person | 1 |2 5

who works in an office has more impressive job than the

person working as a sales clerk.

2. Activity Preference:




Questions: to what extent... ... does

sD

3SA

A job which requilrcs the employee to be busy during the day is
better than a job which allows a lot of loafing,

W

When an employee can get away with it, the employee should
take it easy.

(¥ 8]

A worker who takes long rest pauses is probably a poor
worker,

If a person is given a choice between jobs which pay the same
money, the person should choose the one which requires as
little work as possible.

A person should try to stay busy all the day rather than try to
find ways to get out of doing work.

If a worker keeps himself or herself busy on the job, the
working day passes more quickly than it the worker were
loafing.

(1

3. Upward Striving:

Questions: to what extent... ... does

D

SA

Even if a person ha s a good job, one should always be looking
for a better job.

In choosing a job, a person ought to consider chances for
advancement as well as other factors.

One should always be thinking about pulling oneself up n the
world and should work hard with the hope of being promoted
to a higher-level job.

If a person likes the job, then one should be satisfied with it
and should not push for a promotion to another job.

A worker who turns down a promotion is probably making a
mistake.

SV

(&%)

W

A well paying job that offers hitle opportunity for advancement
1s not a good job for me.

4. Attitude toward earnings:

No

Questions: to what extent... ... does

SA

A person should hold a second job to bring 1n extra money if
one can get it.

A person should choose the job which pays the most.

If Iwere paid by the hour, I would probably turn down most
offers to make extra money by working overtime.

The only good part of most jobs is the paycheck.




No | Questions: to what extent. .. ... does D

5 When someone is looking for a job, money should not be the 1 12 |3
most important consideration.

6 A good job is a well paying job. I [2 i3

5. Pride-in-work:

No | Questions: to what extent... ... does DD |N
1 | A worker should feel some responsibility to do a decent job, 1 §j2 |3
whether or not the supervisor is around.
2 | There is nothing as satisfying as doing the best job possible. 1 12 |3
3 | One who feels no sense of pride in one’s work is probably 1 |2 |3
unhappy.
4 | One should feel a sense of pride in one’s work. ipl2 |3
The most important thing about work is liking the work. 'j2 |3
6 | Doing a good job should mean as much to a worker as a good 1 | 2%P3
paycheck.
6. Job involvement
No | Questions: to what extent... ... does SD | D_fN
1 | If something is wrong with a job, a smart worker will mind his or 1 | 2%y

her own business and let somebody else complain about it.

2 | Once a week, after the work day is over, a company may havethe |1 {2 |3
workers get together in groups for the purpose discussing possible
job changes. A good worker should remain after quitting time to
participate in these discussions.

3 | Even if a worker has a very low-level job in a company, it is still 1 12 (3
possible for the worker to make suggestions which will affect
company policy.

4 | If a worker has a choice between going to the company picnic or 1 12 |3

staying home, the worker would probably be better off at home.

5 | A good worker is interested in helping a new worker learnthe job, |1 |2 |3

6 | One who has an idea about how to improve one’s own job should | 1
drop a note in the company suggestion box.

THANK YOU AGAIN FOR YOUR KIND ASSISTANCE IN FILLING THIS
QUESTIONNAIRE.

KINDLY MAIL BACK USING THE PROVIDED ENVILOPE
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