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ABSTRACT

This study conecerns the modeling and analysis of Human Resource Management (HRM) and
job satisfaction variables affecting Bangkok's information technology career professional’s turnover
intentions using both quantitative and qualitative research methods. From the trend of the growing
information technology business in Thailand and as a result of human resource management,
enterprise information technology business in Thailand has grown immensely. Quantitative
research was conducted with 220 Bangkok career information technology professionals by the use
of questionnaires and qualitative data was obtained from in-depth interviews of employees and
management 10 senior level career professionals in the information technology business using
simple random sampling (Purpesive sampling) while using Partial Least Square (PLS-Graph)
software to apply Structural Equations Modeling (SKEM) analysis. Results showed the hypotheses
had a significance level of p<0.01, having a significant influence on human resource management
and job satisfaction. Findings concluded that if an organization has good human resource
management systems, the resultant factors will result in IT career professionals having greater
work satisfaction resulting in higher retention rates amongst Bangkok IT professionals.

Key words: Human resource management, organizational commitment, job satisfaction, turnover
intention

INTRODUCTION

Changes in technology have led to many societal changes. In particular, businesses involved
in international trade have had to adjust their processes and models to better cope with this fast
paced environment. Organizations involved in manufacturing along with their related
administration, distribution and sales processes have been particularly exposed to these changes
and have had to refocus their resources and processes to keep pace with this highly competitive
global environment.

Human resource management is a key aspect of the business process and needs to adapt and
become more flexible to keep up with the pace of these trends in globalization. Therefore, human
resource departments need to develop programs and policies that better qualify the intellectual
capital, resources and labor within their organizations, so they can better align these resources with
current and future globalized world markets, including the ever widening labor pools and
manufacturing markets.
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As investors continue to gravitate to less expensive labor sources, labor demographics in
countries such as Thailand are constantly changing. However, with the ever expanding global and
regional trade alliances such as the ASEAN:AEC, synchronization of processes is leading to better
and more efficient use of these resources. Capital flows and investment incentives can lead to
development and implementation of advanced technologies which in turn leads to both higher
preduction and quality at a lower cost.

Multi-Sided Platforms (MSPs) is a conecept. from the strategy field and has been developed under
related and complementary concepts such as Two/Multi-Sided Markets/Networks/Flatforms,
Platform-Mediated Networks and Networked Businesses.

In 2008, sixty of the world’s 100 largest companies (Forbes 2000 ranked by market value)
earned more than 50% of their revenue from MSPs, as firms in electrical utilities, financial services,
health care services/health maintenance organizations, media, semiconductors, software and
services, technology hardware, telecommunications and transportation services industries
{(Bisenmann et al., 2006),

The resulting flow of capital and high technology in both a skilled and unskilled manpower
environment has a multi-sided or multi-dimensional aspect. The free enterprise system and current
world situations relating to fair trade rules and tariff and tax reduction across borders is tightly
linked to import/export abilities. The result is a worldwide employment mix in high technology areas
such as aviation and industrial production where manpower and skills can be brought to bear with
their labor force having the ability to both learn and use new technology.

Moreover, communication and telecommunications infrastructure further causes movement
amongst both labor and production. Multinationals seek out areas in which to invest and in which
they can gain higher productivity as well as a lower cost. This often results in the implementation
of more efficient and more productive methods by the use of both contracting and sub-contracting
to external sources (outsourcing). This, then results in labor seeking to move to where wages are
potentially higher causing challenges within human rescurce development.

Thus, organizational leaders and human resource professionals must understand this dynamice
environment in the era of globalization. Competition is intense and plays an important role in the
business world. If the leaders do not understand the business impact of human resource
management, they may have to revert to traditional forms of business organizations which in turn
will result in the further erosion of business.

In an interview with the Charcen Pokphand Group CFO Adirek Sripratak, he suggested that
the personnel in most organizations today are from the generation Y age group which 1s more
integrated with the baby boomer executives and middle managers in the generation X age group.
Age and gender also 1s part of the diversity and i1s easily seen in the organization. If you can
manage such diversity, it will lead to better creativity and innovation that can enhance the
organization's competitiveness and sustainable growth.

Diversity is not viewed as a difference in cultural or sexual differences, but instead the wide
range of needs involved that HR needs to manage. So, to start promoting acceptance and respect,
for individual differences in the regulatory environment of the office, managers must not hinder
or discriminate but instead should create a positive atmosphere in the workplace. Open spaces
should be allowed in which individuals can sit and chat or confer on various issues. This, then
includes the necessity for the provisioning of the necessary facilities in which staff can have the
freedom to express their ideas without interruption from the hierarchy within the crganization.
This will then inspire the creation of new ideas and innovation.
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There 1s also research that shows that organizations tend to be more successful if they admit
larger proportions of women to become executive officers. This allows better decisions in marketing
strategies as women are more likely to understand the behaviar of consumers better than men.
Apart from sex and age, executives need to understand the multicultural diversity due to the
nature of free markets which oftentimes has the manufacturing base overseas.

Surendun Eamanathan senior consultant, Hewitt Associates (Thailand) Co., Ltd., a human
resources consulting firm, gave the results of their poll on upgrading the salaries of organizations
and staff turnover problems in the industry in 2010 and outlook for 2011.

The number of participating companies surveyed included more than 189 organizations spread
throughout various businesses.

They found more than 26% indicated that husiness was better than ever and turnover rates
of employees in 2010 were at an average of 8% which was below the previous year’s 9.3%.
However, in the retailer group, there was a higher employee turnover rate at 24.9%, followed by
the financial services businesses at 12.2% and technology/IT groups at 12%.

According to the survey, metro area executives focused on reducing the turnover rate by
providing oppertunities for career advancement rather than higher pay. According to the
interviewed employees, their resignation was in part or due to the following seven reasons:

+ Job or workplace was not as expected

« Mismatch between job and person

* Tolittle teaching and feedback

+ Tofew growth and advancement opportunities

+ Feeling devalued and unrecognized

«  Btress from work and work-life imbalance

« Loss of trust and confidence in senior leaders (Branham, 2005)

This i1s consistent with the findings of Pricewaterhouse Coopers (PwC) which interviewed store
employees who voluntarily resigned from the organization why they quit their jobs and found that
the most. important factor is the lack of growth opportunities followed by supervisors negligence and
conflicts with supervisors as well as compensation and not enough challenges (Pricewaterhouse
Coopers, 2008).

After a review of the literature and due to the reasons mentioned above, the researcher who
is an executive in the information technology business in Thailand i1s interested in understanding
human resource management and job satisfaction and organizational commitment that affect the
intended staff turnover in the information technology business. Additionally, this study hopes to
find ways to reduce staff turnover by the use of organizational innovation in organizations which
helps management to identify key factors to strengthen and gain a competitive edge in the

information technology business in Thailand.

CONCEPTUAL DEVELOPMENT
Human resource management: Human resource management uses aggressive strategies that
are related to the ongoing management of the most valuable resources in the organization. The

individuals who work together as teams as well as individually to achieve the goals of a business
{Armstrong, 2006).
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Strategic human resource management is rapidly changing with time and circumstances and
therefore, needs to be developed and improved all the time. For this reason, different business types
with various sizes need a department or agency to act in the management of human resources,
particularly where the size of the department or agency is concerned.

At present, management and human resource development are increasingly more important,
in organizations, both in the private sector and in the public sector or government itself. Because
changes occur within organizations and involve people, human resources 1s crucial to their
development.,

Thus, it. can be said that the indicators of sustainable success of an organization is "the quality
of people” in the organization. Before organizations became aware of the importance of human
resource management, workers had only had been visible as just a means or tool for production.

However, the current ‘worker’ has been redefined as a development priority and renamed as
"Human Resources” departments or agencies. Responsibilities for the role of individuals in
organizations are changing. "Management and administration” has evolved to "strategic human
resource management” which was once focused only on immediate changes whereas today, an
emerging strategy has developed to build long-term and continuing strategies.

Human resource management consists of (1) Recruitment and selection, (2) Training and
development, (3) Compensation and benefits and (4) Evaluation and supervision (Som, 2008;
Sam, 2012).

A study by Abeysekera (2007) empirically evaluated six Human Resource (HR) practices which
included realistic job information, job analysis, work family balance, career development,
compensation and supervisor support and their likely impact on the Marketing Executive Intention
to Leave (MEIL) in the Sr Lankan leasing companies. The study found that if you have strong
human resource management practices, vou can keep employees satisfied and reduces the
resignation and turnover by crganizational executives,

This corresponds with the study by Arumugam and Mojtahedzadeh (2011} concerning human
resource management practices in the Malaysian industries and the many factors which are
effective in improving performance. They are employee participation, training, job description,
career planning system, compensation system, selection system and performance appraisal system.
The job satisfaction plays a fundamental role in determining the performance.

This additionally corresponds with the Mudor and Tookscon (2011) study which developed a
conceptual framework about the relationship between human resource management and work and
retirement satisfaction. The results showed that the human resource management has a positive
relationship with job satisfaction and has a significant negative effect on the employee resignation.
Results of practices in human rescurce management and job satisfaction predicted turnover of
employees in the future.

More recent empirical study on HEM practices (Lee and Lee, 2007) uncovered six underlying
HREM practices on business performance, namely training and development, teamwork,
compensationfincentives, HR planning, performance appraisal and employee security which help
improve a firms’ business performance including employee’s productivity, product quality and firm's
flexibility. It can be concluded that human resource management has had a positive influence on
the job satisfaction of employees (Mudoer and Tooksoon, 2011; Kuo, 2011; Katou, 2012).

Job satisfaction: Satisfaction is a result from which a person feels that their task has been
accomplished. Also, it is dependent on being interested in the values and standards of the job.
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Factors that create job satisfaction and job success are the acceptance of the nature of the job
{(Gordon et al., 1996; Sarhingrangsri and Polsarum, 2009; Poonkrajang, 2009),

Research by Pungbankhoah (2012) found that satisfaction in work correlated with
participation, communication and centralization. The study by Robbins et al. (1997) said that job
satisfaction is an individual's general attitude toward his work with varicus jobs that require
interaction between co-workers and bosses. Factors conducive to job satisfaction include policy and
arganization, salary, relationships and control between supervisors and subordinates and working
conditions, as well as feelings and emotions that gives the worker job satisfaction. This also includes
achievement in the workplace as well as recognition of the social nature of the job responsibilities
and career advancement opportunities (Van Dersal, 1968),

Studies by Chaichalermpong and Kessomboon (2007) found that if an employee 15 satisfied in
the workplace, employees will not resign from the organization. Work satisfaction has to have
negative influences to influence on the intention to leave the job (Vandenberg and Lance, 1992;
Lumley et al., 2011).

After a literature review and development of the above concepts, the following hypotheses were
developed as depicted in the Fig. 1 coneeptual framework below:

« HI1: Human Resources Management (HRM) influences job satisfaction
« H2: Human Resources Management (HEM) influences turnover intention
« H3: Job Satisfaction influences turnover intention

Methodology: This study was conducted from a sample population of career professionals and
information technology staff using both quantitative and qualitative research.

Data collection: Bangkok information technology career professionals were queried using
quantitative research methods of which 220 responded (Hair et al., 2008).

Questionnaire design: Questionnaires were constructed as a tool to measure concept definition
and practice. This study first conducted Confirmatory Factor Analysis (CFA) and subsequently
reliability analysis to measure Cronbach’s alphas for this scale items to ensure internal consistency.
Multi-item measures were developed based on Cronbach’s alpha >0.68. This study then calculated
Cronbach’s alphas for each construct. As shown, the reliability measure ranged from 0.755-0.918
{Table 2). This is considered highly reliable. Items lower than 0.50 were cut off from the research.

The responses to the questions capturing focal constructs used a seven-point Liker scale (rating
statements 1-7, 1 = strongly disagree and 7 = strongly agree). Qualitative research was conducted
with in-depth interviews of 10 senior-level executives,

Job satisfaction

Turnover
intention

Fig. 1: Conceptual framework
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Measurement

Dependent wvariable: Turnover intention analysis used a measurement instrument or
questionnaires utilizing a 7-Point. Likert Scale (Likert,1970) which were developed and constructed
from scales enabling the measurement of freedom to resign, alternative opportunities and absence
and tardy behavior (Scott ef al., 2003; Yue ef al., 2011; Lewis, 2008).

Independent variables: Human Resources Management, (HRM) analysis used a measurement,
instrument or questionnaires utilizing a 7-Point Likert Scale (Likert,1970) which were developed
and constructed from scales enabling the measurement of recruitment/hiring,
development/training, wages/benefits and evaluationfsupervision (Katou, 2012; Lee and Lee,
2007).

Job satisfaction analysis used a measurement instrument or questionnaires utilizing a
7-Point Likert Scale (Likert,1970) which were developed and constructed from scales enabling the
measurement of job satisfaction and off the job satisfaction (Lumley ef al., 2011; Inkum ef al., 2009;
Pungmirund, 2007).

RESULTS AND ANALYSIS

Fuantitative research was conducted by using the Partial Least Squares (PLS) statistical
method and hypothesis testing with PLS-graph software (Chin, 2001} which analyzes the display
and model structure associated with the observed manifest variables with latent variables.

Verification of the accuracy and reliability of the measurements multi-item measures were
developed based on Cronbach’s alpha. This study then calculated Cronbach’s alphas for each
construct. As shown, the reliability measured ranged from 0.775-0.898 which 1s considered to have
high reliability.

The study uses a loading value from 0.707 and a significant level of confidence at 95 percentage
(t-stat>1.96), showing which factors affect organizational performance (Lauro et al., 2005,
Henseler and Fassott, 2010; Piriyakul, 2010). The results are shown in Table 1.

The above table shows that “human resource management which included recruitment fhiring,
development/training, wages/benefits and evaluation/supervision variables” found that the
loading is equal to 0.738, 0.853, 0.871 and 0.877, respectively. The data showed a significant level
of confidence percentage of .95 (t-stat>1.96) which validates high reliability which affects Turnover
Intention.

“Job satisfaction variables” are job satisfaction (Satdob) and off the job satisfaction (Satof)
found that the loading is equal to 0.960 and 0.947, respectively, with the loading ranging from
0.707 and a significant level of confidence percentage 0.95 (t-stat>1.96) which considered such
factors which affects turnover intention.

Therefore, the researcher took the variables ‘Select’ which 1s recruitment and hiring; “Training’
which is development and training; ‘Compensation’ which is wages and benefits; ‘Appraisal’ which
is evaluation/supervision, ‘Satdob’ which is job satisfaction and finally; ‘Satof which 1s off the job
satisfaction and used them in the structural equation analysis.

Classification accuracy verification: Discriminant validity has been tested on scale reliability,
including Composite Reliability (CR) which should not be lower than 0.60, Average Variance
Extract (AVE) should not be lower than 0.50 R?should not be lower than 0.20 (Table 2) and JAVE

in the diagonal data should have a value higher than cross construct correlation of all values in the
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Table 1: Convergent validity statistics in latent variable measurements in the reflective model

Construct/Item Loading t-stat
Human resource management

Select: Recruitment/Hiring 0.738 0.932
Training: Development/Training 0.853 18.734
Compensation: Wages/Benefits 0.871 20.453
Appraisal: Evaluation/Supervision 0877 22,107
Job satisfaction

Satjob: Job satisfaction 0.960 33.873
Satof: Off the job satisfaction 0.947 38.687
Turnover intention

Tud: Freedom to resign 0.945 12.910
Tus: Alternative opportunities 0.835 7.118

Table 2: Confirmatory Factor Analysis (CFA) of the independent variables of Leadership, management skill, organizational innovation
and their affects on the dependent variable, arganizational performance, CR: Composite Reliability, R*: Square of the correlation,
AVE: Average Variance Extractaed

Cross construct correlation

Human resource Job Turnover
Construct CR R? AVE management. satisfaction intention
Human resource management 0.903 0.700 0.837
Job satisfaction 0.953 0578 0.910 0.760 0.954
Turnover intention 0.885 0.223 0.795 -0.405 -0.466 0.892

Statistical significance level is at 0.05 and diagonal figures mean +fAVE, CR: Composite reliability, AVE: Average variance extracted,

R2 Square of the correlation

same column. The data validates that there was discriminant validity for each construct, without
exception. (Lauro ef al., 2005; Henseler and Fassott, 2010; Wingworn and Piriyakul, 2010). Testing
results of discriminate validity of this study was in accordance with all conditions shown in
Table 2. Therefore, the scales of this study have been the scales with discriminant validity and
reliability.

Figure 2 shows the study framework and the structural model of variables that influence the
turnover intention within the Thai information technology industry. Variables included human
resource management and job satisfaction and their influence on turnover intention of 220
surveyed career professionals. The samples were analyzed to answer the research hypotheses
criteria of the following three assumptions (Table 3).

Furthermore, the structural analysis model framework was used to research the t-test
coefficients and their relationship of each path of the t-test hypothesis with significance greater
than 1.96. This explains the results obtained from analysis as shown in Table 1 and 2 as well as
the test results presented in Table 3.

RESULTS AND DISCUSSION

The results of this study on the ‘Structural equation model of variables affecting Turnover
Intentions on Bangkok’s Information Technology Career Professionals’ concluded that Human
Resource Management (HEM) has a positive influence on the job satisfaction of employees.

This corresponds with the study by Arumugam and Mojtahedzadeh (2011} concerning human
resource management practices in the Malaysian industries and the many factors which are
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Tahble 3: Hypothesis testing result of hypothetical research

Hypotheses Coefficient t-stat Results

H1: Human Resources Management (HRM) influences job satisfaction 0.760 30.192 Supported
H2: Human Resources Management (HRM) influences turnover intention -0.119 1.135 Not supported
H3: Job satisfaction influences turnover intention -0.375 4.157 Supported

H1: Human Resource Management (HRM) influences Job satisfaction
H2: Human Resource Management (HRM) influences turnover intention
H3: Job satisfaction influences turnover intention

Training

Fig. 2: Final model

effective in improving performance. They are as follows: Employee participation, training, job
description, career planning system, compensation system, selection system and performance
appraisal system. Job satisfaction plays a fundamental role in determining the performance.

This additionally corresponds with the Mudor and Tookscon (2011) study which developed a
conceptual framework about the relationship between human resource management and work and
retirement satisfaction. The results showed that the human resource management has a positive
relationship with job satisfaction and has a significant negative effect on the employee resignation.
Results of practices in human resource management and job satisfaction predicted turnover of
employees in the future.

More recent empirical study on HEM practices (Lee and Lee, 2007) uncovered six underlying
HREM practices on business performance, namely training and development, teamwork,
compensationfincentives, HR planning, performance appraisal and employee security which help
improve a firms’ business performance including employee’s productivity, product quality and firm's
flexibility. It can be concluded that human resource management has had a positive influence on
the job satisfaction of employees (Mudor and Tooksoon, 2011; Kue, 2011; Katou, 2012).

Negative job satisfaction increases the likelihood of employee turnover intentions (resignation).
This is consistent with the study by Robbins et af. (1997) which stated that job satisfaction is an
individual's general attitude toward his work with various jobs that require interaction between
co-workers and bosses.

Factors conducive to job satisfaction include policy and organization, salary, relationships and
control between supervisors and subordinates and working conditions, as well as feelings and
emotions that gives the warker job satisfaction. This also includes achievement in the workplace as
well as recognition of the sccial nature of the job responsibilities and career advancement
opportunities (Van Dersal, 1968),
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According to Van Dersal’s definition of a ‘great supervisor’ (Van Dersal, 1968); "supervision 1is
the art of working with a group of people over whom authority is exercised in such a way as to
achieve their greatest combined effectiveness in getting work done. It is best performed in an
atmosphere of good will and zestful cooperation on the part of all the people involved including of
course, the supervisor. It is possibly one of the most difficult of all the arts, since it demands and
ability to use successfully an almost intuitively those principles of human relations that have
proven true with most people most of the time..."

Also, if employees are satisfied in practice, it will lead to an efficient operation. In contrast, if
an employee is not satisfied with their work, adverse effects will occur to the unit. Employee
performance is determined by satisfaction, operational conditions, salaries and benefits, promotion
opportunities, relationships with colleagues and supervisors, policies and management, personal
recognition, feeling sucecessful and social relationships which will all affect the performance of the
employees (Whittington and Galpin, 2010).

Research was undertaken by Chambers ef al. (1998) in a study of 77 large and diverse U.S.
corporations in which an examination was undertaken to find the philosophy of building people,
determined that day to day practices and challenges of the work environment required top
executives to focus on three main components, namely company recognition, good job and quality
of Iifestyle.

Organizations need to focus on ‘talent management’ as a means of organizational branding by
causing the perception that the organization has good values and work culture. It is important that
organizations are challenging, exciting, excellent performance and is a leader in the industry.

All of these will make employees take pride in the organization and make for more affective
engagement as well as employee motivation. Also, if an organization contributes to employee pride
and better quality production and collaborate with the individual to help with personal
development, the resultant factor will be individuals wanting to continue being part of the
organization. Individuals need to have greater control over themselves with less interference from
their supervisors which contributes to a more challenging work environment with a sense of greater
accomplishment. Employees will have also greater job satisfaction with their work and the results
will be that employees remain longer.

This 1s also consistent with a study from Chaichalermpong and Kessomboon (2007) which found
that i1f an employee 1s satisfied in the workplace, employees will not resign from the organization.

The job satisfaction has a negative variable towards turnover intention.

CONCLUSION

The results of this study on the ‘Structural Equation Model of variables affecting Turnover
Intentions on Bangkok’s Information Technology Career Professionals’ concluded that Human
Resource Management (HREM) has a positive influence on the job satisfaction of Thai IT career
staff. This necessitates organizations needing to focus on ‘talent management’ as a means of
organizational branding by causing the perception that the organization has good values and work
culture. It is important that organizations are challenging, exciting, excellent performance and is
a leader in the industry. This will result in a new generation of employees which are satisfied in
their work and reduce turnover rates for groups of new workers while increasing organizational
loyalty.
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