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Abstract

The objectives of this study are (1) to investigate the levels of employee
commitment to the organization of small independent hotels in Phuket. (2) to compare the levels
of employee commitment to the organization of the small independent hotels in Phuket Province
in regard to personal characteristics, and (3) to investigate the relationship between the job-
characteristic factors, organization-characteristic factors and the level of employee commitment
to the organization of small independent hotels in Phuket province. The target of this study was
the small independent hotel employees in Phuket from 323 hotels with quantitative approach. The
researcher distributed the questionnaires with the total of 600 and 460 questionnaires were
returned.

The findings showed that small independent hotel employees in Phuket were
strongly committed to their organization. To compare the average the levels of employee
commitment, the employees mostly are female, single, less than 35 years old, operation level,
experienced 1-2 years with the not more than 15,000 baht salary per month. Furthermore, the job
characteristics factor and the organization characteristics involved had a positive relationship
with the small independent hotel employees ‘organizational commitment. The results of this study
will be useful for small independent hotel owners to improve human resources management
system to maximize their employee commitment and keep them remained to help the organization

gain competitive advantage.

Key words: Employee commitment, Small independent hotels, Phuket Province
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CHAPTER 1

Introduction

1.1 Statement of the problem

Hotels are a serving business, which promote the personal touch of “human” as a
major component in providing quality services while satisfaction for the customer. Hence,
executives pay serious attention to create good welfare and quality working conditions to hotel
employees ensuring that they are absolutely committed to working for the organization.
Concurrently, people who like to work as hotel employees must have the specific traits of loving
to serve and having exceptional tolerance, rarities in the young generation. Thus, such qualified
employee should be retained in a hotel as long as possible. In most cases, hotel businesses have
purchased or hired employees with skill, ability, and passion for service jobs, especially in major
tourism attractions (Supinda Kivanon, 2002).

Independent hotels are those not part of a franchise providing a greater sense of
individuality and closeness compared to a larger chain. However, large chain developments have
better tax advantages. Furthermore, these corporations can offset financial losses with earnings
from other businesses in a conglomerate (Rutherford, 2005).

Independent entre pruners operate their business in leu of advantages from
assistance such as consultants. Entreprencurs seek professional managers to operate their
establishments as with any financial investment. The people to fill this job must successfully
manage all aspects of the business (i.e. food and beverage, maintenance, housekeeping, parking,
security, marketing, sales, et cetera).Managing independent property can be an overwhelming
challengeable though it can offer financial independence and great satisfaction (Bardi, 2007).

In order for the organizational management to successfully attain the goal, it
should be generally composed of at least these 4 factors, namely: human, money, material, and
management.According to the principle of organization management, human resources
management is the most important factors because “human” is the significant component directly
affecting the efficiency and effectiveness of operating the organization. Regardless of the size of
an organization, managers must make efforts to recruit potential employees, retain them as long

as possible, and bring all employees to their highest potential for developing the organization



further.By enabling employees to work efficiently, they will have the most productive outcomes.
It is believed that in order to retain employees for a long period of time, the employees must have
commitment, loyalty, and satisfaction in their jobs and the organization (Phuangphet Watchara-u,
1994).Research from numerous institutions found that to make employees feel satisfied,
organizations should encourage their employees to have commitment to them. This can be
achieved by caring for their well-being and instilling passion in their jobs, which are regarded as
one of the most basic principles(The Ken Blanchard Companies, 2009).

Quality of life, or the great well-being, requires three specific components,
namely, (1) enhancing job satisfaction (2) creating commitment to the organization, and (3)
decreasing the job turnover rate. New executives and large firms tend to focus on providing good
welfare to their employees in order to please them while making them proud to work for such an
organization by using human resources management such as offering compensation according to
employees’ needs and meeting the needs of the employees with those of the organization
(Phuangphet Watchara-u, 1994) as well as building the atmosphere of satisfaction in order for
employees to participate in the development and be part of the organization including the quality
of working life.It is believed that all people will work well if they have a good quality of working
life. Meanwhile, small organizations or family businesses fail to provide the welfare for their
employees as large organizations do, which being granted enough to hold them in the
organization with happiness, pleasure, and pride to the organization. In addition, it was found that
work productivity was in a constant decline. Employees compared the welfare received by small
organization with others. They feel that they were lacking fairness. Therefore, small
organizations and family businesses have been affected with the problem of lacking employee
engagement and facing higher turnover rates (Supinda Kivanon, 2002).

From recent information, it has been discovered that the number of hotels in
Thailand in 2012 was up to 11,979; an increase of 709 from 2011. It is expected that in 2014, the
number of hotels will increase by 3.4 — 5.7 percent as a result of a surge in the number of tourists
since 2013, which has visitors arriving to Thailand totaled at 26,735,583; an increase of 19.60
percent in 2012(Immigration Bureau and Department of Tourism, 2014). The area with the
highest number of room accommodations a side from Bangkok, the capital of Thailand, is Phuket

creating revenue for Thailand more than 900,000 million baht (Kasikornresearch center, 2014).



Phuket is a tourist destination in the center of a maritime beauty of the Andaman
Coast.This location boasts a wvariety of marine activities including various forms of
entertainment.Thai and foreign tourists flow in with massive numbers every year, which can be
seen from the continuously increasing number of passengers arriving at the Phuket International
Airport. In 2012, the number of tourists was up to 4.77 million from 3.52 million tourists just two
years before. For the first half of the year in 2013, arriving passengers continuously increased
totaling 2.77 million tourists, an increase of 19.8% when compared to the same period of the
previous year. Similarly, the increasing number of flight arrivals totaled 17,728 flights
expanding to 18.2% from the same period in 2014 due to the availability of low cost airfare to and
from Phuket. In consideration to the proportion of the number of arriving flights, the number of
international arrivals has increased continuously since 2011 onward. This is notably particular
with tourists from China, Russia, Australia and South Korea travelling to Phuket and nearby
provinces, which constantly impacts the expansion of hotel businesses (Kritsada Boontawong,
2013). In fact, the total number of hotels in Phuket in 2010 was 702; however, those with proper
hotel licensing consist of 273 hotels with 28,972 rooms, which is 38.89% of the total number of
hotels. Furthermore, those without proper hotel licensing consist of 429 hotels with 13,712 rooms,
which is 61.12 % (Manager, 2010). As one can see by the fewer number of rooms with a greater
number of hotels, it can be concluded that these are predominantly smaller hotels. Forasmuch as
hotel business expansion is a factor in Phuket, government monitoring on hotel registration will
negatively affect small hotels in business competition and service quality issues. Hence in 2015, it
was found that small independent hotels which had proper hotel licensing had decreased 18.32%
to 323 hotels in 2013 (Tourism Authority of Thailand Phuket Office, 2015).

In accordance with hotel chains adapting their business tactics, the focus on
increasing the number of small three-star hotels in Phuket brought high competition for other
small hotels. Furthermore, labor shortage was clearly in effect of a change in the job market.
This change was caused by a large number of the hotel labor force which found that the
employees staying in small independent hotels gained a wealth of knowledge, abilities, and
experiences during their short period of time working for them. Subsequently, these employees
left to join the competition for better compensation and higher salaries. Consequently, those who

still work with small hotels are often the ones who lack enthusiasm adversely affecting the service



quality of the hotel. Thus, to retain the employees who work for these small independent hotels for
the long term, employers need to persuade the employees to commit themselves to the hotel by
providing them with a work environment that balances their lives with quality and content.

From the above mentioned, the researcher was interested in studying the factors
affecting the level of employee commitment in small independent hotels in Phuket in order to use
the results from this research as a guideline to promote employee commitment to enhance the
level of quality service for small independent hotels. Proportionately to this enhancement, the
number of exemplary employees with efficient performance in the organization will increase. In
addition, results from this research will serve beneficial to various other small independent

entrepreneurs who can apply these findings to their human resources management.

1.2 Objective of the study
This study aims to investigate the factors affecting employee commitment to the

organization of small independent hotels in Phuket Province.

1.3 Objectives
1.3.1 To investigate the levels of employee commitment to the organization of
small independent hotels in Phuket Province.
1.3.2 To compare the level of employee commitment to the organization of the
small independent hotels in Phuket Province in regards to personal characteristics.
1.3.3 To investigate the relationship between job-characteristic factors,
organization-characteristic factors, and the level of employee commitment to the organization of

small independent hotels in Phuket Province.

1.4 Hypothesis
H 1: personal characteristics of employees include the following: gender, age,
education, marital status, working position, working section, work experience for this hotel,
previous work experience, and average in come affecting employee commitment to the
organization of the small independent hotels in Phuket Province
H 1.1: gender of employees affecting employee commitment to the organization

of the small independent hotels in Phuket Province.



H 1.2: age of employees affecting employee commitment to the organization of
the small independent hotels in Phuket Province.
H 1.3: education of employees affecting employee commitment to the
organization of the small independent hotels in Phuket Province.
H 1.4: marital status of employees affecting employee commitment to the
organization of the small independent hotels in Phuket Province.
H 1.5: working position of employees affecting employee commitment to the
organization of the small independent hotels in Phuket Province.
H 1.6: department of employees affecting employee commitment to the
organization of the small independent hotels in Phuket Province.
H 1.7: work experience from the hotels the employees currently work affecting
employee commitment to the organization of the small independent hotels in Phuket Province.
H 1.8: previous work experience of employees affecting employee commitment
to the organization of the small independent hotels in Phuket Province.
H 1.9: average income of employees affecting employee commitment to the
organization of the small independent hotels in Phuket Province.
H 2: The job-characteristic factors related to the employee commitment toward
the organization of small independent hotels in Phuket Province.
H 3: The organization-characteristic factors related to the employee commitment

toward the organization of small independent hotels in Phuket Province.

1.5 Significance of the Study
1.5.1To improving the factors that affect the levels of employee commitment to
the organization of small independent hotels in Phuket Province.
1.5.2To recommend the approaches for improving the levels of employee

commitment to the organization of small independent hotels in Phuket Province.

1.6 Data Sources
Primary data for this research is the employees of the small independent hotels in

Phuket Province.



1.7 Scope of the Study
1.7.1 Scope of area
The scope area of this research is comprehensive to the small independent hotels
in Phuket Province.
1.7.2 Scope of demography
Questionnaires were used to collect data from the employees of small
independent hotels in Phuket Province.
1.7.3 Scope of research period
The data collected in the sampling of this research occurred between the dates of

March 2014 to April 2014.

1.8 Definition of Key Terms
In order to have an understanding of specific terms used in this study, the
following definitions are:
1.8.1 Employee people who are hired as permanent staff and working full
time at small independent hotel in Phuket Province
1.8.2 Employee commitment the feelings of an individual in an organization
1.8.3 Small independent hotel those hotels with a number of guest rooms not

over 50 rooms and managed independently by the owner (Bardi, 2007)



CHAPTER 2

Literature Review

This study aims in finding the factors affecting employee commitment for small
independent hotel in Phuket Province. Through searching and reviews of literature, the
researcher has made the conclusions shown as follows: Employee commitment concepts;

2.1 Employee commitment concepts
2.2 Employee commitment approach
2.3 Employee commitment research

2.4 Conceptual Framework

2.1 Employee commitment concepts
There are many definitions of employee commitment; therefore, the researcher
consolidated them by recognizing commitment manifests itself in apparent behavior. For
example, people devote time and energy to fulfill their on-the-job responsibilities as well as their
family, personal, community, and spiritual obligations. In past years, commitment has been
defined in variant ways. In the following, a set of definitions procured from the literature are

listed.

Table 1 Definition of employee commitment

Authors Definition of employee commitment

Schultz (2002: 268) three major components of employee commitment are are having “a
strong belief in and acceptance of the organization’s goals, a willingness
to exert considerable effort on behalf of the organization, and a definite

desire to maintain organizational membership”.

Scholl (1981: 589) a stabilizing force that acts to maintain behavioral direction when

equitable and expected conditions are not met and/or do not function.

O’Reilly and Chatman the psychological attachment felt by the employees for the organization;
(1986: 500) it will reflect the degree to which the individual internalizes or adopts

characteristics or perspectives of the organization.




Table 1 Continued

Authors Definition of employee commitment
Meyer & Allen a psychological connection that employees have with their organization,
(1991: 61) characterized by strong identification with the organization and a desire

to contribute to the accomplishment of organizational goals.

Meyer, Allen, & Smith that which “either characterizes the employee’s relationship with the
(1993: 538) organization or has the implications to affect whether the employee will

continue with the organization”.

Brown (1996) an obliging force which requires that a person honor the commitment,

even in the face of fluctuating attitudes and whims.

Meyer & Allen onewho “stays with an organization, attends work regularly, puts in a full
(1997: 285) day or more, protects corporate assets,and believes in the organizational
goals”.

From the definitions above, employee commitment refers to the psychological
attachment felt by the person for the organization. It is a sort of strong magnetic force, which
binds employees with their willingness to remain attached to its organization.If employees are
committed towards their organization, they will perform their job well and the ultimate

performance of the organization will improve.

2.2 Employee commitment approach
2.2.1 Characteristics of Employee commitment
Meyer& Allen (2000) said the prior research indicated that there are three “mind
sets” which can characterize employee commitment to their organizations:

1) Affective commitment is the most common representation of
organizational commitment (Tung, et al., 2014; Shruti, 2013, & Elias 2007). This represents an
employee's emotional attachment to an organization and its goals. It results from an agreement
between individual and organizational values and goals. Individuals who are affectively
committed to their organizations believe in the organizations’ goals and wish to maintain their

organizational membership. Individuals develop a sense of affective commitment toward their



organizations when they feel competent in performing their jobs and are satisfied with their roles
as organizational members.

Tung et al. (2014) note numerous factors that may influence the level of affective
commitment. They can be divided into two groups:

(1) Individual-level factors(e.g. personality, values, orientation, education,
sex, age)

(2) Organizational-factors (e.g.clearly defined roles and goals, management
support level, employee performance level)

2) Continuance commitment tepresents cognitive attachment between
employees and their organizations because the costs of leaving an organization outweigh the
benefits (Tung, et al., (2014), &Biljana, (2004)). Costs include but are not limited to forfeiting
one’s pay rate and other forms of material benefits, losing established networks or contacts,
negative effects of image in social contexts, necessity to reallocate, job search expenses.On
occasion, employees express continuance commitment because of personal investments that
cannot be transferable. These investments include some special skills that are unique to a
particular organization, close working relationships with coworkers, and other benefits that make
it too costly for one to leave the organization and seek employment elsewhere.

There are myriad factors that may lead to continuance commitment. One of these
factors is the level of investment one must have accumulated in an organization. Some
employees make financial investments upon joining an organization while others make
nonfinancial investments to gain status from their roles within the organization (i.e. they make a
sacrifice to achieve it).

Another factor leading to a sense of continuance commitment is an
employee’s perception lacking alternatives outside of the organization.If employees believe that
fewer work opportunities exist outside of their organizations, the perceived costs of leaving their
current organizations will be higher, and they will develop a stronger sense of continuance
commitment to their organizations.

3) Normative commitment represents feeling of obligation to remain with an
organization. With this commitment, employees feel they ought to remain with an organization

because it is of moral and ethical duty to do so for such reasons a shaving received scholarships,



training investments, and other valued benefits from their organizations. Influences of the level
of normative commitment are such individual-level factors as education, sex, and age(Meyer&
Allen, 2000).

Nevertheless, affective commitment is more important to organizational
performance than continuance commitment or normative commitment. Affective commitment is
the most powerful bond between employees and their desire to remain attached to their
organizations. When employees have commitment for their organizations, a natural consequent
will be better job performance, which in turn will positively affect the overall performance
(Meyer& Allen, 2000).

According to Gardner & Wright (1998), employee commitment is both a
dynamic and reciprocating concept. Videlicet, if employees are committed to their organizations,
they will expect their organizations to be committed to them. Figure 1 represents this reciprocal

relation.

Figure 1 Psychological Attachment and Commitment: Organization and Employee Viewpoints
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as a commodity organsation

Source: Gardner&Wright. (1998).

Employee commitment can also be increased by committing the values of people
first, such as giving them proper compensation, promotion, training, fringe benefits, or other

perquisites. Moreover, by communicating and clarifying the mission, vision, and objectives of
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the organization, comprehensive grievance procedures will provide for extensive two-way
communication, support employee development, and add security.All these practices highlight the
attractive features of a job for the career development of employees, which is reciprocated by
commitment.Organization-committed employees will usually have good attendance records,
demonstrate a willing adherence to company policies, and have lower turnover rates, which
correlate to employee retention (Gardner& Wright, 1998).

From an organizational perspective, employee commitment is an invaluable
asset. There are strong relations between, absenteeism, motivation, and creativeness among other
attributes associated with job performance. Organizational commitment is not a one-dimensional
phenomenon. Employees with high emotional attachment to organizations have strong motivation
to contribute to organizational goals because they see them as their own.Continuance
commitment refers to employees who remain with an organization because the cost of leaving it
is too high. Normative commitment is comprised of those employees who feel obligation to stay
with an organization. Radical organizational changes often lead to reduced commitment caused
by increased job insecurity, increased stress, decreased trust, and job resignation. Since
organizational commitment strongly correlates with job performance, its importance to reinforce

it by applying the right human resource polices is bona fide.

2.2.2 Factors Influencing Employee Commitment

Relevant literature indicates a number of variables, which determine employee
commitment. Previous studies have listed a number of factors that may influence employee
commitment to their organization.In general, these factors are clustered into personal
characteristics, job characteristics, and organization characteristics (Wong, 2010). Here are some

of the important ones:

1) Personal characteristics

Research has shown that employees who have longer tenure with
organizations have greater employee commitment than those with shorter stays with the
organizations.Because of this fact, the longer people serve in an organization the more they have
invested in it. Morrow (1983) concluded that commitment is a function of personal characteristics

and situational factors related to the job setting. Personal characteristics include factors such as
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age, tenure, gender, level of education, position in the company, and years of working experience
(Bardi, 2007;Wong, 2010).

Cohen (1992) noted the existence of a relationship between personal
variables and commitment to an employing organization. Adequate person-related variables have
been found to be related to organizational commitment. Three frameworks have been used in
studying the relationship of organizational commitment with the personal variables, namely:
investment notions, exchange notions, and value notions. Investment notions denote that the
greater the stake one has in an organization, the greater one is likely to be committed to the
organization. Investments will produce commitment to an organization regardless of other
features of the person’s relationship to the organization (Sheldon 1971). Personal-related
variables are: (1) Demographic variables such as age, sex, marital status and professional
educational (if any) and (2) Career variables such as selection, total number of years of
employment, tenure in the organization, number of years of working in the present position,
promotion level, number of organizations employed before joining the present organization, and
management level of one’s present position in the hierarchy.

Conclusively, the following hypotheses were developed:

H 1: Personal characteristics of employees include gender, age, education,
marital status, working position, department, work experience for this hotel, previous work
experience, and average in come affecting employee commitment to the organization of the small
independent hotels in Phuket Province.

H 1.1: gender of employees affecting employee commitment to the
organization of the small independent hotels in Phuket Province.

H 1.2:age of employees affecting employee commitment to the
organization of the small independent hotels in Phuket Province.

H 1.3: education of employees affecting employee commitment to the
organization of the small independent hotels in Phuket Province.

H 1.4: marital status of employees affecting employee commitment to
the organization of the small independent hotels in Phuket Province.

H 1.5: working position of employees affecting employee commitment

to the organization of the small independent hotels in Phuket Province.
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H 1.6: department of employees affecting employee commitment to the
organization of the small independent hotels in Phuket Province.

H 1.7: work experience for this hotel of employees affecting employee
commitment to the organization of the small independent hotels in Phuket Province.

H 1.8: previous work experience of employees affecting employee
commitment to the organization of the small independent hotels in Phuket Province.

H 1.9: average income of employees affecting employee commitment to

the organization of the small independent hotels in Phuket Province.

2) Job characteristic:

Wong (2010) said that employee commitment tends to be high among the
employees whose jobs are highly enriched meaning that they are an importance or key person of
the organization, accepts responsibilities, feels importance in their roles, and companies rely on
them. Since these job characteristics are present in abundance in self-employed jobs, it is not
surprising to find the levels of organizational commitment quite higher among self-employed
people opposed to those employed by organizations.

The definition of job characteristics for this study refers to the attributes of
a job. Turner & Lawrence (1965) conjectured that employees prefer jobs with high complexity
and challenges.Furthermore, job characteristics influence job performance through individual
psychological perceptions. They asserted that jobs differ in the extent to which they involve five
core dimensions: skill variety, task identity, task significance, autonomy, and task feedback.
Correspondingly, Kang-Lin (2011) defined skill variety as “the degree to which a job allows
employees to undertake a wide range of options in their work.” Task identity refers to whether a
task yields a feeling of completeness and receives recognition for the achievement after
completing a task. Task significance is the extent of influence a job’s completion has on the
employee’s life or job. Autonomy is the extent to which employees have a say in scheduling their
work and freedom to do what they want on the job. Task feedback refers to the extent in which
completing a task provides understandable and timely performance feedback. Expectedly, a
greater possibility for finding alternative jobs and developing job characteristics makes

employees less committed to the organization and vice versa.
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Therefore, this hypothesis was developed:
H 2: Job-characteristic factors have a direct relation to employee

commitment toward the organization of small independent hotels in Phuket Province.

3) Organization characteristic

Organizational  characteristics are composed of organizational
formalization, organizational inflexibility, group cohesiveness, and perceived organizational
support (Organ et al., 2006). Two of these, group cohesiveness and perceived organizational
support, are found to be significant with organizational citizenship behaviors (Podsakoff et al.,
2000). Group cohesiveness relates positively to altruism, courtesy, conscientiousness,
sportsmanship, and civic virtue; however, perceived organizational support only correlates
positively with altruism. None of the other organizational characteristics shows a consistent
relationship to organizational citizenship behavior (Organ et al., 2006).

A strong relationship between perceived organizational support and
citizenship behavior is suggestible. For instance, a significant relationship between perceived
organizational support and citizenship behaviors benefits the organization as a whole. This
suggests that employees are seeking a balance in their exchange with the organization by showing
organizational-citizenship behavior with respect to the amount of perceived support from the
organization.(Kaufman et. al., 2001).

Cohen (1992: 539-558) mentions how organizational study focuses
attention on discovering the relationship between organizational commitment and organization
related variables. The identified organization related variables include:

(1)Task identity, job challenges, feedback, task autonomy, job
involvement, and skill variety

(2)Organizational structure characteristics (e.g. size, span of control,
centralization, formalization, and functional dependence)

(3)Role conflict, role ambiguity, role overload, role stress, and power

(4)Interpersonal variables (e.g. team work and group attitudes)

(5)Organizational ~climate characteristics (e.g. decision making,
communication, leadership, motivation, and goal setting)

(6)Organizational processes like participation in decision making
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(7)Rewards
Therefore, this hypothesis was developed:
H3: The organization characteristic factors relate to the employee
commitment toward the organization of small independent hotels in Phuket Province.

Narumon and Gerard (2008) studied in regards to employees' commitment for
brands in the service sector, namely: luxury hotel chains in Thailand. This research reflected the
strength of the organizational characteristic, which the research approach emphasized the role of
advertising in building a strong brand, yet it underestimates the role played by employees in
developing the brand during their interactions with customers. Employees must be committed to
demonstrating brand values (as expressed by top management) each time a customer interacts
with the brand. The present research explores employees’ brand commitment in the hotel industry
in a highly competitive market (e.g. the 5-star hotel category in Bangkok). Employee brand
commitment is defined as the extent to which employees experience a sense of identification and
involvement with the brand values of the company for whom they work.The dimensions of
employer brand (the organization’s image as seen through the eyes of associates and potential
hires) are used as independent variables for explaining the level of employee commitment to their

companies’ brands.

2.2.3 Focus on commitment
The Focus on commitment implies that employees can be committed to various
entities in varying degrees towards their superiors, colleagues, subordinates, management,
customers, or trade unions.In an attempt to categorize some of the foci, researchers drew a line of
distribution between those whose commitment was concentrated at lower and higher
organizational levels (i.e. co-workers and superiors, and top management).The combined high

and low levels of each are identified as four distinct commitment profiles as shown in Figure 2
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Figure 2 Four distinct commitment profiles

Attachment to supervisor and work group.

Low High
Uncommitted Locally committed

Attachment of top management and organization.

Low High
Globally commutted Committed

Source: Becker & Billings (1960: 177-190)

Employees having low commitment to their supervisors and co-workers as well
as low commitment to top management and the organizations were labeled uncommitted. On the
other hand, employees high in commitment to both sets of foci were labeled as committed. There
were two combinations in between:

(1) Those employees labeled as globally committed who were highly
committed to their top management and organization, but they had low commitment to their co-
workers and their superiors.

(2) Those employees labeled locally committed who had higher commitment
to their co-workers and supervisors, but they had low commitment to top management and
organization.

Object of commitment: when multiple constructs are used to characterize
organizational commitment, there will be lack of clarity and precision. For instance, Buchanan’s
conceptualization of organizational commitment is comprised of (a) identification, (b)
involvement, and (¢) loyalty, which indicates organizational commitment comprising of different
constructs with different subsystems of the organization as objects (Buchanan, 1974). Employee
commitment indicated that there are three "mind sets" consisting of (1) affective commitment, (2)
continuance commitment, and (3) normative commitment.

Antecedents and outcomes of organizational commitment: a simple model,
which focuses on the antecedents and outcomes (i.e.consequences) of organizational

commitment, is given in Figure 3
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Figure 3 The Consequences of organizational commitment

Antecedents Model Consequences
Organizational variables | Organizational 'to the organization
, commitment — 3

Personal variables J \to the employees

Source: Mowday, Porter, & Steer (1982)

Conceptually, organizational commitment has certain causes and effects. The
antecedents of organizational commitment can be broadly classified as variable-related to the
organization and those related to the person.Organizational commitment has several
consequences to the organization as well as to the employees. Different studies have discovered
several antecedents and consequences of organizational commitment. In one study’s meta
analysis of antecedents of organizational commitment across occupational groups (Cohen 1992:
539-558),the focus laid on the antecedents and outcomes of organizational commitment. It was
designed to ascertain the antecedents of organizational commitment having identified two sets of

variables, namely: (1) Organizational and (2) Personal.

2.3 Employee commitment research

Dunja (2014) studied about the relation between job insecurity, job satisfaction,
and employee commitment among employees in the tourism sector. Novi Sad indicated that there
are strong positive correlations between organizational employee commitment and the variables
which measure job satisfaction while job insecurity correlates negatively with the variables
describing job satisfaction and employee commitment.

Tung, et al. (2014) investigated factors affecting employee commitment of
banking staff in Ho Chi Minh City, Vietnam confirming the impact of a set of high-performance
human-resource managerial practices on employee commitment. Their study also indicated job
satisfaction as a pathway to bridge this set with employee commitment. The pathway from
human-resource practices to employee commitment was mediated by job satisfaction. The
findings again recommended commitment-based organizations to continue and reinforce

organizational support for their staffs. Employee engagement to their organizations is vital for
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commitment-based organizations. The findings also show how these high-performance human-
resource practices influence employee commitment by means of job satisfaction. This study also
disclosed that career development and compensation, opposite to our conventional thinking, are
not predictors for employee commitment. Interestingly, teamwork spirit plays the most influential
role in predicting commitment. Another surprising discovery is that despite having a low income,
when staff members are satisfied in the workplace, there is a higher commitment to the
organization. This can be understood as affective orientation rather than income orientation
(normative commitment) and benefit (continuance commitment). Needless to say, employee
commitment results in at least two positive organizational outcomes. Firstly, greater customer
service for the interest of their organization satisfies and attracts customers. Secondly, intention
to stay on lessens turnover rates, hence reduces recruitment and training costs.

Amena (2013) studied about gaining employee commitment: linking to
organizational effectiveness. Employee commitment has been an important factor to determine the
success of an organization. Employee commitment to an organization has acquired increasing
demand as it aids the organizations to retain more staff and thereby increase in achievement,
productivity, and effectiveness. No organization in the current ambitious world can execute at
peak levels unless each of its employees are committed to the organization’s objectives and
perform as effective team members. The employment of good employees is thus demanding but
of even more an extensive significance is the organizations ability to create a committed
workforce. The aim of this study is to determine when employees, who are engaged in their work
and committed to their organizations give their companies crucial competitive advantages. This
includes elevated productivity, lower employee turnover, and employee engagement. An
enduring predictor of concrete organizational performance clearly shows a two-way relationship
between employer and employee compared to the three constructs: job satisfaction, employee
commitment.and employee engagement.

Frances, et al. (2013) studied about developing organizational commitment via
employee-driven HRM in a knowledge-intensive firm. Employee turnover is a serious issue for
all firms, but it is especially critical for knowledge-intensive firms (KIFs) that depend exclusively
on their human capital to survive and prosper. The literature recognizes that characteristics of

knowledge workers differ from those of the general workforce population, yet theories and
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models aimed at ensuring employee retention do not fully account for these differences. In this
paper, we present data from a longitudinal study in a Danish KIF in which employees were both
highly satisfied with and deeply engaged in their work, yet they lacked organizational
commitment. We demonstrate through an action research based process how providing
knowledge to workers with opportunities to become involved in developing and implementing an
“Employee driven HRM system” engendered high levels of organizational commitment that
effectively resolved the turnover issue. These findings contribute to the literature focusing on
relationships between job satisfaction, employee engagement, organizational commitment, and
employee turnover rates. In addition, we discuss the notion of evidence-based HRM, as we
consider the limits of theory in addressing current practical issues in organizations. Finally, this
paper has practical implications for managers who have exhausted traditional means of ensuring
higher worker retention.

Shruti(2013) studied about impact of HRM practices on organizational
commitment of employees. In this era of highly competitive environment, organizations in the
manufacturing sector and service sector are trying hard to win the minds of customers by
providing them value added to the service and quality of innovative products in order to remain
competitive in the market.The objective of this study is to investigate the impact of HRM
practices on organizational commitment of employees in various sectors in India. The study
revealed how HRM practices provide an edge to employee commitment towards an
organizational goal in the global competitive market. Through various studies, it is found that
HRM practices influence the organizational commitment of employees. This study found that
HRM practices, such as compensation, training and development, and employee participation
play a significant role on organizational commitment in the banking sector. Although it is found
that HRM practices, such as compensation, job security, and job performance have significant
importance on affective commitment, the same HRM policies cannot be set for two different sets
of identities among private universities across the globe. In academic sectors, HRM practices
career development and job satisfaction having a significant impact on organizational
commitment. In the hospitality industry, supportive reward oriented HRM practices increase
employee commitment towards organization. In contrast to this, employees from the IT software

industry are influenced by HRM policies, such as training, career development, and a friendly
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work environment. In high-tech industries, affective commitment has a pivotal role. However, the
research on blue-collar employees in manufacturing industries found that HRM policies, such as
job satisfaction and pay satisfaction, have significant roles in achieving organizational
commitment. On the other hand, research conducted on law firms suggested that employee
welfare and process-oriented HRM policies might be the path in achieving better organizational
commitment.

Mostafa(2012) studied about employee commitment and the implications for
employees and organizations. Despite the increasing attention of employee commitment in the
management literature, most studies predominantly focused on full-time workers in traditional
work settings. The results of this study found that employee commitment is important because of
its known association with other important organizational variables, such as turnover rate,
absenteeism, and work effort. Especially useful might be to know the relationship between
employee commitment and turnover intentions. As turnover intentions often lead to leaving an
organization, it is possible to make suggestions to employers in order to increase the levels of

employee commitment in order to keep employee retention at a stable level.

2.4 Conceptual Framework

This study aims to finding the factors affecting employee commitment to the
organization of small independent hotel in Phuket Province; therefore, the researcher applied the
related theories and approaches, which consists of factors influencing organizational commitment
approach of Morrow (1983), Wong, (2010), Kang-Lin (2011), Kaufman et. al. (2001), Becker
(1960), Porter, et al., (1974), Mowday, et al. (1979), Allen& Meyer (1996), and Cohen (1992).
The boundary of this research shows the relationship between Personal Characteristics, Job
Characteristics, and Organization Characteristics with employee commitment, which can be seen

in Figure4 as shown below:



Figure 4Conceptual Framework
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CHAPTER 3

Methodology

This study was conducted according to the objectives of the research. This
chapter discusses the research methodology in the following order:
3.1Population, sampling group, and sampling method
3.2Research instruments
3.3 Data collection

3.4 Data analysis — Statistics used to analyze the data

3.1 Population, sampling group and sampling method
Population
Populations of this research were the employees of the small independent hotels
in Phuket Province. From the list of accommodations reported by Tourism Authority of Thailand
Phuket Office (2015), there were 323 small independent hotels with a 50-room maximum in
Phuket. Additionally, the researcher conducted the exploratory survey with filed visits at all
famous beaches amongst other tourist destinations in Phuket. All small independent hotels found

in this survey were asked for support to allow their staff to participate in this study.

3.2 Research instruments
3.2.1 Research instruments

Tools for data collecting were designed as a questionnaire; the researcher created
the questionnaire related to the research objectives and conceptual framework by dividing it into 4

parts as following:
Part 1: The questionnaire was of nominal scale on personal characteristics of
respondents amounting to 9 items applied form the studies of Morrow (1983) and Wong, (2010:
15-16). The personal characteristics consist of gender, age, education, marital status, working
position, working experience, and income. The questions were the close-ended; the answers were

checklist format.
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Part 2: The questionnaire was of interval scale on the job characteristic of the
small independent hotels which was applied from the studies of Kang-Lin (2011: 183).The job
characteristics have 5 factors consisting of the following:

1. Job responsiveness factor

2. The completeness and achievement factor

3. Understanding on job procedure factor

4. Work reflection factor

5. Job Opportunity to coordinate with other factors

The overall questions amounted tol5items;each factor was three items. The
questions were close-ended; the answers were checklist in a rating-scale formation order to
measure the level of respondent opinion according to Likert Theory (Likert, 1967) which range

into five levels as follows:

Interval Scale Level of Opinion
5 Strongly agree
4 Agree
3 Fair
2 Slightly agree
1 Disagree

A respondent’s opinion in this part was clarified by the objectives of the research
in item 1.3.1.

Part 3 : The questionnaire was of an interval scale on the organizational
characteristics of the employee in the small independent hotels in Phuket Province, which applied
from the studies of Kaufman et. al. (2001).The organizational characteristics have four factors
consisting of as follows:

1.Organizational support factor
2.Citizenship behavior factor
3.Benefits the organization factor
4.Organization management factor
The overall questions amount to 12 items; each factor was three items. The

questions were-close ended; the answers were checklist in the rating scale formation order to
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measure the level of a respondent’s opinion according to Likert Theory (Likert, 1967),which

ranged into five levels as follows:

Interval Scale

1

Level of Opinion
Strongly agree
Agree

Fair

Disagree

Strongly disagree

The respondent’s opinion in this part was clarified by the objectives of the

research in item 1.3.1.

Part 4: The questionnaire consisted of an interval scale on the employee

commitment for small independent hotels in Phuket Province, which was applied from the studies

of Becker (1960); Porter et al.(1974); Mowday et al. (1979);Allen & Meyer (1996);and Cohen

(1992: 539-558).

The overall questions amounted to 10 items. The questions were-close ended; the

answers were checklist in the rating scale formation order to measure the level of a respondent’s

opinion, which ranged into five levels as follows:

Interval Scale
5
4
3
2

1

Level of Commitment
Very high

High

Moderate

Low

Very low

The respondent’s opinion in this part was clarified by the objectives of the

research in item 1.3.2.

3.2.2 Develop and examine the research instruments

The questionnaire was the research instrument, which developed and examined

the questionnaire according to the concepts for the development and examination of research

instruments. The steps for development and examining in detail are as follows:
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3.2.2.1 Research and study theories and related research were the information used to
develop the question on this research.

3.2.2.2 Define the variable and develop the questionnaire related to the research
objectives.

3.2.2.3 Bring the draft questionnaire to seek the content validity by presenting to an
advisor to check for the accuracy, clarity, and precision according to the objectives of this
research.

3.2.2.4 Take the revised questionnaire to examine the reliability by pretesting in
which the researcher had tried the questionnaire by delivering it to the pilot group (i.e. not the
sampling group), in total of 30 people and calculating the Cronbach’s Alpha Coefficient
(Cronbach, 1951).

An effective questionnaire can be the research instrument having more than

0.07 on Cronbach’s Alpha Coefficient (Nunnally, 1978). The Cronbach’s Alpha Coefficient of
questionnaire is summarized as shown in Table 2. However, details of reliability examine each

item shown in appendix B.

Table 2 Cronbach’s Alpha Coefficient

Questionnaire No. of Items Cronbach's Alpha
Part 2: Job Characteristics 15 956
1. Job responsiveness 3 815
2. The completeness and achievement 3 .820
3. Understanding on job procedure 3 .862
4. Work reflection 3 .902
5. Job opportunity 3 .898
Part 3: Organization Characteristic 12 906
1. Organizational support 3 816
2. Citizenship behavior 3 .805
3. Benefits the organization 3 1.000
4. Organization management 3 902
Part 4: Employee commitment for small independent 10 753

hotels in Phuket Province
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3.2.2.5 Improve the question in the questionnaire according to the reliable analysis
along with representation to the advisor.
3.2.2.6 Publish the completed questionnaire as the tool to collect the data for this

study.

3.3 Data collection

The researcher personally visited and asked the hotel managers to distribute the
questionnaires to their employees at random.For some hotels, the researcher was allowed to have
face-to-face structural interviews with the employees.In total,600 questionnaires were distributed
to all small independent hotels that agreed to support this study. On average, 2 small independent
hotel employees per hotel were randomly requested to complete the questionnaires so that the
employees from all small independent hotels would have the opportunity to select sampling
evenly and to provide information that had been fragmented, which highly affects data reliability
and protects that the sampling was not sent back to the researcher. Thus, the number of
participated small independent hotels and number of questionnaires for each location are shown

in Table 3

Table 3 Small Independent Hotels and Questionnaire Distribution

Location Number of small Number of Number of Number of
independent hotels participated small  questionnaires questionnaires

independent hotels distributed completed
Thalang 15 14 28 14
Naihan 22 20 40 34
Town 65 60 120 87
Bangtao 9 8 16 12
Karon 29 27 54 47
Kata 14 13 26 25
Patong 58 55 110 84
Kamala 17 16 32 18

Surin 14 14 28 22
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Table 3 Continued

Location Number of small Number of Number of Number of
independent hotels participated small  questionnaires questionnaires
independent hotels distributed completed
Naiyang 15 14 28 20
Saku 11 10 20 14
Cherngtalay 18 16 32 27
Rawai 21 20 40 30
Kathu 15 13 26 26
Total 323 300 600 460

3.4 Data analysis — Statistics used to analyze the data
For this research, the researcher collected the questionnaires from all of
respondents and checked the completeness. After that, the researcher ran the number of the
questionnaires and recorded the data coming from the questionnaires in Statistical Package for the
Social Sciences for Windows Release (SPSS).The statistic for analysis in each part is as shown
below:
3.4.1 The questionnaire in Part 1 used the descriptive statistics for analysis
data in which the statistics consisted of frequency and percentage.
3.4.2The questionnaire in Part 2.4 used descriptive statistics for analysis data
in part 4 in which the statistics consisted of Mean and Standard Deviation (S.D.)
The researcher analyzed the data based on the interval level according to Best
and Kahn (1993 )as follows:
_ (Max—Min)

The interval level =
n

_ (5-))
5

=0.80
Therefore, the mean scores will be:
Mean Scores Level of Opinion / Level of Commitment
4.21-5.00 Strongly agree / Very high

3.41-4.20 Agree / High
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2.61-3.40 Fair / Moderate
1.81 -2.60 Slightly agree / Low
1.00 —1.80 Disagree / Very low

3.4.3 Hypothesis research analysis: The hypotheses were analyzed by using
the inferential statistics as following:

3.3.4.1T-test was used in the analysis for comparison of the different
mean values of factors in 2 groups at the significant level 0.05.

3.3.4.20ne-way ANOVA was used in the analysis which compared the
different mean values of the factors more than 2 groups at the significant level 0.05 and compared
the pair different mean value by Scheffe’s Test Methodat the significant level 0.05. This method
is highly reliable and recognized for statistical analysis (Cohen & Cohen, 1983).

3.4.4.3 Measurement of the linear correlation between two variables by
Pearson Product Moment Correlation Coefficient was at a statistical significant level 0.05.

The interpretation of Pearson Product Moment Correlation Coefficient
was valued in rxybetween -1=< r <1, which informs the level or relationship degree between two
variables. The correlation coefficient values closing to -1 or 1 implied that two variables are in a
high-relationship level. If the correlation coefficient ranges to 0, it implied that the two variables
have no correlation and are divided by the correlation between variables as follows: (Hinkle,

William and Stephen, 1998)

r value Correlation level
0.09 -1.00 Very high
0.70-0.90 High
0.50-0.70 Moderate
0.30-0.50 Low

0.00-0.30 Very low
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CHAPTER 4

Results

This study aims at finding the factors affecting employee commitment for small
independent hotel in Phuket Province. The researcher collected the questionnaires in the
sampling among 400 persons. After received, the researcher checked the completeness, ran the
numbers, recorded the data coming from the questionnaire in Statistical Package for the Social
Sciences for Windows Release (SPSS),and analyzed data for the results shown as follows:

4.1 Result of the personal characteristics of respondents

4.2 Result of the job characteristics of the small independent hotels

4.3 Result of the organization characteristics of the small independent hotels

4.4 Result of the employee commitment for small independent hotels in
Phuket Province

4.5 Hypothesis

4.1 Result of the personal characteristics of respondents

Table 4 Frequency and percentage of the personal characteristics of respondents

Personal characteristic Frequency (n=400) Percentage (%)

1. Gender

Male 97 24.20

Female 303 75.80
2. Age

Not over 25 years old 89 22.20

26-35 years old 194 48.50

36-45 years old 80 20.00

46-55 years old 33 8.20

56-60 years old 4 1.00
3. Education

Lower than Bachelor degree 386 96.50

Bachelor degree 14 3.50
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Personal characteristic

Frequency (n=400)

Percentage (%)

4. Marriage Status

Single 247 61.80
Married 133 33.20
Divorce/Separate 20 5.00
5. Working position
Manager 20 5.00
Assistant Manager 40 10.00
Supervisor 47 11.80
Operation level staff 293 73.20
6. Section
Front office 260 65.00
Food and Drink 42 10.50
Kitchen 23 5.80
Housekeeping 75 18.80
7. Work experience for this hotel
Less than 1 years 104 26.00
1-2 years 145 36.20
3-4 years 76 19.00
5-6 years 32 8.00
More than 6 years 43 10.80
8. Previous work experience
Less than 1 years 96 24.00
1-2 years 118 29.50
3-4 years 72 18.00
5-6 years 44 11.00
More than 6 years 70 17.50
9. Average income
Less than 10,000 Baht/Month 97 24.20
10,001-15,000 Baht/Month 219 54.80
15,001-20,000 Baht/Month 51 12.80
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Table 4 Continued
Personal characteristic Frequency (n=400) Percentage (%)
20,001-25,000 Baht/Month 15 3.80
25,001-30,000 Baht/Month 10 2.50
More than 30,000 Baht/Month 8 2.00

Table 4 presents the personal characteristics of the respondents. The majority of
the respondents were female (303 or 75.80 %), in the age of 26-35 years old (194 or 48.50%). 386
(96.50%)of respondents graduated in lower than a bachelor degree level. More than half of the
respondents were single (247 or 61.80%) and worked in an operational position (293, 73.20%).
260 (65.00%)of the respondents were working in the front office section of the hotel.Less than
half of the respondents had worked with the hotel for 1-2 years (145 0r36.20%), and 118
(29.50%) of respondents had previous work experience with the hotel for 1-2 years.More than
half of respondents (219, 54.80%) had an average income of 10,001-15,000 baht/month.

4.2 Result of the job characteristic of the small independent hotels

In order to measure the job characteristics of the small independent hotels, the
respondents were asked to rate five dimensions of job characteristics, namely: job
responsiveness, completeness and achievement, understanding of job procedure, work reflection,

and opportunity to coordinate with others. The following findings were as follows:

Table 5 Maximum, minimum, mean, and standard deviation of the employees’ opinion of job

responsiveness factor in the small independent hotel.

Job responsiveness Factor Max Min Mean S.D. Level of

Opinion
1. Staff must have good communication skills in 1 5 4.25 0.74 Strong
foreign languages as well. agree
2. Employees must be able to work in shift duty 1 5 4.06 0.68 Agree

and work overtime.
3. Scope and responsibility of work assigned 1 5 3.77 0.87 Agree

allows me to mesh hobbies and interests.

Grand Mean - - 4.03 0.75 Agree
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Table 5 shows the results of the employees' opinions about job responsiveness
factors in their small independent hotels. They strongly agreed that staff must have good
communication skills in foreign languages (mean 4.25 and S.D. 0.74). They agreed that
employees must be able to work in shift duty and work overtime (mean 4.06 and S.D. 0.68), and
the scope and responsibility of work assigned allowed employee to mesh their hobbies and
interests (mean 3.77 and S.D. 0.87). For further analysis, the grand mean was calculated (mean

4.03 and S.D. 0.75).The Cronbach’s Alpha Coefficient equaled 0.815.

Table 6 Maximum, minimum, mean, and standard deviation of the employees’ opinion of

completeness and achievement factor in the small independent hotel.

The completeness and achievement factor Max Min Mean S.D. Level of
Opinion
1. The hotel jobis intellectually and competently 1 5 4.02 0.69 Agree
challenging
2. The possibility of having a higher income 1 5 3.99 0.75 Agree
3. The hotel jobs make the opportunity for 1 5 3.81 0.77 Agree

advancement position.

Grand Mean - - 3.94 0.70 Agree

Table6 presented the results of the employees' opinions about completeness and
achievement factors in small independent hotels.They agreed that the hotel jobs were
intellectually and competently challenging (mean 4.02 and S.D. 0.69), there was the possibility of
having a higher income (mean 3.99 and S.D. 0.75), and the hotel jobs gave an opportunity for
position advancement. (mean 3.81 and S.D. 0.77).For further analysis, the grand mean was

calculated (mean 3.94 and S.D. 0.70). The Cronbach’s Alpha Coefficient equaled 0.820.
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Table 7 Maximum, minimum, mean, and standard deviation of the employees’ opinion of

understanding on job procedure factor in the small independent hotel.

Understanding on job procedure factor Max Min Mean S.D. Level of
Opinion
1. New employees will get on the job training 1 4.20 0.76 Agree
before starting work for understanding roles
and responsibilities of their tasks.
2. A monitoring and test about knowledge, 1 4.00 0.72 Agree
understanding, and operating according to the
procedure continues.
3. Processes in all positions are clearly defined. 2 3.98 0.73 Agree
Grand Mean - 4.06 0.71 Agree

Table 7 reports the results of the employees' opinions to understanding on job

procedure factors in the small independent hotels. They agreed that new employees receive on the

job training before starting work for understanding roles and responsibilities of their tasks (mean

420 and S.D. 0.76), monitoring and testing about knowledge, understanding and operating

according to the procedure continues (mean 4.00 and S.D. 0.72), and the processes in all positions

are clearly defined (mean 3.98 and S.D. 0.73). For further analysis, the grand mean was

calculated (mean 4.06 and S.D. 0.71). The Cronbach’s Alpha Coefficient equaled 0.862.

Table 8 Maximum, minimum, mean, and standard deviation of the employees’ opinion of work

reflection factored in the small independent hotel.

Work reflection factor Max Min Mean S.D. Level of Opinion

1. The job has prestige and status in the 1 5 4.03 0.70 Agree

community
2. The characteristics of the hotel jobs mesh 1 5 3.76 0.82 Agree

well with family life
3. A characteristic of hotel jobs are influential 1 5 3.48 0.94 Agree

to the health and mental fatique.

Grand Mean - - 3.75 0.87 Agree
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Table 8 shows the results of the employees' opinion to work reflection factor in the
small independent hotels. They agreed that the job had prestige and status in the community
(mean 4.03 and S.D. 0.70), the characteristic of hotel jobs meshed well with family life (mean
3.76 and S.D. 0.82), and characteristics of hotel jobs influenced health and mental fatigue (mean
3.48 and S.D. 0.94).For further analysis, the grand mean was calculated (mean 3.75 and S.D.

0.87). The Cronbach’s Alpha Coefficient equaled 0.902.

Table 9 Maximum, minimum, mean, and standard deviation of the employees’ opinions of job

opportunity coordinated with other factors in the small independent hotels.

Level of
Job opportunity to coordinate with others factor Max  Min Mean S.D.
Opinion
1. Opportunity to experience something different, 2 5 4.28 0.64 Strongly
diverse, exotic, and many different people. Agree
2. Opportunity for advancement 2 5 3.90 0.69 Agree
3. Opportunity to make a difference in other 1 5 3.72 0.85 Agree
people’s lives
Grand Mean - - 3.96 0.65 Agree

Table 9 presents the results of the employees' opinions to job opportunity to
coordinate with other factors in the small independent hotels.They strongly agreed that the
opportunity to experience something different, diverse, exotic, and different people (mean 4.28
and S.D. 0.64). They agreed that there was opportunity for advancement (mean 3.90 and S.D.
0.69), and the opportunity to make a difference in other people’s lives (mean 3.72 and S.D. 0.85).
For further analysis, the grand mean was calculated (mean 3.96 and S.D. 0.65). The Cronbach’s

Alpha Coefficient equaled 0.898.

4.3 Result of the organization characteristics of the small independent hotels
In order to measure the organization characteristics of the small independent
hotels, the respondents were asked to rate four dimensions of organizational characteristics,
namely: organizational support factor, citizenship behavior factor, benefits of the organizational

factor, and organization management factor. The findings are as follows:
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Table 10 Maximum, minimum, mean, and standard deviation of the employees’ opinions of

organizational support factor in the small independent hotels.

Organizational support factor Max Min Mean S.D.  Level of Opinion
1. Shortage of essential resources 1 5 3.33 1.06 Fair
2. Lack of support from senior staff 1 5 3.08 1.09 Fair
3. Poor physical working conditions 1 5 2.71 1.10 Fair
Grand Mean - - 3.04 1.02 Fair

Table 10 presented the results of the employees' opinions to organizational support
factor in the small independent hotels.They agree that the shortage of essential resources is at a
fair level (mean 3.33 and S.D. 1.06), a lack of support from senior staff (mean 3.08 and S.D.
1.09), and a poor physical working condition (mean 2.71 and S.D. 1.10). For further analysis, the
grand mean was calculated (mean 3.04 and S.D. 1.02). The Cronbach’s Alpha Coefficient
equaled 0.816.

Tablel1 Maximum, minimum, mean, and standard deviation of the employees’ opinions of

citizenship behavior factor in the small independent hotels.

Citizenship behavior factor Max Min Mean S.D. Level of Opinion
1. To respect and honor the seniors and 1 5 4.15 0.70 Agree
juniors.
2. The teamwork and mutual assistance. 1 5 407  0.75 Agree
3. Supervisors and colleagues to support/ 1 5 4.04 0.76 Agree

help both business and personal.

Grand Mean - - 4.09 0.70 Agree

Table 11 presented the results of the employees' opinion to citizenship behavior

factor in small independent hotels. They agreed in respect and honor of seniors and juniors. (mean
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4.15 and S.D. 0.70), the teamwork and mutual assistance (mean 4.07 and S.D. 0.75), and the
supervisors and colleagues supported and helped them in both business and personal capacities
(mean 4.04 and S.D. 0.76). For further analysis, the grand mean was calculated (mean 4.09 and

S.D. 0.70). A The Cronbach’s Alpha Coefficient equaled 0.805

Table 12 Maximum, minimum, mean, and standard deviation of the employees’ opinions on

benefits of the organizational factor in small independent hotels.

Benefits the organization factor Max Min Mean S.D. Level of
Opinion
1. The hotel provides a legal holiday schedule 1 5 3.91 0.83 Agree

similar to big hotels

2. Wage rates are adequate to current economic 1 5 3.65 0.94 Agree
conditions.
3. The comprehensiveness of the hotel is 1 5 3.56 0.98 Agree

appropriate and covers family care.

Grand Mean - - 3.71 0.88 Agree

Table 12 presented the results of the employees' opinions on benefits of the
organizational factor in small independent hotels. They agreed that the hotel provides a legal
holiday schedule similar to big hotels (mean 3.91 and S.D. 0.83), wage rates were adequate to
current economic conditions (mean 3.65 and S.D. 0.94), and the comprehensiveness of the hotel
was appropriate and covered family care (mean 3.56 and S.D. 0.98). For further analysis, the
grand mean was calculated (mean 3.71 and S.D. 0.88).The Cronbach’s Alpha Coefficient equaled

1.000.
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Table 13 Maximum, minimum, mean, and standard deviation of the employees’ opinions of the

organizational management factor in small independent hotels.

Organization management factor Max Min Mean S.D. Level of
Opinion
1. Itend to agree with the hotel’s policies on 1 5 3.97 0.77 Agree

important matters relating to its employees.
2. Good management to security of employment 1 5 3.75 0.82 Agree
3. Lack of employee’s participation in 1 5 3.11 1.00 Fair

planning/decision making.

Grand Mean - - 3.61 0.90 Agree

Table 13 presented the results of the employees' opinions of organizational
management factors in the small independent hotels. They agreed that their hotels’ policies on
important matters related to its employees (mean 3.97 and S.D.0.77), there was good
management for security of employment (mean 3.75 and S.D. 0.82), and there was a lack of
employee participation in planning and decision making (mean 3.11 and S.D. 1.00). For further
analysis, the grand mean was calculated (mean 3.61 and S.D. 0.90). The Cronbach’s Alpha
Coefficient equaled 0.902.

4.4 Result of the employee commitment for small independent hotels in Phuket Province
In order to measure the employee commitment of the small independent hotels,

findings were as follows:

Table 14 Maximum, minimum, mean, and standard deviation of the employee commitment for

small independent hotels in Phuket Province.

The employee commitment for Max Min Mean S.D. Level of
small independent hotels Commitment
1. I am willing to put in a great deal of effort beyond that 1 5 4.06 0.73 High

normally expected in order to help this hotel be
successful
2. I would accept almost any type of job assignment in 1 5 385 0.79 High

order to keep working for this hotel.
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The employee commitment for Max Min Mean S.D. Level of
small independent hotels Commitment
3. I am proud to tell others that I am part of this hotel. 1 5 3.81  0.87 High
4. For me, this is the best of all possible hotels for which 1 5 3.72  0.81 High
to work.
5. This hotel really inspires the very best in me in the 1 5 372 0.84 High
way of job performance
6. I would not leave my organization right now because | 1 5 3.62  0.93 High
have a sense of obligation to the people in it.
7. This department has a great deal of personal meaning 1 5 3.59  0.87 High
to me.
8. I really care about the fate of this hotel. 1 5 339 098 Moderate
9. Ido not feel any obligation to remain with my current 1 5 3.09 1.12 Moderate
employer.
10. It would take very little changes in my present 1 5 293 1.08 Moderate
circumstances to cause me to leave this hotel.
Grand Mean - - 3.58 096 High

Tablel4 presented the results of the employee commitment of small independent

hotels in Phuket Province. The overall commitment of small independent hotels in Phuket

Province was high (mean 3.58 and S.D. 0.96). The highest commitment variable was the

willingness to put in a great deal of effort beyond that normally expected in order to help their

hotel be successful (mean 4.06 and S.D. 0.73), followed by the acceptance of any type of job

assignment in order to keep working for the hotel(mean 3.85 and S.D. 0.79), followed by prideto

tell others that they are part of this hotel (mean 3.81 and S.D. 0.87), followed by the perception

that the hotel inspires their best performance (mean 3.72 and S.D. 0.84), followed by the hotel is

the best of all possible hotels for which to work (mean 3.72 and S.D. 0.81), followed by not

leaving their organization at present because they had a sense of obligation to the people in it

(mean 3.62 and S.D. 0.93), followed by the department had a great deal of personal meaning
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(mean 3.59 and S.D. 0.87), followed by caring about the fate of their hotels in moderate
commitment level (mean 3.39 and S.D. 0.93).

The respondents had moderate levels of commitment toward the following variables:
not feeling any obligation to remain with their current employer (mean 3.09 and S.D. 1.12) and
taking considerably few changes in the present circumstances to cause employees to leave the

hotel (mean 2.93 and S.D.1.08). The Cronbach’s Alpha Coefficient equaled 0.753.

4.5 Hypothesis
Hypothesis 1 Personal characteristics of employees including gender, age,
education, marital status, working position, section, work experience for the hotel, previous work
experience, and average income affect employee commitment to the organization of the small
independent hotels in Phuket Province.
Hypothesis 1.1 Gender of employees affect employee commitment to the

organization of the small independent hotels in Phuket Province.

Table 15 The comparison of gender and employee commitment

Employee commitment N Mean S.D t-test  p-value

Al: Willing to put in a great deal of effort beyond
that normally expected in order to help this hotel
be successful
Male 97 4.07 0.86 0.189 0.850

Female 303 4.06 0.68

A2: To accept almost any type of job assignment in

order to keep working for this hotel.

Male 97 3.84 0.81 -0.142 0.887

Female 303 3.85 0.79

A3: This hotel really inspires the very best in the way
of job performance
Male 97 3.74 0.89  0.265 0.791

Female 303 3.72 0.83
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Employee commitment N Mean S.D t-test  p-value
A4: Tt would take considerably little change in my
present circumstances to cause leaving this hotel.
Male 97 2.98 .11 0.569 0.570
Female 303 291 1.07
AS: Truly care about the fate of this hotel.
Male 97 3.38 0.97 -0.041 0.967
Female 303 3.39 0.99
A6: This is the best of all possible hotels for which to
work.
Male 97 3.80 0.81 1.208 0.228
Female 303 3.69 0.81
A7: Proud to tell others that [ am part of this hotel.
Male 97 3.80 092 -0.109 0.913
Female 303 3.82 0.85
AS8: Do not feel any obligation to remain with my
current employer.
Male 97 3.14 1.15  0.546 0.585
Female 303 3.07 1.12
A9: Would not leave my organization right now because
of a sense of obligation to the people in it.
Male 97 3.73 0.86  1.358 0.175
Female 303 3.58 0.96
A10: This department has a great deal of personal
meaning.
Male 97 3.68 092 1.215 0.225
Female 303 3.56 0.85

Based on the independent sample t-test, the result in table 15 showed

that there were no significant differences between male and female toward employee
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commitment.This suggested that gender has no affect on employee commitment to the

organization of the small independent hotels in Phuket Province.

Hypothesis 1.2 Age of employees affecting employee commitment to the

organization of the small independent hotels in Phuket Province.

Table 16 The ANOVA comparison of age and employee commitment.

Employee commitment F-test p-value
Al: Willing to put in a great deal of effort beyond that normally expected in 0.614 0.653
order to help this hotel be successful
A2: To accept almost any type of job assignment in order to keep working 1.189 0.315
for this hotel.
A3: This hotel truly inspires the best in the way of job performance 0.760 0.552
A4: It would take considerably little change in my present circumstances 0.928 0.447
causing to leave this hotel.
A5: Truly care about the fate of this hotel 0.804 0.523
A6: This is the best of all possible hotels for which to work. 0.428 0.788
A7: Proud to tell others that I am part of this hotel. 0.669 0.614
A8: Do not feel any obligation to remain with my current employer. 0.852 0.493
A9: Would not leave my organization right now because of a sense of 0.271 0.897
obligation to the people in it.
A10: This department has a great deal of personal meaning to me. 0.798 0.527

Based on One-way ANOVA, the result in table 16 showed that there

were no significant differences between all groups of age toward employee commitment. This

suggests that age has no affect on employee commitment to the organization of the small

independent hotels in Phuket Province.

Hypothesis 1.3 Education of employees affecting employee commitment to the

organization of the small independent hotels in Phuket Province



Table 17 The comparison of education and employee commitment.

40

Employee commitment N Mean S.D t-test p-value
Al: Willing to put in a great deal of effort beyond
that normally expected in order to help this
hotel be successful
Lower than Bachelor degree 386 4.08 0.72 2.580 0.010%*
Bachelor degree 14 3.57 0.76
A2: To accept almost any type of job assignment
in order to keep working for this hotel.
Lower than Bachelor degree 386 3.86 0.79 2.359 0.019%*
Bachelor degree 14 3.36 0.84
A3: This hotel really inspires the very best in the
way of job performance
Lower than Bachelor degree 386 3.74 0.84 2.306 0.022*
Bachelor degree 14 3.21 0.80
A4: It would take very little change in my present
circumstances causing me to leave this hotel.
Lower than Bachelor degree 386 2.93 1.10 0.491 0.624
Bachelor degree 14 2.79 0.43
AS5: Truly care about the fate of this hotel
Lower than Bachelor degree 386 3.39 0.98 0.108 0.914
Bachelor degree 14 3.36 1.01
A6: This is the best of all possible hotels for
which to work.
Lower than Bachelor degree 386 3.73 0.82 1.020 0.308
Bachelor degree 14 3.50 0.65
A7: Pride in telling others that I am part of this
hotel.
Lower than Bachelor degree 386 3.82 0.87 0.744 0.458
Bachelor degree 14 3.64 0.84
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Employee commitment N Mean S.D t-test p-value
AS8: Do not feel any obligation to remain with my
current employer.
Lower than Bachelor degree 386 3.08 1.13 -1.147 0.252
Bachelor degree 14 3.43 1.02
A9: Would not leave my organization right now
because of a sense of obligation to the people in
it.
Lower than Bachelor degree 386 3.62 0.94 -0.093 0.926
Bachelor degree 14 3.64 0.84
A10: This department has a great deal of personal
meaning to me.
Lower than Bachelor degree 386 3.59 0.88 0.385 0.701

Bachelor degree 14 3.50 0.52

*p<0.05, **p<0.01

In term of respondents differing levels of education, the independent

sample t-test in table 17 showed that there were substantial differences in respondents’ levels of

education and employee commitment in (1) Willing to put in a great deal of effort beyond that

normally expected in order to help the hotel be successful (p<0.01), (2) To accept almost any type

of job assignment in order to keep working for the hotel (p<0.05) and (3) The hotel truly inspires

the best in the way of job performance (p<0.05).

Hypothesis 1.4 Marital status of employees affecting employee commitment to

the organization of the small independent hotels in Phuket Province.

Table 18 The ANOVA comparison of marital status and employee commitment.

Employee commitment F-test p-value

Al: Willing to put in a great deal of effort beyond that normally expected in 4.180 0.016%*
order to help this hotel be successful.

A2: To accept almost any type of job assignment in order to keep working 4.372 0.013*

for this hotel.
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Employee commitment F-test p-value
A3: This hotel truly inspires the best in the way of job performance 3.330 0.037*
A4: It would take very little change in my present circumstances causing me 2.187 0.114
to leave this hotel.
A5: Truly care about the fate of this hotel 1.554 0.213
A6: This is the best of all possible hotels for which to work. 6.003 0.003**
A7: Proud to tell others that I am part of this hotel. 5.730 0.004%**
A8: Do not feel any obligation to remain with my current employer. 0.971 0.380
A9: Would not leave my organization right now because of a sense of 3.840 0.022%*
obligation to the people in it.
A10: This department has a great deal of personal meaning to me. 1.247 0.289

*p<0.05, **p<0.01

In term of respondents differing levels of marital status, the ANOVA in

table 18 showed that there were substantial differences in respondents’ levels of marital status and

employee commitment in (1) Willing to put in a great deal of effort beyond that normally

expected in order to help the hotel be successful (p<0.05), (2) To accept almost any type of job

assignment in order to keep working for this hotel (p<0.05), (3) The hotel truly inspires the very

best in the way of job performance (p<0.05), (4) This is the best of all possible hotels for which to

work(p<0.01), (5) Proud to tell others that I am part of this hotel(p<0.01), and (6) Would not

leave my organization right now because of a sense of obligation to the people in it(p<0.05).

Table 19 Sheffe’s test comparison of marital status and employee commitment

Employee commitment N Mean S.D Letter*
Al: Willing to put in a great deal of effort beyond that
normally expected in order to help this hotel be
successful
Single 247 3.98 0.72 A
Married 133 4.20 0.73
Divorce/Separate 20 4.10 0.64 B
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Table 19 Sheffe’s test comparison of marital status and employee commitment

Employee commitment N Mean S.D Letter*

A2: To accept almost any type of job assignment in order
to keep working for this hotel.
Single 247 3.78 0.77 A
Married 133 4.00 0.77

Divorce/Separate 20 3.60 1.05 A

A3: This hotel really inspires the very best in the way of
job performance.
Single 247 3.64 0.82 A
Married 133 3.87 0.88

Divorce/Separate 20 3.75 0.79 A

A6: This is the best of all possible hotels for which to
work.
Single 247 3.61 0.81 A
Married 133 3.91 0.80

Divorce/Separate 20 3.75 0.72 A

A7: Proud to tell others that I am part of this hotel.
Single 247 3.72 0.85 A
Married 133 4.02 0.86

Divorce/Separate 20 3.60 0.99 A

A9: Would not leave my organization right now because
sense of obligation to the people in it.
Single 247 3.57 0.94
Married 133 3.77 0.90

Divorce/Separate 20 3.25 0.91

*Means with the same letter are not significantly different at the 5% level.

In order to test whether there were any significant differences between
marital status factor and variable levels of employee commitment, the researcher divided the

respondents into three groups. The ANOVA analysis was calculated to investigate the
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differences.The results in Table 19 showed that there were significant differences in six employee
commitment variables among three groups of marital status.

For further analysis using Sheffe’s test, Table 16 showed that the
married or divorce/separated respondents were more willing to put in a great deal of effort beyond
that normally expected in order to help their hotels be successful than the single respondents.

The marital status of single, divorced, and separated respondents had
commitment (1) to accept almost any type of job assignment in order to keep working for their
hotel, (2) their hotel truly inspires the best in the way of job performance, (3) theirs is the best of
all possible hotels for which to work and (4) proud to tell others that they are part of the hotel
more than the respondents who were in the marital status of married.

The single and married status of respondents had the commitment of not
leaving their organization now because of a sense of obligation to the people in it more than the
respondents who were divorced or separated.

Hypothesis 1.5 Working position of employees affecting employee

commitment to the organization of the small independent hotels in Phuket Province

Table 20 The comparison of working position and employee commitment

Employee commitment N Mean S.D t-test p-value

Al: Willing to put in a great deal of effort beyond
that normally expected in order to help this
hotel be successful
Management Level 107 4.11 0.80 0.867 0.386

Operator Level 293 4.04 0.70

A2: To accept almost any type of job assignment

in order to keep working for this hotel.

Management Level 107 3.94 0.84 1.512 0.131

Operator Level 293 3.81 0.77
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Table 20 Continued
Employee commitment N Mean S.D t-test p-value
A3: This hotel really inspires the very best in the
way of job performance.
Management Level 107 3.93 0.86 3.069 0.002**
Operator Level 293 3.65 0.83
A4: Tt would take very little change in my
present circumstances causing me to leave
this hotel.
Management Level 107 2.90 1.20 -0.311 0.756
Operator Level 293 2.94 1.04
A5: Truly care about the fate of this hotel.
Management Level 107 3.59 0.89 2.519 0.012%*
Operator Level 293 3.31 1.01
A6: This is the best of all possible hotels for
which to work.
Management Level 107 3.80 0.81 1.285 0.200
Operator Level 293 3.69 0.81
A7: Proud to tell others that [ am part of this
hotel.
Management Level 107 3.96 0.81 2.098 0.037*
Operator Level 293 3.76 0.88
AS8: Do not feel any obligation to remain with my
current employer.
Management Level 107 3.20 1.31 1.142 0.254
Operator Level 293 3.05 1.05
A9: Would not leave my organization right now
because of a sense of obligation to the people in
it.
Management Level 107 3.77 0.93 1.900 0.058
Operator Level 293 3.57 0.93
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Table 20 Continued

Employee commitment N Mean S.D t-test p-value

A10: This department has a great deal of
personal meaning to me.
Management Level 107 3.82 0.83 3.321 0.001***

Operator Level 293 3.50 0.86

#p<0.05, **p<0.01, ***p<0.001

In term of respondents differing in levels of working positions, there
was a separation in two levels consisting of Management level (i.e. Manager, Assistant manager,
and Supervisor) and Operator level. The independent sample t-test in table 17 showed that there
were substantial differences in respondents’ levels of working position and employee
commitment, namely: (1) The hotel truly inspires the best in the way of job performance(p<0.01),
(2) True care for the fate of the hotel (p<0.05),(3) Pride in telling others about the affiliation with
the hotel(p<0.05),and (4) The department has a great deal of personal meaning for them
(p<0.001).

Hypothesis 1.6 Working section of employees affecting employee

commitment to the organization of the small independent hotels in Phuket Province

Table 21 The ANOVA comparison of section and employee commitment

Employee commitment F-test p-value

Al: Willing to put in a great deal of effort beyond that normally expected in 0.373 0.773

order to help this hotel be successful

A2: To accept almost any type of job assignment in order to keep working 3.085 0.027*
for this hotel

A3: This hotel truly inspires the best in the way of job performance 0.607 0.611

A4: Tt would take very little change in my present circumstances causing me 3.371 0.019*

to leave this hotel.

AS: Truly care about the fate of this hotel 1.790 0.148

A6: This is the best of all possible hotels for which to work. 1.057 0.367

A7: Pride in telling others about the affiliation with this hotel. 0.384 0.765
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Employee commitment F-test p-value
AS8: Do not feel any obligation to remain with my current employer. 0.709 0.547
A9: Would not leave my organization right now because sense of obligation 0.910 0.436
to the people in it.
A10: This department has a great deal of personal meaning to me. 0.360 0.782

*p<0.05

In term of respondents differing levels of working section, the ANOVA in table

18 showed that there were substantial differences in respondents’ levels of section and employee

commitment, namely: (1) To accept almost any type of job assignment in order to keep working

for the hotel(p<0.05) and (2) It would take little change in their present circumstances to cause

them to leave the hotel (p<0.05).

Table 22 Sheffe’s test comparison of section and employee commitment.

Employee commitment N Mean S.D Letter*
A2: To accept almost any type of job assignment in order to
keep working for this hotel.
Front office 260 3.77 0.81 A
Food and Drink 42 4.10 0.73 B
Kitchen 23 3.78 0.85 A
Housekeeper 75 3.99 0.73 B
A4: Tt would take little change in my present circumstances
causing me to leave this hotel.
Front office 260 2.84 1.05 A
Food and Drink 42 3.29 1.20 B
Kitchen 23 3.35 0.98 B
Housekeeper 75 2.89 1.10 A

*Means with the same letter are not significantly different at the 5% level.
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In order to test whether there were any significant differences between
working section factor and variable levels of employee commitment, the researcher divided the
respondents into four groups.The ANOVA analysis was calculated to investigate the
differences.The results in Table 22 showed that there were significant differences in two
employee commitment variables among four groups of section.

For further analysis using Sheffe’s test, Table 19 showed that the food
and drink section and kitchen section respondents were more willing to put in a great deal of
effort beyond normally expected in order to help the hotel be successful than the front office
section and housekeeper section of the respondents.

The food and drink section and housekeeper section had a commitment
of accepting almost any type of job assignment in order to keep working for the hotel more than
the respondents who were working in the front office section and kitchen section. The
respondents who were working in the food and drink section and kitchen section had commitment
in it, taking little change of present circumstances to cause them to leave the hotel more than
respondents who were working in the front office section and housekeeper section.

Hypothesis 1.7Work experience for this hotel of employees affecting

employee commitment to the organization of the small independent hotels in Phuket Province

Table 23 The ANOVA comparison of work experience for this hotel and employee commitment

Employee commitment F-test p-value

Al: Willing to put in a great deal of effort beyond that normally expected in 0.842 0.432

order to help this hotel be successful

A2: To accept almost any type of job assignment in order to keep working 1.445 0.237
for this hotel.

A3: This hotel truly inspires the best in the way of job performance 0.987 0.374

A4: It would take little change in my present circumstances causing me to 4.071 0.018%*

leave this hotel.

AS: Truly care about the fate of this hotel 0.865 0.422

A6: This is the best of all possible hotels for which to work. 3.840 0.022*

AT7: Pride in telling others of the affiliation with this hotel. 0.440 0.644
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Employee commitment F-test p-value
AS8: Do not feel any obligation to remain with my current employer. 0.060 0.942
A9: Would not leave my organization right now because sense of obligation 2.340 0.098
to the people in it.
A10: This department has a great deal of personal meaning to me. 0.500 0.607

*p<0.05

In term of respondents differing levels of work experience, the ANOVA

in table 20 showed that there were substantial differences in respondents’ levels of work

experience and employee commitment, namely: (1) It would take little change in their present

circumstances causing them to leave the hotel (p<0.05) and (2) This is the best of all possible

hotels for which to work (p<0.05).

Table 24Sheffe’s test comparison of work experience for this hotel and employee commitment

Employee commitment N Mean S.D Letter*
A4: It would take little change in my present circumstances
cause to leave this hotel.
Less than 1 year 104 2.86 1.01 A
1-2 years 145 3.12 1.14
More than 2 years 151 2.78 1.05 A
A6: This is the best of all possible hotels for which to work.
Less than 1 year 104 3.58 0.91 A
1-2 years 145 3.86 0.79
More than 2 years 151 3.68 0.74 A

*Means with the same letter are not significantly different at the 5% level.

In order to test whether there were any significant differences between

work experience factor and variable levels of employee commitment, the researcher divided the

respondents into three groups.The ANOVA analysis was calculated to investigate the

differences.The results in Table 24 showed that there were significant differences in two

employee commitment variables among three groups of section.
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For further analysis using Sheffe’s test, Table 21 showed that the

respondents with 1-2 years of experience were more willing to put in a great deal of effort beyond

that normally expected in order to help the hotel be successful than the less-than-1-year and more-

than-2-years respondents.

The work experience of respondents with 1-2 years had the commitment

that (1) It would take little change in their present circumstances causing them to leave the hotel

and (2) Theirs was the best of all possible hotels for which to work, more than the respondents

who had work experience of less than 1 year and more than 2 years.

Hypothesis 1.8Previous work experience of employees affecting employee

commitment to the organization of the small independent hotels in Phuket Province

Table 25 The ANOVA comparison of previous work experience and employee commitment

Employee commitment F-test p-value
Al: Willing to put in a great deal of effort beyond that normally expected in 2.299 0.077
order to help this hotel be successful.
A2: To accept almost any type of job assignment in order to keep working for 1.053 0.369
this hotel.
A3: This hotel truly inspires the best in the way of job performance. 2.489 0.060
A4: Tt would take little change in my present circumstances cause to leave this 1.586 0.192
hotel.
AS: Truly care about the fate of this hotel 0.396 0.756
A6: This is the best of all possible hotels for which to work. 1.549 0.201
A7: Pride in telling others of affiliation of this hotel. 1.805 0.146
A8: Do not feel any obligation to remain with my current employer. 2.585 0.053
A9: Would not leave my organization right now because sense of obligation to 1.076 0.359
the people in it.
A10: This department has a great deal of personal meaning to me. 1.615 0.185

Based on One-way ANOVA, the results in table 22 showed that there

were no significant differences between all groups of previous work experience toward employee
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commitment.This suggested that previous work experience had no effect on employee

commitment to the organization of the small independent hotels in Phuket Province.

Hypothesis 1.9Average income of employees affecting employee commitment

to the organization of the small independent hotels in Phuket Province.

Table 26 The ANOVA comparison of average income and employee commitment

Employee commitment F-test p-value
Al: Willing to put in a great deal of effort beyond that normally expected in 1.378 0.231
order to help this hotel be successful
A2: To accept almost any type of job assignment in order to keep working 0.619 0.685
for this hotel
A3: This hotel truly inspires the best in the way of job performance 0.956 0.445
A4: Tt would take little change in my present circumstances cause to leave 1.404 0.222
this hotel.
AS: Truly care about the fate of this hotel 0.322 0.900
A6: This is the best of all possible hotels for which to work. 0.523 0.759
A7: Pride in telling others of the affiliation with this hotel. 0.559 0.731
AS8: Do not feel any obligation to remain with my current employer. 0.645 0.666
A9: Would not leave my organization right now because sense of obligation 0.789 0.558
to the people in it.
A10: This department has a great deal of personal meaning to me. 1.503 0.188

Based on One-way ANOVA, the result in table 26 showed that there

were no significant differences between all groups of average income toward employee

commitment. This suggests that average income has no affect on employee commitment to the

organization of the small independent hotels in Phuket Province.

Hypothesis 2 The job characteristic factor were related to the employee commitment

toward the organization of small independent hotels in Phuket Province.



52

Table 27 Pearson Product Moment Correlation Coefficient between the job characteristic factor

and the levels of employee commitment

The job characteristic factor

Employee commitment

r p-value Direction Relation
level
Al: Willing to put in a great deal of effort beyond that 0.45 0.000%** Positive Low

normally expected in order to help this hotel be

successful

A2: To accept almost any type of job assignment in order ~ 0.38 0.000%*** Positive Low

to keep working for this hotel

A3: This hotel truly inspires the best in the way of job 0.42 0.000%** Positive Low
performance
A4: It would take little change in my present 0.24 0.000%** Positive Very
circumstances causing me to leave this hotel. Low
A5: Truly care about the fate of this hotel 0.23 0.000%** Positive Very
Low
A6: This is the best of all possible hotels for which to 0.39 0.000%** Positive Low
work.

AT7: Pride in telling others of the affiliation with this hotel ~ 0.38 0.000*** Positive Low

AS8: Do not feel any obligation to remain with my current ~ 0.19 0.000%** Positive Very

employer. Low

A9: Would not leave my organization right now because 0.29 0.000%*** Positive Very

of a sense of obligation to the people in it. Low

A10: This department has a great deal of personal 0.31 0.000%*** Positive Low

meaning to me.

X

Based on Pearson Product Moment Correlation Coefficient, the result in table 27
showed that there was a significant relationship between that of the job characteristic factor

toward the all items of employee commitment. This suggests that the job characteristic factor is



53

related to employee commitment toward the organization of small independent hotels in Phuket

Province (p<0.001).

Hypothesis 3 The organization characteristic factor were related to the employee

commitment toward the organization of small independent hotels in Phuket Province

Table 28 Pearson Product Moment Correlation Coefficient between organization characteristic factor

and the levels of employee commitment.

Employee commitment

The organization characteristic factor

r p-value Direction Relation

level

Al:

Willing to put in a great deal of effort beyond that
normally expected in order to help this hotel be

successful

0.40  0.000%*** Positive Low

A2:

To accept almost any type of job assignment in order

to keep working for this hotel.

0.33  0.000%*** Positive Low

A3:

This hotel truly inspires the best in the way of job

performance

0.44  0.000%*** Positive Low

A4:

It would take little change in my present

circumstances causing me to leave this hotel.

0.36  0.000%*** Positive Low

AS:

Truly care about the fate of this hotel

0.25  0.000%** Positive Very

Low

A6:

This is the best of all possible hotels for which to

work.

0.46  0.000%*** Positive Low

AT7:

Pride in telling others of the affiliation with this hotel

0.40  0.000%*** Positive Low

AS8:

Do not feel any obligation to remain with my current

employer.

0.32  0.000%** Positive Low

A9:

Would not leave my organization right now because

sense of obligation to the people in it.

0.33  0.000%** Positive Low

A10: This department has a great deal of personal meaning

to me.

0.35  0.000%** Positive Low

w3k <0001
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Based on Pearson Product Moment Correlation Coefficient, the result in
Table 25 showed that there were significant correlations between the organizational characteristic
factors and employee commitments. This suggests that the organizational characteristic factor
correlates to the employee commitment to the organization of small independent hotels in Phuket

Province(p<0.001).
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CHAPTER 5

Conclusions and Discussions

5.1Conclusions and Discussions

The objectives of this study were to (1) investigate the levels of employee
commitment to the organization of small independent hotels in Phuket Province, (2) compare the
average levels of employee commitment to the organization of the small independent hotels in
Phuket Province separated by personal characteristic, and (3) investigate the relationship between
job characteristic factors, organizational characteristic factors and levels of employee
commitment to the organization of small independent hotels in Phuket Province. The summaries
of finding are presented as follow:

Objective 1: investigate the levels of employee commitment to the organization
of small independent hotels in Phuket Province

Small independent hotel employees in Phuket have strong commitment to
the organization. They are willing to put in a great deal of effort to help their hotels be
successful. They would accept almost any type of job assignment in order to keep working for
their hotels. In addtition, they had pride in the affiliation with their hotels. The results support
Meyer& Allen (2000) who noted that committed employees would perform their job well. Also,
Gardner & Wright (1998) confirmed that committed employees always demonstrate a willing
adherence to company policies and have lower turnover rates, which are directly related to
employee retention.

Objective 2: compare the level of employee commitment to the organization of
the small independent hotels in Phuket Province separate by personal characteristics.

In terms of the personal characteristics of the small independent hotel
employees in Phuket, the majority of them were female, single, had lower than a bachelor degree,
the age of 35 years or younger, and working in operational level in front office section. Most of
them had 1-2 year working experience. More than half of the small independent hotel employees

received 10,001-15, 000 baht per month salary.
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Figure 5 The factors affecting employee commitment for small independent hotels in Phuket

Province

Personal characteristics

Education

Marital status

Employee commitment for small

independent hotels in Phuket

v

Working Position

Province.

Working Section

Work experience for this hotel

Figure 5 showed that education; marital status, working position, working
section, and work experience had effects on employee commitment to the small independent
hotels in Phuket Province. In contrast, the personal characteristics in terms of gender, age,
previous work experience, and average income had no effect on employee commitment. This
study partially supports Morrow (1983), Bardi (2007), Wong (2010),and Cohen(1992),who found
that the personal characteristics such as age, tenure, gender, level of education, position in the
company, and years of working experience explained most of the variation in employee
commitment to the organization.The personal characteristics affecting employee commitment to the
organization of the small independent hotels in Phuket Province can be discussed as followed:

1. The employees who have an education lower than a Bachelor degree
had higher commitment to the organization than the employees that had a Bachelor degree
level. The reason might be that employees with lower than a Bachelor degree might have lower

expectation upon their employers and have lower job opportunity. Therefore, they would tend to
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have high job commitment and have stronger intention to work harder to show their capabilities
and get recognition leading to promotions.

2. The married employees had commitment to the organization more
than the single and divorced or separated employees did.It is further apparent that most married
employees in this study are the ones who had lower than a Bachelor degree of education.Since
they have to take myriad responsibilities in their family, they had high loyalty with small
independent hotels. In fact, they might feel unsure whether they would have a chance to join with
big hotels or chain hotels; therefore, a way to make their family and personal life most secured is
to be happy with the present position and stability in small independent hotels. This is in
accordance to the affective commitment of Tung, et al., (2014) and Biljana, (2004)who stated that
employees would be more committed to their current employers when realizing that it is very
difficult to find a new job elsewhere.

3. The employees at management levels tend to have stronger
commitment than employees at operational levels. This may be attributed to several explanations.
As the organization structure of small independent hotels tends to be relatively simple, thus it is
likely that managers in such hotels would work very closely with the hotel owners thereby
developing closer relationship with the owners. Another reason for the higher commitment among
employees at management level is owing to a fact that many of the owners of these hotels also
take managerial roles at the hotels as well. Undoubtedly, they are highly committed to ensure that
hotels are sustainably and profitably operated, and these feelings would not be as strong when
they are merely the managers on payroll.

4. The back-of-the-house employees had more commitment to their
organization than the front-of-the-house employees did. This may be because back-of-the-house
employees have a lower chance to interact with customers which lead to lower stress than front
line employees. With lower stress level, they would feel happier, and be likely to stay at the same
organization for a longer period of time (Turner&Lawrence, 1965).Furthermore, most employees
of small independent hotels have a relatively little working experience (1-2 years working
experience), which is likely that this may be their first job. Hence, at this stage of their career they

are excited, eager to learn and would not mind working in small independent hotels, however
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those in older aged groups may be more concerned with career advancement in larger hotels that
can offer them better pay and work stability (Sheldon 1971).

Objective 3: investigate the relationship between job characteristic factors,
organization characteristic factors and level of employee commitment to the organization of

small independent hotels in Phuket Province

Figure 6 The factors that affecting employee commitment for small independent hotel in Phuket

Province

Job characteristic factor

Employee commitment for

small independent hotels in Phuket Province

Organization characteristic

factor

Figure 6 presented the factors affecting employee commitment for small
independent hotel in Phuket Province. This study found that the job-characteristic factors and the
organizational-characteristics factors had a positive correlation with employee commitment. This
study supports Dunja (2014) who found strong positive correlations between organizational
commitment and job characteristics. This study also supports Narumon and Gerard (2008) who
found the employees committed were demonstrating the organizational brand values.Furthermore,
this study supports Steven (2007) and Biljana (2004) who found that organizational change

affected employee attitude including employee commitment.

5.2 Recommendation
Taking into considerations the key findings and above discussions, a number of

recommendations are outlined below:
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1. The executive and/or human resource division should be improving the
levels of employee commitment by (1) offering foreign language communication courses to
improve their skills and(2) providing employees the opportunities to work in diverse, exotic and
challenging jobs, for example rotating employees to work in different departments so that they
can have multi-task skills.

2. The executive and/or human resource division should prepare staff for
any organizational change. This can be done by having procedures in place to prepare for any
change, for example before making any announcements to the whole of employees, surveying
opinions of employee should be done to obtain their general opinions before informing them any
changes that could affect to the morale of the employees.

3. Education, marital status, working position, section, and work experience
have effects toward employee commitment levels to the organization of small independent hotels.
Therefore, specific human resource management plans should be in place to deal with employees
with different demographic profiles.

4. Job-characteristic factors and the organizational characteristic factors
have relationship with the employee commitment. Therefore, the executive and/or human resource
division should provide organizational management (e.g. the organization structure, roles and
responsibilities, working condition, and atmosphere) with consideration of the job-characteristic
factors and the organizational-characteristic factors.The recommendations of each factorare as
follows:

4.1 Job rotation and scheduling should be appropriate carried out while
taking into consideration employees’ life cycle to ensure that staff can balance between work and
personal life.

4.2 Provide employees advice in terms of career paths.

4.3 Create manuals and standard working procedures for all
departments. It is also important that employees are properly informed and trained about these
procedures.

4.4Provide the appropriate annual leave in accordance with Thai Labor

Law.
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4.5 Provide a happy and healthy workplace. Ensure that employees are
working under appropriate working conditions which meet the requirements specified by the
relevant law.

4.6 Develop activities to encourage better employer-employee
relationship by including employee’s families in the activities, setting up a medical clinic to
provide basic medical treatment and advice for family planning, and etc.

4.7 Offer an opportunity for employees to be involved and participate in
the meeting of setting up a yearly plan and key performance indicators (KPIs). By allowing them
to be involved, their sense of belonging would be enhanced.

4.8 Provide them better job stability in order to increase staff

motivation.

5.3 Limitation of the study and suggestion for further research

When looking at the personal characteristics of the respondents in this study, it is
obvious that most of them were female with lower than a Bachelor degree education and working
in the operational level job position. Moreover, almost half of them were in the age of 26-34
years, so this might create biased results. Thus, future research should separate the sampling
group according to gender, education, job position, age, and working experience to represent
equally all sub-groups of small independent hotel employees.

In terms of future research, the researcher recommends future studies on career
path and retirement plan for employees of small independent hotels in Phuket Province. This is
because most of hotels will want younger employees who have high inspiration to work. The
survey results found the employees of small independent hotels worried about the opportunity for
advancement in positions including the stability in the work.If small independent hotels want to

maintain their employees; they must do this research and apply it to run their hotels.
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Appendix

Appendix A : Questionnaire
Factors Affecting Employee Commitment for Small Independent Hotel in Phuket Province

Explanation

This questionnaire was a part of the graduate study in the degree of Master of Business
Administration in Hospitality and Tourism Management (International Program), Prince of
Songkla University. The objectives of this research wereto (1) to investigate the levels of
employee commitment to the organization of small independent hotels in Phuket. (2) to compare
the levels of employee commitment to the organization of the small independent hotels in Phuket
Province in regard to personal characteristics, and (3) to investigate the relationship between the
job-characteristic factors, organization-characteristic factors and the level of employee
commitment to the organization of small independent hotels in Phuket province. It will take about
15-20 minutes of your time in completing this survey. Your responses will be kept completely
confidential. No individual respondent will be identified to any other person or in any written
form. The results of this study would be beneficial for further improvement and development of
work-life balance of small independent hotel managers in Phuket Province.

Thank you very much for your cooperation. Your response will be greatly

appreciated. If you have any further questions, please contact me at my email address

(thepraima@gmail.com)or call me at 084-445-0101.

Thank You with regards,

Ms. PraimaSeneetantikun


mailto:thepraima@gmail.com

Part 1 Personal characteristic of respondent
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Please write symbol \/ in front the answer that closely your realistic of situation.

1.Gender

1.( ) Male
2.Age

1. () Not over 25 years old

3. ( ) 36-45years old

5.( ) 56-60 years old
3.Education

1. ( ) lower than Bachelor degree

3. ( ) Master degree or higher than
4. Marriage Status

1. ( ) Single

3. () Divorce/Separate
5.Working position

1. () Management Level

3. () Supervisor

5. () Other (Please specify)..........

6.Section
1. ( ) Front Office

3. ( ) Kitchen

5. () Other (Please specify)..........

7.Work Experience for this hotel
1. ( ) Less than 1 years
3.( ) 3-4 years

5. ( ) More than 6 years

2.( ) Female

2.( ) 26-35years old

4.( )46-55 years old

6. () More than 60 years old

2. () Bachelor degree

4. () Other (Please specify)

2.( ) Married

2. () Assistance Manager

4. ( ) Operator

2.( ) Food and Drink

4. ( ) Housekeeper

2.( ) 1-2 years

4.( ) 5-6years

8.Work Experience before move to this hotel

1. ( ) Less than 1 years
3.( ) 3-4 years

5. ( ) More than 6 years

2.( ) 1-2years

4.( ) 5-6years
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9.Average Income
1. ( ) Less than 10,000 Baht/Month 2. ( ) 10,001-15,000 Baht/Month
3.( ) 15,001-20,000 Baht/Month 4.( )20,001-25,000 Baht/Month

5.( ) 25,001-30,000 Baht/Month 6. () More than 30,000 Baht/Month

Part 2 the job characteristic of the small independent hotels
Please write symbol\/ in front the answer that closely your realistic of situation.

The answers in part 2 was the rating that divided into the measurement of 5 levels as

follows:
Interval Scale Level of Opinion
5 Strongly agree
4 Agree
3 Fair
2 Slightly agree
1 Disagree

Level of Opinion

Question about the job characteristic of the small
Strongly| Agree | Fair |Slightl| Dis-
independent hotels
agree y agree| agree

Job responsiveness factor
1. Scope and responsibility of work assigned allows

me to mesh hobbies and something interests.

2. Employees must be able to work in shift duty and

work overtime.

3. Staff must have good communication skills in

foreign languages as well.

The completeness and achievement factor

4. The possibility of having a higher income

5. The hotel jobs is intellectually and competence

challenging
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Question about the job characteristic of the small

independent hotels

Level of Opinion

Strongly

agree

Agree

Fair

Slightl

y agree

Dis-

agree

6. The hotel jobs make the opportunity for

advancement position.

Understanding on job procedure factor

7. Processes in all positions are clearly defined.

8. New employees will get on the job training before
starting work for understanding to role and

responsibility of their tasks.

9. A monitoring and test about knowledge,
understanding and operating according to the

procedure continues.

Work reflection factor

10. A job have prestige and status in the community

11. A characteristic of hotel jobs that meshes well with

family life

12. A characteristic of hotel jobs influence to the

fatigue of health and mental.

Job Opportunity to coordinate with others factor

13.Opportunity for advancement.

14. Opportunity to make a difference in other people’s

lives.

15.Opportunity to experience something different,

diverse, exotic and many different people.
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Part 3 the Organization Characteristics of the small independent hotels

Please write symbol \/ in front the answer that closely your realistic of situation.

The answers in part 3 was the rating that divided into the measurement of 5 levels as

follows:
Interval Scale Level of Opinion
5 Strongly agree
4 Agree
3 Fair
2 Slightly agree
1 Disagree

Level of Opinion

Question about the Organization Characteristics of
Strongl | Agree | Fair |Slightl| Dis-
the small independent hotels
y agree y agree| agree

Organizational support factor

1. Shortage of essential resources

2. Lack of support from senior staff

3. Poor physical working conditions

Citizenship behavior factor

4. The teamwork and mutual assistance.

5. To respect and honor the seniors and juniors.

6. Supervisors and colleagues to support/help both

business and personal.

Benefits the organization factor
7. Wage rates are adequate to current economic

conditions.

8. The comprehensive of the hotel is appropriate and

covers family care.

9. The hotel provides a legal holiday schedule and

similar to big hotels
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Question about the Organization Characteristics of

the small independent hotels

Level of Opinion

Strongl

y agree

Agree

Fair

Slightl

y agree

Dis-

agree

Organization management factor
10.1 find to agree with this hotel’s policies on

important matters relating to its employees.

11.Lack of employee’s participation in

planning/decision making.

12.Good management to security of employment

Part 4 the employee commitment for small independent hotels in Phuket Province

Please write symbol \/ in front the answer that closely your realistic of situation.

The answers in part 4 was the rating that divided into the measurement of 5 levels as

follows:
Interval Scale Level of Commitment
5 Very high
4 High
3 Moderate
2 Low
1 None/Disagree

Question about the employee commitment for small

independent hotels in Phuket Province

Level of Commitment

Very

high

High

Mod

erate

Low

None/
Dis

agree

1. Tam willing to put in a great deal of effort beyond
that normally expected in order to help this hotel be

successful

2. I'would accept almost any type of job assignment in

order to keep working for this hotel.
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Level of Commitment

Question about the employee commitment for small | Very | High | Mod | Low | None/
independent hotels in Phuket Province high erate Dis

agree

3. This hotel really inspires the very best in me in the

way of job performance

4. It would take very little changes in my present

circumstances to cause me to leave this hotel.

5. Treally care about the fate of this hotel

6. For me this is the best of all possible hotels for

which to work.

7. Tam proud to tell others that I am part of this hotel.

8. Ido not feel any obligation to remain with my

current employer.

9. I would not leave my organization right now
because I have a sense of obligation to the people in

it.

10.This department has a great deal of personal

meaning for me.

Part 5 the recommendation and suggestion

Thank you for taking the time to answer a query.




72

(STATLs (AN TISREN

o A Y d % a v [
adeifinanonnuyniunesInnsvasniin U susHBaszVINAEN I UIIH IR

< 2
AT
aw ng dyd 1 = = o X @ a a a

magluasatluduninlumsdnevesindnyivdngasisya Inusmisgsne
A1ITINMFIANINMIVINMIUALNMTNOUNGAMENFATUIUIFIA) UM INGIAVF IV IUATUNS
& Aw s A A A 9 o o o [ <3
Faudagiszasniive (1) MeduANIzAUANUEANUYDINITNIIUAB T5ausuvuIa@anly
o @ <} A = = ' a Y @ o J
Tandagna (2) tiien)ssumeuauRasssAUANUINRUYBINITNILBIANS T 15T NYLIA
< o o <3 A A 9 1Y) o 4 1 o 4
@anludandagina (3) HasieAUANANNTNNUTIZHINANYULUDINU YBIBIANT LAY

[ @ @ 1 [ 1% @ I Ya o 1 J
53@11ﬂ'JuJIZ!ﬂ‘W'L!SUEN‘W‘L!fN11&@]’015\1Llﬁiﬂ]u'lﬂmﬂiui]ﬂ‘ﬂf]ﬂ{]m@ @3%81ﬂ5%0ﬂ31%01§&ﬂ51$ﬁ

v
A 9a o [ J

' o S 9
Tlmﬁaznmﬂizmm 15-20 u1ﬁslumi‘wm,‘U‘JJ’chJmiJG];ﬂum%ﬂmiummmzmumay’a

Y

1 =

1 <3| Y 1o 9 1 @ ' z dy |
ﬂjmmmﬂummammz“lumﬁuayjamum’mmmu"lﬂmmmi wamiﬁﬂyﬂuﬂﬂmmﬂu
J a I [ @ I o Y o a o
ﬂ53Tﬂ%umiimmamzmmmaﬂcl,ui]Wi’mgmmGlumﬁ‘wﬂwwummmﬂmmg«,ﬂwuuaza@1

11301900
ya o <) [ 1 J {
gn%ﬂmam’auwnﬂmmmummimﬁamawnuﬁﬂqmmaznamammuﬁauam
;’5 dy ' = o =) 9y o a 1 Jya o Y = J
NIU 1’i1ﬂ‘1/]1‘1411ﬂ1i]11|Wi@ﬂ]ﬁ)ﬁ\‘lﬁ'ﬁ]ﬂizﬂ'ﬁﬁlﬂ ﬂ;m'lﬁﬂ@]@ﬁj’)i]ﬂhlﬂﬂ1ﬂﬁllllﬁ

(thepraima@gmail.com) 30N 1NN NYUE@AY 084-445-0101

9

P
VDUBVNISAMNT U NU

A v A

e lsun wdlduana



aIuil 1 pudnyMzaINYAna

o A \/ I A ° = Y =
NIUWINUATOINNY Gl‘L!’NmTJ‘V]L!ﬁﬂﬂﬂWﬁ’ﬂU‘V]Qﬂ@@ﬂNTﬂ‘V]’q&]

1IN
L()¥e 2.( ) N
2.019
1. ) ldu 25 2.( )26-35%)
3.( ) 36-451) 4.( )46-551
5.( )56-60 1) 6.( ) gan 60
3.52AUMIANYI
1. dnSagad 2. () USanas
3.( ) dSyanInvsegenn 4.( ) 809 TUTATEY e

4. q40UMNaNTA
1.( ) Term 2.( ) ey
3.( ) nd ueniUeg

5. 8NN

1.( ) 32RUUTHS 2.( ) f¥edians
3.( ) Wamthaw 4.( ) szaulgiiams

5. () 810 TUTATEY e
6. LHUNUDINIU
( ) vSMIaun
() u?mammmazm?mﬁu
() a5
() withu
()81 TUSATEY oo
7 dszaumsahinavesingluTsasud
1.( ) teeni 11 2.( ) 1-2%)
3.( ) 3-41 4.( ) 561

5.( )unan 6l



8. szaumssinmaiaudeudhoninauii
1.( )tesnin 17 2.( ) 121
3.( )3-41 4.( )56
5.()nnnned

9.919 lamas

1.( ) ¥e8na 10,000 1N/HOU 2.( ) 10,001-15,000 1 N/ADU

3.( ) 15,001-20,000 1N/ADU

5.( )25,001-30,000 1N/ADU

aIui 2 padnyazvaamsinaululsausivinaan

4.( )20,001-25,000 1 N/AADU

6.( ) ¥IANI130,000 VINAADU

74

° 4 ] { [ < ' 1 ] J @ [
ﬂﬁqﬂ!']ﬂ”llﬂ?@\i?iiﬂﬂ \/ Glucb"t’)\‘l‘ﬁﬁ3\1ﬂ‘]Jﬂ'J"I‘JJLﬁU‘lJ@\WHH3J1ﬂﬁf!ﬂ Tagutunsansinszay

4
v A

a < < g
‘ﬂ’)']jJﬂﬂlwu@E]ﬂLﬂu 5 TLAVUANU

AZUHUSTZAVANNAAITY

< 9 1
5 I UAIIDY NN
< 9
4 T UAIY
3 thunanymes
[~
2 liwiudoe
[~ 9 1 A
1 hllllﬁu@'lf]@fn\iﬂ\i
STAUANNAATH
AUANHUSVDINU Wiudae | udae | meq | Tdwiv | i
2819110 #e | feed

a

i

adamunrhitazanusuiayey
Y A Ao a o q VY Y o
1. vouwantitaz RS uRasa UM dIImNnaINy

a Yo A A
qmamiﬂuaz"lﬂmamﬁu%

o o < o
2. “W‘L!ﬂ\i'lu'i/].ﬂﬂuﬁﬂﬂﬁ?%ﬁﬂ?ﬂﬂulﬂUﬂz SN IMNIU

1 9
arananld

o Yy Ao v & v
3. NUNNUNNAUADIUNNHEAIUNTTONITAIY

mrasemeldidued1ed

tadesunnugalmwazanuduioluau

< [ Ed
4. Tanudlu i 1dndmsesise lageiu




75

AMANYMZUBINY

U a =3
ILAUANNAAUNY
< Y < Y (= =]
wiudae | wudde | mee | ety | i
219N e | dreed

'
a

i

S a9 a
5. QTHI?QLLTMLI]11\11‘1!1/]‘1/]11/]18]'?1311]?”%1591&63ﬁ@l’ﬂf}}ﬂlﬂ

Y Y
VBIVTNE

= Y v A ° '
6. 1 lsausui Tomanvilumsi@oud vy

aseauanud]laluduneumsinauy
o o V. . Y P
7. duaoumsmauluuaazduisan 1dineszy 13

DUNFALY

£ ] Y 1 = 4 Q’
8. winnulninnauszAvIIuMIHNDUINAD T
A Yy 9 v A
win AN la luunuimuazanysunasenlu

9 A
UUINVDIAULDY

9. Tsasulimsaamunadounnug anudnla uay

nszuIuMsianuvesminauededelilo

adeunaaznouluay
I A A a Yo o
10. nuTswsuduanuninesavaz 185umssensuly

aanw

@

= Y o Y
11. aﬂ‘]slil!g"llﬂﬂﬁ'lujﬁﬂlliﬂuﬂﬂ'lﬂlﬂm'lzﬁil !,"U']ﬂuvlﬂﬂﬂﬂ

AU

o a o 9 Ya A 9 o
12. aﬂHﬂ!g\iTNT'EQLlﬁNﬂwa‘ﬂ{lﬂlﬂﬂﬂ’nulﬂuﬂﬂﬁWW\?

gqummmanaz 1y

tadednlomalumsilszanuauiugon
0 = o &
13, mahauTswsuiiTomalszauanuduio vaz

Y 9 Y A
ANUAMIHI TuHENMT U

14, mymaulsasyilomalumsautuFianuanaig

@

nuyanalueIFnous

15, msmau sl ldanlseaumsainlan vy

P v
Llﬁ%qﬂWﬂl%ﬂﬁjﬂuWQWﬂﬁQWﬂ




dIui 3 NUANHUZVDIDIANS

o y 1 { @ a < J
ﬂiqilﬂ‘ﬂ“ﬂ%@\i'ﬂlﬂﬂ \/ a9l uFINATINVANUAATUUDINIUNIN

4
~

@ a ] S v W
sEAUANNAAtiUooMTY 5 38AUAN

76

~ 1 4 [V
ﬂﬁﬂiﬂﬂl!ﬁﬂlﬂmcﬂﬂﬁ’m

AU STAUANHUAAHRH
<3 9 1
5 T UAIIDY NN
<3 9
4 T UAIY
3 REe)
[ I~1
2 liiwiudoe
N~ 9 1
1 lllllﬂu@:]ﬂ@f]']\ill']ﬂ
STAUANNAATH
(%) Jd
AUANHUSVDIDIANG Wudoe | iudie | wmeq | gy | iy
28719110 dry | Aeoena

a

N

U Ao J
Podenaiivayuenns

¥ v o Ao o
13. IE\TLL‘SN‘UENGU1WL§]1"ll1ﬂllﬂﬂu1/l§Wfﬂﬂiﬂ%11,‘]_]1!

J [

14. viamsatiuayy Aquanwiinauguiminnue) la

¥ Y v o Ay 12
15. INLLSM"II’EN"U"I‘WLi]ulﬁﬂTWLl,’ma@iJﬂﬁ‘ﬂNTLI‘VIVllJﬂ

v a d
ﬁ‘i]‘i]ﬂ‘l"li]ﬂﬂii?l‘l]ﬂ\?ﬂualﬂﬂﬂﬂﬂi
Y Yy 9 o I A Y
16. Isausueamniumsmauduiy uazaselinnu

. A o g P A
Fromaonuiluedea

Y Y A Y a =
17. Tsausuwesdwdiims 1mesauaz imsuaanu

MINT UMWDY T

o Y Yo o o 4 ' v o
18. “H’mm/@umuum%mamﬁauiammqlﬂmi’duumgu
1 A g 1 = 3 Y o aa
uazmﬂmamﬂuamwmﬂumumﬁ‘vmml,mm’m

AIUAD

todawailszlaviinlasuesnns

19. sasimdelianumnzanluamwasygnailegiu

20. AaanNs Ve TsausulANMMINZEY uaziieane lums

VAl [
1%%1&@uamamm

@ @ J F4 [
21. Tsausuiiuvga Jua1ene mungune vaglnameiy

Tsausuaing 1ng)

J
ademumsusrisesnns

9 Y & Y o A o o o
22. i urudnuu TeuevedIsasnluGosdany, A




77

U a &
ITAUANUAAUNY
[ d
AANHUSVDIBINNT wiudae [ iudae | wmeq | lddie | i
' M o '
9619110 fe | Aaweeng
EN
A4 ¥ o o
INYIVDINUNUNITU

1 Y £ s 1
23. Tim’iu"lu“lw‘wummnmm’miummmmuuazm'i

aaaula

= [ A o Y o Yy A o
24. Ii\'ILLiﬂJNﬂﬁﬁ]ﬂﬂﬁ’ﬂﬂ‘ﬂﬂﬂwuﬂﬂugﬁﬂi\lﬂﬂn\muﬂﬂ

Tuau

'
\J

J d‘ U 0 A < o Y [~
aIUN 4 ANNE nwummwum1u‘n34ﬂi:ﬂsaummmman‘lummﬂgmﬂ

o A ,\/ ] A o 9 =2 J A ] 4 @ o
NIUINUATOINNY 61051,‘11!5]5’0\11/1@]i\iﬂ“Uﬂ’ﬂllgﬁﬂﬂlﬂﬂﬂ'luh1ﬂ1ﬂﬁf@1@ﬂllﬂﬂlﬂmcﬂﬂiiﬁﬂiﬁﬂﬂ

E4
v A

@ I o
ﬂ'J’]iJE!ﬂWU@@ﬂL‘]Ju 5 3¢AUANU

AZUUY IZAUANNYANY

5 pjﬂﬁumﬂﬁq@

4 WD

3 ARG MBER

2 ynuiiow

1 Taiggniu/aifiudae

FZAUANUHNIY
ANUDWUVBINIINNY wniiga | wn [thunma| vew  [Taignvi
Miuee

v Y = a aa ' ° ' o A 9
1. ‘IJWWL%HJﬂ?ﬂﬁJEJUﬂ‘V]%Z‘VpJL‘V]VINWuE)EJN“ﬁuﬂ l‘w@%”]ﬂiﬁ

dy 9 &
Tsausuilsgauanuduso

Y] ) o ] LAY Yo A ¥
2. mdweniu ldnneden ldsuueunminaie 14 14

1 d’l
g 1351l

Ed
3. TswsutiafausaiuaralaIdwd 1dduw

ANUAVTONAYVDIA DI THIURI

~ = Y A 3 v < ° vy Y
4. wnimslasulawdiieaanties ne1vm v

A100n91N 159U5Y

) Y = Y= g 1 e
5. mwmmmmsﬁmﬂuwNm’oamﬂmmaﬂsmmu

=

Y Y Y= " A g Ao
6. "’U']W!f‘l]'lllﬂ'ﬂllgﬁﬂ'ﬂiiﬂL!ﬁnLLﬂﬁulﬂuﬁﬂ’]uWﬂ’N’]uﬂﬂ

=S
nga




78

FZAUANUHNIY
ANURAWHURININNY wnfiga | wn |[thunans| dea | lagnitiy
& v
A1 ti]
v Y a YR  aq A YA 1 o 1A
7. VuaNuzangiilanszuengouiniinuegn
E4
Tsausuumatl
Y Y 192 o ' Y o 9 1 o
8. Fmud lugdngniuaemednauildenneginnu

o 11/

9 9 } dy = 9 =R
9. "UW\I!&]ﬂll’ﬂfﬂﬂ%z’m@ﬂﬂi]TﬂINLLﬁJu INIIBUANUIAD

v v Yo o

HRILAUATIA T Y Ao Us WA

o o (=
10. M lunwun lddmsianuddniniuau

RGEY

0]

|l d' Y a S Y a' a
AIUN S VALK HUASUDIA HDUUSINNINNY

VBV UNWIZAMTTHIVNINVRIMUNTIAB VUV VTV




Appendix B : Certificate

JOURNAL OF

INTERNATIONAL STUDIES

Faculty of Intemational Studies, Prince of Songkla University

December 9, 2015

Letter of Acceptance

Manuscript No,: 2015-03
Author: Praima Seneetantikun
Title: “Factors affecting small independent hotel employee commitment in Phuket”

Dear Miss Praima Sencetantikun

The Editorial Team of Journal of International Studies (JIS), is pleased to inform you that your
manuscript entitled “Factors affecting small independent hotel employee commitment in
Phuket™ has been accepted for the publication.

Your manuscript is scheduled to be published in the upcoming joumnal issuc Journal of
International Studies. Prince of Songkla University, Vol 5 No, 2, July — December 2015.

Kind regards,

o 4

Dr. Supachai Jeangjai
Executive Editor (Journal of International Studies)
Associate dean for Research and Development

79



VITAE
Name: Ms.Praima Seneetantikun
Student ID: 5630120011
Education Attainment
Degree: Name of Institution: Year of Graduation:
Bachelor of Business Administration Assumption University 2003
Master of Business Administration University of Wales, Newport 2008

Last work position and Address:
Director, Nitipong Law Firm

12/9 Moo.1, Chaofa Road, Chalong, Phuket, Thailand

List of Publication and Proceedings

Praima Seneetantikun. (2015) Factors Affecting Employee Commitment for Small Independent

Hotels inPhuket Province. Journal of International Studes, Prince of Songkal University.

5(2) (July — December 2015)

80



