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ABSTRACT

The project of Factor Influencing Employee's Satisfaction in Steel Pipe Industry :
A survey of influencing factors to employees at PP Co., Ltd., which motivations arouse
willing to do their jobs. We apply the linkage between the theory of motivation factors
and employee's satisfaction for studying this project. The first objective is to study the
motivation factors of employees, who are different in sex, marital status, education,
current position, working period and income. The second objective is to study the
employee's satisfaction toward job responsibility, advancement and security of career,
working environment, income and benefit factors. Both objectives of the study are
designed to study the correlation between employee's satisfaction factors and personal
information of employees to point out the problem factors to the employer and give the
recommendation and suggestions to the top management of PP Co., Ltd.
The study was conducted by randomly distributing questionnaires to 100
employees who work at the PP Co., Ltd. The six hypotheses were set. The data
collected were interpreted with frequency and percentage method by calculating rating
index using Statistical Package for Social Science (SPSS V.10.0.1) program. From the
study, the Managing Director knows the levels of satisfaction of employees in the job
satisfaction factors and job motivation factors which are appropriate to the employee's
satisfaction.
The implications of this study from the result of the study, are that it is important
for Managing Director to provide recommendation for supporting the development plan
of the organization. Furthermore, when directors use the results and recommendations
of this project to support his management plan, they should survey the effectiveness and
the responses of their subordinates' performance as well.
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I. INTRODUCTION

1.1 Significant of the Project
At present, most of companies or business realize that the quality of products and
services are the most important to the customer satisfaction.

Quality is the

responsibility of all employees at all levels of the organization. It is an important to
study the needs, drives, and expectations of people that the organization will hire or
employ, and aim at responding and satisfying those customers.
In the fact, employees play significant role in a company's success. The
expectation of organization to efficient work of employee is motivation. Motivation
comes from within, from a person's own mind, which motivate, "push" us towards
satisfaction. What a manager can do is to create an environment in which employees
can feel motivated. The questions that how the employees can feel motivated is very
interesting points and difficult to reply. Many psychologists identify many factors and
solutions to response this problem.
Another factor that creates the high employees' performance is job satisfaction.
Many psychologists state that persons, who have high job satisfaction, could have high
performance on their job. Therefore, job satisfaction is an important factor for
employees.
This project will be conducted with the employees at PP Co., Ltd., where it
manufactures steel pipes in Thailand. The study will be conducted among respondent
of different sex, education, marital status, working period, current position and income.
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1.2 Objective of the Project
The objectives of this project are as follows:
(1)

To study the motivation factors of employees, who are different in sex,
marital status, education, current position, working period and income.

(2)

To study the employee's satisfaction toward job responsibility, advancement
and security of career, working environment, income and benefit factors.

(3)

To study the correlation between employee's satisfaction factors and
personal information of employees.

(4)

To identify the problem factors to the employer, and to provide the
recommendation and suggestions.

1.3 Scope of the project
The study covers the employees who work at PP Co., Ltd.
1.4 Deliverables of the project
(1)

The managing director will know the levels of satisfaction of employees in
the job satisfaction factors.

(2)

The managing director will know the job motivation factors, which are
appropriate to the employees' satisfaction.

(3)

The managing director will know the factors which influence the
employees' job, problems and solve the problems.

(4)

The result of the study will be used to provide recommendation for
supporting the development plan of the organization.
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II. LITERATURE REVIEW

2.1 The Definition of Job Satisfaction
There are many people who described the definition of job satisfaction in different
ways as follows:
(1) Lussier
Lussier described the definition of job satisfaction as a set of attitudes
toward work. A survey of human resource officials found that job
satisfaction is what most employees want from their job, even more than
they want job security or higher pay. Job satisfaction is a hallmark of a
well-managed organization. Low job satisfaction is often a cause of wildcat
strike, work slowdowns, absences and employee turnover. It may also
result in grievances, low performance, poor product quality, employee theft,
disciplinary problems and a variety of other organizational problems.
There are a variety of determinants of job satisfaction. Each of these
determinants is of great importance to some people, and of little importance
to others. Below we will discuss satisfaction with the work itself, pay,
growth and upward mobility, supervision, coworkers and attitude toward
work in general.
(a) Satisfaction with the work itself.
Whether a person enjoys performing the work itself has a major
effect on overall job satisfaction. People who view their job as boring,
dull or unchallenging tend to have low levels of job satisfaction.
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(b)

Pay
A person's satisfaction with the pay received affects overall job
satisfaction. Employees who are not satisfied with their pay may not
perform to their full potential. The employee's perception of
equitable pay is what counts. In reality, a dissatisfied employee may
be over paid for the job compared to employees in other jobs and
organizations.

(c)

Growth and upward mobility
Whether a person is satisfied with the personal or company
growth and potential for upward mobility may affect job satisfaction.
People who want to get ahead in an organization may not be satisfied
if there is no more for growth and promotion.

(d)

Supervision
Whether a person is satisfied with the supervision-received
affect overall job satisfaction. Employees who feel their boss does not
provide the needed direction get frustrated and dissatisfied with work.
Employees who feel their boss provides too much control over their
jobs also feel dissatisfied. The personal relationship between the boss
and employee also affect job satisfaction.

(e)

Co-workers
Whether a person is satisfied with the human relations with coworkers affect overall job satisfaction. People who like their coworkers often have higher levels of job satisfaction than employees
who dislike their co-workers.

(f) Attitude toward work
People with a positive attitude toward work tend to have higher
levels of job satisfaction. People differ in the way they prioritize these
different determinants of job satisfaction. A person can be highly
satisfied in some areas and dissatisfied in other, yet have overall job
satisfaction.
(2) Milton
Milton's description of the definition of job satisfaction is as follows:
"Job satisfaction relates to workers' opinions concerning their jobs
and their employees; more specifically, job satisfaction may be defined as a
pleasurable or positive emotional state resulting from the appraisal of one's
job experiences. However, one's affective reaction to his or her job will
depend upon the extent to which the job fulfills physical and psychological
needs so crucial to survival and well being. The discrepancy between what
one's work offers and what one expects becomes the basis for satisfaction or
dissatisfaction."
According to Milton, the dimensions of job satisfaction occur in most
studies and research investigation shown as follows:
(a)

Work: Including intrinsic interest, variety, opportunity for learning,
difficulty, amount of work, chances for success, control over place
and methods.

(b)

Pay: Amount of pay, fairness or equity, method of payment.

(c)

Promotion: Opportunity for promotion, fairness, basis for promotion.
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(d)

Recognition: Praise for accomplishment, credit for work done,
criticism.

(e)

Benefits: Pension, medical, annual leave, paid vacation.

(f)

Working Conditions: Hours, rest breaks, equipment, temperature,
ventilation, humidity, location, physical layout.

(g)

Supervision: Supervisory style and influence, technical supervision,
human relation, administrative skill.

(h)

Co-workers: Competence, helpfulness, and friendliness.

(i)

Company and management: Concern for employee, pay, and policies.

(3) Robbins
Robbins defined job satisfaction as an individual's general attitude
toward his or her job. The most important factors conducive to job
satisfaction include mentally challenging work, equitable reward, supportive
working conditions and supportive colleagues.
(a) Mentally Challenging Work
Employees tend to prefer jobs that give them opportunities to
use their skills and abilities and offer a variety of tasks, freedom and
feedback on how well they are doing. These characteristics makework mentally challenging. Jobs that have too little challenge create
boredom, but too much challenge creates frustration and feeling of
failure. Under conditions of moderate challenge, most employees will
experience pleasure and satisfaction.
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(b)

Equitable Rewards
Employees want pay systems and promotion policies that they
perceive as being just, unambiguous, and in line with their
expectations. When pay is seen as fair based on job demands,
individual skill level, and community pay standards, satisfaction is
likely to result. Of course, not everyone seeks money. Many people
willingly accept less money to work in a preferred location or in a less
demanding job or to have greater discretion in the work they do and
the hours they work. But the key in linking pay to satisfaction is not
absolute amount one is paid; rater, it is the perception of fairness.
Similarly, employees seek fair promotion policies and practices.
Promotions provide opportunities for personal growth, more
responsibilities, and increased social status. Individuals who perceive
that promotion decisions are made in a fair and just manner, therefore,
are likely to experience satisfaction from their jobs.

(c)

Supportive Working Conditions
Employees are concerned with their work environment for both
personal comfort and facilitation doing a good job.

Studies

demonstrate that employees prefer physical surroundings that are not
dangerous or uncomfortable. Temperature, light, noise, and other
environmental factors should not be at either extreme for example,
having too much heat or too little light. Additionally, most employees
prefer working relatively close to home, in clean and relatively
modern facilities, and with adequate tools and equipment.

(d) Supportive colleagues
People get more out of work than merely money or tangible
achievements. For most employees, work also fills the need for social
interaction. Not surprisingly, therefore, having friendly and
supportive co-workers leads to increase job satisfaction. Studies
generally find that employee satisfaction is increased when the
immediate supervision is understanding and friendly, offers praise for
good performance, listens to the employee's opinions, and show a
personal interest in his or her employees.
(4) Schaffer (Hoppock 1976)
Schaffer studied job satisfaction as related to need satisfaction among
seventy-two employed men, most of whom were in professional and
semiprofessional occupation. His theory formally stated:
Over-all satisfaction will vary directly with extent to which those
needs of an individual which can be satisfied in a job are actually satisfied;
the stronger the need, the more closely will job satisfaction depend on its
fulfillment.
The most accurate prediction of over-all job satisfaction can be made
from the measure of the extent to which each person's strongest two or three
needs are satisfied.
Twelve needs were chosen.
(a) Recognition and Approbation
The need to have one's self, one's works and other things
associated with one's self-known approved by others.
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(b)

Affection and Interpersonal Relationships
The need to have a feeling of acceptance by and belonging with
other people. The need to have with whom to form these affective
relationships.

(c)

Mastery and Achievement
The need to perform satisfactorily according to one's own
standards. The need to perform well in accordance with selfperception of one's abilities.

(d)

Dominance
The need to have power and control of others.

(e)

Social Welfare
The need to help others, and to have one's efforts result in
benefits to others.

(f)

Socioeconomic Status
The need to maintain one's self and one's family in accordance
with certain group standards with respect to material mattes.

(g)

Moral Value Scheme
The need to have one's behavior consistent with some moral
code or structure.

(h)

Dependence
The need to be controlled by other. Dislike of responsibility for
one's own behavior.
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(i)

Creativity and Challenge
The need for meeting new problems requiring initiative and
inventiveness, and for producing new and original works.

(j)

Economic Security
The need to feel assured of a continuing income. Unwillingness
to take a chance in fmancial matters.

(k)

Independence
The need to direct one's own behavior rather than to be subject
to the direction of others.

2.2 Motivation Factors
There are several theories of human behavior vying for recognition. Although the
science of psychology is over 200 years old, the effort to understand and explain human
behavior is still in its infancy. Still, it has much to offer anyone interested in motivating
people to do a better job.
(1) Maslow's Hierarchy of Needs
Abraham Maslow, who is a psychologist has developed a theory of
human motivation that human's need is the beginning of motivation process,
and this need directs human's behavior and it will be satisfied when the
need are responded. Maslow has set the assumption as follows:
(a)

Behavior is dominated and determined by the needs that are
unfulfilled.

(b)

An individual will systematically satisfy his or her need by starting
with the most basic and working up the hierarchy.

(c)

Basic needs take precedence over all those higher in the hierarchy.
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t)

Maslow says that human has five basic categories of needs that are
physiological, safety, social, ego and self-actualization needs. Here below
are the descriptions of each need.

SELFACTUALZATION
NEEDS

EGO NEEDS

SOCIAL NEEDS

SAFETY NEEDS

PHYSIOLOGICAL NEEDS

Figure 2.1. Hierarchy of Needs.

(a)

Physiological Needs. These needs are the lowest needs in Maslow's
hierarchy and contains the physiological needs. These are the most
basic needs everyone has such needs for food, water, shelter, medicine
and etc.

(b)

Safety Needs. When the physiological needs are satisfied, humans
will fmd the next step of needs to activate themselves, that are safety
needs. These include the needs for security, protection and stability.
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(c)

Social Needs. Social needs become activated when humans are
satisfied with physiological needs and safety needs. These needs
consist of a sense of belonging, need for affiliation, need for giving
and receiving affection, and need for friendship.

(d)

Ego Needs. These needs are the higher level needs that are related to
self-esteem and reputation which self-esteem is the needs for selfconfidence, for independence, for achievement, for knowledge.
Reputation is the needs for status, for recognition, for appreciation.
Ego needs are different from the lower level needs because these
needs are infinite needs and are rarely satisfied.

(e)

Self-actualization Needs. These needs are the highest needs in
Maslow's hierarchy. These needs consist of the desire to achieve selfactualization or fulfillment through the creative and full use of one's
talent. This level is rarely satisfied as ego needs.

(2) Herzberg's two-factor theory of motivation
Psychologist, named Frederick Herzberg set this theory. This theory
is also known as Motivator-Hygiene Theory. Herzberg says that a human
has a lower and a higher level set of needs. The best way to motivate
someone is to offer the higher level needs to satisfy their needs because the
lower level needs, such as salary, bonus or working condition, are quickly
satisfied and once they are satisfied, the only way to motivate them is to
offer more things that they are needed. On the other hand, the higher level
needs can satisfy the infinite needs of human and these needs are rarely
satisfied, such as the need for recognition, and for achievement Herzberg's
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research is separated into two categories that are hygiene factor and
motivator factor.

NO DIS-

NO

SATISFACTION

SATISFACTION

SATISFACTION

DISSATISFACTION

SATISFIERS

DISSATISFIERS

(JOB RELATED)

(SITUATION RELATED)

WORK ITSELF

COMPANY POLICY

RESPONSIBILITY

SUPERVISION

ADVANCEMENT

SALARY

ACHIEVEMENT

INTERPERSONAL RELATIONS

RECOGNITION

WORKING CONDITIONS

(MOTIVATORS)

(HYGIENE FACTORS)

Figure 2.2. Herzberg's hygiene theory.

Hygiene Factor is the factor that can satisfy lower level needs, this
factor includes not only physiological need such as food, water and shelter
but also relate to conditions in which the work is done such as salary, bonus
and working conditions. Herberg says that if hygiene factors are
inadequate, employees will become dissatisfied. This factor can only
prevent dissatisfaction but cannot motivate employee to be satisfied with the
position.
The following factors are examples of hygiene factor.
(1)

Personal life and status

(2)

Salary and compensation

(3)

Job security and working condition
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(4)

Policy and administration

(5)

Relations with superior subordinates and peers
Motivator Factor is the factor that can satisfy the higher level needs,

this factor relates more to what the employee does than to the environment
in which the work is done or supervised. Herzberg says that motivator
factor can motivate employees because it can satisfy the higher level needs
that are never completely satisfied and for which human have an infinite
needs. So the best way to motivate an employee is to build challenge and
opportunities for achievement into their jobs.
The following factors are examples of motivator factor.
(1)

Work-itself

(2)

Sense of achievement

(3)

Responsibility

(4)

Recognition for achieving goals

(5)

Opportunity for growth and promotion

(6)

Working condition

(7)

Management / leader
Some psychologists and educators see a similarity between Maslow's

hierarchy of needs and Herzberg's two-factor model. For example, both
men believe that salary, fringe benefits, and working conditions are only
short-term motivators. More motivating in the long run are the higher-order
needs such as the opportunity to use unique skills, the ability to participate
in decision making, and the chance to be promoted.
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Study the following chart and observe the similarities between the two
theories.
Herzberg

Maslow
Self-actualization

Achievement
Responsibility
Work itself

Self-esteem

Recognition
Advancement

Belongingness and affection

Interpersonal relations
Supervision

Safety and security

Company policy and administration

Physiological needs

Salary
Working conditions

Figure 2.3. The similarities between Maslow's Theory and Herzberg's Theory.

(3) McGregor's Theory X and Theory Y
Douglas McGregor, a professsor in Massachusetts Institute of
Technology, set the theory about the theoretical interpretations of manager's
attitudes toward human behavior. This theory can be separated into two sets
of assumptions that he classified as theory X and theory Y (McGregor
1960).
Theory X is the set of assumptions in which McGregor holds that:
(a) The average human being has an inherent dislike of work and will
avoid it if he can.
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(b)

Because of this human characteristic of dislike of work, most people
must be coerced, controlled, directed, and threatened with punishment
to get them to put forth-adequate effort toward the achievement of
organizational objectives.

(c)

The average human being prefers to be directed, wishes to avoid
responsibility, has relatively little ambition, wants security above all.
According to the above assumption, theory X views human as

inherently lazy and doesn't like to work, so the manager has to control them
closely. In this theory the manager motivates employees or subordinates by
using money or compensation, but when a mistake happens, the manager
punishes the employee.
Theory Y is the set of assumption in which McGregor hold that:
(a)

The average human being does not inherently dislike work.
Depending upon controllable conditions, work may be a source of
satisfaction or a source of punishment.

(b)

External control and the threat of punishment are not the only means
for bringing about efforts toward organizational objectives.

(c)

People are motivated best by satisfying their higher order needs for
achievement, esteem, and self-actualization.

(d)

The average human being learns, under proper conditions not only to
accept but also to seek responsibility.

(e)

The capacity to exercise a relatively high degree of imagination,
ingenuity, and creativity in the solution of organizational problems is
widely, not narrowly, distributes in the population.
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(f) Under the conditions of modern industrial life, the intellectual
potentialities of the average human being are only partially utilized.
According to the above assumption, theory Y views a human in an
opposite way to the theory X that a human is neither inherently lazy nor
inherently productive but his or her behavior depends on how he or she has
been treated by his or her supervisors. In this theory, the manager can
motivate employees by using work to support their needs such as
advancement, recognition and achievement so that they can do their work
efficiently and have happiness in their positions.
Since theory X and theory Y are different, the person who works in
manager position should know how and when he should use theory X and
when should use theory Y with his peers and subordinates, sometimes it up
to the work-itself and the situation.
(4) Vroom's Expectancy Theory
Victor Vroom, the psychologist, had set the theory which assumes that
a person's motivation to exert effort is based on his or her expectations of
success. This theory called Expectation Theory (Vroom 1964). Vroom says
that to motivate someone, it is not enough to offer the person something to
satisfy his or her important needs. The reason is that in order for the person
to be motivated, he must also be sure that he has the ability to obtain the
reward. The basic components of this theory are including:
(a) Expectancy refers to how strongly a person believes that his or her
effort will have result in successful task or an effective performance.
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(b)

Instrumentality refers to the belief that successful task completion will
lead to a particular reward.

(c)

Valance is the expected value of outcomes that refer to the
attractiveness of reward fir particular individual such as the need for
good pay, the need for peer acceptance, or etc.

McClelland's Need Theory
David McClelland who was psychologist set needs theory. Based on
his research, McClelland found that normally a human has three basic
categories of need that are:
(a)

Needs for affiliation. This need is the desire to build and maintain
friendly and warm relation with others. Most people of this type want
to be loved by others and often sensitively know how others people
feel.

(b)

Needs for power.

This need is the desire to control others, to

influence their behavior, or to be responsible for others. Power can be
used for good or bad purposes, depending on one's value system, so
most managers want to be powerful persons so that they can direct,
control or influence their peers or subordinates easily.
(c)

Needs for achievement. This need is the desire to do something
better or more efficiently, to solve problems, and to success in their
work. For a manager, the need for achievement must be balanced by a
moderate need for affiliation and need for power.

18
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III. RESEARCH METHODOLOGY

This project used the comparative survey research method for comparing the job
satisfaction factors and the personal information of employees, who work in the
organizations.
3.1 Definition of Project's Variables
In this project, there are 2 kinds of variables as follows:
(1)

Independent Variables

(2)

Dependent Variables

For the independent variables, they consist of seven (7) factors of personal
information. They can classify the employees in the appropriate group as much as
possible. The independent variables are as follows:
(1)

Sex

(2)

Age

(3)

Marital Status

(4)

Education

(5)

Current Position

(6)

Working Period

(7)

Income/Month

For the dependent variables, they consist of six (6) factors of job satisfaction.
Researcher tries to create the dependent variables by using the Herzberg satisfaction
theory, Maslow Motivation theory and etc. in order to cover the expected job
satisfaction factors of employees. The dependent variables are as follow:
(1)

Job responsibilities

(2)

Advancement and security of career

19

(3)

Working environment

(4)

Income

(5)

Policy and Management

(6)

Director

The relationship between independent and dependent variables are shown on
Figure 3.1

Independent Variable

Dependent Variable

Personal Information

Motivation Factors

1. Sex

1. Job responsibilities

2. Age

2. Advancement and
Security of Career

3. Marital Status
4. Education

3. Working Environment

5. Current Position

4. Income

6. Working Period

5. Policy and management

7. Income/month

6. Director

1111.011111111011..

Figure 3.1. Relationship between Independent Variables and Dependent Variable.

3.2 Determining Sample Group
The purpose of this research is to study the employee's satisfaction toward the
motivation factors at PP Co., Ltd., which is a manufacturer of pipe in Thailand. There
are many departments with 300 staffs by approximate. The researcher selects
employees who work at PP Co., Ltd. as samples. These employees are in the position
of manager, supervisor and officer/staff.
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100 questionnaires are distributed to employees. This project can collected
100% of respondents.
3.3 A Survey Instrumentation
The instrumentation of this project is a questionnaire, which includes two (2)
parts, as follows:
(a)

Part one is the personal information of the sample group. The questions are
the multiple choice and the type of question is the close-ended question.

(b)

Part two is the level measurement of the sample group through satisfaction
factors, which consist of six (6) factors.
(1)

Job responsibilities

(2)

Advancement and security of career

(3)

Working environment

(4)

Income

(5)

Policy and Management

(6)

Director

Type of question is the rating scale, which consists of five (5) levels as follow:
Strongly satisfied

=

5 marks

Satisfied

=

4 marks

Neither satisfied nor unsatisfied =

3 marks

Unsatisfied

=

2 marks

Strongly unsatisfied

=

1 marks
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3.4 Analysis of the Results of Information
In analyzing the results of information, researcher used the package software of
Statistical Package for Social Science (SPSS V.10.0.1)
3.4.1 Result of the level of satisfaction.
The researcher analyzes of the information by calculating rating index
which can be calculated from the following formula
Rating index

E

f.x weight X 100
Nx5

whereas
frequency of respondent
Xweight

=

weight of level of satisfaction
total sample of each question

The result can be presented in Likert Rating Scale at five (5) levels as
follows:
Rating Index

Level of Satisfaction

80.00-100.00

Highest

70.00-79.99

High

60.00-69.99

Medium

50.00-59.99

Low

Below 50.00

Lowest

Rating Index means number, which indicate the changing level of satisfaction
of information.
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Example : The calculation of level of satisfaction :
Xweight

=

=> Strongly unsatisfied

1
2

Unsatisfied
Neither satisfied nor unsatisfied

-

3

Satisfied

-

4

Strongly satisfied

-

5

Rating

Level of Satisfaction
Working Environment

5

4

3

2

1

Index

The environment around your

0

19

23

41

17

3.56

company is clean and secure

0.00

19.00

23.00

41.00

17.00

71.20

Your company stands on a

3

11

23

40

23

3.69

good location and provides

3.00

11.00

23.00

40.00

23.00

73.80

4

20

25

34

17

3.40

4.00

20.00

25.00

34.00

17.00

68.00

2

18

27

38

15

3.46

2.00

18.00

27.00

38.00

15.00

69.20

2

9

25

34

30

3.81

2.00

9.00

25.00

34.00

30.00

76.20

good transportation
You have a proper working
space
The working equipment are
available and appropriate
Your colleagues are friendly,
helpful and accept you

Rating index

=

[(0x1)+(19x2)+(23x3)+(41x4)+(17x5)] x 100
100 x 5
(0+38+69+164+85) x 100
500
71.20
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3.4.2 The statistics to analyze the information
This research will be presented by using frequency and percentage method.
The researcher analyzed the information with the statistics of descriptive method
and presented in mean.
The coefficient of determination r2 is the proportion of variation in Y that is
accounted for by regression on X . The equation for r2 is
SSE
2
R = 1-SST

For r compute by Ak.2 ,r is sample correlation coefficient
(1) Sample Correlation Coefficient (r)
(1)

(r) negative shows that x and y are related to the opposite way, which
means x increase, y decrease if x decrease, y increase

(2)

(r) positive shows that x and y are related to the same way, which
means x increase, y increase if x decrease, y decrease

(3)

if (r) = 1 means that x and y are related to the same way and has the
highest relation.

(4)

if (r) = -1 means that x and y are related to the opposite way and has
the highest relation.

(5)

if (r) = 0 means that x and y has no relation.

(6)

if (r) near 0 means that x and y has the lowest relation.

(2) Regression Analysis with Optimal Scaling
Data of this research are divided into independent variables and
dependent variables, which are the categorical data. These data are ordinal
scale and nominal scale. Therefore, the statistics to analyze the information
is Regression with Optimal Scaling with Nonlinear Principal Components
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Analysis to calculate the Regression Matrix. This method is presented by
Data Theory Scaling System Group (DTSS), Faculty of Social and
Behavioral Sciences Leiden University, Netherlands
(3) ANOVA
This method is used to verify the sample at least one sample related to
the interested factors.
Method of Regression with Optimal Scaling
Model of Analysis
+3

1 2z2

= (X X)
I

where

-1

Xf Y

Sum of Square

df

Mean Square

F

Regression

SSR

k

MSR

MSR/MSE

Residual

SSE

n-k-1

MSE

Total

SST

n-1

ANOVA

where
SSR is Sum of Square due to Regression
SSE is Sum of Square due to Residual
SST is Total Sum of Square
k

is Amount of variable for this analysis

n

is Sample size for this research

Example : The analysis of this project
= 0.323sex + 0.289age —0.004marital status + 0.188education
+ 0.198current position + 0.324working period + 0.376income
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Standardized Coefficients

F

Importance

0.093

12.127**

0.371

0.289

0.093

9.638**

0.121

Marital status

-0.004

0.086

0.228*

0.015

Education

0.188

0.088

4.538**

0.017

Current position

0.198

0.092

4.690**

0.177

Working period

0.324

0.106

9.365**

-0.009

Income

0.376

0.107

12.333**

0.308

Coefficients

Beta

Std. Error

Sex

0.323

Age

** is significant at the 0.01 level (2-tailed).
* is significant at the 0.05 level (2-tailed).

The result of this analysis:
The principal of calculating the importance value
Importance value of sex = age — marital status + education + current position
+ working period + income + working environment
Importance value of age = sex — marital status + education + current position
+ working period + income + working environment
Model Summary
Multiple R

R Square

Adjusted R Square

0.46

0.212

0.152

Sum of Squares

df

Mean Square

F

Sig.

Regression

21.201

7

3.029

3.536

0.002

Residual

78.799

92

0.857

Total

100.000

99

ANOVA
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From the above tables, are the analysis of variable to test the hypothesis of the
value Adjusted R Square. We can analyze that F = 3.536, Sig. of F = 0.002 which is
less than 0.05. Then Ho is rejected and accept H1, which is the relationship between
independent variable and dependent variable at the significance level 0.05.
3.5 Hypothesis
Hypothesis 1. The correlation between job responsibilities and personal
information.
Hypothesis 2. The correlation between advancement and security of career
and personal information.
Hypothesis 3. The correlation between working environment and personal
information.
Hypothesis 4. The correlation between income and personal information.
Hypothesis 5. The correlation between policy and management and personal
information.
Hypothesis 6. The correlation between director and personal information.
3.6 The Definition of Variables
(a) Job responsibilities
A Job responsibility is the current job for which the respondents have
responsibilities. It is the work that respondents have to usually do. The
interesting and challenging factor in his job are the example of good
responsibilities.
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(b)

Advancement and Security of career
The opportunities to get the position promotion, higher education, and
training are the examples of career advancement. The example of the security of
career is low-risk of layoff.

(c)

Working Environment
The environment which effects the sample group in their capability to work
are such as secure, location, working equipment and working space.

(d)

Income
A general compensation is such as salary, welfare money and bonus. The
opportunity and appropriate income can create job satisfaction among employees.

(e)

Policy and Management
The policy is the guidelines and rules for the employees to work such as the
way to evaluate performance, the way to work, as well as the working hours.

(f)

Director
The person who has a high position in an organization is responsible for all
aspect tasks, such as setting policy, developing management plan, improving
performance of employees.
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IV. RESULT AND DISCUSSION

This research is the studying of the personal information and the level of
satisfaction of respondents towards motivation factors. The result of discussion of this
project are divided into four (4) parts as follows:
Part 1 : The personal information of the respondents at PP Co., Ltd.
Part 2 : The level of satisfaction towards motivation factors of the respondents at
PP Co., Ltd.
Part 3 : The correlation between motivation factors and personal information.
Part 4 : Suggestion and recommendation to the motivation factors of employee.
4.1 Personal Information
The result of personal information of the respondents which is classified by sex,
age, marital status, education, current position, working period and satisfaction to do the
current job. The researcher will present with the frequency and percentage of each
information. The details are as follows:

Table 4.1. Frequency and Percentage of Employee at PP Co., Ltd. Classified by Sex.
Frequency

Percentage

Male

67

67.00

Female

33

33.00

Total

100

100.00

According to Table 4.1, the information of 100 respondents who are employees at
PP Co., Ltd. The researcher found that there are males more than females, which are 67
males (67%) and 33 females (33%).
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Table 4.2. Frequency and Percentage of Employee at PP Co., Ltd. Classified by Age.
Frequency

Percentage

21-25 years old

44

44.00

26-30 years old

33

33.00

31-35 years old

14

14.00

Over 35 years old

9

9.00

100

100.00

Total

According to Table 4.2, the information of 100 respondents who are employees at
PP Co., Ltd. The researcher found that the most employees are 21-25 years old are 44
employees (44%), 26-30 years old are 33 employees (33%), 31-35 years old are 14
employees (14%) and over 35 years old are 9 employees (9%).

Table 4.3. Frequency and Percentage of Employee at PP Co., Ltd. Classified by
Marital Status.
Frequency

Percentage

Single

59

59.00

Married

33

33.00

Divorced

8

8.00

100

100.00

Total

According to Table 4.3, the information of 100 respondents who are employees at
PP Co., Ltd. The researcher found that there are 59 single employees (59%). There are
33 married employees (33%) and 8 employees (8%) who are divorced.
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Table 4.4. Frequency and Percentage of Employee at PP Co., Ltd. Classified by
Education.
Frequency

Percentage

Below Bachelor Degree

66

66.00

Bachelor Degree

26

26.00

Master Degree

6

6.00

Over Master Degree

2

2.00

100

100.00

Total

According to Table 4.4, the information of 100 respondents who are employees at
PP Co., Ltd. The researcher classified in 4 levels. The majority is below Bachelor
Degree, which consist of 66 employees (66%), Bachelor Degree consists of 26
employees (26%), Master Degree employees consist of 6 employees (6%) and over
Master Degree consist of 2 employees (2%).

Table 4.5. Frequency and Percentage of Employee at PP Co., Ltd. Classified by
Current Position.
Frequency

Percentage

Manager

2

2.00

Supervisor

20

20.00

Officer / Staff

78

78.00

Total

100

100.00

According to Table 4.5, the information of 100 respondents who are employees at
PP Co., Ltd. There are 3 levels of current position. Officer / Staff is the highest group,
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which is 78 (78%), Supervisor is the second group, which consists of 20 employees
(20%). The remain is 2 (2%), which are the managers.

Table 4.6. Frequency and Percentage of Employee at PP Co., Ltd. Classified by
Working Period.
Frequency

Percentage

Less than 5 years

44

44.00

5-10 years

47

47.00

11-15 years

7

7.00

Above 16 years

2

2.00

100

100.00

Total

According to Table 4.6, the information of 100 respondents who are employees at
PP Co., Ltd. The highest score group contains on 47 employees (47%) who work 5-10
years. There are 44 employees (44%) who work less than 5 years, 7 employees (7%)
who work 11-15 years and the remaining is 2 employees (2%) who have been working
for more than 16 years.

Table 4.7. Frequency and Percentage of Employee at PP Co., Ltd. Classified by
Income.
Frequency

Percentage

Less than 15,000 Baht

65

65.00

15,001-20,000 Baht

28

28.00

20,001-30,000 Baht

5

5.00

More than 30,000 Baht

2

2.00

100

100.00

Total
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According to Table 4.7, the information of 100 respondents who are employees at
PP Co., Ltd. There are 4 classified levels of income per month. The employees who
receive below 15,000 Baht/month are the majority group of 65 employees (65%). There
are 28 employees (28%) who receive 15,001-20,000 Baht/month, 5 employees (5%)
who receive 20,001-30,000 Baht/month and 2 employees (2%) who receive above
30,000 Baht/month.

Table 4.8. Frequency and Percentage of Employee at PP Co., Ltd. Classified by
Satisfaction to do the Current Job.
Frequency

Percentage

Satisfied

64

64.00

Unsatisfied

36

36.00

Total

100

100.00

According to Table 4.8, the information of 100 respondents who are employees
at PP Co., Ltd. The researcher found that there are employees who satisfied to do the
job more than employees who unsatisfied to do the job, 64 persons (64%) are satisfied
and 36 persons are unsatisfied (36%).
4.2 The Level of Satisfaction towards Motivation Factors
The level of satisfaction towards motivation factors of employees at PP Co., Ltd.
which consist of six (6) factors such as job responsibilities, advancement and security of
career, working environment, income, policy and management, director. The details are
as follows:
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Table 4.9. Level of Satisfaction towards Job Responsibilities Factors of Employee at
PP Co., Ltd.
Rating

Level of Satisfaction
Job responsibilities

5

4

3

2

1

Index

5

10

32

25

28

3.61

5.00

10.00

32.00

25.00

28.00

72.20

3

28

17

32

20

3.38

opportunity for using ideas

3.00

28.00

17.00

32.00

20.00

67.60

Your job is very interesting

3

10

21

43

23

3.73

3.00

10.00

21.00

43.00

23.00

74.60

3

9

34

28

26

3.65

3.00

9.00

34.00

28.00

26.00

73.00

4

18

33

32

13

3.32

4.00

18.00

33.00

32.00

13.00

66.40

Your job responsibilities
match your skill and interest
Your job gives you an

and challenging
You feel happy when you
work
You understand your job
description and duty

According to Table 4.9, the researcher considers employee's satisfaction at PP
Co., Ltd. towards job responsibilities. It is found that employees satisfied to do the job
that is very interesting and challenging with rating index of 74.60. Employees feel
happy when they work with rating index at 73.00 and employees satisfied to do their job
responsibilities which match their skill and interest with, rating index of 72.20. These
three (3) factors have the level of satisfaction which is satisfied. Employees satisfied to
do their job when having an opportunity for using ideas and understanding their job
description and duty, which the level of satisfaction is neither satisfied nor unsatisfied.
(rating index is 67.60 and 66.40 respectively)
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Table 4.10. Level of Satisfaction towards Advancement and Security of Career
Factors of Employee at PP Co., Ltd.
Rating

Level of Satisfaction

Advancement and Security
5

4

3

2

1

Index

5

25

24

23

23

3.34

5.00

25.00

24.00

23.00

23.00

66.80

You have a chance to attend

9

17

22

34

18

3.35

seminars and training courses

9.00

17.00

22.00

34.00

18.00

67.00

Your job is secured for your

3

15

29

28

25

3.57

3.00

15.00

29.00

28.00

25.00

71.40

Of career
Your current job provides
you with a chance for career
success and advancement

career life

According to Table 4.10, the researcher considers to employee's satisfaction at PP
Co., Ltd. towards advancement and security of career. It is found that employees
satisfied to do their job when it is secured for their career life. The level of satisfaction
is satisfied with rating index of 71.40. Employees satisfied to do their current job that
provides them with a chance for career success and advancement and have a chance to
attend seminars and training courses. The level of satisfaction is neither satisfied nor
unsatisfied with rating index of 66.80 and 67.00 respectively.
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Table 4.11. Level of Satisfaction towards Working Environment Factor of Employee
at PP Co., Ltd.
Rating

Level of Satisfaction
Working Environment

5

4

3

2

1

Index

The environment around your

0

19

23

41

17

3.56

company is clean and secure

0.00

19.00

23.00

41.00

17.00

71.20

Your company stands on a

3

11

23

40

23

3.69

good location and provides

3.00

11.00

23.00

40.00

23.00

73.80

4

20

25

34

17

3.40

4.00

20.00

25.00

34.00

17.00

68.00

2

18

27

38

15

3.46

2.00

18.00

27.00

38.00

15.00

69.20

2

9

25

34

30

3.81

2.00

9.00

25.00

34.00

30.00

76.20

good transportation
You have a proper working
space
The working equipment are
available and appropriate
Your colleagues are friendly,
helpful and accept you

According to Table 4.11, the researcher considers to employee's satisfaction at PP
Co., Ltd. towards working environment. It is found that employees satisfied to do the
job because their colleagues are friendly, helpful and accept them with the level of
satisfaction is rating index of 76.20. Employee satisfied to do their job which the
company has a good location and provided good transportation with rating index of
73.80 and employee satisfied to do their job because the environment around company
is clean and secure with rating index of 71.20. Employee satisfied to do their job
because they have a proper working space with the level of satisfaction of neither
satisfied nor unsatisfied with rating index of 68.00.
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Table 4.12. Level of Satisfaction towards Income Factor of Employee at PP Co., Ltd.
Rating

Level of Satisfaction
Income

5

4

3

2

1

Index

12

10

32

31

15

3.27

with your responsibility

12.00

10.00

32.00

31.00

15.00

65.40

The welfare money and

11

13

24

28

24

3.41

11.00

13.00

24.00

28.00

24.00

68.20

9

14

22

43

12

3.35

9.00

14.00

22.00

43.00

12.00

67.00

Your salary are appropriate

bonus is appropriate
The company provides
enough facilities

According to Table 4.12, the researcher considers to employee's satisfaction at PP
Co., Ltd. towards income. It is found that employees satisfied to do the job with the
factor of welfare money and bonus are appropriate with rating index of 68.20 which
level of satisfaction is neither satisfied nor unsatisfied. Employee satisfied to do their
job with the factor of the company provides enough facilities with rating index of 67
and employee satisfied to do their job with the factor of their salary are appropriate with
their responsibility with rating index of 65.40 respectively.
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Table 4.13. Level of Satisfaction towards Policy and Management Factor of
Employee at PP Co., Ltd.
Rating

Level of Satisfaction
Policy and Management
The policy and management
style of the company help you

5

4

3

2

1

Index

2

12

32

33

21

3.59

2.00

12.00

32.00

33.00

21.00

71.80

0

12

31

41

16

3.61

0.00

12.00

31.00

41.00

16.00

72.20

0

19

29

21

31

3.64

0.00

19.00

29.00

21.00

31.00

72.80

2

23

30

25

20

3.38

2.00

23.00

30.00

25.00

20.00

67.60

14

22

16

27

21

3.19

14.00

22.00

16.00

27.00

21.00

63.80

work efficiently
You can work according to the
company's policy and
company's rule
You are satisfied with the
performance evaluation
tracking system of your
company
You are satisfied with the
amount of work allocated to
you and other colleague
The company has a fair
evaluation in order to increase
salary

According to Table 4.13, the researcher considers to employee's satisfaction at PP
Co., Ltd. towards policy and management. It is found that employees satisfied to do the
job with the factors evaluation-tracking system of the company. Employee can work
according to the company's policy and company's rule, policy and management style of
the company to produce efficient work and the level of satisfaction index are rated
72.80, 72.20 and 71.80 respectively. Employees are satisfied with the amount of work
allocated to them and their colleagues. The company has fair evaluation in order to
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increase salary, and the level of satisfaction is neither satisfied nor unsatisfied with
rating index of 67.60 and 63.80 respectively.

Table 4.14. Level of Satisfaction towards Director Factor of Employee at PP Co., Ltd.
Director

Level of Satisfaction

Rating

5

4

3

2

1

Index

Your director has a long vision

1

11

29

28

31

3.77

and intend company to success

1.00

11.00

29.00

28.00

31.00

75.40

3

16

30

30

21

3.50

3.00

16.00

30.00

30.00

21.00

70.00

7

23

19

28

23

3.37

7.00

23.00

19.00

28.00

23.00

67.40

6

15

33

31

15

3.34

6.00

15.00

33.00

31.00

15.00

66.80

6

13

36

20

25

3.45

6.00

13.00

36.00

20.00

25.00

69.00

Your director supports and
gives the suggestion to
subordinates
Your director has fair
evaluation
Your director listens to your
ideas and distributes authority
to subordinates
Your director has good human
relationship and good
disposition to staffs

According to Table 4.14, the researcher considers employee's satisfaction at PP
Co., Ltd. towards director. It is found that employees satisfied with directors, who have
long vision and intend to bring success to the company. The director supports and gives
the suggestion to subordinates and the level of satisfaction is satisfied with rating index
of 75.40 and 70.00 respectively. The director has good human relationship and good
disposition to staffs, with fair evaluation and listens to their ideas and delegates

39

authority to subordinates. The level of satisfaction is neither satisfaction nor
satisfaction with rating index of 69.00, 67.40 and 66.80 respectively.

Table 4.15. Index of Satisfaction of Employee at PP Co., Ltd. Classified by
Motivation Factors.
mean

Rating Index

Job responsibilities

3.54

70.80

Advancement and Security of career

3.42

68.40

Working Environment

3.58

71.70

Income

3.34

66.90

Policy and Management

3.48

69.60

Director

3.49

69.70

Motivation factors

According to Table 4.15, the researcher considers employee's satisfaction at PP
Co., Ltd. classified by motivation factors. It is found that working environment and job
responsibilities, and the level of satisfaction is satisfied with rating index of 71.70 and
70.80 respectively. For director, policy and management, advancement and security of
career and income, with level of satisfaction is neither satisfied nor unsatisfied at rating
index of 69.70, 69.60, 68.40 and 66.90 respectively.
4.3 The Correlation between Personal Information and Motivation Factors.
The study of correlation between personal information and motivation factors by
Regression with Optimal Scaling and Nonlinear Principal Components Analysis, and
The standard significance level is set at 0.05 that is if the significance value is more
than 0.05, Ho is accepted otherwise rejected and accepts HI.
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Hypothesis 1 : The correlation between personal information and job
responsibilities.
The first hypothesis will be tested about the correlation between personal
information of the employees and job responsibility factors. Personal information
includes sex, age, marital status, education, current position, working period and
income. Job responsibilities include job responsibilities match skill and interest, job
gives an opportunity for using ideas, job is very interesting and challenging, feeling
happy when working, understanding job description and duty. The Hypothesis test is set
as follows.
Ho : There is no relationship between personal information and job
responsibilities factors.
H1 : There is the relationship between personal information and job
responsibilities factors.

Table 4.16. The Coefficient of Determination of Job Responsibilities and Personal
Information.
Model Summary
Multiple R

R Square

Adjusted R Square

0.46

0.212

0.152

According to Table 4.16, the personal information is related to the job
responsibilities factors 0.46 (46%). It is concluded that the variables of level of
satisfaction is 21.2% (R Square = 0.212) and the value of Adjusted R Square is 0.152.
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Table 4.17. Analysis of Variable of Job Responsibilities and Personal Information.
ANOVA

Sum of Squares df Mean Square

Regression

21.201

7

3.029

Residual

78.799

92

0.857

Total

100.000

99

F

Sig.

3.536 0.002

According to Table 4.17, It is analyzed that the personal information variables
(sex, age, marital status, education, current position, working period and income) at
least 1 variable is related to job responsibilities factor. The significance value is at
0.002, which is less than 0.05. Then Ho is rejected but accept H1. There is the
relationship between personal information and the job responsibilities at the
significance level at 0.05.

Table 4.18. Coefficient Regression between Job Responsibilities and Personal
Information.
Coefficients

Standardized Coefficients

F

Importan
ce

Beta

Std. Error

Sex

0.119

0.104

1.318

0.013

Age

0.189

0.101

3.484**

0.102

Marital status

-0.140

0.095

2.194*

0.118

Education

0.155

0.099

2.446**

0.017

Current position

0.108

0.106

1.048

0.093

Working period

-0.276

0.121

5.159**

-0.056

Income

0.432

0.120

12.877**

0.600

** is significant at the 0.01 level (2-tailed).
* is significant at the 0.05 level (2-tailed).
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According to Table 4.18, It is analyzed that the personal information variables of
age, education, working period and income correlated with the job responsibility factors
at the significant of 0.01 level. While the personal information variables of marital
status correlated with the job responsibility factor at the significant of 0.05 level.
Considering, the importance value of the personal information variable correlated with
the job responsibility factors, it is found that income correlated with the job
responsibility factors at 60% (importance = 0.600), marital status correlated with the job
responsibility factors at 11.8% (importance = 0.118) and age correlated with the job
responsibility factors at 10.2% (importance = 0.102) respectively. At the meantime, the
education correlated with the job responsibility is only 1.7% (importance = 0.017).
Hypothesis 2 : The correlation between personal information and advancement
and security of career factors.
The second hypothesis will be tested about the correlation between personal
information of the employees and advancement and security of career factors. Personal
information includes sex, age, marital status, education, current position, working
period and income. Advancement and security of career include current job provides a
chance for career success and advancement. The Hypothesis test is set as follows.
Ho : There is no relationship between personal information and advancement and
security of career factors.
H1 : There is the relationship between personal information and advancement
and security of career factors.
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Table 4.19. The Coefficient of Determination of Advancement and Security of Career
and Personal Information.
Model Summary
Multiple R

R Square

Adjusted R Square

0.601

0.361

0.312

According to Table 4.19, the personal information related to the advancement and
security of career factors 0.601 (60.1%). We can summarize the variable of level of
satisfaction 36.1% (R Square = 0.361) and the value of Adjusted R Square is 0.312.

Table 4.20. Analysis of Variable of Advancement and Security of Career and Personal
Information.
ANOVA

Sum of Squares

Df Mean Square

Regression

36.062

7

5.152

Residual

63.938

92

0.695

Total

100.000

99

F

Sig.

7.413

0.000

According to Table 4.20, It is analyzed that the personal information variables
(sex, age, marital status, education, current position, working period and income) at
least 1 variable is related to advancement and security of career factor. The significance
value is at 0.000, which is less than 0.05. Then Ho is rejected but accept Hi. There is
the relationship between personal information and the advancement and security of
career at the significance level at 0.05.
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Table 4.21. Coefficient Regression between Advancement and Security of Career and
Personal Information.
Standardized Coefficients
F

Importance

0.093

12.127**

0.371

0.289

0.093

9.638**

0.121

Marital status

-0.004

0.086

0.228*

0.015

Education

0.188

0.088

4.538**

0.017

Current position

0.198

0.092

4.690**

0.177

Working period

0.324

0.106

9.365**

-0.009

Income

0.376

0.107

12.333**

0.308

Coefficients

Beta

Std. Error

Sex

0.323

Age

** is significant at the 0.01 level (2-tailed).
* is significant at the 0.05 level (2-tailed).

According to Table 4.21, It is analyzed that the personal information variables of
sex, age, education, current position, working period and income are correlated with the
advancement and security of career factors at the significant of 0.01 level. At the
meantime, the personal information variable of marital status is correlated with the
advancement and security of career factors at the significant of 0.05 level. Considering,
the importance value of the personal information variable correlated with the
advancement and security of career factors, it is found that income is correlated with the
advancement and security of career factors is at 30.8% (importance = 0.308. Sex is
correlated with the advancement and security of career factors is at 37.1% (importance
= 0.371) and current position is correlated with the advancement and security of career
factors is at 17.7% (importance = 0.177) respectively. Finally, the age is correlated with
the advancement and security of career is only 9% (importance = 0.009).
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Hypothesis 3 : The correlation between personal information and working
environment.
The third hypothesis will test about the correlation between personal information
of the employees and working environment factors. Personal information includes sex,
age, marital status, education, current position, working period and income. Working
environment include environment around company is clean and secure, company stands
on a good location and provides good transportation. The Hypothesis test is set as
follows.
Ho : There is no relationship between personal information and working
environment factors.
H1 : There is the relationship between personal information and working
environment factors.

Table 4.22. The Coefficient of Determination of Working Environment and Personal
Information.
Model Summary
Multiple R

R Square

Adjusted R Square

0.499

0.249

0.192

According to Table 4.22, the personal information is related to the working
environment factors at 0.499 (49.9%). It is concluded that the variable of level of
satisfaction 24.9% (R Square = 0.249) and the value of Adjusted R Square is 0.192.
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Table 4.23. Analysis of Variable of Working Environment and Personal Information.
ANOVA

Sum of Squares

F

Sig.

4.366

0.000

Df Mean Square

Regression

24.934

7

3.562

Residual

75.066

92

0.816

Total

100.000

99

According to Table 4.23, it is analyzed the personal information variable (sex,
age, marital status, education, current position, working period and income). The
personal information variables have at least 1 variable related to working environment
factor. The significance value is at 0.000, which is less than 0.05. Then Ho is rejected
but accept H i. There is the relationship between personal information and the working
environment at the significance level at 0.05.

Table 4.24. Coefficient Regression between Working Environment and Personal
Information.
Standardized Coefficients

F

Importance

0.100

12.002**

0.445

-0.137

0.108

1.620*

0.082

Marital status

-0.004

0.097

0.137

0.013

Education

0.270

0.093

8.452**

0.262

Current position

-0.136

0.110

1.525*

-0.021

Working period

0.198

0.105

3.565**

0.097

Income

-0.214

0.110

3.762**

0.121

Coefficients

Beta

Std. Error

Sex

0.347

Age

** is significant at the 0 01 level (2-tailed).
* is significant at the 0.05 level (2-tailed).
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According to Table 4.24, It is analyzed that the personal information variables of
sex, education, working period and income correlated to the working environment
factors at the significant of 0.01 level. The personal information variables of age and
current position are correlated with the working environment factors at the significant of
0.05 level. Considering the importance value of the personal information variables are
correlated with the working environment factors, it is found that age is correlated with
the working environment factors at 44.5% (importance = 0.445). Education is
correlated with the working environment factors at 26.2% (importance = 0.262) and
income correlated with the working environment factors at 12.1% (importance = 0.121)
respectively. The age correlated to the working environment is only 2.1% (importance
= 0.021).
Hypothesis 4 : The correlation between personal information and income.
The forth hypothesis will be tested about the correlation between personal
information of the employees and income factors. Personal information includes sex,
age, marital status, education, current position, working period and income. Income
included salary are appropriate with responsibility, welfare money and bonus are
appropriate. The company provides enough facilities. The Hypothesis test is set as
follows.
Ho : There is no relationship between personal information and income factors.
H1 : There is the relationship between personal information and income factors.

Table 4.25. The Coefficient of Determination of Income and Personal Information.
Model Summary
Multiple R

R Square

Adjusted R Square

0.678

0.46

0.418
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According to Table 4.25, the personal information is related to the income factors
at 0.678 (67.8%). It is concluded that the variables of level of satisfaction are 46% (R
Square = 0.46) and the value of Adjusted R Square is 0.418.

Table 4.26. Analysis of Variable of Income and Personal Information.
Sum of Squares

df

Mean Square

F

Sig.

Regression

45.954

7

6.565

11.175

0.000

Residual

54.046

92

0.587

Total

100.000

99

ANOVA

According to Table 4.26, It is analyzed the personal information variables (sex,
age, marital status, education, current position, working period and income) and at least
1 variable is related to income factor. The significance value is at 0.000, which is less
than 0.05. Then Ho is rejected but accept H1. There is the relationship between personal
information and the income at the significance level at 0.05.
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Table 4.27. Coefficient Regression between Income and Personal Information.
Coefficients

Standardized Coefficients

F

Importance

0.096

0.004

-0.003

0.235

0.094

6.200**

0.104

Marital status

-0.198

0.082

5.860**

0.128

Education

0.424

0.096

19.472**

0.536

Current position

0.138

0.095

2.112*

-0.027

Working period

-0.332

0.102

10.711**

0.061

Income

0.328

0.109

8.986**

0.201

Beta

Std. Error

Sex

0.004

Age

** is significant at the 0.01 level (2-tailed).
* is significant at the 0.05 level (2-tailed).

According to table 4.27, it is analyzed that the personal information variables of
sex, marital status, education, working period and income are correlated with the
income factors at the significant of 0.01 level. The personal information variables of
current position are correlated with the income factors at the significant of 0.05 level.
Considering the importance value of the personal information variables are correlated
with the income factors. It is found that education is correlated with the income factor
at 53.6% (importance — 0.536). Income is correlated with the income factors at 20.1%
(importance = 0.201) and marital status is correlated with the income factors at 12.8%
(importance = 0.128) respectively. Finally, the current position is correlated with the
income is only 2.7% (importance = 0.027).
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Hypothesis 5 : The correlation between personal information and policy &
management.
The fifth hypothesis will be tested about the correlation between personal
information of the employees and income factors. Personal information includes sex,
age, marital status, education, current position, working period and income. Policy &
management include policy & management style of the company to help employees
work efficiently. Employees can work according to the company's policy and
company's rule. Employees are satisfied with the performance evaluation tracking
system of company and with the amount of work allocated to them and other
colleagues. The company has a fair evaluation in order to increase salary. The
Hypothesis test is set as follows.
Ho : There is no relationship between personal information and policy &
management factors.
H1 : There is the relationship between personal information and policy &
management factors.

Table 4.28. The Coefficient of Determination of Policy & Management and Personal
Information.
Model Summary
Multiple R

R Square

Adjusted R Square

0.583

0.339

0.289

According to Table 4.28, the personal information is related to the policy &
management factors at 0.583 (58.3%). It is concluded that the level of satisfaction is
33.9% (R Square = 0.339) and the value of Adjusted R Square is 0.289.
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Table 4.29. Analysis of Variable of Policy & Management and Personal Information.
Sum of Squares

df

Mean Square

F

Sig.

Regression

33.932

7

4.847

6.75

0.000

Residual

66.068

92

0.718

Total

100.000

99

ANOVA

According to Table 4.29, It is analyzed that the personal information variables
(sex, age, marital status, education, current position, working period and income) and at
least 1 variable is related to policy & management factor. The significance value is at
0.000, which is less than 0.05. Therefore Ho is rejected but accept H1. There is the
relationship between personal information and the policy & management at the
significance level at 0.05.

Table 4.30. Coefficient Regression between Policy & Management and Personal
Information.
Standardized Coefficients

F

Importance

0.102

4.719**

0.255

-0.102

0.090

1.258

0.003

Marital status

-0.141

0.089

2.527**

0.103

Education

0.222

0.091

5.929**

0.233

Current position

-0.155

0.095

2.642**

0.011

Working period

-0.318

0.103

9.509**

0.183

Income

0.281

0.106

7.052**

0.211

Coefficients

Beta

Std. Error

Sex

0.223

Age

is significant at the 0.01 level (2-tailed).
* is significant at the 0.05 level (2-tailed).
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According to Table 4.30, it is analyzed that the personal information variables of
sex, marital status, education, current position, working period and income are
correlated with the policy & management factors at the significant of 0.01 level.
Considering the importance value of the personal information variables correlated to the
policy & management factors, it is found that sex is correlated with the policy &
management factors at 25.5% (importance = 0.255), Education is correlated with the
policy & management factors at 23.3% (importance = 0.233) and income is correlated
with the policy & management factors at 21.1% (importance = 0.211) respectively. The
current position is correlated to the policy & management only 1.1% (importance =
0.011).
Hypothesis 6 : The correlation between director and personal information.
The sixth hypothesis will be tested about the correlation between personal
information of the employees and income factors. Personal information includes sex,
age, marital status, education, current position, working period and income. Director
with long vision and intend for company is success director supports and gives the
suggestion to subordinates, director has fair evaluation, director listens to employee's
ideas and delegates authority to subordinates, director has good human relationship and
good disposition to staffs. The Hypothesis test is set as follows.
Ho : There is no relationship between personal information and director factors.
H1 : There is the relationship between personal information and director factors.

Table 4.31. The Coefficient of Determination of Director and Personal Information.
Model Summary
Multiple R

R Square

Adjusted R Square

0.56

0.313

0.261
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According to Table 4.31, the personal information is related to the director factors
at 0.56 (56%). It is concluded that the level of satisfaction is 31.3% (R Square = 0.313)
and the value of Adjusted R Square is 0.261.

Table 4.32. Analysis of Variable of Director and Personal Information.
ANOVA

Sum of Squares

Df

Mean Square

F

Sig.

Regression

31.326

7

4.475

5.995

0.000

Residual

68.674

92

0.746

Total

100.000

99

According to Table 4.32, it is analyzed that the personal information variables
(sex, age, marital status, education, current position, working period and income) and at
least 1 variable is related to director factor. The significance value is at 0.000, which is
less than 0.05. Therefore Ho is rejected but accept Hi. There is the relationship between
personal information and director at the significance level at 0.05.
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Table 4.33. Coefficient Regression between Director and Personal Information.
Coefficients

Standardized Coefficients

F

Importance

0.102

3.316**

0.173

0.234

0.090

6.737**

0.144

Marital status

-0.255

0.092

7.694**

0.261

Education

0.178

0.097

3.380**

0.178

Current position

-0.140

0.104

1.796*

0.036

Working period

-0.233

0.094

6.098**

0.084

Income

-0.275

0.100

7.499**

0.124

Beta

Std. Error

Sex

0.186

Age

** is significant at the 0.01 level (2-tailed).
* is significant at the 0.05 level (2-tailed).

According to Table 4.33, it is analyzed that the personal information variables of
sex, age, marital status, education, working period and income are correlated with the
director factors at the significant of 0.01 level. The personal information variable of
current position is correlated with the director factors at the significant of 0.05 level.
Considering the importance value of the personal information variables are correlated to
the director factors, it is found that marital status is correlated to the director factors at
16.1% (importance = 0.261). Education is correlated with the director factors at 17.8%
(importance = 0.178) and sex is correlated to the director factors at 17.4% (importance
= 0.174) respectively. The current position is correlated with the director at only 3.6%
(importance = 0.036).
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Table 4.34. The Coefficient of Determination between Motivation Factors and
Personal Information.
Coefficient of Determination

Motivation Factors

R-square(R2 )

Job responsibilities

46.0 %

Advancement and Security of career

60.1 %

Working Environment

49.9 %

Income

67.8 %

Policy and Management

58.3 %

Director

56.0 %

According to the Table 4.34, the analysis of the value decision of coefficient
between motivation factors and personal information, it is found that personal
information is related to the income factor at 67.8%, advancement & security of career
factor is related at 60.1% and policy & management factor is related at 58.3%. In other
word, personal information is related to job responsibilities factor only 46%.
4.4 Suggestion and Recommendation to the Motivation Factors of Employee.
Employees at PP Co., Ltd. suggest and recommend about the motivation factors,
to do the job well. The details are as follow:
(1)

Good environment should provide entertainment covering the work place
with such as sound of music.

(2)

Benefits should be focused on the career security for employees.
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V. CONCLUSIONS AND RECOMMENDATIONS

The objectives of this project consist of:
(a)

To study the personal information of employees at PP Co., Ltd.

(b)

To study the employee's satisfaction toward job responsibility, advancement &
security of career, working environment, income & benefit, policy & management
and director factors.

(c)

To study the correlation between personal information of employees and
motivation factors.

(d)

To point out the problem factors to the employer, and give the recommendation
and suggestions.

5.1 The Conclusion of Personal Information
From this research, the majority of the sample group are males who are 21-25
years old and single. They have below Bachelor's degree and 5-10 years working
experience. Their current positions are officer/staff and earn less than 15,000
Bahts/month. They are satisfied to do the current job.
5.2 The Conclusion of Level of Satisfaction towards Motivation Factors
(1)

The employee's satisfaction at PP Co., Ltd. toward the job responsibility
factor, It is found that the employees are satisfied to do the job are very
interesting and challenging. They feel happy and their job responsibilities
match their skill and interest. The opportunity for using ideas and their job
description and duty are at the level of neither satisfied nor unsatisfied.

(2)

The employee's satisfaction at PP Co., Ltd. toward advancement & security
of career factor, it is found that the employees are satisfied to do the job
when their job is secured for their career life. A chance for career success &
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advancement and a chance to attend seminars & training courses are at the
level of neither satisfied nor unsatisfied.
(3)

The employee's satisfaction at PP Co., Ltd. toward working environment
factor, it is found that the employees are satisfied to do the job with
location, clean & secure, appropriate of working equipment and their
colleagues are friendly, helpful and accept them. However, the factor of
working space is at the level of neither satisfied nor unsatisfied.

(4)

The employee's satisfaction at PP Co., Ltd. toward income factor. It is
found that the employees are satisfied to do the job with the welfare money
& bonus are appropriate and the facilities are adequate. The appropriate
salary is the factor, which is at the level of neither satisfied nor unsatisfied.

(5)

The employee's satisfaction at PP Co., Ltd. toward policy & management
factor, it is found that the employees satisfied to do the job with the
performance evaluation tracking system, company's policy & company's
rule and the policy & management style. The amount of work and the
evaluation are at the level of neither satisfied nor unsatisfied.

(6)

The employee's satisfaction at PP Co., Ltd. toward director factor, it is
found that the employees are satisfied to do the job with their director has a
long vision & intend for company is success and their director supports &
gives the suggestion to subordinates. The fair evaluation, their director
listens to their ideas & distributes authority to subordinates, their director
has good human relationship & good dispositions to staffs are at the level of
neither satisfied nor unsatisfied.
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(7) The employee's satisfaction at PP Co., Ltd. classified by motivation factors,
it is found that employees are satisfied to do the job with working
environment factor and job responsibility factor. For the director, policy &
management, advancement & security of career and income are the factors
at the level of neither satisfied nor unsatisfied.
5.3 The Conclusion of Correlation between Personal Information and Motivation
Factors.
(1)

The result of analysis is concluded that the correlation between job
responsibility factors and the personal information, the variable of age,
education, working period and income are correlated with the job
responsibility factors at the significant of 0.01 level. The personal
information variables of marital status are correlated to the job
responsibility factor at the significant of 0.05 level. Considering the
importance value of the personal information variables are correlated with
the job responsibility factors, it is found that income is correlated with the
job responsibility factors at 60%.

(2)

The result of analysis is concluded that the correlation between
advancement & security of career factors and the personal information, the
variable of sex, age, status, education, working period and income are
correlated with the advancement & security of career factors at the
significant of 0.01 level. The personal information variables of marital
status are correlated to the job responsibility factor at the significant of 0.05
level. Considering the importance value of the personal information
variables are correlated with the advancement & security career factors, it is
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found that sex is correlated to the advancement & security career factors at
37.1%.
(3)

The result of analysis, is concluded that the correlation between working
environment factors and the personal information, the variables of sex,
education, working period and income are correlated with the working
environment factors at the significant of 0.01 level. The personal
information variables of current position are correlated with the working
environment factor at the significant of 0.05 level. Considering the
importance value of the personal information variable are correlated with
the working environment factors, it is found that sex is correlated with the
working environment factors at 44.5%.

(4)

The result of analysis is concluded that the correlation between income
factors and the personal information, the variables of age, marital status,
education, working period and income are correlated with the income
factors at the significant of 0.01 level. The personal information variables
of current position are correlated with the income factor at the significant of
0.05 level. Considering the importance value of the personal information
variable are correlated with the income factors, it is found that education is
correlated with the income factors at 53.6%.

(5)

The result of analysis, is concluded that the correlation between policy &
management factors and the personal information, the variables of sex,
marital status, education, current position, working period and income are
correlated with the policy & management factors at the significant of 0.01
level. Considering the importance value of the personal information variable
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are correlated with the policy & management factors, it is found that sex is
correlated to the policy & management factors at 25.5%.
(6)

The result of analysis is concluded that the correlation between director
factors and the personal information, the variables of sex, age, marital
status, education, working period and income are correlated with the
director factors at the significant of 0.01 level. The personal information
variables of current position are correlated with the director factor at the
significant of 0.05 level. Considering the importance value of the personal
information variables are correlated with the director factors, it is found that
marital status is correlated with the director factors is at 26.1%.

(7)

The analysis of the value decision of coefficient between motivation factors
and personal information, it is found that personal information is related to
the income factor at 67.8%, advancement & security of career factor is
related at 60.1% and policy & management factor are related at 58.3%. In
other word, personal information is related to job responsibilities factor only
46%.

5.4 The Recommendation in Motivation Factors
From the analysis, all of the motivation factors can reach the high level of
satisfaction. Nevertheless, some employees disagree with those sentences. If a director
can adjust some point in all factors, it will increase the job satisfaction level on
subordinates. It also motivates them to do their job more effectively and efficiently.
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(1) Job responsibilities
From the analysis on the level of job satisfaction, some back points
are found which are the opportunities of respondents in expressing ideas and
let the respondents understand their job description and duty.
The recommendations of this factor are as follows:
(a)

The director should give them the opportunity expressing their ideas
about their job. Employees want to participate in solving problems.
The director may allow them to disclose vis-a-vis problem and seek
solutions.

(b)

The management should clarify the job description and job
responsibility which match their position and their capabilities.

(2) Advancement and Security of Career
From the analysis on the level of job satisfaction, it is found that some
factors should be improved which are chances for career success and
advancement, and chance for higher education.
The recommendations of this factor are as follows:
(a)

The director may set the higher education as the reward for job
accomplishment. This method can improve employees both in
education and the level of job satisfaction.

(b)

Give chance to employees to attend the viable seminars or training
course.

(c)

Set up the in-house training company. This method will improve
knowledge of employees and provide better chance of advancement
on job.
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(3) Working Environment
From the analysis on the level of job satisfaction, it is found that some
factors should be improved which are the proper working space with
appropriate working equipment.
The recommendations of this factor are as follows:
(a)

The director should seek the opinions of employees about the proper
working space that will support their working efficiency.

(b)

The director should provide the employees with enough working
equipment. The employees should be able to ask for additional
equipment whenever it is used up.

(4) Income
From the analysis on the level of job satisfaction, it is found that some
factors should be improved which are their salary inappropriate with their
responsibility and the company does not provide enough facilities to the
employees.
The recommendations of this factor are as follows:
(a)

The director should set up some extra money for special positions
with more responsibilities.

(b)

The director should set up some incentive money for employees who
have good job performance.

(c)

Company should help employees who have low income to be able to
borrow money with low interest plan.
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(5) Policy and Management
From the analysis on the level of job satisfaction, it is found that some
factors should be improved which are the amount of work allocated to each
employee and fairness of evaluation to increase salary to employees.
The recommendations of this factor are as follows:
(a)

The director should carefully allocate the workload to each employee
based on ability, experience, the knowledge, and the responsibility.

(b)

The director should evaluate the performance of employees every two
or three months. This will help the director get the real performance
of the employee.

(6) Director
From the analysis on the level of job satisfaction, it is found that
factors should be improved are bias on evaluation and listening skill.
Directors can solve all problems as follows:
(a)

For the listening skill, directors should improve themselves to give
opportunities to subordinates for idea suggestion. They should use
democratic system for management. This method can help directors
know the attitude of subordinates and help to make a better decision.
It also helps directors not to overlook some subordinates' interest.

(b)

In addition, directors should protect their subordinates as much as they
can. The punishment should be personal warning. If the subordinates
succeed in his/her job, directors should declare to the public and the
appropriate rewarding.
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5.5 The Recommendation for the Further Research
(1)

When directors use the results and recommendations of this project to
support his management plan, he should survey the effectiveness and the
responses of his subordinates' performance as well.

(2)

The survey of the satisfaction of employees should be set up every year
because the attitude of employees may often change.

(3)

The survey of the satisfaction of employees in one company must be
compared with the satisfaction of employees in the other company.
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QUESTIONNAIRE

Topic : "Factors influencing employee's satisfaction in PP Co., Ltd."

Instruction :
This questionnaire is a part of the research on the analysis of factors influencing
employee's satisfaction. Information is meant for research only.
Kindly answer all questions by filling right sign on your expected points. Your
information will be kept confidential.

Part 1 : Personal Information

1. Sex
❑ 1.) Male

❑ 2.) Female

2. Age
❑ 1.) below 20 years old

❑ 2.) 21 — 25 years old

❑ 3.) 26 — 30 years old

❑ 4.) 31 - 35 years old

❑ 5.) over 35 years old

3. Marital Status
❑ 1.) Single

❑ 2.) Married

❑ 3.) Divorced

❑ 4.) Other

4. Education
❑ 1.) Below Vocational Degree ❑ 2.) Vocational Degree
❑ 3.) High Vocational Degree

❑ 4.) Bachelor Degree

❑ 5.) Master Degree

66

5. Current Position
❑ 1.) Manager

❑ 2.) Supervisor

❑ 3.) Officer / Staff

❑ 4.) Other

6. Working Period
❑ 1.) Less than 5 years

❑ 2.) 5 — 10 years

❑ 3.) 11 — 15 years

❑ 4.) Abovel6 years

7. Income / Month (Baht)
❑ 1.) Less than 15,000

❑ 2.) 15,001 — 20,000

❑ 3.) 20,001 — 30,000

❑ 4.) More than 30,000

8. Are you satisfied to do the current job?
❑ 1.) Satisfied

❑ 2.) Unsatisfied

Part 2 : Level of satisfaction towards motivation factors

Explanation

5 means Strongly satisfied

4 means Satisfied
3 means Neither satisfied nor unsatisfied
2 means Unsatisfied
1 means Strongly unsatisfied

5

Motivation Factors
Job responsibilities
1) Your job responsibilities match your skill and
interest
2) Your job gives you an opportunity for using ideas
3) Your job is very interesting and challenging
4) You feel happy when you work
5) You understand your job description and duty
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Advancement and Security of career
1) Your current job provides you with a chance for
career success and advancement
2) You have a chance to attend seminars and training
Courses
3) Your job is secured for your career life

Motivation Factors
Working Environment
1)

The environment around your company is clean
And secure

2)

Your company stands on a good location and
Provides good transportation

3)

You have a proper working space

4)

The working equipment are available and
appropriate

5)

Your colleagues are friendly, helpful and accept
You

Motivation Factors
Income
1)

Your salary are appropriate with your
Responsibility

2)

The welfare money and bonus is appropriate

3)

The company provides enough facilities
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Motivation Factors
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Policy and Management
1) The policy and management style of the company
help you work efficiently
2) You can work according to the company's policy
and company's rule
3) You are satisfied with the performance evaluation
tracking system of your company
4) You are satisfied with the amount of work allocated
to you and other colleague
5) The company has a fair evaluation in order to
increase salary

Motivation Factors
Director
1) Your director has a long vision and intend company
to success
2) Your director supports and gives the suggestion to
subordinates
3) Your director has fair evaluation
4) Your director listens to your ideas and distributes
authority to subordinates
5) Your director has good human relationship and
good Disposition to staffs

Other suggestion toward motivation factors

Thank you very much for your response
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APPENDIX B
QUESTIONNAIRE (THAI VERSION)
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