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ABSTRACT

This study examined the factors that affect job satisfaction of employees of
Aeronautical Radio of Thailand. The study aimed to identify perception on job
satisfaction of respondents, to examine the level of satisfaction of respondents'
demographic profile in terms of job satisfaction and to determine the factor that affect
job satisfaction.
The Research Methodologies used were the Descriptive Method, Cross
Tabulation and Percentage.
The finding shows employee perception on job satisfaction factor, level of
satisfaction of respondents' demographic profile in terms of job satisfaction and factor
that affect job satisfaction. The independent variables in this study were demographic
profile. Demographic profile include sex, age, marital status, level of education, major
of education, work position, work experience (current position), length of time working
at Bangkok Air Traffic Control Department, and salary. The dependent variable is job
satisfaction which concerns growth opportunity/advancement, supervision,
management/policies, affiliation, nature of work, existence, achievement, work
environment and feedback.
The statistical analysis revealed that most of respondents were satisfied with most
variables of job satisfaction in the selected company. The only two factors that
respondents had doubt and not really satisfied were Supervision and Salary/Income.
Different level of respondents had different perception toward job satisfaction.
The result of finding are summarized and concluded. The recommendation based
on the results and findings of this study can be the tool or information to develop and

help the organization management or any person who wants to study on the related
research in the future.
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I. GENERALITIES OF THE STUDY

1.1 Introduction to the Study
A Human is one of the most important resource of organization because a human
is the one that helps an organizations achieve its goal. So the knowledge of
understanding human is very important. This is because an organization comprised of
many people with different backgrounds, characteristics, emotional feelings and talents.
Therefore when they all work together there must be problems and conflicts. If these
problems and conflicts cannot be solved there might be crisis that led to organizational
disaster. Managers in all types of organizations are continually faced with the fact that
vast differences exist in the performance of a group of employees. Some employees
always perform at high levels, need little or no direction, and appear to enjoy what they
are doing. On the other hands, employees perform only at marginal levels, require
constant attention, are often absent from their working stations. The reasons for these
differences in performance are varied and complex.
To achieve success in business, the company has to understand how to deal with
employees because many companies often face problems with their employees such as
employee resignations and job dissatisfaction. These will cause the company to lose
benefits and mistakes. Therefore, the manager must study the attitude of their
employees in order to know whether their employees are satisfied with their job or not
in order to prevent mistakes and get employee job satisfaction.
The selected company for this research is Aeronautical Radio of Thailand Ltd.
(AEROTHAI). AEROTHAI was founded in 1948 by airline companies with the
consent of the Royal Thai Government to provide aeronautical radio services for airline
operations. Later in 1963, the Government acquired the majority of the Company's
share capital from the founding airlines thereby altering the Company's status to that of
1

a Government Enterprise. The responsibilities and policies of (AEROTHAI) are to
provide air traffic control service (Aerodrome/Approach Control Services and Area
Control Services at Bangkok International Airport) with efficiency, accuracy and safety.
Therefore a human is the most important resource because there is no technology that
could totally replace humans. Air Traffic Control Services of Thailand can be divided
into 3 sections as follows:
(1)

Aerodrome Control Services

(2)

Approach Control Services

(3)

Area Control Services

Aerodrome and approach control services were provided for take-offs/landings at
Bangkok International Airport and overflights across the Flight Information Region of
Thailand within 50 Nautical Miles (NM) from the airport. Area Control Services were
provided for aircraft flying in the Bangkok Flight Information Region, the upper
airspace of Cambodia and part of the South China Sea, south of Cambodia.
In Human Resources Management, the manager must be able to understand the
factors that effect employee job satisfaction. Knowing these factors can help the
management improve the employee's performance and enhance employee's job
satisfaction. The researcher has noticed this importance and has conducted a research
on the relationship of factors of job satisfaction and employee performance of Air
Traffic Controllers of Aeronautical Radio of Thailand.
1.2 Research Objectives
The main objectives of this research are:
(1)

to identify perception on job satisfaction factors of respondents

(2)

to determine the factor that effect job satisfaction

2

1.3 Statement of Problem
Since many organizations are dealing with many problems, one critical factor that
can bring the organization to survive and succeed is employee. There are many
managers who do not understand how to treat employees and do not know the factor of
job satisfaction that affect the performance of their employees. The main concern of
this research is to identify perception on job satisfaction factors that respondents have,
to examine the level of satisfaction of respondents demographic profile in terms of job
satisfaction and to study factors that affect job satisfaction of employees at Bangkok Air
Traffic Control Department.
The research would like to address the following specific questions for the study:
(1) What is the respondents profile in term of:
(a)

sex

(b)

age

(c)

marital status

(d)

education level

(e)

major of education

(f)

position

(g)

length of service

(h)

income

(2) What are the perceptions of respondents on job satisfaction in term of:
(a)

growth opportunity/advancement

(b)

supervisor

(c)

salary/wages (income)

(d)

management/policies

(e)

affiliation
3

(f)

nature of work

(g)

existence

(h)

achievement

(i)

work environment

(J) feedback
(3) What are the perception of respondents gender on job satisfaction in term of
(a)

supervision

(b)

salary/income

(c)

management/policies

1.4 Scope of the Research
This research will study the perception and level of satisfaction in terms of job
satisfaction factors of air traffic controller of Aeronautical Radio of Thailand, Bangkok
Air Traffic Control Department, by dividing the group of study into three groups as
follows: Flight Data Operator, Air Traffic Controller, Senior, Air Traffic Controller.
1.5 Limitation of the Research
The limitation of this research included the following factors:
(1)

This study is limited to only the respondents that work at Bangkok Airport
Air Traffic Control Department

(2)

The accuracy of the translation as the questionnaires will be translated from
Thai to English.

(3)

The respondents may not provide accurate answers, as they may be afraid of
the information leakage.

1.6 Significant of the Study
This study is intended to allow employees to express their attitudes and opinions
and know the level of satisfaction of employees on job satisfaction factors. The result of
4

this study will help managers to provide a better working environment that would
enhance the quality of the workplace and work efficiency and also help decrease
employees' dissatisfaction, absenteeism and turnover.
1.7 Definition of Term
For clarity of the study, the following terms as applied in the research are defined
as follows:
Job satisfaction. It refers to "the pleasurable emotional state resulting from appraisal of
one's job as achieving or facilitating the achievement of one's job value" (Locke 1969).
Air traffic control service. A service provided for purpose of: preventing collisions
between aircraft and on the manoeuvring area between aircraft and obstructions and
expediting and maintaining an orderly flow of air traffic.
Air traffic controller. A person who control the air traffic of the 3 section of Air
Traffic Control Services (Aerodrome Control Service, Approach Control Service and
Area Control Service).
Senior, Air Traffic Controller. A person with more than 5 years experiences that
control the Aerodrome, Approach and Area Control Services.
Flight data operator. Person who assist Air Traffic Controller in giving data regarding
the actual or intended movement or aircraft, normally presented in coded or abbreviated
form.
Area Control Services. Area control services were provided for aircraft flying in the
Bangkok Flight Information Region, the upper airspace of Cambodia and part of the
South China Sea, south of Cambodia.
Approach control service.

Air traffic control service for arriving or departing

controlled flights (Procedures for Air Navigation Services 1996).
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Maslow's Hierarchy of Need Theory. It refers to motivation that seeks to explain what
motivates people in terms of deficiencies that individual experience at paint in times.
Maslow 1954)
Expectancy Theory. It refers to motivation as a process in which people choose
behaviors based on expectancy instrumentality and valence. (Wright & Noe 1996)
Equity Theory. It refers to motivation is influenced by our perception of how
equitably or fairly we are treated at work. (Adam 1965)
Herzberg's Two-Factor Theory. It refers to the factors related to work context in
which a person performs their works, which lead to satisfaction or dissatisfaction.
These factors include achievement, recognition, work itself, responsibility for
advancement, working conditions, company policy, status, salary, security, and
interpersonal relations. (Herzberg 1959)
Job-Characteristics Theory. It refers to the grew out of research on objective
measures of job characteristics that would correlate with employees satisfaction and
attendance. (Hackman & Oldham 1976, 1980)
Goal-Setting Theory. It refers to the intention to work toward a goal are a major
source of work motivation. That is, goals tell an employee what needs to be done and
how much effort will need to expand.
High Performance Cycle. It refers to goals effect level of job performance, depending
on the kind of task and the abilities of worker. (Locke & Lathtam 1990b)
Growth Opportunity /Advancement. It refers to the future prospects with a current
employer or with another employer.

6

Supervision. It refers to the managing or overseeing of someone. Herzberg identifies
the quality of supervision as a hygiene factor. This means that when the quality of
supervision is poor, a worker can become dissatisfied.
Salary / Income. It refers to money received doing the work.
Management. Use of people and other resources to accomplish objectives Policies.
General guidelines for decision-making
Affiliation. It refers to the desire to be loyal to friends, to participate in friendly groups,
to form strong attachments, to share things with friends.
Nature of Work.

It includes content (task, behaviors, duties, relationship, and

responsibility), the qualification required performing it (skills, abilities, experience) and
returns and rewards for performing it (pay, promotions, and intrinsic satisfaction)
Existence. It refers to the need that concern the physical existence of the organism and
the means provide by work organization to attain these factors for example pay, fringe
benefit, safe working and work stability.
Achievement. It refers to the drive to do one's best, to be successful, to accomplish
tasks requiring skill and effort, to be a recognized authority, to accomplish something
important, to do a difficult job well.
Work Environment. Factor within the organization that influence employee to work.
Feedback. It refers to the extent to which the job allows people to have information
about the effectiveness of their performance.

7

II. REVIEW OF LITERATURE

This chapter presents a review of the literature and research related to job
satisfaction and performance appraisal.
2.1 Definition of Job Satisfaction.
Locke (1968) mentioned that it refers to "the pleasurable emotional state resulting
from appraisal of one's job as achieving or facilitating the achievement of one's job
value. This definition reflects three important aspects of job satisfaction. First, job
satisfaction is a function of values, defined as "what a person consciously desires to
obtain." Second, difference employees have different views of which values are
important, and this is critical in determining the nature and degree of their job
satisfaction. The third important aspect of job satisfaction is perception. It is one
perception of one's present situations relative to one's values that matter.
Locke's (1967) composite theory of job satisfaction is the product of many other
concepts, which he has developed through study and research on related topics such as
goal setting and employee performance. Likewise, his explanation of job satisfaction is
in part, a response to some of Herzberg's proposals. Thus, Locke's criticism of
Herzberg's criticism of Herzberg will be the initial discussion, followed by his theory
on values, agent/event factors, and finally an adjusted view of job satisfaction.
According to Locke (1967), satisfaction is a function of the extent to which one's
job is perceived as fulfilling important values; do perceived job characteristics match
desired characteristics? Satisfaction is determined by the discrepancy between
preferred levels of job factors (pay, autonomy, etc.) and the actual level.
According to Stephen P. Robbin (1998), job satisfaction is the difference between
the amount of reward workers received and the amount they believe that they should
receive.
8

Mccormick and Llgen (1980) defined job satisfaction as the attitude one has
toward his or her job. Beer (1964) defined job satisfaction as the attitude of workers
toward the company, their job, their fellow workers, and other psychological objects in
the work environment; while morale is a group phenomenon similar to a group
enthusiasm in the pursuit of a common goal.
Gibson and others (1988) defined job satisfaction as a pleasurable or positive
emotional state resulting from the appraisal of one's job or job experience. David
(1981) defined job satisfaction as the amount of agreement between one's expectations
of the job and the rewards that the job provided. Gruneberg (1976) defined job
satisfaction as the favorableness or unfavorableness with which employees viewed their
work.
Randolph (1985) stated that job satisfaction (or dissatisfaction) was the set of
attitudes we developed about or work; it reflected the fit between person and job.
Spector stated that job satisfaction is an attitudinal variable that reflects how
people feel about their jobs overall as well as various aspects of them. In simple terms
job satisfaction is the extent to which people like their jobs; job dissatisfaction is the
extent to which they dislike them. Lawler's (1967) stated that satisfaction is a function
of the extent to which the perceived amount of job rewards one receives matches the
perceived deserved rewards.
2.2 Theories Related to Job Satisfaction
Most job satisfaction theories derive from theories of motivation and suggest a
comparison/discrepancy mechanism- discrepancy between:
(1)

...what I need and what I received (Maslow; need theories)

(2)

...what I value and what I received (Locke's value theory; expectancy
theories)
9

(3)

...equitable treatment and the way I am treated (Lawler's facet satisfaction
theory; equity theory)

2.2.1 Maslow's Hierarchy of Needs.
Maslow seemed to sense, that aside from the people with emotional limitations
and problems, there were times when man was at his best. Although Maslow avoided
the word "spiritual", he did introduce psychology to truth, goodness, beauty, unity,
transcendence, aliveness, uniqueness, perfection, justice, order and simplicity. Before
Abraham Maslow, the psychological world was awash in behaviorism and
psychoanalysis. Maslow changed this focus on broken brains, by popularizing
psychological humanism. Famous people like Abraham Lincoln were subjects of study
instead of people with broken brains. One of Maslow's most important contributions to
psychology was his theory of human needs, developed in the late 1960's. This theory
explained that human needs were hierarchical in nature. He believed that people are not
merely controlled by mechanical forces (the stimuli and reinforcement forces of
behaviorism) or unconscious instinctual impulses of psychoanalysis, but should be
understood in terms of human potential. He believed that humans strive to reach the
highest levels of their capabilities. People seek the frontiers of creativity, and strive to
reach the highest levels of consciousness and wisdom. People at this level and below
were labeled by other psychologists as "fully functioning" or possessing a "healthy
personality". Maslow called the people who were at the top "self-actualizing" persons.
Maslow believed that each person has five categories of needs:
(1)

Physiological needs - Basic needs for the body, such as food shelter drink
rest etc.

(2)

Safety needs - Where the basic needs are reasonably satisfied we turn to
thinking about protection from danger, security and order so that we feel
10
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safe. This safety needs can be a concern for physical safety but also covers
psychological safety needs such as job security etc.
(3)

Social needs - Once the first two needs are reasonably satisfied, social needs
such as needing acceptance, giving and receiving affection and "belonging"
become things that people want

(4)

Ego needs - Next comes people's need for achievement, self esteem, self
confidence, respect and status

(5)

Self-Actualization needs - finally at the top of the hierarchy once all of the
other levels have been reasonably satisfied is the need to become the person
that we feel that we are capable of becoming. This means that we have
achieved what we consider to be our very best.

Maslow believed that the lower needs (physiology and safety etc) needed to be at
least partially covered before the higher needs (such as ego and self actualization) could
be activated (In fact Maslow believed that these two higher needs are very rarely
satisfied in anyone). He believed that once one set of needs was at least partly satisfied
people would begin to be motivated by needs from the next category. An example,
which might be used here, is a shift in the emphasis of the union movement in Australia
from wages and working hours to now emphasizing issues such as job security,
industrial health and other security issues. There is also a move away from unsatisfying
specialization to a team or group work system which gives workers more responsibility
and hence more satisfaction. Informal groups such as sporting or friendship groups are
also often encouraged in the work environment. Can you see what needs this is
addressing?
Maslow also believed that people were often motivated by more than one set of
needs at a time and that they place varying importance on different needs. This means
11

that someone could be motivated by their basic need for food, shelter and comfort but
may override these needs by refusing to do a job which contradicts their personal
values. Their self-esteem (which is an ego need) was the dominant one. As our
circumstances change the needs that we consider to be the most important to us can
change too. If the physiological needs are neglected for too long we may starve or
become ill. These needs may then become the dominant ones and the job taken even
though it conflicts with a person's values.
Maslow believes that the only reason that people would not move through the
needs to self-actualization is because of the hindrances placed in their way by society.
For example, education is often a hindrance with imposed ideas of the culture. On the
other hand respectful teaching promotes personal growth.
2.2.2 Expectancy Theory.
This theory was set by Vector Vroom (1964). He said that an employee will be
motivated to exert a high level of effort when her or she believes that effort will lead to
a good performance appraisal; that a good appraisal will lead to organizational rewards
like a bonus, a salary increase, or a promotion.
Expectancy theory argues that the strength of a tendency to act in a certain way
depends on the strength of an expectation that the act will be followed by a given
outcome and on the attractiveness of the outcome to the individual. In more practice
terms, expectancy theory says that an employee will be motivated to exert a high level
of effort when he or she believes that effort will lead to a good performance appraisal
which will lead to organization rewards like a bonus, a salary increase, or a promotion;
and that rewards will satisfy the employee's personal goal. The theory therefore
focuses on three relationships. (Figure 2.1)
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Figure 2.1. Three Relationship of Expectancy Theory.

(1)

Effort-performance relationship.

The probability perceived by the

individual that a given amount of effort would lead to performance.
(2)

Performance-reward relationship. The degree to which the individual
believes that performing at particular level lead to the attainment of a
desired outcome.

(3)

Rewards-personal goals relationship. The degree to which organizational
rewards satisfy an individual's personal goals or needs and the
attractiveness of those potential rewards for individual.

Expectancy theory helps explain why a lot of workers aren't motivated on their
jobs and merely do the maximum necessary to get by.
The key to expectancy theory is the understanding of an individual's goals and the
linkage between effort and performance, between performance and rewards, and finally
between the rewards and individual goal satisfaction. As a contingency model,
expectancy theory recognizes that there is no universal principle for explaining
everyone's motivations. Additionally, just because we understand what needs a person
seeks to satisfy does not ensure that the individual perceives high performance as
necessarily leading to the satisfaction of these need.
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Motivation

Satisfaction

Figure 2.2. The Expectancy Theory of Work Motivation.

2.2.3 Equity Theory.
J. Stacy Adams (1975) advanced the equity theory, the motion that motivation is
influenced by our perception of how equitably or fairly we are treated at work (Adams
1965). He proposed that in any work environment whether office, ship, factory, or
classroom we assess our inputs (how much effort we puts into the work) and our
outcomes (how much reward we received for the work). We calculate, perhaps
unconsciously, the ratio of outcome to input and mentally compare it with what we
believe are the ratios for our co-workers. If we think we are getting less than other
people, the feeling of tension or inequity that results motivate us to act-to do something
to bring about a state of equity are. If we perceived that we are receiving the same ratio
of reward-to-effort that others are receiving, then a state of equity exists.
The referent that an employee selects adds to the complexity of equity theory. Evidence
indicates that the referent chosen is an important variable in equity theory. Here are
four referent comparisons that an employee can use:
(1) Self-inside: An employee's experiences in different position inside his or
her current organization.

14
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Self-outside: An employee's experiences in a situation or position outside
his or her current organization.

(3)

Other-inside: Another individual or group of individuals inside the
employee's organization.

(4)

Other-outside: Another individual or group of individual outside the
employee's organization.

Employees might compare themselves to friends, neighbors, co-workers,
colleagues in other organization, or past jobs they themselves have had. Which referent
an employee chooses will be influenced by the information the employee holds about
referents as well as by the attractiveness of the referent. This has led to focusing on four
moderating variables- gender, length of tenure, level in organization, and the amount of
education or professionalism. Research shows that both men and women prefer same
sex comparison. The research also demonstrates that women are typically paid less than
men in comparable jobs and have lower pay expectations than men for the same work.
So a female that uses another female as a referent tends to result in a lower comparative
standard. This lead us to conclude that employees in jobs that are not sex segregated
will make more cross-sex comparisons than those in jobs that are either male or female
dominated. This also suggests that if women are tolerant of lower pay, it may be due to
the comparative standard they use. Employees with short tenure in their current
organizations tend to have little information about others inside the organization, so
they rely on their own personal experiences. On the other hand, employees with long
tenure rely more heavily on co-workers for comparison. Upper-level employees, those
in the professional ranks, and those with higher amounts of education tend to be more
cosmopolitan and have better information about people in the other organizations.
Therefore, those types of employees will make more other-outside comparisons.
15

Base on equity theory, when employees perceive an inequity, they can be
predicted to make one of the six choices:
(1)

Change their inputs (for example, don't exert as much effort)

(2)

Change their outcomes (for example, individuals paid on a piece-rate basis
can increase their pay be producing a higher quantity of units of lower
quality)

(3)

Distort perceptions of self (for example, "I used to think I worked at a
moderate pace but now I realize that I work a lot harder than everyone
else.")

(4)

Distort perceptions of others (for example, Mike's job isn't as desirable as I
previously thought it was.")

(5)

Choose a different referent (for example, "I may not make as much as my
brother-in-law, but I'm doing a lot better than my Dad did when he was my
age.")

(6)

Leave the field (for example, quit the job)

Equity theory recognizes that individuals are concerned not only with the absolute
amount of rewards they receive for their efforts, but also with the relationship of this
amount to what others receive. They make judgments as to the relationship between
their inputs and outcomes and the inputs and outcomes of others. Based on one's
inputs, such as effort, experience, education and competence, one compares outcome
such as salary levels, raises, recognition, and other factors. When people perceive an
imbalance in their outcome-input ratio relative to others, tension is created. This
tension provides the basis or motivation, as people strive for what they perceive as
equity and fairness.
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Finally, recent research has been detected at expanding what I meant equity or
fairness. Historically, equity theory focused on distributive justice or the perceived
fairness of the amount and allocation of rewards among individuals. But equity should
also consider procedural justice-the perceived fairness of the process used to determine
the distribution of rewards. The evidence indicates that distributive justice has a greater
influence on employee satisfaction than procedural justice, while procedural justice
tends to affect an employee's organizational commitment and trust in his or her boss.
So manager should consider openly sharing information on how allocation decisions are
made, following consistent and unbiased procedural justice. By increasing the
perception of procedural fairness, employees are likely to view their bosses and the
organization as positive even if they're dissatisfied with pay, promotions, and other
personal outcomes. In conclusion, equity theory demonstrates that, for most employees,
motivation is influenced significantly by relative rewards as well as by absolute
rewards, but some key issues are still unclear. For instance, how do employees handle
conflicting equity signals, such as when using point to other employee groups who are
substantially better off, while management argues how much things have improved?
How do employees define inputs and outcomes? How do they combine and weight their
inputs and outcomes to arrive at total? When and how do the factors change over time?
Yet, regardless of these problems, equity theory continues to offer us some important
insight into employee motivation.
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Result:
Equity

Comparison:
Self to others

-

Motivation to Perform

Result:
0" Inequity

Motivation to Rationalize,
Fight Inequity, or Quit

Figure 2.3. Equity Theory in Action.

2.2.4 Herzberg's Two Factor Theory.
Herzberg (1959) constructed a two-dimensional paradigm of factors affecting
people's attitudes about work. He concluded that such factors as company policy,
supervision, interpersonal relations, working conditions, and salary are hygiene factors
rather than motivators. According to the theory, the absence of hygiene factors can
create job dissatisfaction, but their presence does not motivate or create satisfaction.
In contrast, he determined from the data that the motivators were elements that
enriched a person's job; he found five factors in particular that were strong determiners
of job satisfaction: achievement, recognition, the work itself, responsibility, and
advancement. These motivators (satisfiers) were associated with long-term positive
effects in job performance while the hygiene factors (dissatisfiers) consistently
produced only short-term changes in job attitudes and performance, which quickly fell
back to its previous level.
In summary, satisfiers describe a person's relationship with what she or he does,
many related to the tasks being performed. Dissatisfiers, on the other hand, have to do
with a person' relationship to the context or environment in which she or he performs
the job. The satisfiers relate to what a person does while the dissatisfiers relate to the
situation in which the person does what he or she does.
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2.2.5 Job-characteristics Theory.
The job-characteristics theory, developed by J. Richard Hackman (1976) and
G.R. Oldham (1980), grew out of research on objective measures of job characteristics
that would correlate with employee satisfaction and attendance (Hackman & Oldman
1976, 1980). Evidence suggested that certain characteristics can influence behavior and
attitude at work, but these characteristics do not affect all employees in the same way.
The research pointed to individual differences in the need for growth. People with a
high growth need were found to be more affected by changes in job characteristics than
were people with a low growth need. Also, changes in these job characteristics did not
seem to influence employee attitudes and behavior directly but were filtered by the
employees' cognitive processes —their perceptions of the changes. The presence of
positive job characteristics causes employees to experience a positive emotional state
when they perform their job well. This condition motivates them to continue to perform
well, on the expectation that good performance will lead to good feelings. The strength
of one's motivation to perform well depends on the strength of the need to grow and
develop. The stronger the need, the more one will value the positive emotional feelings
that result from good job performance. Thus, the job characteristic theory states that
specific job characteristics lead to psychological condition that lead to greater
motivation, performance, and satisfaction-if employees have a high growth need to
begin with.
The core job characteristics identified by Hackman (1976) and Oldhem (1980) are
as fellows:
(1) Skill variety: the extent to which workers use various skills and abilities on
the job. The more challenging a job, the more meaningful it will be.
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(2)

Task identity: the unity of a job-that is, whether it involves doing a whole
unit of work or completing a product instead of making only part of a
product on an assembly line.

(3)

Task significance: the importance of a job to the lives and well being of
coworkers or consumers. For example, the job of aircraft mechanic affects
the lives of more people in a more significant way than does job of postal
clerk.

(4)

Autonomy: the amount of independence employees has been scheduling and
organizing work.

(5)

Feedback: the amount of information employees receives about the
effectiveness and quality of their job performance.

Jobs can be redesigned to maximize these characteristics in a manner similar to
that proposed earlier by Herzberg (1966):
(1)

Combine small, specialized tasks to form larger work units; this enhances
skill variety and task identity.

(2)

Arrange the tasks in natural, meaningful work units to make the worker
responsible for an identifiable unit; this enhances task identity and task
significance.

(3)

Give workers responsibility for direct contact with clients or end users; this
enhances skill variety, autonomy, and feedback.

(4)

Give worker authority, responsibility, and control over the job tasks; this
increases skill variety, task identity, task significance, and autonomy.

(5)

Arrange for workers to learn regularly how well they are performing the
job; this increase feedback.

20

2.2.6 Goal-setting Theory.
In the late 1960s, Edwin Locke proposed that intention to work toward a goal is a
major source of work motivation. That is, goals tell an employee what needs to be done
and how much effort will need to be expanded. The evidence strongly supports the
value of goals. More to the point, we can say that specific goals increase performance;
that difficult goals, when accepted result in higher performance than do easy goals; and
that feedback leads to higher performance than does non feedback.
Specific hard goals produce a higher level of output than does the generalized
goals of "do your best." The specificity of the goal itself acts as an internal stimulus. If
factors like ability and acceptance of the goals are held constant, we can also state that
the more difficult the goal, the higher the level of performance. However, it's logical to
assume that easier goals are more likely to be accepted. But once an employee accepts
a hard task, he or she will exert a high level of effort until it is achieved, lowered, or
abandoned. People will do better when they get feedback on how well they are
progressing toward their goals because feedback helps to identify discrepancies between
what they have done and what they want to do; that is, feedback acts to guide behavior.
But all feedback is not equally potent. Self-generated feedback-where the employee is
able to monitor his or her own progress-has been shown to be a more powerful
motivator than externally generated feedback.
If employees have the opportunity to participate in the setting of their own goals,
will they try harder? The evidence is mixed regarding the superiority of participative
over assigned goals. In some cases, participate set goals elicited superior performance,
while other cases; individuals perfoimed best when assigned goals by their boss. But a
major advantage of participation may be increasing acceptance of the goal itself as a
desirable one to work toward. As we noted, resistance is greater when goals are
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difficult. If people participate in goal setting, they are more likely to accept even a
difficult goal than if they are arbitrarily assigned it be their boss. The reason is that
individuals are more committed to choices in which they a part. Thus, although
participative goals may have no superiority over assigned goals when acceptance is
taken as participation, it does increase the probability that more difficult goals will be
agreed to and acted upon. Are there any contingencies in goal-setting theory or can we
take it as a universal truth that difficult and specific goals will always lead to higher
performance? In addition to feedback, three other factors have been found to influence
the goals-performance relationship. These are goal commitment, adequate self-efficacy,
and national culture. Goal-setting theory presupposes that an individual is committed to
the goal, which is determined not to lower or abandon the goal. This is most likely to
occur when goals are made public, when the individual has and internal focus of
control, and when the goals are self-set rather than assigned. Self-efficacy refers to an
individual's belief that her or she is capable of performing a task. The higher your selfefficacy, the more confidence you have in your ability to succeed in a task. So in
difficult situations, we find that people with low self-efficacy are more likely to lessen
their effort or give up altogether, while those with high self-efficacy will try harder to
master the challenge. In addition, individuals high in self-efficacy seem to respond to
negative feedback with increased effort and motivation, whereas those lows in selfefficacy are likely to lessen their effort when given negative feedback. Finally, goalsetting theory is culture bound. It's well adapted to countries like the United States and
Canada because its key components align reasonably well with North American culture.
It assumes that managers and subordinates will seek challenging goals (low in
uncertainty avoidance), and that performance is considered important by both (high in
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quality of life). So don't expect goal setting to necessarily lead to higher employee
performance in countries such as Portugal or Chile, where the opposite conditions exist.
Our overall conclusion is that intentions-as articulated in terms of hard and
specific goals-are a potent motivating force. Under the proper conditions, they can lead
to high performance. However, there is no evidence that such goals are associated with
increase job satisfaction.
2.2.7 High Performance Cycle.
This model is a theory of job satisfaction that suggest that goals affect level of job
performance, depending on the king of task and the abilities of the worker. (Locke &
Lathtam 1990). This model is conceptually more complex than goal-setting theory.
The cycle begins with the demands, goals, or challenges provided by the job.
This is the goal-setting theory, which asserts that goals motivate employees to improve
job performance. In addition to the goals we set for ourselves, challenges can come
from authority figures (supervisors or managers), from participation (joint decisions
between subordinates and superiors), from peer pressure to produce, or from role
model. Whatever the source, these specific, attainable and difficult goals do not
automatically produce high performance. Rather, they lead to an increase in work
motivation. Having challenging goals does not guarantee high performance, but they
lead to high performance if other factors, called moderators, are present.
Moderators affect the strength of the relationship between goals and job
perfoimance. A specific and challenging goal will enhance motivation and lead to high
job perfoiiiiance when the employee has the following:
(1)

Commitment to the goal

(2)

Feedback demonstrating progress toward the goal

(3)

High self-efficacy or expectation of performing well
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(4) A task that is not too difficult
Assuming, then, the existence of challenging goals and demands and the
moderators just listed, the next step in the cycle is how goals actually affect
performance. This occurs though mediating mechanisms called universal task
strategies, which are necessary to the accomplishment of the task. The strategies are
direction of attention, effort and persistence. "Virtually every individual learns at an
early age that you perform better on a task if you pay attention to it, exert effort on it,
and persist at it over time than if you do not do so" (Locke & Latham 1990: 11).
Given challenging demands, the moderators that facilitate job performance, and
the mediation strategies that translate goals into action, then employee performance will
be high. The rewards that follow can sever as an incentive to maintain job performance.
Reward can be external such as pay raise, promotions, or other organizational
recognition, or internal and self-administered, such as feeling of achievement, selfefficacy and pride in one's accomplishments. There are also noncontingent rewards
that are based on simply having a job, such as fringe benefits, job security and
affiliation with co-workers. Noncontingent rewards do not motivate performance
directly as moderator do, but thy can encourage people to remain on the job.
If the internal and external rewards, which are contingent on high job
performance, satisfy employee needs and values, employees will have high job
satisfaction. If the rewards do not satisfy these needs, then the result is dissatisfaction.
High satisfaction leads to greater organizational commitment and a willingness to
accept new goals and challenges; this illustrates the cyclical nature of the high
performance model. High satisfaction results from high performance rather than causes
it; that is, high performance cones first once satisfaction is experienced, it is related
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indirectly to future performance by the strength of the organizational commitment and
by the employee's willingness to work toward new goals.
The high performance cycle has a common sense feel and is applicable to many
work situations. Research supports the importance of moderatos and mediators in job
performance and the impact of the rewards on job satisfaction. The influence of
cognitive factors such as self-efficacy as mechanisms by which goals affect
performance have also been demonstrated (Early & Lituchy 1991; Wood & Bandura
1989).
2.3 Discussion of Each of the Selected Generic Set of Subvariables
2.3.1 Growth Opportunity/Advancement.
Many people many have more job satisfaction when they believe that their future
prospects are good. These future prospects may mean the opportunity for advancement
and growth with their current employer or the chance of finding work with another
employer. If people feel they have fewer opportunities with their current employer than
they would like, then their job satisfaction may decrease. "If people feel they have
fewer opportunities," they may in fact have chances for advancement, but if they don't
think they do, their job satisfaction suffers anyway. Not only must people think they
have good future prospects with their employer, they must think that they have a fair
chance of obtaining the future prospects. The same is generally true with opportunities
with other company.
2.3.2 Supervision.
Frederick Herzberg identifies the quality of supervision as a hygiene factor. This
means that when the quality of supervision is poor, an employee can become
dissatisfied. When the quality is good, the employee is not dissatisfied (this does not
mean that he or she is satisfied, however). In other words, a bad boss might make you
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miserable, but even a great boss won't make you jump out of bed in the morning
because you can't wait to get to work for him or her. This may seem like a factor that
you have little or no control over, but that may not be the case. Sometimes managers do
not manage because of the way they are but because of the way people force them to
manage.
2.3.3 Salary/Income.
Ask most people why they work and they probably say that it is for income
(money). Money is an important reason for working, but there are many other reasons
people works. Money can satisfy two needs on Maslow's hierarchy — the physiologic
and status. A certain amount is needed to satisfy the physiological needs. After the
basic needs of food, shelter, water, and clothing are met, the remainder is mostly a
matter of status or convenience. Purchasing goods for physiological needs and status
needs are different. Both require money and in this way money provides satisfaction.
However, if a certain amount of money will satisfy these needs, will more money
provide more satisfaction? These people would fee justified in asking for more money
to increase their job satisfaction or to make up for job dissatisfaction.
2.3.4 Management/Policies.
Management style and organizational culture can increase or decrease job
satisfaction. A manager may choose to use a classical or behavioral style of
management. A managee may force a manager to use a classical style or may allow the
manager to use a behavioral style. Or the organization's culture or climate many be
classical or behavioral. In fact, many organizations have a classical, bureaucratic, or
authoritarian culture. Although job satisfaction is often higher in nonbureaucratic
organizations, much depends on the individual. An individual needing close, classical
supervision or not needing or wanting responsibility may not feel satisfied in a
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behavioral, employee-empowerment firm. An individual needing or wanting ore
freedom, more responsibility, or more autonomy may not be satisfied in a classical
management atmosphere where these characteristics are in short supple. The important
point here is that people should try to match their needs to a company that can meet
those needs, thereby increasing job satisfaction.
2.3.5 Affiliation.
It is the desire to be royal to friends, to participate in friendly groups, to form
strong attachments, to share things with friends, to write letters to friends, to make as
many friends as possible.
This need has strived for friendship and desire relationships involving a high
degree of mutual understanding. Affiliation can be viewed as a Dale Carnegie-type of
need the desire to be liked and accepted by others. Individuals with a high affiliation
motive strive for friendship, prefer cooperative situation rather than competitive ones,
and desire relationship involving a high degree of mutual understanding. (Robbins
1991).
The need for affiliation is defined as an "attraction to another organism in order to
feel reassured from the other that the self is acceptable" (Birch & Veroff 1966).
People who have a high in affiliation prefer to work with others rather than to
work alone. Therefore, high in affiliation individuals tend to take job characterized by a
high amount of interpersonal contact, such as sales, teaching, public relations, and
counseling. There is some evidence to suggest that employees with high affiliation
have better attendance records than those with low affiliation (Birch & Veroff).
2.3.6 Nature of Work.
The prime factor in job satisfaction is the work itself It is difficult, if not
impossible, to have job satisfaction if you hate the work you are doing. However,
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sometimes people claim to hate their job when in fact they just hate doing the job for
their current employer. These people actually like the work; they just don't like the
people they are currently doing it for. Others may dislike some aspect of their job. To
avoid unnecessary career changes, it is important for you to distinguish between
disliking the work and disliking your current employer.
2.3.7 Existence.
These needs concern the physical existence of the organism. They include basic
such as food, clothing, and shelter and the means provided by work organizations to
attain these factors for example pay, fringe benefit, safe working conditions, and job
security. Existence needs are all the various forms of physiological and material desires
such as hunger, thirst and shelter. In organizational setting, the need for pay, benefits
and physical working conditions are also included in this category. This category is
comparable to Maslow's physiological and certain safety needs (1954).
2.3.8 Achievement.
It is the drive to do one's best, to be successful, to accomplish tasks requiring skill
and effort, to be a recognized authority, to accomplish something important and to do
job well. Achievement has also been described as one of the fundamental routes to
happiness.
Achievement has a lot to do with the feeling of succeeding. Although success
means different people, everybody thrives on some form of success. For some, it means
creating a masterpiece: for others, it means completing a project on time: and for still
others, it means just taking a step in the right direction.
Consistent with this desire for achievement, people like accomplishing things at
work. Employees are not inherently lazy and recalcitrant. Under the right conditions,
they enjoy hard work and overcoming obstacles (as long as the obstacles are not
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overwhelming). Easy victories are not very satisfying. The challenging life is what
really motivates.
Spitzer (1995) argued that the ultimate satisfaction from achievement is pride, or a
feeling of accomplishment.

When people feel good about what they have

accomplished, no external rewarded. In fact, external rewards sometimes detract from
the intrinsic pleasure of pure achievement.
2.3.9 Work Environment.
Work environment is also a factor that can affect employee's satisfaction. The
management must provide an environment in which employees can succeed. They must
have proper equipment, adequate working conditions and the cooperation of those who
affect their performance in order to enhance employee's job satisfaction. Employees
generally prefer some degree of social contact with other employees. The opportunity
for conversation, therefore, tends to enhance morale, especially on the repetitive job.
2.3.10 Feedback.
In the late 1960s, Edwin Locke proposed that intentions to work toward a goal are
a major source of work motivation. That is, goal tells an employee what needs to be
done and how much effort will need to be expanded. Specific goals increase
performance; that difficult goal, when accepted result in higher performance than do
easy goal; and that feedback leads to higher performance than does non feedback. The
evidence strongly support the value of goal. Goal and Feedback are related. When
employee works to achieve their goal, they definitely wants to know the feedback of
their performance.
Feedback is the extent to which the job allows people to have information about
the effectiveness of their performance. Feedback is the amount of information
employees received about the effectiveness and quality of their job performance. Priest
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(1994) noted that appropriate feedback about performance could enhance motivation.
Hearing about their performance can help employees determine how they must adjust
their behavior to achieve desired outcomes. The most common way organizations
provide feedback is though regular performance appraisals. Managers also can offer
informal feedback such as praise and suggestions for improvement. Some organizations
set up formal systems in which employees keep records of various performance
measures. This provides the employees with ongoing feedback; when the performance
is linked to extrinsic rewards, it can be a powerful way of modifying employee
behavior.
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III. RESEARCH FRAMEWORK

This chapter contains 5 sections, first section explains about variables in study,
second provides conceptual framework, third explains about research hypotheses, the
pretest of questionnaire, last section discusses operationalization of independent and
dependent variables.
3.1 Variables
There are two variables in this research that is independent variable and
dependent variable. Independent variables are Demographic Profile and Dependent
variable is Job Satisfaction Factors. Each variable is made up of the following:
3.1.1 Independent Variable
(a) Demographic Profile
(1)

Gender

(2)

Position

3.1.2 Dependent Variable
(a) Job Satisfaction Factor
Growth Opportunity/Advancement
Supervision
Wage/Salary
Management/Policies
Affiliation
Nature of Work
Existence
Achievement
Work Environment
Feedback
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3.2 Conceptual Framework
These diagrams represent the conceptual framework of research study, which
integrated different variable discussed in chapter 2.

Independent Variable

Dependent Variable
Job Satisfaction Factor
1. Growth Opportunity /
Advancement
2. Supervision
3. Wages / Salary
4. Management / Policies
5. Affiliation
6. Nature of Work
7. Existence
8. Achievement
9. Work Environment
10. Feedback

Demographic Profile
1. Gender
2. Position

Figure 3.1. Conceptual Framework.
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IV. RESEARCH METHODOLOGY

The research methodology discussed the methods used in this research,
respondents and sampling procedures, research instruments/questionnaires, collection of
data/gathering procedures and statistic treatment of data.
4.1 Methods of Research Used
This part presents the research methodology, popularly used in researches. The
researcher decided to do Descriptive Research. Leedy (1974) called survey research as
descriptive research. The categories of survey research include personal interviews,
telephone interviews and mail questionnaires. Thomas (1985) posited that of all the
data collection techniques, the frequently used is questionnaire.
4.2 Respondents and Sampling Procedures
The selected company used in this research is Aeronautical Radio of Thailand Ltd.
Three levels of staff were selected to be respondents in this study. A total of one
hundred and fifty employees will be asked to complete the questionnaire. There are
twenty-seven persons for flight data operator, forty-one persons for air traffic controller
and eighty-two persons for senior, air traffic controller.
Employees in the selected company of which one hundred and fifty persons are
the target population. Hereinafter, Table 4.1 is to show number of sample population.
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Table 4.1. Sample Size of Population.
Level of Employee

Number of Population

Sample of Respondents

Flight Data Operator

27

27

Air Traffic Controller

41

41

Senior, Air Traffic Controller

82

82

Total

150

150

The researcher used the whole population as the sample size, which is 100% of
total population.
4.3 Research Instruments/Questionnaires
Questionnaires were used in this research. Questionnaires were prepared in
English version and translated to Thai version for better understanding of respondents.
The questionnaires were developed to study the job satisfaction of employees at
Aeronautical Radio of Thailand Ltd.
The questionnaires consists of two parts:
Part 1: The Demographic Profiles of Respondents
Part 2: Job Satisfaction Factors
Part 2.1: Performance Appraisal
The first part of questionnaire is about demographic profiles, which consists of
eight questions. This part was collected using multiple choice and fill in the blank
format of personal profile. The second part was about job satisfaction factors, which
consist of sixty-four questions (two of which is about performance appraisal) which
used five point linkert scale method.
The questionnaire is arranged in Table 4.2.
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Table 4.2. Arrangement of Questionnaire.
Part

Main Variables

1

Demographic

2

Job Satisfaction

Sub Variables

Questionnaire Items
1-8

1. Growth Opportunity /

9-16

Advancement

2.1

Performance
Appraisal

2. Supervision

17-22

3. Wages/Salary

23-27

4. Management / Policies

28-35

5. Affiliation

36-40

6. Nature of Work

41-44

7. Existence

45-49

8. Achievement

50-54

9. Work Environment

55-59

10. Feedback

60-63

1. Result of evaluation
2. Satisfaction of evaluation

64
65-66

4.4 Collection of Data / Gathering Procedures
Data gathering is the process in which the researcher collects the data. There are
two main types of data resources. The first source is the primary data, which was
collected through questionnaire survey with the sample. Secondary data was collected
from textbooks, researcher reports, magazines, articles, interne and theoretical study.
Lastly, the third data was collected from the selected company profile, annual report,
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brochures etc. The questionnaire was translated into Thai language. The selected
respondents were asked to fill out the Thai version of the questionnaires.
The questionnaires were distributed by contacting the Director of Bangkok Air
Traffic Control Department and arranged to meet and distributed the questionnaires to
the respondents.
4.5 Statistical Treatment of Data
The researcher used SPSS for statistical analysis. The statistic tools used to
answer the following research questions are based on the statement of problem.
1stQuestion — Frequencies and Percentage were used to determine demographic
profiles.
2n d Question — Cross tabulation were used to determine the perception of the three
level of respondent on job satisfaction in terms of:
(1)

Growth Opportunity/Advancement

(2)

Supervision

(3)

Salary/Income

(4)

Management/Policies

(5)

Affiliation

(6)

Nature of Work

(7)

Existence

(8)

Achievement

(9)

Work Environment

(10) Feedback
3 rd Question - Cross tabulation were used to determine the perception of different
gender of respondent on job satisfaction in terms of:
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(1)

Supervision

(2)

Salary/Income

(3)

Management/Policies

37
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V. DATA PRESENTATION AND CRITICAL ANALYSIS OF RESULTS

This chapter presents the results from data analysis and interpretation of findings
in various topic issues. The analysis contains two sections. The first section was
concerned with the descriptive statistics of respondents and the second was the
inferential testing of the research hypotheses. The result of data analysis was based on
the attitudes of employees in the selected company in Bangkok, Thailand.
The questionnaires were collected during the month of September 2001 at
Aeronautical Radio of Thailand Ltd., Bangkok Air Traffic Control Department. The
data analyses are presented in 3 sections, which include demographic profiles, the
perception of the three levels of respondents on job satisfaction in terms of Growth
Opportunity/Advancement, Supervision, Salary/Income, Management/Policies,
Affiliation, Nature of Work, Existence, Achievement, Work Environment and
Feedback, perception of different gender of respondents on job satisfaction in term of
Supervision, Salary/Income and Management/Policies. There are 23 responses for
Flight Data Operator, 37 for Air Traffic Controller and 78 for Senior, Air Traffic
Controller. There was a 92% response rate of the total of 150 copies launched with 138
completed questionnaires returned to researcher.
The reliability analysis-scale (alpha) was used to check for job satisfaction factor.
The alpha equals 0.8938. From the reliability analysis, it indicated that the alpha
coefficient's scale was near 1.00. This meant that the reliability analysis of the
questionnaire was good and reliable.
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5.1 Demographic Profile
This section was focused on the demographic profile of respondents. The total
sample of respondents represented the employees in the selected company in Bangkok,
Thailand.
From the survey, it was found that the total number of employees in the selected
company attending this surveyed study was 138 against the total of 150 employees, or
92%.
5.1.1 The Sex of Respondents
As shown in Table 5.1 the majority of respondents are male, which were
represented by 65% while the percentage of female was only 35%.

Table 5.1. The Sex of Respondents.
Frequency

Percent

Male

90

65.2

Female

48

34.8

Total

138

100.0

Demographic
Valid:
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The Sex of Respondents

35%
❑ Male
ll Female
65°A

Figure 5.1. Sex of Respondents.

5.1.2 The Age of Respondents
As shown in Table 5.2 the majority of respondents in this study were under 31
years old. It represented 47%, followed by those between 31 — 40 years old accounted
by 20% and between 41-50 years old was accounted by 18% and only 16% were over
50 years old. As the result, it was indicated that the majority of the respondents in the
study belonged to the young generation.

Table 5.2. Age of Respondents.
Demographic

Frequency

Percent

Under 31

64

46.4

31-40

27

19.6

41-50

25

18.1

Above 50

22

15.9

138

100.0

Valid:

Total

40

Figure 5.2. Age of Respondents.

5.1.3 The Marital Status of Respondents
Table 5.3 it was indicated that half of the respondents in this study were married
with 57%, people who were single was 37%, people who were divorced was 4% and
people who were widow was only 2%.

Table 5.3. Marital Status of Respondents.
Demographic

Frequency

Percent

Single

51

37.0

Married

79

57.2

Divorced

6

4.3

Widow

2

1.5

138

100.0

Valid:

Total

41

Marital Status of Respondents

4%ii

O Single
37%
▪

Married

0 Divorced
57%

O Widow

L

Figure 5.3. Marital Status of Respondents.

5.1.4 The Education Level of Respondents.
Table 5.4 presented that more than half of respondents hold bachelor degree or
equivalent with 65%, followed by those who hold diploma with 24% and those who
hold higher than bachelor degree with 12%. It indicated that more than half of the
respondents had high level of educational attainment.

Table 5.4. Education Level of Respondents.
Demographic

Frequency

Percent

Diploma

33

23.9

Bachelor degree or equivalent

89

64.5

Higher than

16

11.6

138

100.0

Valid:

Bachelor degree
Total

42
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Educational Level of Respondents

12%

0 Diploma
24%
II Bachelor
Degree or

0 Higher than

64%

Bachelor Degree

Figure 5.4. Educational Level of Respondents.

5.1.5 The Major of Education of Respondents
As shown in the Table 5.5, about one third of respondents had background of
other majors, in this case Airmen Technical School Royal Thai Air Force, Air Traffic
Control Services Course, which is 36%. Minority of respondents had background of
Political Science and Faculty of Law with 26% followed by those with Social Science,
Education and Communication of Art with 17%. Most of the minority of respondents
had background of Economic and Business Administration with 14%, followed by those
with Faculty of Science and Engineering with 7%.

Table 5.5. Major of Education of Respondents.
Demographic

Frequency

Percent

24

17.4

19

13.8

Valid:
Social Science, Education,
Communication of Art
Economic, Business Administration
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Table 5.5. Major of Education of Respondents (Continued).
Frequency

Percent

Political Science, Faculty of Law

36

26.1

Faculty of Science, Engineer

9

6.5

Others

50

31.2

138

100.0

Demographic
Valid:

Total

Major of Education of Respondents

❑ Social Science, Education,
Communication of Art

17%

II Economic, Business
Administration

14%

❑ Political Science, Faculty
of Law
❑ Faculty of Science and

7%

26%

Engineering
•

Others

Figure 5.5. Major of Education of Respondents.

5.1.6 Sample of Respondents (work position)
As shown on Table 5.6, it was indicated that the largest population size was
Senior, Air Traffic Controller represents 78 respondents or 56%, followed by Air
Traffic Controller, 37 respondents or 27% and Flight Data Operator, which represent
only 23 out of 138 respondents or 17%.
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Table 5.6. Sample of Respondents.
Demographic

Frequency

Percent

Flight Data Operator

23

16.7

Air Traffic Controller

37

26.8

Senior, Air Traffic

78

56.5

138

100.0

Valid:

Controller

Sample of
Respondents

❑ Flight Data Operator
17%
III Air Traffic Controller
56%
❑ Senior, Air Traffic
Controller

Figure 5.6. Sample of Respondents.

5.1.7 The Current Position of Respondents
Table 5.7 presented that less than half of respondents in the study had worked at
current position for less than 5 years, which accounts for 41%. It was followed by those
working between 5-9 years accounted by 40% and more than 9 years represented by
19% respectively. As a result, it was indicated that the majority of respondents had
worked less than 10 years.
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Table 5.7. Current Position of Respondents.
Demographic

Frequency

Percent

Less than 5 years

57

41.3

5-9 years

55

39.8

10 years and above

26

18.9

Total

138

100.0

Valid:

Respondents' Lenght of
Time Working
at Current Positon
19%
41%

❑ Less than 5 years

E 5-9 years
❑ 10 years and above

40%

Figure 5.7. Respondents' Length of Time Working at Current Position.

5.1.8 The Respondents' Length of Time Working at Bangkok Air Traffic Control
Department
From Table 5.8, less than half of the respondents had worked at Bangkok Air
Traffic Control Department between 6-10 years, which accounted for 41%, followed by
those who work more than 10 years accounted for 36% and those who work between 15 years for 23%. This can be concluded that majority of the respondents had worked
less than 10 years at Bangkok Air Traffic Control Department.
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Table 5.8. Respondents Length of Time Working at Bangkok Air Traffic Control
Department.
Demographic

Frequency

Percent

1-5 years

32

23.2

6-10 years

57

41.3

Above 10 years

49

35.5

Total

138

100.0

Valid:

Respondents' Length of Time
Working at Bangkok Air
Traffic Control Department
23%
❑ 1-5 years
16-10 years
❑ Above 10 years
41%

Figure 5.8. Respondents' Length of Time Working at
Bangkok Air Traffic Control Department.

5.1.9 The Salary (Income) Level per Month of Respondents
From Table 5.9, about one third of respondents had income above 50,001 per
month which represent 31%. It was presented that the percentage of income level of
respondents were quite the same for the income level 20,001-30,000 and 30,001- 40,000
per month, which account for 20% each, followed by income level 40,001-50,000 with
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17%, whereas the lowest percentage was 12% represented income level 10,001-20,000
per month.

Table 5.9. Salary (Income) Level per Month of Respondents.
Demographic

Frequency

Percent

10,000-20,000

16

11.6

20,001-30,000

28

20.3

30,001-40,000

28

20.3

40,001-50,000

23

16.7

Above 50,000

43

31.2

Total

138

100.0

Valid:

Salary (Income) Level per Month of Respondents

12%

❑ 10,000-20,000
20%

M 20,001-30,000
❑ 30,001-40,000
❑ 40,001-50,000

17%

20%

1.50,001 and above

Figure 5.9. Salary (Income) Level per Month of Respondents.
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5.2 Perception of Three Level of Respondents on Job Satisfaction in Term of
Growth Opportunity /Advancement
From the result as shown on Table 5.10, a little more than half of total population
tends to be favorable for Growth Opportunity/Advancement factor with 45.7% (63
counts) voted for "Agree" rating and 5.8% (8 counts) for "Strongly Agree" rating.
32.6% (45 counts) of total population voted for "Neutral" rating. The largest group who
were favorable for "Neutral" rating was Air Traffic Controller, followed by Senior, Air
Traffic Controller and Flight Data Operator with 48.6% (18 counts), 26.9% (21 counts)
and 26.1% (6 counts) respectively.

Table 5.10. The Cross Tabulation of Position and Growth Opportunity/Advancement.
Position
Flight Data Operator

Count
%

Air Traffic Controller Count
%
Senior, Air Traffic
Count
%
Controller
Total
Count
%

S.DA
1
4.3%
1
.7%

Growth Opportunity/Advancement
DA
N
A
S.A
4
6
12
17.4% 26.1% 52.2%
3
18
16
8.1%
48.6% 43.2%
14
21
35
8
17.9% 26.9% 44.9% 10.3%
21
45
63
6
15.2% 32.6% 45.7%
5.8%

Total
23
100%
37
100%
78
100%
138
100%

5.3 Perception of Three Level of Respondents on Job Satisfaction in Term of
Supervision
From the result as shown on Table 5.11, majority of the total population tend to
have doubts about Supervision factor with 89.9% (124 counts) voted for "Neutral"
rating, 7.2% (10 counts) for "Disagree" rating and 2.9% (4 counts) for "Strongly Agree"
rating. The largest group responses to this factor with doubt were Air Traffic Controller
with 97.3% (36 counts), followed by Flight Data Operator with 91.3% (21 counts) and
Senior, Air Traffic Controller with 85.9% (67 counts). This could be concluded that
majority of the respondents either doesn't want to discuss their problem with the
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supervisor or supervisor were not willing to give advise or the relationship with the
supervisor is not good.

Table 5.11. Cross Tabulation of Position and Supervision.
Position
S.DA
Flight Data Operator

Count
%

Air Traffic Controller Count
%
Senior, Air Traffic
Count
%
Controller
Total
Count
%

-

DA
2
8.7%
1
2.7%
7
9.0%
10
7.2%

Supervision
N
A
21
91.3%
36
97.3%
67
85.9%
124
89.9%

S.A

4
5.1%
4
2.9%

Total
23
100%
37
100%
78
100%
138
100%

5.4 Perception of three level of respondents on job satisfaction in term of Salary
/Income
From the result as shown on Table 5.12, 39.9% (55 counts) of total population
tend to have doubt about Salary/Income factor of job satisfaction and voted for
"Neutral" rating. This meant that they are neither satisfied nor unsatisfied. The largest
group voted for "Neutral" rating were Air Traffic Controller with 62.2% (23 counts),
followed by Flight Data Operator with 52.2% (12 counts) and Senior, Air Traffic
Controller with 25.6% (20 counts). The percentage for favorable scale on this factor has
increase as the group has higher position but the percentage of unfavorable scale has not
decreased. This could be concluded that the higher level of position, the more certain
they know about their salary and satisfaction. This could be possible because Air Traffic
Controller and Senior, Air Traffic Controller has extra allowance for Air Traffic Control
License.
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Table 5.12.

ibrary,

Cross Tabulation of Position and Salary/Income.
Position

Flight Data Operator

Count
%
Air Traffic Controller Count
%
Count
Senior, Air Traffic
Controller
%
Total
Count
%

S.DA
4
17.4%
6
7.7%
10
7.2%

DA
2
8.7%
6
16.2%
16
20.5%
24
17.5%

Salary / Income
N
A
12
5
52.2%
21.7%
23
8
62.2%
21.6%
20
33
25.6%
42.3%
55
46
39.9%
33.3%

S.A
3
3.8%
3
2.2%

Total
23
100%
37
100%
78
100%
138
100%

5.5 Perception of Three Level of Respondents on Job Satisfaction in Term of
Management/Policies
From the result as shown on Table 5.13, for Management/Policies factor, almost
half of the total population voted for "Neutral" rating with 42.0% (58 counts), followed
by 41.3% (57 counts) for "Agree" rating, 10.1% (14 counts) for "Disagree" rating, 4.3%
(6 counts) for "Strongly Agree" rating and 2.2% (3 counts) for "Strongly Disagree"
rating. The largest group voted for "Neutral" rating was Flight Data Operator with
56.5% (13 counts), followed by Air Traffic Controller with 45.9% (17 counts) and
Senior, Air Traffic Controller with 35.9% (28 counts). This could be concluded that
higher level of position were able to make decisions about satisfaction for
Management/Policies Factor than lower level.

Table 5.13.

Cross Tabulation of Position and Management/Policies.
Position

Count
%
Air Traffic Controller Count
Flight Data Operator

Senior, Air Traffic
Controller
Total

Count
%
Count
%

S.DA
1
4.3%
1
2.7%
1
1.3%
3
2.2%

Management/Policies
DA
N
A
S.A
1
13
8
4.3%
56.5% 34.8%
3
17
15
1
45.9% 40.5% 2.7%
8.1%
28
34
10
5
35.9% 43.6% 6.4%
12.8%
14
58
57
6
42.0% 41.3% 4.3%
10.1%
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Total
23
100%
37
100%
78
100%
138
100%

5.6 Perception of Three Level of Respondents on Job Satisfaction in Term of
Affiliation
The result from Table 5.14 shows that more than half of total population are
favorable for Affiliation factor with 55.8% (77 counts) voted for "Agree", 4.3% (6
counts) for "Strongly Agree" and only 2.2% (3 counts) for "Disagree". 37.7% (52
counts) of total population voted for "Neutral" rating. The largest group who voted
favorable for this factor was Senior, Air Traffic Controller with 59% (46 counts),
followed by Flight Data Operator with 52.2% (12 counts) and Air Traffic Controller
with 51.4% (19 counts).

Table 5.14.

Cross Tabulation of Position and Affiliation.
Position

Flight Data Operator Count
%
Air Traffic Controller Count
%
Senior, Air Traffic
Count
Controller
%
Total
Count
%

S.DA
-

DA
1
4.3%

-

2
2.6%
3
2.2%

Affiliation
N
A
10
12
43.5% 52.2%
17
19
45.9% 51.4%
25
346
32.1% 59.0%
52
77
37.7% 55.8%

S.A
1
2.7%
5
6.4%
6
4.3%

Total
23
100%
37
100%
78
100%
138
100%

5.7 Perception of Three Level of Respondents on Job Satisfaction in Term of
Nature of Work
The result from Table 5.15 shows that a little more than half of total population
were satisfied with the Nature of Work factor with 52.9% (73 counts) voted for "Agree"
rating and 5.8% (8 counts) for "Strongly Agree" rating. 37.7% (52 counts) voted for
"Neutral" rating and only 3.6% (5 counts) voted for "Disagree" rating. The largest
group who were favorable for this factor was Senior, Air Traffic Controller with 53.8%
(42 counts), followed by Flight Data Operator with 52.2% (12 counts) and Air Traffic
Controller with 51.4% (19 counts).
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Table 5.15. Cross Tabulation of Position and Nature of Work.
Position
Flight Data Operator Count
%
Air Traffic Controller Count
%
Count
Senior, Air Traffic
%
Controller
Total
Count
%

S.DA
-

DA
1
4.3%
2
5.4%
2
2.6%
5
3.6%

Nature of Work
N
A
12
9
52.2%
39.1%
15
19
40.5% 51.4%
28
42
35.9% 53.8%
52
73
37.7% 52.9%

S.A
1
4.3%
1
2.7%
6
7.7%
8
5.8%

Total
23
100%
37
100%
78
100%
138
100%

5.8 Perception of Three Level of Respondents on Job Satisfaction in Term of
Existence
From the result as shown on Table 5.16, more than half of total population
expressed their opinions on favorable scale for Existence factor with 68.1% (94 counts)
for "Agree" rating and 8.7% (12 counts) for "Strongly Agree" rating. 22.5% (31 counts)
voted for "Neutral" rating and only .7% (1 counts) voted for "Disagree" rating. The
largest group responses to this factor with favorable scale was Senior, Air Traffic
Controller with 70.5% (55 counts), followed by Flight Data Operator with 65.2% (15
counts) and Air Traffic Controller with 64.9% (24 counts).

Table 5.16. Cross Tabulation of Position and Existence.
Position
Flight Data Operator Count
Air Traffic Controller Count
Senior, Air Traffic
Controller
Total

Count
%
Count
%

S.DA
-

DA
-

1
2.7%
-

-

1
.7%

-

-
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Existence
A
N
15
7
30.4% 65.2%
24
9
24.3% 64.9%
15
55
19.2%
70.5%
94
31
22.5% 68.1%

S.A
1
4.3%
3
8.1%
8
10.3%
12
8.7%

Total
23
100%
37
100%
78
100%
138
100%

5.9 Perception of Three Level of Respondents on Job Satisfaction in Term of
Achievement
From the result as shown on Table 5.17, more than half of the total population
expressed their opinions on favorable scale for Achievement factor. 62.3% (86 counts)
voted for "Agree" rating, 21% (30 counts) for "Neutral" rating, 15.2% (21 counts) for
"Strongly Agree" rating and .7% (1 count) for "Disagree" rating. The largest group
responses to Achievement factor with "Agree" rating was Flight Data Operator with
65.2% (15 counts), followed by Air Traffic Controller with 62.2% (23 counts) and
Senior, Air Traffic Controller with 61.5% (48 counts). This could be concluded that
majority of the population were satisfied with the Achievement factor. They were able
to complete or accomplish the work they were assigned to do.

Table 5.17. Cross Tabulation of Position and Achievement.
Position
Flight Data Operator Count
%
Air Traffic Controller Count
%
Count
Senior, Air Traffic
Controller
%
Count
Total
%

S.DA
-

DA

-

1
2.7%

-

1
.7%

Achievement
N
A
7
15
30.4% 65.2%
8
23
21.6% 62.2%
48
15
19.2% 61.5%
30
86
21.7% 62.3%

S.A
1
4.3%
5
13.5%
15
19.2%
21
15.2%

Total
23
100%
37
100%
78
100%
138
100%

5.10 Perception of Three Level of Respondents on Job Satisfaction in Term of
Work Environment
From the result as shown on Table 5.18, a little more than half of the total
population expressed their opinions on favorable scale for Environment factor with
54.3% (75 counts) voted for "Agree" rating and 21% (29 counts) for "Strongly Agree"
rating. 18.8% (26 counts) voted for "Neutral" rating, 5.1% (7 counts) for "Disagree"
rating and .7% (1 count) for "Strongly Disagree" rating. The largest group responses to
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this factor with favorable scale were Flight Data Operator with 73.9% (17 counts). This
could be concluded that majority of the respondents were satisfied with the work
environment factor. The facilities provide by the company were good enough to make
them satisfied and could work happily.

Table 5.18. Cross Tabulation of Position and Work Environment.
Position
Flight Data Operator

Count
%
Air Traffic Controller Count
%
Senior, Air Traffic
Count
Controller
%
Total
Count
%

S.DA
-

DA
-

-

3
8.1%
4
5.1%
7
5.1%

1
1.3%
1
.7%

Work Environment
N
A
2
17
8.7%
73.9%
10
20
27.0%
54.1%
14
38
17.9%
48.7%
26
75
18.8%
54.3%

S.A
4
17.4%
4
10.8%
21
26.9%
29
21.0%

Total
23
100%
37
100%
78
100%
138
100%

5.11 Perception of Three Level of Respondents on Job Satisfaction in Term of
Feedback
From the result as shown on Table 5.19, most of the respondents expressed their
opinions on favorable scale with 81.9% (113 counts) of total population voted for
"Agree" rating and 6.5% (9 counts) for "Strongly Agree" rating and only 11.6% (16
counts) voted for "Neutral" rating. The largest group responses to Feedback factor with
favorable scale were Flight Data Operator with 87% (20 counts), followed by Air
Traffic Controller with 81.1% (30 counts) and Senior, Air Traffic Controller with
80.8% (63 counts). This could be concluded that majority of the respondents were
satisfied with Feedback factor. They were able to know the result of their work and get
feedback from their supervisor.
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Table 5.19. Cross Tabulation of Position and Feedback.
Position
Flight Data Operator Count
%
Air Traffic Controller Count
%
Senior, Air Traffic
Controller
Total

S.DA
-

DA
-

-

Count
%

-

-

Count
%

-

-

Feedback
N
A
3
20
13.0%
87.0%
4
30
10.8%
81.1%
9
63
11.5%
80.8%
16
113
11.6% 81.9%

S.A

3
8.1%
6
7.7%
9
6.5%

Total
23
100%
37
100%
78
100%
138
100%

5.12 Perception of Different Gender of Respondents on Job Satisfaction in Term
of Supervision
From the result as shown on Table 5.20, most of the respondents had voted for
Neutral with 89.9% (124 counts) of total population. Females were the largest group
that voted for unfavorable scale (Neutral or Disagree) with 93.8% (45 counts) of female
population, followed by male with 87.8% (79 counts) of male population. This meant
that majority of the respondent were not able to make decision whether they are
satisfied or dissatisfied.

Table 5.20. Cross Tabulation of Gender and Supervision.
Gender

Female

Count
%
Count

Total

Count

Male

S.DA
-

DA
8
8.9%
2
4.2%
10
7.2%
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Supervision
A
N
79
87.8%
45
93.8%
124
89.9%

S.A
3
3.3%
1
2.1%
4
2.9%

Total
23
100%
37
100%
138
100%

5.13 Perception of Different Gender of Respondents on Job Satisfaction in Term
of Salary/Income
From the result shown on Table 5.21, more than half (64.5% or 89 counts) of the
total population were neither satisfied nor satisfied about their salary. These include the
one that voted for Neutral, Disagree and Strongly Disagree. The largest group that voted
for the above rating were females with 68.8% (33 counts) followed by males with
62.2% (56 counts).

Table 5.21. Cross Tabulation of Gender and Salary/Income.
Gender
Male
Female
Total

Count
%
Count
%
Count
%

S.DA
9
10.0%
1
2.1%
10
7.2%

DA
16
17.8%
8
16.7%
24
17.4%

Salary/In come
A
N
31
32
34.4% 35.6%
24
14
29.2%
50%
46
55
39.9% 33.3%

S.A
2
2.2%
1
2.1%
3
2.2%

Total
23
100%
37
100%
138
100%

5.14 Perception of Different Gender of Respondents on Job Satisfaction in Term
of Management/Policies
From the result shown on Table 5.22, a little more than half (54.3% or 75 counts)
of total population were neither satisfied nor satisfied about their salary. These include
the one that voted for Neutral, Disagree and Strongly Disagree. The largest group that
voted for the above rating were females with 62.6% (30 counts) followed by males with
50% (45 counts).
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Table 5.22. Cross Tabulation of Gender and Management/Policies.
Gender
Male
Female
Total

Count
%
Count
%
Count
%

S.DA
2
2.2%
1
2.1%
3
2.2%

Management/Policies
DA
N
A
6
37
40
41.1% 44.4%
6.7%
17
8
21
16.7% 43.8% 35.4%
58
14
57
42%
41.3%
10.1%
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S.A
5
5.6%
1
2.1%
6
4.3%

Total
23
100%
37
100%
138
100%
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VI. SUMMARY OF FINDINGS, CONCLUSIONS AND
RECOMMENDATIONS

This chapter includes four major sections. The first section is the summary of the
finding of research questions, second is the conclusion of the research, third is the
recommendations and the last one is the suggestion for further research.
6.1 Summary of Findings
The research study identified the independent variable, which is demographic
profile and dependent variable, which is job satisfaction factors to employees of
Aeronautical Radio of Thailand, Bangkok Air Traffic Control Department.
The survey instrument used was divided into two parts, which included part 1
identifies demographic profile. Questionnaires were utilized to gather personal
information on several subjects such as sex, age, marital status, level of education,
major of education, work position, work experience (current position), length of time
working at Bangkok Air Traffic Control Department and level of salary (income) per
month. Part 2 represents job satisfaction factors that include growth
opportunity/advancement, supervision, management/policies, affiliation, nature of
work, existence, achievement, work environment and feedback.
The attempt is made to survey the total population of the selected company. The
questionnaires were distributed to the employees who are working for Aeronautical
Radio of Thailand, Bangkok Air Traffic Control Department, by contacted the Director
of Bangkok Air Traffic Control Department and arrange for a meeting and then handed
out the questionnaire to the respondents during September 2001.
This research had identified perception on job satisfaction that respondents have
and studied the factors that affect job satisfaction of employee of selected company.
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According to statement of problems, here are the results based on the research
questions:
6.1.1 The Summary of Finding Based on the Statement of Problems
(1) What are the respondents' profiles in terms of sex, age, marital status, level
of education, major of education, working position, work experience
(current position), length of time working at Bangkok Air Traffic Control
Department and level of salary (income) per month?
According to major findings, the majority of respondents are male,
represented by 65.2% and majority of them are at the age under 31, which
represented by 46.4%. Furthermore, the findings show that more than half
of respondents were married, which is represented by 57.2%.
Majority of respondents had higher level of educational attainment.
The largest group of respondents in the study holds Bachelor Degrees or
Equivalent, which is represented by 64.5%, with fewer holding Diploma
and Higher than Bachelor Degree. Almost half of the respondents are
graduates from Airmen Technical School Royal Thai Air Force with the Air
Traffic Control Services Course, which is represented by 36%.
The largest population size is Senior, Air Traffic Controller with
56.5%, followed by Air Traffic Controller with 26.8% and Flight Data
Operation with 16.7%.
The majority of respondents had worked at current position for less
than 10 years represented by 81.1%, followed by those who worked more
than 10 years represented by 18.9%. The majority of them had worked at
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Bangkok Air Traffic Control Department for less than 10 years, which is
represented by 64.5%.
The majority of respondents in this study have income less than
50,000 Bahts per month, which is represented by 68.8% and about 31.2% of
respondents have income higher than 50,000 Bahts per month, they are
Senior, Air Traffic Controller.
(2)

What are the perceptions of the three level of respondents on job
satisfaction in term of Growth Opportunities/Advancement?
The findings results indicated that a little more than half of total
population tends to be favorable or satisfied with Growth
Opportunity/Advancement factor with 45.7% (63 counts) voted for "Agree"
rating and 5.8% (8 counts) for "Strongly Agree" rating. 32.6 % (45 counts)
of total population voted for "Neutral" rating. The largest group who were
favorable for "Neutral" rating was Air Traffic Controller, followed by
Senior, Air Traffic Controller and Flight Data Operator with 48.6% (18
counts), 26.9% (21 counts) and 26.1% (6 counts) respectively.

(3)

What are the perceptions of the three level of respondents on job
satisfaction in term of Supervision?
The finding results indicated that the majority of the total population
tend to have doubts about Supervision factor with 89.9% (124 counts) voted
for "Neutral" rating, 7.2% (10 counts) for "Disagree" rating and 2.9% (4
counts) for "Strongly Agree" rating. The largest group responses to this
factor with doubt were Air Traffic Controller with 97.3% (36 counts),
followed by Flight Data Operator with 91.3% (21 counts) and Senior, Air
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Traffic Controller with 85.9% (67 counts). This could be concluded that
majority of the respondents either doesn't want to discuss their problem
with the supervisor or supervisor were not willing to give advice or the
relationship with the supervisor is not good.
(4)

What are the perceptions of the three level of respondents on job
satisfaction in term of Salary/Income?
The finding results indicated that 39.9% (55 counts) of total
population tends to have doubts about Salary/Income factor of job
satisfaction and voted for "Neutral" rating. This meant that they are neither
satisfied nor unsatisfied. The largest group voted for "Neutral" rating were
Air Traffic Controller with 62.2% (23 counts), followed by Flight Data
Operator with 52.2% (12 counts) and Senior, Air Traffic Controller with
25.6% (20 counts). The percentage for favorable scale on this factor has
increased as the group has higher position but the percentage of unfavorable
scale has not decreased. This could be concluded that the higher level of
position, the more certain they know about their salary and satisfaction. This
could be possible because Air Traffic Controller and Senior, Air Traffic
Controller has extra allowance for Air Traffic Control License.

(5)

What are the perception of three level of respondents on job satisfaction in
term of Management/Policies?
The finding results indicated that for Management/Policies factor,
almost half of the total population voted for "Neutral" rating with 42.0% (58
counts), followed by 41.3% (57 counts) for "Agree" rating, 10.1% (14
counts) for "Disagree" rating, 4.3% (6 counts) for "Strongly Agree" rating
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and 2.2% (3 counts) for "Strongly Disagree" rating. The largest group voted
for "Neutral" rating was Flight Data Operator with 56.5% (13 counts),
followed by Air Traffic Controller with 45.9% (17 counts) and Senior, Air
Traffic Controller with 35.9% (28 counts). This could be concluded that
higher level of position were able to make decision about satisfaction for
Management/Policies Factor than lower level.
(6)

What are the perception of three level of respondents on job satisfaction in
term of Affiliation?
The result from Table 5.14 shows that more than half of total
population are favorable for Affiliation factor with 55.8% (77 counts) voted
for "Agree", 4.3% (6 counts) for "Strongly Agree" and only 2.2% (3 counts)
for "Disagree". 37.7% (52 counts) of total population voted for "Neutral"
rating. The largest group who voted favorable for this factor was Senior, Air
Traffic Controller with 59% (46 counts), followed by Flight Data Operator
with 52.2% (12 counts) and Air Traffic Controller with 51.4% (19 counts).

(7)

What are the perception of three level of respondents on job satisfaction in
term of Nature of Work?
The finding results show that a little more than half of total population
were satisfied with the Nature of Work factor with 52.9% (73 counts) voted
for "Agree" rating and 5.8% (8 counts) for "Strongly Agree" rating. 37.7%
(52 counts) voted for "Neutral" rating and only 3.6% (5 counts) voted for
"Disagree" rating. The largest group who were favorable for this factor was
Senior, Air Traffic Controller with 53.8% (42 counts), followed by Flight
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Data Operator with 52.2% (12 counts) and Air Traffic Controller with
51.4% (19 counts).
(8)

What are the perception of three level of respondents on job satisfaction in
term of Existence?
The finding result indicated that more than half of total population
expressed their opinions on favorable scale for Existence factor with 68.1%
(94 counts) for "Agree" rating and 8.7% (12 counts) for "Strongly Agree"
rating. 22.5% (31 counts) voted for "Neutral" rating and only .7% (1 counts)
voted for "Disagree" rating. The largest group responses to this factor with
favorable scale was Senior, Air Traffic Controller with 70.5% (55 counts),
followed by Flight Data Operator with 65.2% (15 counts) and Air Traffic
Controller with 64.9% (24 counts).

(9)

What are the perception of three level of respondents on job satisfaction in
term of Achievement?
The finding results indicated that more than half of the total
population expressed their opinions on favorable scale for Achievement
factor. 62.3% (86 counts) voted for "Agree" rating, 21% (30 counts) for
"Neutral" rating, 15.2% (21 counts) for "Strongly Agree" rating and .7% (1
count) for "Disagree" rating. The largest group responses to Achievement
factor with "Agree" rating was Flight Data Operator with 65.2% (15
counts), followed by Air Traffic Controller with 62.2% (23 counts) and
Senior, Air Traffic Controller with 61.5% (48 counts). This could be
concluded that majority of the population were satisfied with the
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Achievement factor. They were able to complete or accomplish the work
they were assigned to do.
(10) What are the perception of three level of respondents on job satisfaction in
term of Work Environment?
The finding results show that a little more than half of the total
population expressed their opinions on favorable scale for Environment
factor with 54.3% (75 counts) voted for "Agree" rating and 21% (29 counts)
for "Strongly Agree" rating. 18.8% (26 counts) voted for "Neutral" rating,
5.1% (7 counts) for "Disagree" rating and .7% (1 count) for "Strongly
Disagree" rating. The largest group responses to this factor with favorable
scale were Flight Data Operator with 73.9% (17 counts). This could be
concluded that majority of the respondents were satisfied with the work
environment factor. The facilities provided by the company were good
enough to make them satisfied and could work happily.
(11)

What are the perception of three level of respondents on job satisfaction in
term of Feedback?
The finding results show that most of the respondents expressed their
opinions on favorable scale with 81.9% (113 counts) of total population
voted for "Agree" rating and 6.5% (9 counts) for "Strongly Agree" rating
and only 11.6% (16 counts) voted for "Neutral" rating. The largest group
responses to Feedback factor with favorable scale were Flight Data Operator
with 87% (20 counts), followed by Air Traffic Controller with 81.1% (30
counts) and Senior, Air Traffic Controller with 80.8% (63 counts). This
could be concluded that majority of the respondents were satisfied with
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Feedback factor. They were able to know the result of their work and get
feedback from their supervisor.
(12) What are the perception of difference gender of respondents on job
satisfaction in term of Supervision?
The findings results show that females were the largest group that
have doubt and voted for unfavorable scale (Neutral or Disagree or Strongly
Disagree) with 98% of female population when compare to those of male
population with 96.7%. This meant that female employees were not certain
about their supervisor and may not want to discuss any problem with the
supervisor.
(13)

What are the perception of difference gender of respondents on job
satisfaction in term of Salary/Income?
The finding result shows that female were the largest group who
perceived unfavorable scale (Neutral or Disagree or Strongly Disagree) for
Salary/Income with 68.8% of female population when compared to those of
male population with 62.2%.

(14)

What are the perception of difference gender of respondents on job
satisfaction in term of Management/Policies?
The finding result shows that female were that largest group who
voted for unfavorable scale (Neutral or Disagree or Strongly Disagree) for
Management/Policies with 62.6% of female population when compared to
those of male with 50%.
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6.2 Conclusions
This section serves the important function of tying together the whole project. The
main purpose of this research was to identify perception on job satisfaction that
respondents have and to study factors that affect job satisfaction of employees at
Bangkok Air Traffic Control Department.
The major conclusions of this research can be summarized as follows:
(1)

To accomplish the purpose of the study, statistical treatments were applied
to analyze the data. The statistics such as frequencies and percentages were
used to determine the demographic profile.

Cross Tabulation and

percentage were used to determine the perception of different level of
respondents in term of job satisfaction factor and to determine the
perception of different gender of respondents on job satisfaction in terms of
Salary/Income, Supervision and Management/Policies.
(2)

The examination of the demographic profile of this study shows that out of
the 138 respondents in the study, the majority was married. The greater
percentages of employees are under 31 years of age and most of them are
male. A majority of them have taken the Air Traffic Control Services
Course from Airmen Technical School Royal Thai Air Force. A greater
percentage of them have salary of above 50,001 Bahts per month.
The largest population size is Senior, Air Traffic Controller, followed
by Air Traffic Controller and Flight Data Operator respectively. The largest
percentage of respondents has been working at Bangkok Air Traffic Control
Department for less than 10 years and about half of the respondent has been
working at current position for less than 5 years.
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(3)

The result of the study mostly has positive attitudes towards organization
and employees are quite good because majority of them have selected the
best answers with moderate percentage as seen on the perception of
respondents on job satisfaction factors.

(4)

Different levels of respondents had difference perception on job

satisfaction.
Steers & Poter (1991) supported this that different employees have different
preferences toward job satisfaction.
(5)

Different genders of respondents had difference perceptions on
Management/Policies factor.

(6)

Out of ten factors of job satisfaction, respondents were favorable and
satisfied with seven factors. These factors were Growth
Opportunity/Advancement, Affiliation, Nature of Work, Existence,
Achievement, Work Environment and Feedback.
Two factors of job satisfaction that respondents have doubts and voted
for "Neutral" rating were Supervision, Salary/Income and
Management/Policies. This meant that they are neither satisfied nor
dissatisfied. Air Traffic Controller were the group that had highest
percentage (62.2%) voted for "Neutral" rating when compare to those of
Flight Data Operator (52.2%) and Senior, Air Traffic Controller (25.6%) for
Salary/Income factor. The percentage for favorable scale had increase as
respondents have higher level of position but the percentage of unfavorable
scale had not decrease. This can be concluded that the higher level of
position, the more certain they knew about their salary and the more
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satisfaction. This could be possible because Air Traffic Controller has extra
allowance for Air Traffic Control License, but Senior, Air Traffic Controller
also has allowance for their title.
Job satisfaction typically increases with age and experiences. Older
employees have more work experiences, they understand better what needs
work can and cannot satisfy and overall they have a better realistic view of
work and life. Younger employees have comparatively few or no job
experiences with which to compare their current jobs. Because of this, they
are more likely to substitute the opinions of other people, their own beliefs
about other people's jobs, and their own idealistic views of what work
should be for their lack of experience. These opinion and beliefs are less
applicable than their own experiences and can cause younger employees to
feel less satisfaction than they would if they had their own experience to
draw on.
As for Supervision factor, most respondents have doubts and were not
really satisfied with this factor. The largest group that was not satisfied was
Air Traffic Controller with 97.3% of total population of Air Traffic
Controller. Females were the largest group to have doubts about this factor.
This could be concluded that majority of the respondent either doesn't want
to discuss their problem with supervisor or have doubts about supervisor or
supervisor may not be willing to help or they will not listen to supervisor.
Air Traffic Controller were the largest group that had voted for "Neutral"
rating on 6 factors of job satisfaction.
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(8)

Males were the group that perceived low favorable degree (rated on either
Neutral or Disagree or Strongly Disagree) on perception of
Growth/Opportunity Advancement, Salary/Income, Supervision,
Environment, Existence, Nature of Work, Affiliation and Achievement.
This meant that they were not really satisfied with these factors and it could
effect their job satisfaction.

(9)

The percentage of Males and Females that perceived low favorable degree
(rated on either Neutral or Disagree or Strongly Disagree) on perception of
Management/Policies factor is a little different. This meant that gender
might be the issue. Female were not really satisfied or dissatisfied and this
could effect their job satisfaction when compared to those of Males.

(10) Based on the finding and conclusion of this study, there are some issues or
problem that the perception of respondents have low favorable degree (rated
on Neutral or Disagree or Strongly Disagree) on perception of Supervision,
Salary/Income and Management/Policies.
(11)

The results indicated that manager should be aware of those factors which
people rank as important for positively influencing their level of satisfaction
or dissatisfaction with their job. This knowledge would allow managers to
spend their limited resources wisely and get the best benefit for the
organization by having a well-satisfied workforce.

6.3 Recommendations
To enhance employee's job satisfaction to achieve high productivity, management
should apply these following tactics:
(1) Supervisions
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According to the respondents perceived unfavorable rating (Neutral or
Disagree, or Strongly Disagree) in Supervision, the Supervision of the
company should be reviewed to suit employee satisfaction and enhance
their productivity. Supervisors should make employees feel comfortable and
not hesitate to ask for advice. Furthermore, supervisors should set up a
meeting or seminar once in a while to hear the problem of employees and
help them solve the problem.
(2) Salary / Income
Respondents perceived unfavorable rating (Neutral or Disagree or
Strongly Disagree) in salary/income factor. Sometime salary and income
per month of employees are commensurate with their work and
responsibility. But employees may feel that this is not enough due to lack of
fringe benefits. Therefore, more fringe benefits should be introduced to the
company. Fringe benefits such as insurance plans (life, health, surgical,
dental, casualty), social assistance benefits (retirement plans, social security
workers' compensation, educational assistance, employee services) or paid
absences (vacation, holidays, sick leave) should be provided to employees.
These might make employees satisfied with the salary and income that they
currently receive.
6.4 Suggestion for Future Research
(1)

Further research is needed to examine in deep detail in specifying target and
conducted to the reason why employees continues to work in this company.

(2)

Further research is needed to learn more about Supervision, Salary/Income
and Management/Policies that are needed to satisfy the employees.
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(3) Further research should be examined to specify the motivator that will
motivate employee to work effectively and at the same time enhance their
job satisfaction.
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APPENDIX A
QUESTIONNAIRES
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Questionnaire of the study on the factors that affect the job satisfaction
of employees of Bangkok Air Traffic Control Department,
Aeronautical Radio of Thailand Ltd.

Dear Respondents:
This questionnaire is the instrument used for gathering data for a Project to
complete the Computer and Engineering Management Course. Obtained data will be
kept confidential. Therefore, you can feel free to respond every item honestly. And
please answer all of questions.
Thank you

There are two parts in this questionnaire. Part 1: Demographic Profiles; Part 2
Job Satisfaction Factors; Part 2.1: Performance Evaluation;

Part 1
Demographic Profile
In the space below, please provide the correct information that has been requested by
checking all that apply to you.
1.

Sex

2.

Age .................

3.

Marital Status

1 ( ) Male

2 ( ) Female

1 ( ) Single

2 ( ) Married 3( ) Divorced

4 ( ) Widow 5 ( ) Separated
4.

Educational level

1 ( ) Diploma
2 ( ) Bachelor Degree or Equivalent
3 ( ) Higher than Bachelor Degree
74

5.

Major of Education

1 ( ) Social Science, Faculty of Education,
Communication of Art
2 ( ) Economic, Business Administration
3 ( ) Political Science, Faculty of Law
4 ( ) Faculty of Science and Engineering
5 ( ) Others

6.

Current Position

1 ( ) Flight Data Operator
2 ( ) Air Traffic Controller
3 ( ) Senior, Air Traffic Controller

7.

Length of time working at current position ................. years
Length of time working at Bangkok Air Traffic Control Department ........ years

8.

Income level per month
1 ( ) below 10000 Baht

2 ( ) 10001-20000 Baht

3 ( ) 20001-30000 Baht

3 ( ) 30,001-40000 Baht

4 ( ) 40001-50000 Baht

5 ( ) 50001 and above
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Part 2
Job Satisfaction Factors
The statements below represent the job satisfaction factors which people
consider, you may agree or not agree in the following statement. Read each statement
carefully and indicate how suitable it is for you.

No.

SA

=

Strongly Agree

=

5

A

=

Agree

=

4

N

=

Neutral

=

3

D

=

Disagree

=

2

SD

=

Strongly Disagree

=

1

Job Satisfaction Factors

SA

Growth Opportunity/ Achievement
Training/Seminar
9.

You have a chance to attend
meeting, seminar or training to
increase your knowledge and
experience

10.

You rarely have a chance to
attend additional academic
training for the duty of your
responsibility

11.

Supervisor has encourage
you to develop yourself for
future advancement
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No.

Description

SA

Job Satisfaction Factors
Growth Opportunity/ Achievement
Advancement
12

You have a fair chance for advancement

13.

You have a chance to be promoted due to
your capability

14.

The consideration for promotion is due to
your capability

15.

Your current position has a rare chance for
advancement
Supervisor

16.

Supervisor show his friendliness to you
(for work and personal issue)

17.

You feel uncomfortable when discussing
your work with supervisor

18.

Whenever you have problem with your
work, supervisor will give you advise

19.

You feel comfortable when supervisor give
you advise

20.

You think that supervisor is willing to help
when you make mistake
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SD

No.
21.

Description

SA

Supervisor is always accept your thought
and suggestion about your work
Salary / Income

22.

Your salary pay is commensurate to the job
responsibility you hold

23.

Your salary pay is commensurate to your
knowledge and capability

24.

Your income is adequate to your expense

25.

Your feel happy with your current income

26.

Your salary pay is not commensurate to the
job you hold
Management/Policies
Management

27.

The management of BC. is judged to most
of the people

28.

Your feel comfortable with the management
of BC. for the delegation of work and
authority

29.

You regularly received the news about rule
and regulation for working in BC.

30.

BC. has clearly set up the step for working
in the operation room
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No.

Description

SA

Policies
31.

Management of BC. has the policy of
supporting those who has work capability

32.

BC. has a fair performance evaluation and
follow up

33.

BC. has emphasize too much on the
efficiency of work rather than the feeling of
the employee

34.

BC. has the policy of protection and
responsible for your work
Affiliation

35.

Most of your colleagues have knowledge
and capable of doing the work

36.

Your colleagues often help you with your
work

37.

Your colleagues are will to work with you

38.

You feel comfortable when working with
your colleagues

39.

Your colleagues has a part in making your
work more effective
Nature of Work

40.

Your work is interesting and challenging to
your capability
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No.
41.

Description

SA

You feel that your work is deteriorate to
your health

42.

You feel bored with the high responsibility
of your work

43.

You feel comfortable with English as the
medium of communication in work
Existence

44.

You are confident that you will not be
remove or fired

45.

You are confident that your work is stable

46.

You are confident that you will be able to
work until you are retire

47.

You are confident with the rules and
regulation that protect you, so you could
work effectively

48.

You are confident that you will not be
remove from your current position without
your consent
Achievement

49.

You are able to finish your work smoothly

50.

You are able to solve the work problem
effectively
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Description

SA

You are proud that your accomplishment
helps improve company's situation

52.

Your work can be trusted by your colleague

53.

Supervisor and colleague acknowledge your
capability
Work Environment

54.

The operation room is fully equipped with
the equipment that helps you work
effectively

55.

Work environment can help you learn and
increase your experience

56.

You are happy with your current work
environment (light, noise, atmosphere)

57.

Work environment helps enhance the work
atmosphere

58.

Materials, equipment and other facilities are
adequate, which helps you work more
effectively
Feedback

59.

You

always

get

praised

for

performance
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SD

No.
60.

Description

SA

A

You always get regular feedback regarding
your progress on a task

61.

You always adjust your behavior to achieve
desired outcome after you hear about your
feedback

62.

Your company always discussed and shares
with you about your performance evaluation

Read each statement carefully and indicate how it suits you.
Performance Evaluation
1.

2.

What is your performance evaluation for last year?
1 ( ) Excellent

2 ( ) Very Good

4 ( ) Fair

5 ( ) Need improvement

3 ( ) Good

Do you satisfied with the result of you evaluation?
1 ( ) Satisfied

2 ( ) Unsatisfied

** BC. = Bangkok Air Traffic Control Department
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